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PREFACE

The need to help individuals make informed career decisions is a critical and continuing one. One
means of addressing this need in a practical and lasting way is through our nation’s educational insti-
tutions, by providing them with methods of using readily accessible and current career information
resources.

Prompted by the Career Education Incentive Act (P.L. 95-207), the National Occupational Infor-
mation Coordinating Committee (NOICC), the U.S. D epartment of Education and the Bureau of
Labor Statistics initiated a project focused on preparing teachers to infuse career information into
the classroom.

The Occupational Outlook Handbook (OOH) is commonly available in schools and colleges, and it
is updated regularly—two of many features that make it an ideal principal career information
resource. However, like a dictionary, encyclopedia or other reference book, the OOH requires some
skill and knowledge if it is to be used effectively. Learning the concepts needed to understand the
information in the OOH takes a certain amount of effort—and, in return, provides both kncwledge
and a resource that can be used throughout a lifetime. For these reasons alone, it made sense to
help teachers with the critical task of infusing these concepts into their course curriculurn.

The New Y ork State Occupational Information Coordinating Committee’s ‘’‘National Career Educa-
tion Infusion Project” was selected from proposals submitted by more than twenty states to develop
materials to address this need. Now—after intensive effort involving numerous individuals, organiza-
tions, and institutions—this publication, Career Information jn the Classroom, has been produced.
NOICC expects this workshop guide will prove to be a significant tool for advancing the use of
occupational information by individuals making career decisions.

In addition to the following acknowledgements, NOICC also recognizes the important administra
tive contributions the New York SOICC and its director, Mr. Albert Ross, have made to the suc-
cessful production of this document.

Russell B. Flanders

Executive Director

National Occupational Information
Coordinating Committee




FOREWORD

The decade of the 1980s will be one of many changes in the structure of American society as our
nation moves into the Computer Age, and many of the most dramatic changes are certain to take
place in the world of work. Career Information in the Classroom: Workshop Guide for Infusing
the Occupational Outlook Handbook will be a valuable tool for classroom teachers trying to help
America’s young citizens learn abo''t these changes.

Career Information in the Classroom provides teache*s with both knowledge of concepts and prac-
tical resources for infusion into their curricula concerning the dynamics of the economy and the
labor market as well as the actual development of one’s career. The publication is unique in its
scope; it contains suggestions for classroom teachers from kindergarten to twelfth grade and all
subject areas. We believe that this material will have a positive influence on thousands of students.

The New York State Education Department and the National Center for Research in Vocational
Education are pleased to have been involved in the development of this material, We appreciate
the efforts of the various staff members of our institutions and most especially thank the many
classroom teachers who helped in this project.

Albert Ross, Director Robert E. Taylor
New York State Occupational Executive Director
Information Coordinating The National Center for Research in
Committee Vocational Education
vii
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INSTRUCTOR’'S MANUAL

This manual is designed to help you motivate and teach others who are interested in incorporating
occupational information into their curricula. It provides (1) an overview of the training package,
(2) information on how to pian a workshop, and (3) helpful hints and techniques for leading groups.

SECTION 1. OVERVIEW OF THE TRAINING PACKAGE

This competency-based training package instructs teachers of grades K-12 on how to infuse the

use of the Occupational Outlcok Handbook (OOH) and the concepts contained within it into their
curricula. The package contains six instructional modules, which address concepts that relate to the
OOH and to infusion: {1) Basic Principles of Career Development, (2) How to Develop Infused
Activities, (3) The Occupational Outlook Handbook and Occupational Information, (4) Under-
standing the Labor Market, (5) Understanding the Economy, and (6) Exploring Careers. Each mod-
ule is designed to stand alone; however, key concepts are intertwined throughout the package.

Each module is designed with asimilar format. An introductory page presents the purpose of the
module and the key concepts and teacher competencies it addresses. Learning experiences, which
contain the instructional content of the module, teach towards the key concepts and related teacher
competencies. An overview sheet for eac™ learning experience iden tifies the key concepts, compe-
tencies, and objectives covered in the learning experience and presents pertinent instructor’s infor-
mation, such as instructional time, resources, and instructional methods. Within each learning
experience an instructor’s outline provides detailed information needed by the person(s) leading

the training session. This information is displayed in a way that allows space for the instructor to
write notes. Masters for suggested transparencies are provided at the end of the instructor’s outline.
Samples (not to be reproduced) of worksheets and handouts are provided. Sets of handout materials
for distribution are available from the publisher of this manual.

In modules IV-VI, abstracts of related teaching activities are included arter the set of learning expe-
riences; grade levels and subject areas are specified far these activities. Abstracts of additional
resources are also presented as sources for the workshop participants and the instructor(s).

The evaluation section of the module provides suggested evaluation instruments and techniques. A
pre-workshop and post-workshop competency self-assessment is used by participants to record their
perceptions of their own competence; a list of performance indicators helps the instructor deter-
mine whether participants have gained specific competencies after completing the learning experi-
ences; and a workshop effectiveness questionnaire gathers information on the usefulness of
workshop techniques. All evaluation procedures are optional.

The following are brief descriptions of the six modules, including the concests and teacher compe-

tencies addressed in the module, the instructional activities and content, and approximate time lines
for instruction.

13



Module I—Basic Principles of Career Development

The concept addressed in this module is that career education concepts are derived from career
development theory. The competencies to be achieved are that the teachers will be better able to—

1. describe how basic career development principles relate to an individual’s career develop-
ment and

2. present career development concepts that relate to their curricula.

The first learning experience begins with a series of exercises designed to start participants thinking
about career development and the concepts in the Occupational Outlook Handbook. At the com-
pletion of the exercises, the instructor highlights basic career development principles that are men-
tioned. Based upon the exercises and a summary presentation, participants relate the principles to
their own career development through discussion. The instructor then discusses the fact that these
principles, which are derived from theories, are the foundation for career education concepts.

The second learning experience, after presentation of a sample career development model, provides
the participants with an opportunity to think about caresr development models and to brainstorm
about how they could teach at least two career education concepts to their students. The instructor
summarizes by stressing that career education concepts can be taught at any grade level and in any
subject.

The instructional time for the module is two to four hours. The time spent on the first series of
exercises in the first learning experience can range from one to two (or more) hours. The second
learning experience may be completed in one hour.

Module 11—How to Develop Infused Activities

The concept addressed by this module is that infusion is a viable means of delivering life-related
subject matter. The competencies to be achieved are that teachers will be better able to—

1. define infusion of career development concepts and the purpose and expected benefits
of infusion;

2. demonstrate acceptance of the responsibility for infusing career development concepts
into their curricula; and

3. demonstrate an understanding of the process used to develop infusion activities by devel-
oping a lesson plan.

The first learning experience helps participants think about the purposes, methods, and benefits of
infusing career development theory into their curricula. In the first exercise, the participants men-
tion how they currently incorporate career development principles into their teaching, and the
instructor emphasizes the idea that career development concepts can be taught while teaching a
specific academic subject. The participants discuss what infusion means and arrive at a definition,
which is presented as the group’s “working’’ definition. In an optional exercise, participants write
slogans that best depict their definition of infusion. The last exercise, completion of a worksheet,
is designed to determine whether the participants understand infusion.

14



The second learning experience allows participants to internalize the idea of infusion. Through an
initial discussion, the instructor highlights the importance of imparting information that includes
career information. The group then identifies instructional modes they can use to impart career
information. The last activities are a discussicn of the fact that everyone (grades K-12) can system-
atically infuse career development concepts and small group discussions about where career devel-
opment concepts can be infused into specific grade levels and subject areas.

The third learning experience teaches participancs a process for developing an infused activity. In
the initial exercise, the instructor simulates teaching a noninfused lesson and then teaches the same
lesson but infuses a career development concept. The instructor points out that infusion does not
take time away from teaching of an academic concept and that it is not an add-on. With the use of
transparencies and handouts, the instructor describes the process of developing an infused lesson.
In small groups, the participants develop at least one infused lesson using the process previously
presented.

The instructional time for the module is approximately three hours, with each learning experience
being about an hour in length. Extension of discussion and activities could make it longer.

Module t11-The Occupational Outiook Handbook and Occupational Information

The key concepts of this module are that (1) the Occupational Outlook Handbook contains infor-
mation that can be incorporated into the curriculum and (2) it is necessary for students to receive
occupational information. The competencies to be achieved are that teachers will be better able to—

1. locate specific information within the Occupational Outlook Handbook:

2. identify reasons why it is important to incorporate occupational information into their
curricula; and

3. give examples of how the information contained in the Occupational Outlook Handbook
can be incorporated into their curricula,

The first learning experience makes participants better aware of the content of the Occupational
Outlook Handbook and how it is organized. After a brief presentation on the background of the
OOH, the instructor and participants review the major sections of the OOH. In the concluding
exercise, the participants are asked to think of occupations that interest them and look them up
in the OOH.

The second learning experience helps participants identify how they can better incorporate occupa-
tional information into their curricula. The first exercise is designed to make participants aware of
the need for occupational information. On a “’career line”’ they indicate points in time when they
have made some type of career decision. The instructor stresses that if people start thin king about
occupations as young children, then some form of occupational information should be presented
as early as the primary grades. A discussion follows on the benefits of providing occupational infor-
mation to students in grades K-12, Participants then work ir small groups and identify information
within the Occupational Outlook Handbook that they could use with their students.

The time needed to present the module is approximately two hours, one hour for each learning
experience.




Module 1 V—Understanding tne Labor Market
The key concepts addressed by the module are the following:

1. The labor market is the interaction of people competir:g for jobs (occupations) and
employers {(industries) competing for workers. The job seekers and workers constitute
the labor force. The supply of workers and the demand for workers affect each other.

2. Anindustry can be classified by the goods and/or services it produces.

3. An occupation can be classified by the major tasks a worker performs.

4. Although each industry has its own occupational composition, some occupations are
found in many different industries.

5. Despite the importance of employment growth, most job openings result from repiace-
| ment needs.

The competencies to be achieved in this module are that teachers will be better able to—

1. explain the idea of supply and demand as it relates to the labor market;

3. classify industries as providers of goods or services;

4. describe an activity that infuses into their curricula an example of goods-producing or
service industries;

5. classify occupations according to various classification systems;
6. describe an activity that infuses into their curricula occupational classification activities,
7. explain the concept of occupational mobility;

8. describe an activity that infuses into their curricula the idea that many occupations can
be found in different industries;

9. explain the difference between and relative importance of job openings due to (a) employ
ment growth and (b) replacement needs; and

|
\
2. describe an activity that infuses into their curricula the concept of the labor market;
10. describe an activity that infuses into their curricula reasons for a favorable or unfavor
able outlook for an occupation.

The first learning experience explains the dynamics of the labor market. After a discussion of what
constitutes employed, unemployed, underemployed, and discouraged workers, participants take

part in a role-playing activity in which they classify workers. The instructor then discusses how the
supply of and demand for workers is generated. Final discussion for this learning experience relates
to the impact of wages on worker supply. An associated activity is the completion of achart show-
ing hypothetical wage scales. As culminating activities for this learning experience (as for all of the
learning experiences in this module), participants identify where the key concepts presented in the
learning experience are discussed in the OOH and then develop lesson plans that show how the key
concepts can be infused into their curricula.

4
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The second learning experience addresses how industries and occupations are classified and the idea
that many occupations are present in more than one industry. The first activity is a discussion of
the ways industries can be classified. Participants then complete a worksheet that asks them to
indicate whether specific industries are goods-producing or service-producing industries. The next
activities relate to classification of occupations. After a discussion of how occupations are classi-
fied, participants classify various occupations. The mobility that people in some occupations have
from one industry to another then is highlighted. Through various activities, participants identify
occupations that can be found in more than one industry.

The culminating activities involve finding references to the key concepts in the OOH and developing
a lesson plan.

The focus of the third learning experience is to determine how job openings occur. The instructor
and participants discuss and provide examples of how job openings can result from growth in an
industry and occupational transfers and labor force separations of current workers. Participants
complete a worksheet on turnover rates,

Besides the culminating activities similar to those in the other learning experiences, there is an
optional knowledge quiz that covers information from the entire module.

\
|
|
The instructional time for the module is four hours. The first two learning experiences each take 1
approximately one and one-half hours to complete and the last learning experience is designed to ‘
take place in one hour.

Module V—Understanding tke Economy

The key concepts addressed by the module are the following:

1. A community’s local economic condition is determined by the nature of its population,
climate, geographic location, resources, mix of industries, and public policies.

2. The nation’s economic condition is constantly changing because of decisions made by
businesses, consumers, and governments. Factors that affect national and local economies
include changing technologies, business conditions, population patterns, consumer prefer-
ences, and availability of resources.

3. Technological change affects the job security of workers and the skills required of workers.
Asproductivity increases as a result of technological changes, real wages also increase.

The competencies to be achieved in this module are that teachers will be better able to—
1. explain how characteristics of a community can affect its economic conditions;

2. describe an activity that infuses into their curricula the idea that local economic condi-
tions are influenced by the characteristics of the community;

3. explain how decisions made by and factors related to businesses, consumers, and govern-
ments affect the nation’s economic condition;




4. describe an activity that infuses into their curricula the idea that economic changes relate ’
to decisions and factors associated with various groups;

5. provide examples of how technological changes affect the job security of workers and the
skills of workers; and

6. describe an activity that infuses into their curricula the idea that technological changes
affect the job security and skills of workers.

The local economy is the focus of the first learning experience. The instructor discusses how an
area’s population, geographic location, and mix of industries affect the local economy. Participants
provide examples and complete various worksheets associated with each of these factors. As culmi-
nating activities for this learning experience (as for all of the learning experiences in this module),
participants identify where the key concept presented in the learning experience is discussed in the
OOH and then develop lesson plans that show how the key concept can be infused into their cur-
ricula.

The second learning experience explores how businesses, consumers, and governments influence the
national economy. The group discusses each influence, provides examples, and completes related
worksheets. Other impacts on the economy, such as changing technology, business conditicns,
population patterns, and natural resources, also are discussed. The culminating activities of finding
references to the key concept in the OOH and developing a lesson plan complete the learning expe-
rience.

The third learning experience explores the implications of changing téchnology on workers and the
economy. After a presentation on the effect of changing technology on job security, worker skills,
and productivity, participants debate the pros and cons of automation as it relates to productivity,
real wages, worker safety, job satisfaction, and educational requirements. Another activity is a role-
play game in which participants react to various economic conditions. Besides the culminating
activities similar to those in the other learning experiences, there is an optional knowledge quiz
that covers information from the entire module.

The instructional time for the module is five and one-half hours—one and one-half hours for the
first and two hours each for the second and third learning experiences.

Module VI—Exploring Careers
The key concepts addressed by the module are the following:

1. An understanding of personal attributes, including interests, abilities, work values, train-
ing, and experience, is important in occupational choice.

2. Anunderstanding of occupational characteristics, including the nature of the work, job
outlook, earnings, working conditions, required training, other job qualifications, and
advancement opportunities, is important in occupational choice.
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. The competencies to be achieved in this module are that teachers will be better able to~-
1. explain how knowledge of personal attributes can improve occupational choice;

2. describe an activity that infuses into their curricula information on understanding per-
sonal attributes as they relate to occupational choice;

3. explain how knowledge of occupational characteristics can improve occupational choice;
and

4. describe an activity that infuses into their curricula information on understanding occu-
pational characteristics as they relate to occupational choice.

In the first learning experience, participants discuss how personal attributes relate to one’s work.
They then complete a worksheet regarding their personal interests/abilities. A discussion follows
on personal work values and training and experience. Participants then complete a “career ladder”
worksheet and participate in a role-play situation in which they identify occupations that fit
specific personality profiles.

In the culminating activities for the learning experience, participants identify where the key con-
cept presented in the learning experience is discussed in the OOH and then develop lesson plans
that show how the key concept can be infused into their curricula.

The second learning experience addresses characteristics of specific occupations. Using the 00H as
a reference, participants review the nature of the work, job outlook, working conditions, earnings,

I and training requirements of different occupations. They then develop a lesson plan that shows how

the key concept can be infused into their curricula. An optional knowledge quiz can be the culmi-
nating activity for the module.

The instructional time for the module is approximately two and one-half hours. The first learning
experience can be completed in approximately one and one-half hours and the second in one hour.
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SECTION 2. PLANNING THE WORKSHOP

The purpose of this section is to help you think through the training you will be doing. The sug-
gested process helps you develop an organized and useful workshop.

Assess Your Desired Outcomes

The firststep is to determine what you, the instructor, want to have happen as a result of training.
Considering such factors as time available and your skills, ask yourself what you desire the work-
shop outcomes to be. Some answers to that question might be as follows:

® To excite people about the concept of infusion
® To get people to recognize the importance of occupational information
® To teach the group the conceptsin the Occupational Outlook Handbook

® To have the group develop lesson plans that involve the use of the Occupational Outlook
Handbook

Once you have thought through your desired outcomes for the workshop, you are ready to assess
the participants’ needs.

Assess Participants’ Needs

The general process for assessing your workshop participants’ needs and strengths consists of the
following:

® |dentify the competencies they should or could possess.
9 Determine the competencies they already possess.
® Determine what you could provide in training.

Learn about th: types of people attending your workshop. Are they teachers who should have all of
the competenies presented in the training package? Or, are they counselors {or another group) who
may not need to know how to develop and implement infused lessons? First, identify which of the
competencies in this package the participants need to have addressed. If you are not familiar with
the group, talk with a member of the group, a supervisor, or an administrator to learn a little more
about them.

N ext assess the competencies the workshop participants currently have. Y ou can use various tools

to determine this. In Appendix A of this manual there is a self-report “Competency Self-Assessment”’
that asks participants to indicate how competent they are regarding each competency statement.
During the planning stage, you can administer this form or portions of it to the workshop partici-
pants to obtain subjective data on current competence. Another technique is to interview workshop
participants and their supervisors regarding the participants’ competence in specific areas.



And finally, decide what you can realistically provide in training. You need to determine how many
of the competency areas in which participants have a need you can address based upon the time
available and the skilis that you other instructors have.

Develop Workshop Goals and Objectives

Once you have decided what you want to see happen as a result of the workshop and have gathered
information on what the participants’ needs are, you are in the position to develop some goals for
the workshop. For example, one of your desired outcomes may be to excite people about the con-
cept of infusion. For you to accomplish this, participants may need to learn more about the process

of developing an infused lesson plan. One of your workshop goals, therefore, might be the following:

® To teach participants an infusion process that is easy for them to adapt to their situation

Writing a number of such goals allows you to clarify in your mind the overall purpose of the work-
shop. The goals can serve as a guide for planning and can help * ou keep on track as you conduct the
workshop. The workshop objectives help you measure how successful participants are in meeting
the workshop goals. Each learning experience in the modules contains one or more performance
objectives. Review the objectives to determine whether they are compatible with your workshop

goals. |f they are not, you may want to modify the existing performance objectives or write new
ones.

Select Training Content and Processes

Once your goals and objectives are set, you are ready to choose the content and training processes
you will use, Most of the training content you need is contained in the training package. However,
you will want to review the resource section of each module for additional materials that will
enhance your training. Also, you may have personal resources that will add a lot to the training
activities.

Many optional activities and visual aids (transparencies, handouts, and worksheets) are available to
give you a menu of ideas from which to select. It also is suggested that you consider involving local
"experts'’ at certain points in the training. For example, a person from the local Job Service office
might discuss employment trends in your area. A list of contacts for resource people is contained
in Appendix B.

Make Logistical Arrangements

Training logistics—-dates, times, locations, announcements, equipment, and other details—are just as
important to the success of your training as any sophisticated training design, dazzling methods, or
dynamic instructors you decide to use. Begin coordinating your logistics early in your planning. Be
aware that some of your intended participants may need official ‘‘release time" from their jobs to
attend the workshop, and try to make the arrangements well ahead of time.
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Time

Since one of your goals is to help participants understand the concepts of the content material, con-
sideration of time is extremely important. Besides the total time planned for the workshop, you will
have to give thought to the following:

® Because there are so many concepts to cover, the workshop should be organized in blocks of
time. Will these time blocks be consecutive or spread out over time?

® Quality of instruction should take preference over guantity. Which concepts will require the
most detailed coverage?

® The larger the group, the more discussion and sharing that may take place, and consequently
the less that can be covered. Consider the number that will participate.

Facilities

In checking the facilities, you will want to give close attention to the roomn. available for the work-
shop. Although this may seem like an obvious reminder, it is amazing how many workshops have
slipped from excellent to mediocre simply because the room was inappropriate, or the air was too
cool, or there was not a chalkboard. Items such as the following are important:

® Roomsize: Is the room large enough to accommodate anticipated numbers but not so large
that you will feel you are teaching in a barn?

® Its appropriateness for activities: Round tables tend to encourage small group interaction,
while rows of chairs inhibit such exchanges. If you plan on group activities as well as
small group work, can chairs in rows be moved to circles? Is there space enough to move
them around in such a way that groups can have relative privacy? Is there a chalkboard
or flip chart?

® Arrangement and lighting: Can everyone see you from the various areas in the room? Is
the lighting adequate?

® Sound system: Can all the participants hear the instructor adequately? Will a microphone
be needed?

Materials

Besides the facility, you must check on available materials. Will you have enough paper and pencils
for participants? Will you have enough copies of participant handouts? Will you have a sufficient
number of Occupational Outlook Handbooks? |f you are considering using activities other than
those suggested in this package, have you considered the expense of producing them? If .he room
does not have a chalkboard or flip chart, can you secure a portable one?
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Prepare the Workshop Format ‘

If you follow the above planning steps, you will find that you will be able to think through quite
clearly what it is you want to accomplish in your workshop and the best methods to use. The next
step will be te put all that thought and preparation into a plan that you can execute with confi-
dence and a measure of pride.

In preparing your workshop format, you will want to consider the following:
® The sequence (from the cpening remarks to the final evaluation)
® The right balance of activities (e.g., lecture, group work, activities)
® Resources to be used
® Estimated time to cover each concept

® [ntegration of your ideas in a training plan

Sequence

The modules are organized so that they can be used independently of each other. Therefore, if you

plan to use more than one module at a time, you will need to determine how to make the transition

from one to another and how to address evaluation concerns. For example, if you are using the
pre-/post-workshop measures, will you administer separate measures at the beginning and end of

each module, or will you administer measures that combine items pertaining to all modules taught? ‘

Balance of Activities

When selecting the activities by which to teach the workshop content, you need te remember that
people can concentrate for only so long on a particular concept. In selecting activities, put yourself
in the place of the participant. Try to remember how tired you have gotten when someone has
asked you to absorb more ideas than is comfortably possible in a particular block of time. To help
you avoid overtaxing the energies of your participants, the following suggestions are offered:

® Limit the number of modules/learning experiences to a number that participants can
realistically absorb each day. It is asking too much to cover more than four or five key
concepts within a full day's activities.

® Plan a variety of individual work, lecture, and group participation. People need variety to
learn effectively.

® Be certain that if you use minilectures they are clear and relatively short.

® Plan strong activities for slack periods of the day, i.e., midmorning, right atter lunch, and
the last hour of the day.

® Choose activities with the group’s needs in mind, rather than choosing those you like. In
this instance, you must be honest with yourself—just what will that teacher, counselor, or
principal learn from doing a particular exercise?
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¢ Allow for frequent periods of feedback and evaluation of what you are doing. This kind of
participation leads to heightened interest. Prepare yourself sufficiently 5o that you can
modify your plan based on group feedback and evaluation.

Resources

ldentify all of the resources you plan to use, including transparencies, handouts, and worksheets,
that will be most useful to your training situation. You do not need tc use all of them to have an
effective workshop. Also, abstracts of additional resources are presented in each module. Obtain
copies of the ones that would help you and your workshop participants gain needed knowledge
in specific areas.

Human resources are an important dimension to consider. You (the instructor} are the most impor-
tant human resource. However, consider including others in the instruction. Possible “guest’’ instruc-
tors include individuals from (1) the state department of education, (2) a local intermediate agency,
(3) the state department of labor, (4) state and local employment service offices, and (5) local busi-
nesses. Contact the appropriate individuals and have them conduct specific aspects of the workshop.

Time Estimate

When you are planning the activities for the workshop, you need to make estimates of how long it
will take you to cover each learning experience. Time estimates are provided for each learning expe
rience. However, you should review them to be sure they are appropriate for your situation.

Training Plan

Itis useful to integrate your planning ideas and strategies into a plan that summarizes what you will
do. There is no single or correct format for your plan. The figure on the next two pages presents
one approach. After you review it, you may decide to adopt the format or to develop a different
format.

Evaluate the Workshop

It was suggested earlier that one way to encourage participation and to make certain that the par-
ticipants are getting the most from the workshop is to allow for periodic feedback. Although you
should decide beforehand upon some specific points at which you will ask for this feedback, you
will rievertheless find that evaluation will occur at times without your requesting it. That is, the
smiles, frowns, and questions of participants can tell you a great deal about how well you are moti-
vating them and explaining the materials. The lists of evidence located in the evaluation section of
each module provide suggestions on what to look fo; from the participants. At the end of the work-
shop, participants can evaluate the overall effectiveness of the workshop by completing the Work-
shop Effectiveness form found near the end of each module.

Conciusion

The above steps are designed to help you think through what you wish to provide for the partici-
pants in terms of knowledge and experiences. The next section includes some suggestions for group
leadership.
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TRAINING PLAN

Name(s) of Instructor(s)

(Tentative) Training Location

(Tentative) Training Dates

Description of Workshop

Participants

Method(s) for Assessing
Participants” Needs

Results of Participants’

Needs Assessment

(Tentative) Goals for Training

(Tentative) Objectives of Training
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TRAINING PLAN (continued)

Person(s) to
Associated Accomplish
Objective Activities Activities Time Line Resources Needed Comments
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SECTION 3. SUGGESTIONS FOR GROUP LEADERSHIP

This section assumes that you have already had some experience in dealing with groups. The pur-
pose is to summarize some of the principles of good leadership and to remind you of the methods
traditionally used by effective leaders. Included also are some suggestions for handling critical situ-
ations and a brief review of selected training methods.

Create a Desirable Environmen*

What makes a workshop session pleasurable as well as worthwhile? In answering that question for
your workshop, you might begin by first asking yourself what kinds of workshops or similar group
functions you have enjoyed. Quite likely they were the ones in which the group leader made you
feel comfortable, eager to share your ideas, and confident that the experience would be a produc-
tive one. As the instructor, you will want to inspire similar feelings in your participants. There are
no hard-and-fast rules, of zourse. However, although various factors must be considered—for exam-
ple, youi own particular style of presentation and of relating to others—there are some general rules
that seem to apply in most cases.

Ensuring Group Cohesiveness and Participation

This will be one of your initial tasks, and one of your most important ones, if you are going tc
reduce anxiety, feelings of isolation, and even critical attitudes toward you, toward others in the
group, and toward the material.

Ensuring active participation will be one of your major concerns throughout the workshop. Partici-
pants appreciate an instructor who encourages all to share their ideas. When one person is allowed
to dominate the discussion, the others have a tendency to quit listening to what even the leader is
saying. Preventing a few people from dominating the discussion means that you will have to be alert
to the silent signals of the less vocal members of your group. You will have to be sensitive to body
and facial movements that suggest an individual wishes to sprak but lacks the courage for one rea-
son or another.

At the same time, if you wish full participation, you will have to allow individual mambers to dis-
agree with you without embarrassing them for it. Nothing turns off participants more quickly than
an instructor’s defensiveness when criticized, especially when the matters seem minor. If you know
that sometbing you have said may not be clear or seems irrelevant, acknowledge it.

Finally, you should be careful not to embarrass an individual for doing poorly on an activity or
task. Turn what might seem to be a “dumb” example or statement into something useful. This
allows the individual to retain dignity. The main thing to remember is that you should provide
your participants with a safe environment for sharing.

Preparing the Group
Individuals will not pay close attention to content unless they know what they will be doing in the
workshop and why. Once you have set a comfortable tone for the workshop and have allowed par-

ticipants to get to know one another, provide them with the additional comfort that comes from
knowing such things as workshop goals, format, and time schedule.
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Motivating the Group

Groups are sometimes very hard to motivate, but they do want to be motivated. Here again, set-
ting the appropriate tone initially will help in your efforts to motivate them. Another device is to
involve them immediately in some activity that makes the material relevant to their needs.

Recognizing Individual Needs

You will find it much easier to motivate your participants and ensure their participation if you are
careful to recognize their individual needs. How often have you suffered through a group situation
in which the instructor seemed indifferent to your particular needs? During the workshop intro-
duction, you can go around the room and ask the participants what are their needs, along with
why they are there and what they expect out of the workshop. Or invite them to feel free to
speak to you about what are their individual needs during breaks.

Modifying Negative Feelings and Permitting Venting of Frustrations

You will have to be prepared from the start for misconceptions the participants may have concern-
ing the training. Some of their expectations may seem absurd; some may result from simple mis-
understanding. (Be sure that you have in your possession a copy of the announcement that was
sent out explaining the purpose and content of the workshop.)

Before attempting to introduce the content material, you will need to attend to the attitudes of
those present. You might ask them to share with you and the others in the group their reasons for
attending the workshop. This sharing will give you your first chance to deal in a nondefensive man-
ner with their negative feelings and misconceptions.

During the workshop, eager and cooperative mezabers might sometimes get frustrated if they do not
understand a point. You should be sensitive to such clues as scowling, lack of participation, and
angry comments. Periodic feedback sessions are also important.

Although you will want to acknowledge negative feelings and frustrations and attempt to deal with
them as fairly as possible, there is always the possibility that some participants may have to be
excused because their feelings of frustration cannot be resolved. It isasking too much of group
leaders to expect them to dissolve hostility that may have been developing for some time.

Prepare to Handle Critical Situations
Following are suggestions for handling ten specific situations that commonly arise in a workshop
setting. Although you should not anticipate problems, you must be prepared to deal with them if
they should occur. Such preparation will further ensure that your workshop will run smoothly and

that the workshop environment will encourage participation and learming.

The Reluctant Participant: An individual |ets you know that he/she did not desire to attend the
training but was told to come.

Encourage the individua! to stay, with the option of leaving after participating in a portion of the
workshop.

18

28



The Latecomer: An individual has missed sorie of the preliminary explanation.

if you feel that your summarizing what has been covered will be wasted time for other participants,
you might ask members of the group to review for the latecomer. This recitation will allow you to
evaluate what participants have learned to that point.

Specific Concerns: Participants arrive with their own agendas or specific career development prob-
lems with which they want help.

Review again the purpose of your particular type of workshop. Explain that to the extent possible—
in terms of the general relevance to everyone else—you will use their material or will address your-
self to their particular problems in the process of the workshop. If they persist in wanting to devote
the workshop time to their agendas, you may have to excuse these particular participants.

Resistance to Infusion: Althuigh you have done your Zest to demonstrate the importance of infu-
sion in group discussions, one or more participants display resistance through lack of participation
or negative comments.

Resistance is a feeling and therefore cannot be dealt with solely on rational grounds. However, if
you sense resistance, the first step is to acknowledge the resistance and to ask for clarification of
feelings and for the reasons behind these feelings. Ask the individuals if past experiences have
prompted the negative feelings. The point you must pursue is, Does such an experience negate the
entire concept of infusing occupational information? If they feel it does, you might allow them a
short brainstorming session on how the situation that caused the negative feelings could have been
handled differently. Do not allow the session to turn into a digressive airing of pet peeves.

The Particularly Vocal Critic: An individual is particularly vocal in criticizing the concepts or pro-
ceedings, making othersuneasy about sharing their ideas.

An effective way to handle the critic who is affecting the rest of the group’s behavior is to take the
role of the group in confronting the individual. You might say something like: “When yousay...,
| feel uncertain about what to say next. Is there something that concerns you that | do not under-
stand? Perhaps we should talk about the critical issue that concerns you before we continue.’” The
individual may then reveal what is causing the behavior, allowing you to deal with the cause. Or
she/he may suggest that nothing is the matter. In this instance, you may simply want to close the
matter by admitting that perhaps your perception was wrong but that you feltyou .ded to

deal with it before you could proceed. In either instance, the participant will have received feed-
back on the behavior.

The Discussion Dominator: A participant dominates discussions, frequently relating everythingto a
personal situation.

One way to handle this is to avoid looking in the participant’s direction and deliberately to avoid
caliing on the individual for a period of time. If this device does not work, you might say something
like, I am particularly interested in getting as many thoughts on this topic as possible, and | want

a chance to hear from everyone. | also don’t want this phase of the program to dwell too specifically
on personal situations. There will be opportunities to discuss these in the small group discussions,
and | will be glad to help you at that time."
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Presence of an Authority Figure: The presence of an authority figure (e.g., administrator) seems to
be making others feel restricted in their freedom to share their ideas.

Sometimes individuals assume that they should restrict what they say in the presence of such an
authority figure. |f you sense that this situation exists, you might try two things: (1) Call on the
authority figure frequently to express himself/herself so that the group can get a sense of the per-
son'’s attitudes and feelings; (2) At an appropriate time, introduce the subject ¢f the problems of
communication in a group situation. Mention that socmetimes there are barriers 1o communication
because of the presence of a particular individual or individuals. Ask that "‘particular person” in
your group if he/she believes that his/her position in the school will affect the freedom of the
others to share their ideas. Then ask the other members of the group what happens to them in their
school situation when they are in groups with authority figures present. Airing the topic may allow
participants to relax. |f not, you may have to continue with some silent participants. In that case,
you will want to do more small group activities that will allow for a feeling of greater freedom.

Sudden Behavior Changes: After completing an activity, the group or certain members of the group
seem less involved, or even angry, refusing to join in group discussion.

Occasionally, participants might become frustrated because they have lacked time to complete an
activity o1 because they were confused about the directions. |f there seems to be an unusual change
in participant behavior, be certain to ask about it. That is, acknowledge that you sense something
has happened to change the mood of the group, and ask if you have not given them enough time to
complete the activity or have not made the directions clear. Use their responses to modify your
approach to the next activity.

The Distractors: Several members have grouped together and are chatting and laughing during the
presentations. They seem to be taking lightly what is going on.

One approach is to simply call attention to the disturbance in a casual fashion and then ask the
individuals involved how they deal with these kinds of disturbances in their own work situations
(i.e., as teachers, as counselors leading groups, or as a principal in a faculty meeting). You can then
use their own techniques on them.

Another approach is to again take the role of the group by saying something like this: | feel as
though | am being left out of something that is going on. Would you be willing to share with me
and the group? Your chattingis making it a little difficult for me to concentrate on what | am try-
ing to do.”” You might ask them if there is a particular reason that they are not participating in what
the rest of the group is doing. Althcugh you do not want to embarrass anyone, your main concern
is for the entire group. You may have to ask the distractors to go somewhere else to continue their
conversation.

Sitting on Their Hands: You open a discussior. with a question. The group is silent. One individual
offers a comment, but the rest continue to sit in silence. .

Frequently, when participants ‘’sit on their hands,” the question you asked was either too theoreti-
cal or i.,eievant to their interests. The opening question should be one that everyone could answer
in some way. If you get the feeling that you have started with a poor question, don’t pursue it. Try
another question that is concrete and relevant. If you still get a poor response, ask for feedback.

Is the topic area irrelevant? Have you not made yourself clear about what is expected of them?
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Keep in mind that the above suggestions are not offered as the only solutions to the handling of
these and similar problems. They may be used simply as prompters for developing your own
responses.

Use a Variety of Training Methods

There are numerous activities you can use to present the training package content. The modules
contain a wide variety of activities that you can use or modify to your style. The following activi-
ties are described to give you additional ideas:

Brainstorming

In abrainstorming session, participants spontaneously express their thoughts about a specific prob-
lem. It is ¢ iet-yourself-go session that calls for ingenuity and creativity in seeking a solution to a
problem. The guidelines are that (1) everyone is encouraged to contribute, (2) the process is fast,
(3) no value judgments are placed on ideas, and (4) ideas are recorded on newsprint or chalkboard.
After the initial phase of the brainstorming process is completed, the ideas are placed in priority
order, and time is spent evaluating their potential for solving the problem at hand.

Case Study

The case study provides a description {usually written) of a realistic situation that the workshop
participants are encouraged to consider and for which they resolve problems as if they were per-
sonally involved.

Demonstration

Demonstration is the procedure of doing something in the presence of workshop participants to
show them how to do it themselves or to illustrate a point. The workshop leader should be sure
that the demonstration meets a necessary instructional need. The effectiveness of this instruc-
tional technique depends on participants having a clear view of what is being presented.

Group Discussion.

There are two basic types of group discussion—structured and unstructured. Structured group dis-
cussions adhere to a topic or a problem that participants want to decide, solve, or conclude. This
type of discussion is generally directed by the workshop leader. The leader needs to be sure the dis-
cussion does not get off the topic or become too time-consuming.

Unstructured discussion provides for informal group sessions that move freely and adjust to the

expressed interests of participants. Discussions allow participants to share, develop, and refine ideas
and attitudes.
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In-Basket

This technique is used to develop the decision-making skills that enhance participants’ abilities to
set priorities and carry out tasks. Workshop participants are asked to assume the roles and responsi-
bilities of specific staff members. They are provided written information in memo form about a
number of tasks that they must complete. Workshop participants must determine which tasks they
would attend to and in what order.

Minilecture

A minilecture is a brief presentation by the workshop leader that provides factual information and/
or explanations. It is useful when introducing a topic or giving an overview.

Role Playing

Role playing is an instructional technique in which workshop participants assume roles other than
their own. During the workshop, specific situations are clearly described to workshop participants.
Participants have the opportunity to express feelings and work out problems while experiencing
other people’s roles.

Objectives of a role-playing situation are to suggest alternative solutions to a problem, to gain an
understanding of another’s feelings, or to gain experience in handling new situations.

Simulation

A simulation is a representation of significant or central features of reality that requires workshop
participants to become actively involved in an experience rather than merely witness it. Simulation
is a broad term and includes many techniques, such as in-basket, case study, and role playing.
Symposium

A symposium consists of a group of brief presentations on various aspects of a particular issue or

problem. Generally, after the prepared presentations, speakers participate in a panel discussion and/
or answer questions raised by workshop participants.
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APPENDIX A

. COMPETENCY SEL F-ASSESSMENT

Directions: For each competency statement that follows, assess your present competency. For ;
each competency statement, circle one letter that best states your current competence |
by the scale defined below.

COMPETENCE SCALE

Assess your present knowledge or skill in terms of the following competency statements:

a. Very competent: My capabilities are developed sufficiently to perform this competency
and to teach it to other people.

b. Competent: | possess most of the capabilities required to perform this competency but
| cannot tesch it to other people.

¢. Minimally competent: | have a few of the capabilities required to perform this compe-
tency.

d. Not competent: | cannot perform this competency.

COMPETENCY STATEMENTS COMPETENCE
‘ (circle one)
1. Describe how basic career development principles relate to a b ¢ d

an individual’s career development.

2. Present career development concepts that relate to your a b ¢ d
curriculum.
3. Define infusion of career development concepts and the a b ¢ d

purpose and expected benefits of infusion.

4. Demonstrate acceptance of the responsibility for infusing a b ¢ d
career development concepts into your curriculum.

5. Demonstrate an understanding of the process used to a b ¢ d
develop infusion activities by developing a lesson plan.

6. Locate specific information within the Occupational Out- a b ¢ d
fook Handbook.
7. ldentify reasons why it is important to incorporate occu- a b ¢ d

pational information into your curriculum.

8. Give examples of how the information contained in the a b ¢ d
Occupational Outlook Handbook can be incorporated into

‘ your curriculum.
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COMPETENCY STATEMENTS

COMPETENCE
(circle one)

10.

11.
12.

13.

14,

15,
16.

17.

18.

19.

20.

21,

22,

Explain the idea of supply and demand as it relates tc the
labor market.

Describe an activity that infuses into your curriculum the
concept of the labor market.

Classify industries as providers of goods or services.

Describe an activity that infuses into your curriculum
examples of goods-producing or service industries.

Classify occupations according to various classification
systems.

Describe an activity that infuses into your curriculum
occupational classification activities.

Explain the concept of occupational mobility.

Describe an activity that infuses into your curriculum
the idea that some occupations are found in many
different industries.

Explain the difference between and relative importance
of job openings due to (a) employment growth and
(b) replacement needs.

Describe an activity that infuses into your curriculum
reasons for a favorable or unfavorable outlook for an
occupation.

Explain how characteristics of a community can affect its
economic conditions.

Describe an activity that infuses into your curriculum
the idea that local economic conditions are influenced by
the characteristics of the community.

Explain how decisions made by and factors related to
businesses, consumers, and government affect the nation’s
economic condition.

Describe an activity that infuses into your curriculum the

idea that economic changes relate to decisions and factors
associated with various groups.
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COMPETENCY STATEMENTS

COMPETENCE
(circle one)

2.

24.

25.

26.

2.

28.

Provide examples of how technological changes affect the
job security of workers and the skills of workers.

Describe an activity that infuses into your curriculum the
idea that technological changes affect the job security
and skills of workers.

Explain how knowledge of personal attributes can improve
occupational choice.

Describe an activity that infuses into your curriculum
information on understanding personal attributes as
they relate to occupational choice.

Explain how knowledge of occupational characteristics
can improve occupational choice.

Describe an activity that infuses into your curriculum

information on understanding occupational characteris-
tics as they relate to occupational choice.
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STATE COORDINATORS OF CAREER EDUCATION

ALABAMA

Mrs. Anita Barber

Career Education Office

State Department of Education
111 Coliseum Boulevard
Montgomery, Alabama 36109
(205) 832.5085

ALASKA

Mr. George F. Genz
Coorainator, Career Education
Aleska Department of Education
Pouch F

Juneau, Alaska 99801

(907) 465.2980

ARIZONA

Mr, Bill Anderson

Coordinator or Career Education
Arizona Department of Education
1535 West Jefferson

Phoenix, Arizona 85007

(602) 255.5354

ARKANSAS

Mrs, Cathy R, Quinn
Coordinator of Career Education
State Education Building
Capitnl Mall

Little Rock, Arkansas 72201
(501) 371-1984

CALIFORNIA

Dr.Anne L, Upton

Personal and Career Developmant
Services

Department of Education

721 Capitol Mall

Sacramento, California 95814

(916) 3235562

COLORADO

Mr, Douglas C. Johnson

State Coordinator for Career Education
Colorado Department of Education
201E, Colfax

Denver, Colorado 80203

(303) 9226164

CONNECTICUT

Ms. Ly nn Nevins

State Coordinator of Career Education
State Department of Education
Box2219

Hartford, Connecticut 06115

(203} 566:2117 or 847-3873

DELAWARE

Dr. Randall L. 8royles

Assistant State Superintendent
Department of Public Instruction
P.0.Box 1402

Dover, Dolaware 19901

(302) 7364645

DISTRICT OF COLUMBIA

Ms. Essie Page

State Coordinator

Office of Instruction

415 12th Street, N.W., Room 902
Washington, D.C. 20004

(202 7244015,6 or 7

FLORIDA

Mrs. 8arbara Van Camp

Acting State Coordinator for
Career Education

Department of Education

Tallahassee, Florida 32301

(904) 488-8498

GEORGIA

Mr. Ray Bouchillon

Consuitant, Career Education
Department of Education

Twin Towers East

18th Floor, 205 Butler Street, S.E.
Atlanta, Georgia 30334

(404) 656-2600, 2602, 2603

HAWAI}

Mrs. Emiko Kudo

Deputy Supt. and State Coord.
for Career Education

P.O. Box 2360

Honolulu, Hawail 96804

(808) 548.5972

IDAHO

Ms. Leila Lewis

Consultant, Career Education

State Department of Education
Len B. Jordan State Office Building
Boise, Idaho 83720

(208) 334-3813

ILLINOIS

Ms, Nancy Harris

State Coordinator of Career Education
lilinols State 8oard of Education

100 North First Street

Springfield, lllinois 62777

(217) 782.5098

INDIANA

Mrs. Kim Powers

State Coordinator of Career Education
Department of Public I nstruction
State House, Room 229

Indlanapolis, Indiana 46202

(317) 927-0242

10WA

Mr. James Athen

Career Education Division
Department of Public I nstruction
Grimes State Office Building

Des Moines, lowa 50319

(515) 281-4700

KANSAS

Ms, Marla Collins

Career Education Coordinator

Kansas State Department of Education
120 E. 10th Street

Topeka, Kansas 66612

(913) 296-3128 or (913) 296-3346

KENTUCKY

Mr. W, Gary Stalnhllber

State Coordinator, Career Education
Department of Education

18th Floor, 2025 Capitol Plaza Tower
Frankfort, Kentucky 40601

(502) 564-3678

31

LOUISIANA

Ms. Fair C.King

Bureau of Student Services

Louisiana State Department of Education
P.0. Box 44064, Capitol Station

Baton Rouge, Louisisna 70804

(504) 342-3473;342-3737

MAINE

Ms. Caroline Sturtevant

Division of Curriculum

Maine Department of Educational
and Cultural Services

Augusta, Maine 04333

(207) 289.2541

MARYLAND

Mr, E. Niel Carey

Maryland State Department of Education
200 West Baltimore Street

Baltimore, Maryland 21201

(301) 659.2316

MASSACHUSETTS

Mr. Charles Broveill,

State Coordinator

Massachusetts Department of Education
Division of Occupational Education

31 St. James Avenue

Boston, Massachusetts 02116

(617) 727-8140

MICHIGAN

Ms. Elaine Gordon

Michigan Department of Education
P.0. Box 30008

Michigan National Tower, 737
Lansing, Michigan 48909

(527) 373.1806

MINNESOTA

Ms. Laura Kiscaden

Minnesota Department of Educacion
651-A Capitaol Square Bullding

550 Cedar Street

St. Paul, Minnesota 55101

(612} 296-4080

AISSISSIPPL

Mr. James Parkman
Coordinator, Career Education
State Department of Education
P.0.Box 771

Jackson, Mississippl 39205
(601) 354.

MISSOURI

Mr. Marion Starr

Coordinator for Career Education

Department of Elementary &
Secondary Educatlon

P.0.Box 480

Jefferson City, Missouri 65101

(314) 7523545

MONTANA

Mr. G. Patrick Feeley

Career Education Consultant
Office of Public Instruction
State Capito!

Helena, Montana 59601
(406) 449.2059
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NEBRASKA

Mr. Rodger Hudson

State Coordinator of Career Education
Nebraska Department of Education
301 Centennial Mall South, 6th Floor
P.0. Box 94987

Lincoln, Nebraska 68509

(402) 471-2446

NEVADA

Mr. Jim Bear

Nevada Department of Education
Capitol Complex

Carson City, Nevada 89710
(702) 885.5700

NEW HAMPSHIRE

Mr. Howard Kimball

Career Education Coordinator

Naw Hampshire Department of Educetion
State House Annex

Concord, New Hampshire 03301

(603) 271-3250

NEW JERSEY

Dr. William Wenzel

Asst. Comm. of Education

Div. of Voc. Educ. & Career Prep.
State Department of Education
225 West State Street

Trenton, New Jersey 08626
(609) 2926340

NEW MEXICO

Mr. Carl A. Montoya
Department of Education
State Education Building
Santa Fe, New Mexico 87503
(505) 827-3151

NEW YORK

Ms. Gwenn Ripp

State Director of Career Education
Bureau of Guldance

State Education Department
Albany, New York 12234

(518) 4746943

NORTH CAROLINA

Mr. Henry Helms

Director, Division of Development
State Department of Public Instruction
Raleigh, North Carolina 27611

(919) 733.7018

NORTH DAKOTA

Mr. David Massey

Coordinator of Career Education
Department of Public Instruction
State Capitol

Bismarck, North Dakota 58505
(701) 224.2393

OHIO0

Ms. Karen Shylo

Director

Career Development Service
Diviston of Vocational Education
65 S. Front St., Room 903

State Department Bullding
Columbus, Ohio 43215

(614) 466.5718

OKLAHOMA

Mr. Charles Greene

Career Education Coordinator
State Department of Education
2500 North Lincoln Boulevard
Oklahoma City, Oklahoma 73105
(405) 521-2426

OREGON

Mr. Tom Williams
Decartment of Education
:0 Pringle Parkway, S.E.
Salem, Oregon 97310
(503) 3784777

PENNSYLVANIA

Mr. John C. Meerbach

State Coordinator of Career Education
Department of Education

P.0. Box 911

Harrisburg, Pennsylvania 17126
(717) 783-6745

RHODE ISLAND

Mr. Arthur P, Tartaglione, Jr.

State Coordinator of Career Education
Department of Education

22 Hayes Street, Room 2228
Providence, Rhode Island 02908
(401) 277-2691 Ext. 24

SOUTH CAROLINA

Ms. Mary Newton

State Coordinator for Career Education
Department of Education

912-E Rutledge Building

1429 Senate Street

Columbia, South Carolina 29201
(803) 758-3156

TENNESSEE

Dr. Carole G. Thigpin

State Coordinator of Career Education
State Department of Education

115 Cordell Hull Bullding

Nashville, Tennessee 37219

(615) 741-7856

TEXAS

Mr. Walter Rambo
Director, Career Education
Texas Education Agency
201 E. 11th Street

Austin, Texas 78701
(512) 475-6838

UTAH

Mr. R. Lynn Jensen, Specialist
Career Education

Utah State Board of Education
250 East Fifth South

Salt Lake City, Utah 84111
(801) 533-6091

VERMONT

Dr, Barbara Guthail

Divislon of Elementary &
Secondary Education

State Department of Education

Montpaller, Vermont 05602

(802) 828-2445

VIRGINIA

Dr. Newaell Anderson

Career Education Coordinator
Virginia Department of Education
P.0.Box 6Q

Richmond, VA 23216

(804) 225.2926

WASHINGTON

Ms. Beret Hsrmon

Division of Adult Education and
Community Schools

Office of the Superintendent
of Public Instruction

0ld Capltol Bullding~-M/S/FG.11

Olympia, WA 98504

(206) 7536748
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WEST VIRGINIA

Mr. Robert P. Martin

Bureau of Voc., Tech., & Adult Educ.
State Department of Educ.

Building 6, B-243, Capitol Complex

Charleston, WV 25305
(304) 348.2194

WISCONSIN

Mr. Jerry Henning, Supervisor

Career Education

Department of Public Instruction
126 Langdon Street

Madison, Wl 53702

(608) 266.9677

Ms. Linda Campbell (Sec’y 266-:7274)

WYOMING

Dr. Michael Elliott, Director
Vocational Program Unit

Wyoming Department of Education
Hathaway Building

Cheyenne, Wyoming 82002

(307) 777-7415

AMERICAN SAMOA

Mr. Paul Stevenson

Program Director, DID

c/o Department of Education
Government of American Samoa
Pago Pago, American Samoa 96799
(Overseas Operator)

Phone: 633:5159

GUAM

Mr. Keith Taton

Assistent Superintendant
Curriculum and Instruction Division
Government of Guam

P.0.Box DE

Agana, Guam 96910

(Overseas Operator)

Phone (671) 472.8446

NORTHERN MARINA ISLANDS

John P, Rosarlo

Acting Coordinator, Caraer Education

Department of Education

Commonwealth of the Northarn
Marlana |slands

Salpan, Northern Mariana Islands 96950

(Overseas Operator)

Phone: 248-9311

PUERTO RICO

Ms. Rafaela Soto de Pagan
Coordinator of Career Education
Department of Education

Box 759

Hato Rey, Puerto Rico 00919
(809) 753.9302

TRUST TERRITORY

Carrer Education Coordinator

HQ Bureau of Education, Capito! Hill
Oftice of the High Commissioner
Salpan, Mariana Islands 96950
(Overseas Operator)

Phone: 9468

VIRGIN ISLANDS

Itinerant Career Education Instructor
Offlce of Curriculum & Instruction
Department of Education

P.0.Box 1
Christiansted, St. Crolx, VI 00820
(809) 773-1095 Ext. 237
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Alabama

Dmcux Ahb:.m- Occupstional lafomation Co-

i First Southern Towers, Suitc
402, lOOCommcreeS( Moctgomery, Als. 36130.
Phooc: (205) $33-5737.

Alaska

Coordinator. Alaska Occupational Jnformation
Coordinating Committee, Pouch F = Stage Office
Bidg., Juneau, Alaska 99811, Phooc: (907)
465-2980.

Arizons

Exe:\mve Dxmcwr Arizons State Occvpational ln-

C 1538 West Jef«
ferson, Room 345, Phoenix, Ariz. 85007, Phove:
(602) 255-3630.

Arkansas

Drrector, Arkansas Stare Occupational Infoemation
Coordinating Committee, P.O. Box 2981, Litle
Rock. Ark. 72203. Pbonc: (501) 371-3351.

Californta

E Drrector, Californis Oc ional 1nfor-
mation Coordinating Committee. I027 10ch Street,
No. 302, Sscramento. Calif. 95814. Phone: (916)
323-6544.

Colorado

Drrector, OfﬁceofOccupmomHn!ammou Colo-
rado O« ing Com.
mttee, ZlJ Centennial Bldg.. 1313 Sherman St.,
Denver, Colo. 80203, Phone: (303) $66-3335.

Connecticut

E ive Drrectoe, C State Oc 1
lafocmation Coordinating Committee, o Elm Hit
School, 569 Maple Hill Avenue. Newiagton, Coan.
06111, Phonc: (203) 666-1441.

Delaware
Drrector, State Occupations! laformation Coondis
nating C ittee of Del. Dn d Office

Plaza, Suite 3303, Building No. 3, Newask, Del.
19711 Phone: (302) 368-6908

District of Columbia

Executive Director, D.C. Occupational Informatica
Coordinating Comumittee, 500 C St NW , Suite
621, Washington, D C. 20001, Phooe: (202) 724«
3968,

Florida

Drrector, Flonda Ocevpatiosal Information Coondis
nating Commitice. 325 John Knox Rd., Suite
L-500. Tallahassee, Fla. 3230). Phooe: (904) 386~
6111,

Georgia

Executive Director, Georgia Occupations) Informa.
tion Coordinsting Committee, 151 Ellis St NE,
Suite 304, Adaate, Ga. 30303. Phoac (4D4) 636~
3.

Hawall

Exccuuve Dumoc Hawm Stats Occupational In.
i 1164 Bushop
St.. Suite 502 Honolulu. Hawait 96313 Phone
(808) 3432496

SOICC Directors

Idaho

Coordi Idsho Occupational Information Co-
ordinating Committee. Lea B, Jordan Bldg., Room
301. 650 W. State St.. Boisc. Idaho $3720. Phone:
(208) 334-370S.

Dlinols

Execuuve Ducctor Hlinois Occupational laforma-
taon C MEM Suite
203 Spnn:ﬁeld 1. 62706, Prove: (217) 785-

Indiana

Drrector, Indians Occupational taformation Coordie
nating Committee, 17 W. Market St., 434 lilinois
Bldg.. Indianspolis, Ind. 46204, Phone: (317) 232~
3625,

Towa
Executive Director. lowa State Occupational Infor.

mation Coordinsting Committee, 523 E. 12th St..
Des Moines. lowa 50319, Phone: (315) 281-8076.

Kansas
Darector, Kansas Occupstional Information Coordie

nating Committee, 320 West 7th, Suite D, Topeka,
Kans. 66603, Phonc: (913) 296-5286.

Kentucky

Coord . Kentucky Oceup ) Inf
Coordinating Committee, 275 E. Mun St..D.H.R
Bldg., 2nd Floor East, Frankfort. Ky. 4062)
Phooe: (502) 564-4258.

Loulsiana

Darector, L State Oceup J Inf
Coordinating Commuttee, P.O Box 44094, Baton
Rouge, La. 70804, Phone: (504) 925-3593.

Maine

Executive Drrector, Maine State Occupational Infor-
mation Coordinsting Committee, State House Sta.
tion 71, Auvgusta, Maine 04333. Phone: (207)
289-2331.

Maryland

Executive Drrector, Maryland Occupationa] Infor-
mation Coordinating Committee. Jackson Towers,
Suite 304, 7123 N. Evuw St.. Baltimore, Md

21201, Pbooc (301) 383-6350.
Massachusetts
E ive Drrector, Mastxch O¢ ) Ine

formation Coordinsiing  Committee, cmm F
Hurley Bidg.. Governmeat Center, Boston, Mass
02114. Phone: (617) 727-9740.

Michigan

" ‘. d . Alich (\ ln-
formation Coondinating Committee, 309 N Wash.
ington. P.O Box J00IS, Lansing, Mich 48909
Phone: ($17) 323-036

Minnesota

SOICC Dnrector, Department of Economi¢ Secun-
ty. 690 American Center Bldg., 150 E Kcllogg
Blvd.. St Paul, Minn. 35101, Phone- (612) 296<
2072
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Mississippl
SOICC Drrector, Vo

P.0. Box 771. Jackson, Miss. 39203. Phone: (£01)
354-6779.

Missour}

Director. M i O iona] Inf: ion Co-
ordmating Committee, $30d E. High St.. Jefferson
City. Mo. 65101. Phone: (314) 751-2624.

Montans

M M State Oceupationsl Ine
formation Coonhxutmz Committee, P.0. Box
1728, Helems, Mont. $9624. Phonc: (406)
449-241,

Nebrasks

E Director, Nebraska Occupational Jafor-
mation Ceordinating Committee, W, 300 Nebraska
Hall. Lincoln. Nebr. 68588, Phone: (402) 472-
2062.

Nevada

Darector, Nevada Oceupationsl Information Coondi-
osting  Commitiee, Capitol Complex. Kinkead
Bldg.. Room 601, 303 E King St.. Carson City.
Nev. $9710. Phone: (02) 885-4577.

New Hampshire

SOICC Duecux New Hampshm Occupational jn.
¢/o Department
of Employmcnl and Tmnm;. 155 Manchester St..
Concord, N.H. 03301. Phone (603) 271-3136.

] Technica] Ed

New Jersey

Acting Staff Drrector, New Jersey Occupational In,
forpation Coordinating Commitiee, Department of
Labor and Industry. Divisron of Planning and Re-
search, P.O. Box CNOSA, Trenton, N.J. 08625

Phone: (609) 293-2626.

New Mexko

Darector, New Mexico State Occupational Informa-

tion Coordinsting Committee, NEA Building. 130
South Capitol. Suite 152, Santa Fe N.M. $750]

Phone: (505) 827-3411 or 3412,

New York

SOICC Director, New York Department of Labor.
Labor Department Bidg. #12, State Campus, Room
339A, Albany, N.Y. 1220 Phone: (S18)
457-2930.

North Carolina

SOICC Director, North Carohina Department of
Adminisgation. 112 W Lane S, 218 Howard
Blg.. Rakigh, N.C 22611 Phone (919
733-6700

North Dakota

Director, North Dekota Occupations] Infocmation
Coordinating Committee, 1424 W Century Ave .
P.0 Box 1537, Bismarck, N Dk 58505 Phone
(701) 224.273}

Ohlo

Duecter, Ohio Occupanional Information Cooedi<
nating Commutiee, State Department Bidg. 65 S
Front St.. Room 904, Columbus, Ohio 43218
Phooe (614) 466-2095
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Oklahoma

Executive Director, Oklahoms Gicupstional Infor-
mation Coordinating Commtiee, School of Occupa-
tional and Adult Education, Dklahora State Usiver-
sity, 1515 W. 6th St., Stillwater, Okla. 74074,
Phone: (405) 372-2000, ext. 311,

Oregon

Ceordi Oregon O jonal Ixf Co-
ordinsting Coreonittee, I1SUnlonSx NE., Salem,
Oreg. 97311, Phooe: (503) 378-8146.

Fennsylvania

Director, Permsylvania Occupetiontl Information
Coordinsting Committee, Labor and Industry
Bidg.. Tth and Forster Stz., Room 1008, Hamishurg,
Pa. 17120, Phome: (717) 782-3461.

Puerto Rico

Executive Drrector, Puerto Rico Occupetional Infor-
mation Coordinating Committee, Cond. El Centro
11, Suite 224, Munoz Rivers Ave., e Rey. P. R,
00918. Phone: (909) 753-7110.

Rbode Island

Euc\nivcbumor Mlshnd Occupstiony] 1a-

ittee, 22 Hayes St.,
loomJlS Providence, Rl 02908, Phooe: (401)
273-0830.

South Carolina

Director, South Caroliss Occunational Information
Coordinsting Commitiee, 1550 Gadsden St., Co-
hembia, $.C. 29202. Phooe: ($03) 7583165,

South Dakota

Executive Director, South Dakots Occupationsl In-
formation Coordinating Committee, 108 E, Mis-
souri, Prerre, S. Dek. 57501, Phone: (603) 773-
3938,

Tennessce

Director, T jooal Inf Co-
ordinating Conmutwe. $12 Corde Hull Bldg..
Nashville, Tenn. 37219. Phone: (615) 741-6451.

Texas

Exccutive Drrector, Texss Occupational Informa-
tion Coordinating Committee, Texas Employment
Coexnission Bldz., 15th and Congress, Room
326T, Austin, Tex. 75778, Phoae: (512) 397-4970.

Utah

Director, Utsh Occupstiocal Inf Coord

ing Commiriee, Elks Club Bldg., Suite 6003, 139
East South Temple, Salt Lake City, Utsh 84111,
Phooe: (301) 533-2028.

Dirscior, Vi Occupational Information Co-
ordinating Committee, P.O, Box 438, Mootpelier,
Vt. 05602. Phoae; (002) 229-0311.

Virginia
SOlCC I.hnc\« Virginia Vocational and Adult

of Educstion, P.O. Box 6Q,
Richmond, Vl 23216. Phoe: (304) 225-273S.

Washington

SOICC Drrector, Washington Commission for Vo-
ional Education, Bidg. 17, Airdustria) Park, Mail

Stop LS-10, Olympis, Wash, $8504. Phone: (206)

154-1852,

West Virginia

Execuiive Directer, "West Virginia State Occupe-
tional Infcemation Coordinating Commituee, 31600
172 Washingtoa St., E., Charl W. Va. 25311,
Fhbooe: (304) 343-0063.
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Wisconsin

Dirctor, Wisconsin Occupational Information Co-

disat ittee, Educationsl Sciences Bdg.,
Reom 952. 1025 W. Johoson, Madisoa, Wis.
53706. Phone: (608) 263-1048.

Wyoming

Director, Wyoming Occupationa! Iaformetion Co-
ordissting Commuttoe, Hathaway Bidg. — Base-
ment, 2300 Cspitol Ave., Cheyenae, Wyo, 82002,
Phose: (307) T7-7177 o 7178,

E ive Director, A
emoe's Office, A
Pago, American Samos 96799

Samoa SOICC, Gov-
G Pago

Guam

Acting Executive Director, Gueat Occupetional In-
formation Coordinating Commitiee, P.O, Box
2817, Agana, Guam 96910. Phooe: (617) 477-
941,

Nortbern Msrizna Islands

Exscutive Director, Northern Mariana Istands Oc-
cupational Information Coordinating Commitiee,
P.O. Box 149, Saipan, Northern Masiana Islincs
96950, Pheme: 7136,

Trust Territory of the Pacific

Director. Trust Territory of the Pucific lshinds,
Occupational Information Coordinating Commitiee,
Office of Planning and Statistics, Ssipan, Masiana
Islands 96950.

Virgtn Istands

Direstor, Vlrpn 1t2ands Occupational Information
Coordinsting Committee, Departmest of Educa-

tion, P.O. Box 630, Charlotte Amalie, St. Thomas,

Virgia Istands 00801, Phooe: (909) 774-0100, ext.

211,
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Alabama
Chief, RmchmdSumm. Department of Indus-
tris) Relati ia) Relstions Bldg., 649 Mon-

roc St.,, Montgomery, Als. 36130. Phonc: (205)
832-5263.

Alaska

Chief, Rescarch and Analysis. Employment Se.
cunty Division, Department of Labor, P.O. Box 3-
7000, Juncau, Alaska 99902, Phone: (907) 465
450S.

Arirona

Chief, Labot Market informatson, Rescarch and
Anzlysis, Department of Economic Secunty, P.O.
Box 6123, Phoenix, Ariz, 85008, Phone: (602) 255
3616.

Arkansas

Chief, Rescarcn and Analysis, Employment Se.
curity Division, P.O. Box 2981, Littke Rock, Ark.
72203, Fboge: (501) 371-1541.

Califorzia

Chicf, Employment Data and Reseerch Division,
Employment Development Depertment, P.O. Box
1679, Sacramento, Calif. 95308. Phone: (916) 445~
4434,

Colorado

Chucf, Research and Development, Divisioo of Em-

and Training, Departmenst of Labor and
Employment, 1278 Liacoln St., Deawer, Colo.
80203, Phooc: (303) £66-6316.

Connecticut

Director, R » aod Inf ton Emmol
Security Divixion, 200 Folly Brook Blvd., Hartford,
Conn, 06115, Phoae: (203) 566-2120.

Delaware

Chief, Office of Planning, R h and Eval
Depertment of Laber, Bidg. D., Chepman R4,
Rouwte 273, Newark, Del. 19713, Phone: (302) 363~
6962,

District of Columbla

Chicf, Labor Market Information, Rescarch aod
Asalysis, D.C. Depastment of Labor, 608 G St.
NW.. Room 1000, Washingios, D.C. 20001.
Phone: (202) 724-2413.

Florida

Chief, Research and Analysis, Florida Department
of Labor and Employment Security, Caldwell Bldg..
Tallahassee, Fla. 32301, Phooe: (904) 485-6037.

Georgia
Dhrector, Labor Information Sysems, Employmest
Security Ageocy, Department of Labor, 254 Wash.
Ington St. SW., Atlants, Ge. 30334, Pheoe: (404)
6563177,

Hawali

Chief, R h and Statiatics, Dep of Labor
and Industrial Relations, P.O. Box 3630, Honoluly,
Hawail 96811, Phone; (308) 548-7639.

Labor Market Information Personnel

Idabo

Chief, Rescarch and Asnalysis, Department of Em.
ploymeat, P.O. Box 35, Boise, 1daho 83707. Phoae:
(208) 3842758,

Dlinoks

M R h and Analysis Division, Biwresu
o!EmploymemSecmty Deparuwxofuba 910
5. Mxhigan Ave., Chicago, 1Il. 60605, Phome:
(312) 7193-2316.

Indiana

Chief of Research, Empioyment Sccumy Division,
10 N. Senate Ave., Indianspolis, Iad. 46204,
Phooe: 317) 232-7702

Iowa

Cliief, Rescarch and Axalysis, Department of Job
Setvice, 1000 E. Grand Ave., Des Moines, Jowa
50319. Phone: (315) 281-318).

Kansas
Chicf, Xescarch and Analysis, Division of Em.
ployment, Department of Humsn Resources, 401
Topeks Ave., Topeka, Xans. 66603, Phonc: (913)
296-3060.

Kentucky

Chief, Research and Statistics, Department of Hu-
mao Resources, 218 E. Mun St., Fraakfort, Ky.
40621, Phooe: (502) 564-7976.

Louisiana

Chief, Rescarch and Statistics, Department of Em-
poyment . 2.0 Box 44094, Baton Rouge,
La. 70004. Phone: (504) 343-3141,

Drrector, M. R h Divition, Emph
ment Security Oommhuoa.zo Union 8t., Au;usu
Maine 04330. Phone: (207) 289-2211.

Maryland

Director, R h and Asalysis, Dep of
Human Resources, 1100 N, F.umvS: Baltimore,
Md, 21201, Phone; (301) 333-5000.

‘Massachusetts

Director, Job Market Research, Division of Employ.
ment Security, Hurkey Bidg.. Government Center,
SJoson, Mass. 02114, Phose: (617) 727-6356.

Michigan

Director, Rescarch and Seatistics Division, Employ:
meat Security Commission, 7310 Woodward Ave.,

Detrok, Mich. 48202, Phooc: (313) §76-5445.

Minnesota

Director, Rescarch and Statistical Services, 3
e of BEconomic Security, 300 N. Robert St,, St.
Poul, Minn. 55101, Phome: (612) 296-634S,

Missiesippi

Chief, Research aod Statistics Division, Employs
went Security Commission, P.O. Box 1699, Jack.
som, Muts. 39205, Phoae: (601) 961-7424.
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Missouri

Chief, Research and Statistics, Division of Enploy-
ment Security, Department of Labor snd Industrial
hh(iom r.0. Box 59, Jefferson City, Mo, 65101.
Phome: (314) 751-3215.

Montana

Chicf, Reports aad Aoalysis, Employment Securicy
Divisios, P.O. Bcx 1723, Helena, Mo, 59601,
Phose: (406) 449-2430.

Nebraska

Chief, Research and Statistics, Division of Employ-
meat, Department of Labor, P.O. Box 94600, Lia-
coln, Nebr, 68509, Phooe: (402) 475-8451.

Nevada

Chief, Employment Security Research, Empl
mSecwityDemsooEMStCmon
City, Nev. 89713, Phone: (2) 885-4550.

New Hampshire

Drrector. Econoatic Analysis and Repocts, Depart.
motﬁmﬂoym&cmy.zzs Main $t., Coo-
cord, “N.H. 03301. Pbooe: (603) 224-33!!. ext.
1.

New Jersey

Dyector, Division of Planaing and Research, De«
patment of Labor and Iodustry, P.O. Box 2765,
Treaton, N.J, 08625, Phone; (609) 292-2643,

New Mexico

Cuief, Rescarch and Statistics, Employrent Sere
vices Davision, P.O. Box 1928, Albuquerque, N
Mex, §7103, Phone; (S035) 842-3105.

New Yotk

Director, Division of Research and  Statistics.
of Labor, Stee Campus, Bidg. 12,

Albany, N.Y, 12240, Phone: ($i8) 457-6181.

North Carolina

Divctor, Burcau of Employment Sccwrity Resesrch
Employment Secwrity Commission, P.O. Box
25903, Rakigh, N.C. 27611, Phone: (919) 733-
2936,

North Dakota

Chief, Rescacch and Ststistics, Employment Se.
cunty Buresu, P.O. Box 1537, Bismsrck, N.Duk.
58508, Phooe: (701) 224-2868.

Ohio

Director, Divisjon of Research and Statistics, Bu.
reav of Employment Services, 143 S, Front St.,
Columbus, Ohio 43216, Phone: (614) 456-3240,

Okdahoma
Chief. Rescarch sad Plananing Division, Employ.
ownt Secunty Commission, 310 Will Rogers Me«

morial Office Bidg., Oklahoma City, Okls. 73105,
Fhooe: (403) 5213738,

Oregon

i A ink Research aod S
Employmest Division, 875 Usion St. NE., Sakm,
Oreg. 97311, Phooe; (503) 378-3220.




Pennsylvania

Dircctor, Rescarch and Statistics. Hureay of Em.
pl Serusity, Dep of Labor and Indus-

try, Tth ead Forster Su., Hamsburg, Pa. 17121,
Phooe: (717) 7833265,

Puerto Rico

Chicf, Rescarch and Swtistics. Bureau of Employ-
ment Secunty, 503 Munoz Rivens Ave.. Hxo Rey,
P.R. 00918, Phooe: (§09) 754-5385.

Rhode Island

Supervisor, Employment Secunty Research, De-
partment of Employment Secunty, 24 Mason St.,
Providesce, R.1. 02903, Phoac: (401) 277-3704,

South Carolina

Director, Maop R h and Analysis. Em-
ployment Secunty Comsission, P.0, Box 995, Co-
lumbia, S.C. 29202, Phose, (303) 758-8983.

South Dakota

Chicf, Research and Siatistics, Office of Adminis-
trative Services, Depertment of Labor. P.O. Box
1730, Aberdeen, S. Dak. 57401, Phone: (605) 622~
2314,

Tennessee

Chief, R h and S s, Dep of Em-
ployment Security, Cordell Hull Office Bidg..
Room 519, Nashville, Tean. 37219. Phooe: (615)
T41-2284.

Texas

Cbief. Ecooomic Research and Analyns, Employ-
ment Commission, 1117 Trinity St.. Austin, Tex.
78701. Phoce: (512) 397-4540,

Utah

Dwector, Rescarch and Analysis, Department of
Employment Security, P.O. Box 11249, Salt Lake
City, Utah 84147. Phooe: (301) 533-2014.

Vermont

Chief, Research and Statistics. Department of Em.
ployment Secunty, P.O. Box 438, Moatpelier, Vi,
05602, Phone: (802) 229-0311.

Virginia
Comimissioner, Virginia Employment Commission,

P.0. Box 1358, Richmood, Va. 23211. Phone:
(804) 786-3001.
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Washington
Chief, Research and Statistics, Employment Se-

sunty Department. 212 Maple Park, Olympia,
Wash, 93504, Phooce: (206) 753-5224.

West Virginia

Chief, Labor and Economic Rescarch, Department
of Employment Security, 112 Califorma Ave..
Charleston, W, Va. 25305, Phone: (304) $85-2660.

Wisconsin

Director, Rescarch and Statistics, Department of
Jodustry, Labor and Huinan Relstions, P.O. Box
7944, Msdison. Wis. 53707, Phone: (608) 266-
7034,

Wyoming

Chief, Reports and Analysis, Employment Secunty
Commission, P.O. Box 2760, Casper, Wyo. 82601,
Phone: (307) 237-3703.

ERIC

Aruitoxt provided by Eic:




MODULE
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INTRODUCTION

The purpose of this module is to help teachers understand how career development concepts pro-
vide the theoretical basis for career education. In the first learning experience, workshop partici:
pants take part in various activities that highlight principles of career development. Specific career
development concepts are stressed. The second learning experience is designed to help participants
understand a career development model and how it applies to their curricular activities.

CATEGORY: Introductory

KEY CONCEPT:  Concepts delivered through career education are derived from career develop-
ment theory,

COMPETENCIES: After the completion of this module, workshop participants (teachers of
various subjects) will be better able to—

i. describe how basic career development principles relate to an individual’s
career development, and

2. present career development concepts that relate to their curricula.
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LEARNING EXPERIENCE |

CAREER DEVELOPMENT AND YOU

KEY CONCEPT: Concepts delivered through career education are derived from career develop-
ment theories.
COMPETENCY:  Workshop participants will be better able to describe how basic career develop-
ment principles relate to an individual’s career development.
PERFORMANCE Workshop participants will list at least two career development concepts that
OBJECTIVE: relate to their career development. i
i
|
OVERVIEW: This learning experience is designed to provide participants with a general l
understanding of career development principles. Participants take part in a
series of exercises that highlight specific career development principles; these
principles then are discussed.
If you and/or the workshop participants need additional background on
career development theories, you should review the handout on pages 1-17
through 1-37.
INSTRUCTOR'S Time Estimate 60-90 minutes
INFORMATION:

Workshop Resources Handouts

Work and Workers Quiz—page |-7
Vocational Interview Guidelines—page -8
Worksheet Set XYZ Choice—page 1-15
Career Development Principles—page I1-16
Career Development Theories—page I-17

Transparency Master
Career Line Example—page I-39

Instructional Methods  Choice of Optional Activities (see below)
Group D iscussion

Optional Activities Work and Workers (Handout Exercise)—page |-4
Vocational Interview (I nstructor-led Exercise)—

page |-5
Decisions and Job Choice (H andout Exercise)~

page I-5

-3
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Instructor’s Outline

Notes

I. Introduction of Learning Experience

A. Indicate that the purpose of the learning experience is
to help participants develop a better understanding of
some basic career development principles.

B. Explain that numerous career development theories
have been developed over the last fifty years, and that
principles can be derived from the theories. Give a
brief description of some career development theories.

C. Indicate that it is not as important for teachers to
know specific theories as it is for them to be familiar
with the career development principles.

D. Mention that the participants will be involved in a
series of exercises that will help them personalize some
career development principles.

. Work and Workers (Optional) (Handout Exercise)

A. Ask participants (individually or in small groups) to
complete the "Work and Workers Quiz.”

B. Present the answers to the quiz.

1. 14 6. 53 1. F
2. 18 7. 16 12. T
3. 90 8 26 13. T
4, 5 9 20 14. T
5. 20 10. T 16. T

C. Indicate that these facts and others about people and
working have been considered by career development
theorists and relate to career development principles.
Ask participants to think about what these principles
may be as they continue with the next activity.

-4

If appropriate, administer the
pre-workshop portion of the
""Competency Self-Assessment”’
on page |-71.

Refer to the handout
""Career Development
Theories” on page |-17—
I-37. The handout should
be used by participants as
a ""take home’’ reference.

The next three acti-
vities are marked option-
al. Select the ones you
think most appropriate
for your group.

Distribute “Work and Work-
ers Quiz"’ found on page |-7.

Indicate that these answers
are approximate. Some of
the answers have been
rounded off to the nearest
whole number.

The point of the activity is

to make people think about
career development principles,
not to dwell on the answers

to the questions.




Instructor’s Outline

Notes

I1l. Vocational Interview (Optional) (Instructor-led Exercise)

A.

Interview a workshop participant in terms of his or
her job. (It would be interesting if you interviewed
someone about a previous job not in the education
field.)

Ask participants if they have arrived at any career
development principles based upon the previous
activities.

Mention a few of the principles, such as the following:

1. Occupations have specific tasks.
2. Career choice is related to personality.

3. External forces influence career choice.

Decisions and Job Choice (Optional) (Handout Exercise)

A.

B.

C.

Indicate that decision making is an important step
in the career development process.

Conduct the “XYZ Choice" activity.

(Alternative to B.) Conduct another decision making
activity with which you are familiar.

. Relationship of Activities to Career D evelopment

Principles (G roup Discussion)

A.

Ask participants to consider the activities just com-
pleted and to identify what they believe to be career
development principles.

Indicate that career development theories relate to
principles such as those included on the handout,
"“Career Development Principles.” Discuss.

Use questions in ""Vocational
Interview Guidelines’ found
on page |-8. You may want
to arrange the interview
prior to the start of the ses-
sion. Ask questions in the
past tense if referring to a
previously held position.

Use the exercise found on
page I-9. This copyrighted
activity was obtained from
Decisions and Outcomes:
A Leader’s Guide.

Write responses on chalk-
board or large sheet of paper.

Distribute handout, '‘Career
Development Principles,”
found on page I-16.




Instructor’s Qutline Notes

C. Mention that these principles can be grouped in dif- If participants want to learn

ferent ways to form different theories. more about career develop-
ment theories, provide them
with the handout, *'Career
Development Theories’’ on
page |-17—1-37.

VI. Principlesand You

A. Discuss with participants the idea that many of the
principles can be applied to their own career develop-
ment.

B. An additional, optional activity is the career line. Have Use this activity if you think
participants do the following: the participants need another

exercise to help them under-

stand aspects of career devel-

opment.
1. Draw a line and divide it into five-year time seg- Show transparency 1.1.1—
ments (from birth to present). ‘’Career Line Example”’—on

page I-39. Indicate that it is
only partially completed

and that different principles
could be related to the deci-

sions.
2. For each major decision the participants have
made in their lives, place a dot.
3. From the dots, draw a slanted line upward and
write the decisions on the line.
4. Draw slanted lines downward and write the career If participants cannot relate
development principles most related to the deci- all decisions to principles,
sions. that is okay. The purpose of

the activity is to show the
general relationship of prin-
ciples and decisions.

C. Have participants discuss how some of the principles
relate to their lives. You can start the discussion with,
**Have other people influenced you in your career
choice?”

D. Mention that the career development principles form
the basis for the career education content, and that
the next learning experience addresses the teaching
of these concepts.

1-6
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Not to b reproticod—
Sets available from publisher HANDOUT *
WORK AND WORKERS QUIZ
. (NOTE: The following statements refer to a reference year of 1982.)
1. Each individual, on an average, will move a total of times in a lifetime.
2. With shifting work patterns, there are now approximately million “moonlighters” in
America.
3. nercent of all the scientists who ever lived are alive today.
4. Human knowledge is doubling about every ___ months.
5. percenit of American adults lack the knowledge and skills needed to function at

a reasonably successful evel in everyday life (i.e., to be able to address mail properly, make
the most economical choice of variously priced foods, understand transportation schedules).

6. percent of our two-parent families have both parents working outside the home.

7. On anational average, between a child’s first birthday and his or her final day of public school-
ing, the child will have spent percent of his or her nonsleeping hours in school.

8. The American economy has not been changing rapidly enough to require or to absorb the
spectacular increase in the educational level of the work force. ______ percent of the new
educated workers currently accept jobs previously performed by individuals with fewer

credentials.
9. Most teenage Americans are nearly ______months ahead in their physical development
compared to what our senior citizens were when they were young fifty years ago.

CIRCLE TRUE (T) OR FALSE (F)

10. By 1970, there were more elementary school teachers in America than the T F
total of all doctors, lawyers, and natural scientists.

11. Most workers are involved, in one way or another, in the production of goods. T F

12. For more than tiree decades, average real wages for the entire working force T F
have moved upward in an unbroken record of annual gains.

13. Most of today ‘s occupations and skills did not exist a century ago. T F

14. Virtually every measure of workers’ behavior indicates that money is still T F
dearest to the hearts of most workers.

15. An average of 80 percent of American workers have expressed overall general T F
satisfaction with their work each year for the last twenty years, according to
pollster George Gallup.

SOURCES: U.S. Department of Labor, U.S. Department of Commerce, Gallup Polls, and Batelle
Memorial Institute.

{.7

o1

. Copyright € 1986 by the National Center for Research in Vocational Education,
E MC The Ohio State University




HANDCUT SAMPLE
Not to be reproduced— .
Sets available from publisher HANDOUT

VOCATIONAL INTERVIEW GUIDELINES

. What do (did) you do all day? What physical and mental tasks do (did) you perform?

How do (did) you feel about what you do (did)? What kinds of feelings of satisfaction and/or
frustration do (did) you get from your work?

. Do (did) you think about your work when you are (were) at home? When you first think

(thought) of your work in the morning, where are (were) you and what kinds of thoughts
and feelings are (were) you having?

. What are (were) some of the sources of frustration with your work? In what ways do (did)

you depend upon or work with other people?

. Do (did) the people of the community value your work contributions? How many know

(knew) and understand (understood) your job and its relation tc the community?

. What kinds of personal characteristics are (were) especially helpful in your work? Would a

certain kind of person work better in your setting than in others?

. Was this your first work experience? If not, how many additional work experiences have you

had?

. How did you learn about this work?

. Did people influence you into taking this type of work? Who were they?
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THE XYZ CHOICE

This exercise uses the four ingredients of good decision-making that involve information: alterna-
tives, outcomes, probability, and desirability. The purpose of the exercise is to introduce or illus-
trate the concept of strategy. Strategy for a decision-maker is his/her criterion or principle for
choosing and it answers the question "Why did you choose that?'’ Using abstract or “‘meaningless”
alternatives like X, Y, and Z forces a decision-maker to have reasons for choosing. When he says

"I chose X because it was first,"” etc., he is describing a strategy.

The series of six decisions in this exercise is intended to show that every decision involves a strategy
(reason), but usually it is not made explicit by the decision-maker. The sequence of decisions also
shows that strategy involvesan attempt to pick the alternative that leads to the best outcome ("I
chose X because it was first” implies that you think “first will be best”’). The use of ambiguous out-
comes (Able, Baker, etc., or Yen, Mark, etc.) also forces the decision-maker to say how desirable he
finds each possible outcome (| like Able best because .. .”).

The two things we want to know most about outcomes when making a choice, then, are ""how
likely are they to occur?”’ and “"how desirable are they to me?"’

Begin this exercise by listing the four information ingredients across the board~Alternatives, Qut-
comes, Probability, Desirability. Then, under Alternatives, list X, Y, and Z. At this point ask stu-
dents to choose one alternative, without any further information.

1. Find out how many chose each alternative (perhaps keeping a tally on the board).
2. Ask some to tell why they chose.
3. See the first 7 discussicn points listed under Decision 1 on page 1-10—I-11.

From this point on, follow one of the sequences pictured on pages |-13 and |-14. The sequence
listing money under Outcomes is somewhat less abstract than the one listing Able, Baker, etc.
Whichever you use, list one column at a time, cover the appropriate discussion points in tae list

of 20 points on pages |-10—I-11, and give students at each step an opportunity to change their
choice. Note that they may choose only X, Y, or Z at each step, not one of the branches (3,000
pounds, Able, Baker, etc.). Under Desirability, list and discuss each of the three categories of desir-
ability one at a time. You can make up worksheets such as the one on page |-15. Have students fill
them out during the discussion, and coliect them for tabulating choices or for use in future discus-
sions or exercises.

What you want students to learn in this exercise is the concept that each of the four information
ingredients is necessary in making a good decision.

1. If you know just alternatives, you have no relevant basis foi choosing.

2. Knowing possible outcomes helps only as far as you can ascribe desirability to them.

SOURCE: Gelatt, H.B. et al. Decisions and Outcomes. A Leader’s Guide. New York, NY. College Entrance Exam-
nation Board, 1973, pp. 73-80. Permission to use copyrighted material obtained.

I-8
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3. Probatility information—that is, the chances that you will get the outcome listed—is help-
ful. Right away it brings out 'risk-taking” or "play-it-safe’’ strategies.

4. Desirability is the information most people want most. In this exercise, desirability is dis-
cussed in three successively more specific ways.

When you have finished, it would be instructive to try to get students to describe the strategy they
used in making the final choice. Most strategies are concerned with risks, and the four most com-
mon risk strategies are these:

1. Ignore risk; choose the action that could lead to the most desirable outcome, regardless
of risk. (Wish Strategy)

2. Avoid risking the worst; choose the action that will most likely eliminate the worst pos-
sihle outcome. (Escape Strategy)

3. Take the best odds; choose the action that is most likely to bring success (has highest
probability). (Safe Strategy)

4. Get the best combination of low risk and desirable outcome; choose the action that has
both high probability and high desirability. (Combinaticn Strategy)

Those who chose Y, for example, may say they used the principle of ’playing it safe’ or of "avoid-
ing any loss,” or some version of type 2 or 3. Those who chose X might give you some version of
1 or 4. Those who chose Z might describe their willingness to take risks “up to 50 percent,” etc.,
or might eliminate Y (because it does not have highly desirable outcomes compared to X and Z)
and apply strategy 3 to the remaining two alternatives.
The exercise and the discussion are intended to start students thinking about the fact that there are
several possible strategies to use when choosing, and knowing several may make them better
decision-makers.
Here are 20 important points to be made during discussion.

1. No one's answer is wrong!

Decision 1

2. The “reasons” for choosing in decision 1 are probably illogical and irrelevant because
there are no data given on which to base a logical reason.

3. In the absence of data, people’s minds invent information or “reasons.”

4. Sometimes we do the same thing (invent reasons) in real decisions when we don’t have
complete data.

4]

Since the class wili usually distribute itself among choices X, Y, or Z, rather than pre-
ferring any one of them, the pcint is clear that people have different preferences given
the same information.

6. Peorle have the same preferences for different reasons (e.g., several people chose X for
different reasons, etc.).

1-10
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‘ 7. What everyone is really doing is trying to ‘‘guess’’ what wii! be th2 most desirable out-
come (knowledge of desirability of outcornes is one of the most important pieces of
information to have).

Decision 2

8. When you fill in the Outcomes column, you don’t know much unless you also know
desirability.

9. Again, we try to "‘guess” desirability. In the case of Able, Baker, Charlie, etc., we make
associations and ascribe difficulty. In the case of pounds, marks, yen, etc., we use our

incomplete knowledge for ranking. Remember that we are always choosing only X, Y,
or Z, and not making a choice between branches.

10. Choice Y in the pounds-yen variation offers 4 no-risk choice that is appealing to some
people, but interestingly enough not to al! people.

Decision 3

11. Whendata on probability of success are added, many will find it easier to decide. Try to
get adescription of strategy here.

12. Often people believe that something with lov/ probability of success has high desirability.
13. In the pounds-yen version, X has a 40 percent chance of success, Y has a 100 percent
chance of success, Z has a 90 percent chance of success. Still the class will probably
‘ distribute its choices among all three. Why?
14. Ask the question: “Why wouldn’t everycne choose Y?"

15. Peoplediffer in their preferences for probability odds—that is, to some a 40 percent
chance is too much risk, to others a 90 percent chance is too much risk, etc.

Decision 4

16. Whendesirability of outcomes is ideritified only as “‘good’’ or ‘‘bad” (a two-point scale),
desirability information helps only a little in choosing.

Decision 5

17. The ranking of desirability is much more helpful. Note that some decisions that have
""good” desirability may still be ranked third or fourth.

[ 18. Most people have little practice in ranking desirability. This is an important decision-
making skiil.
|
\
|
|
|

Decision 6

19. For most personal decisions, most people never get bayond ranking into scaling. Scaling
answers the question: ‘' How much better is number 1 rank than number 2 rank?’’ etc.

1-11
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20. With this information most people can now choose X, Y, or Z with some confidence.

This exercise should be full of discussion after each decision. Encourage people te express their
thoughts and feelings, both positive and negative, as they go along.

At the end, you might want to try something like this with your students:

""Assume now that | am your decision agent (see "“The Starting Point’’} and that | am going to make
your decisions for you in some variations of XYZ Choice. The value of the outcomes and the proba-
bility figures will be changed each time. | will not be able to talk to you again. Tell me how | should
decide for you each time—that is, give me a strategy | can apply whatever the value and probabilities
may be."”

Telling someone else how to decide for you is the best way to get at the definition of strategy. Con-
sider a strategy as a "'way to play the game.” Almost everyone has played tic-tac-toe. Most people

uise a strategy for winning. Ask the class to describe their strategies for winning in tic-tac-toe. It will
help if they imagine they are telling someone else (an agent) who must play the next game for them.

A strategy for tic-tac-toe is more complicated because it must take into account an opponent who
is trying to make you lose. However, it is a game of “perfect information’’ (where everything that

has happened or can happen is known). In making personal decisions, you never have perfect infor-
mation.
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ALTERNATIVES OUTCOMES
(Decision 1) (Decision 2)

WIN 3,000 Pounds

LOSE 3,000 Yen

X _—<

WIN 3,000 Francs
Y —<

WIN 3,000 Lira
—<

gLl

WIN 3,000 Marks

LOSE 3,000 Yen

NOTE: At each decision point, the only possible choices are X, Y, or Z—not one of the branches.
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XYZ CHOICE

PROBABILITY
(Decision 3)

40
60
50
50
80

10

DESIRABILITY
Good or Bad Rank Scale
(Decision 4) (Decision 5) (Decision 6)
Good 1 $10,000
Bad 5 $10
Good 3 $600
Good 4 $5
Good 2 $1,000
Bad 5 310




ALTERNATIVES

OUTCOMES
{Decision 2)

ABLE

BAKER

CHARLIE

v

DOG

EASY

AAA

BAKER

XYZ CHOICE—-ALTERNATE EXERCISE

PROBABILITY
{Decision 3)

40

50

50

80

10

NOTE: At each decision point, the only possible choices are X, Y, or Z—not one cf the branches,

Good or Bad
(Decision 4)

Good

Bad

Good

Good

Good

Bad

DESIRABILITY

Rank Scale
{Decision 5) {Decision 6)

1 $10,000
5 -$10
3 $600
4 $5
2 $1,000
5 -$10
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Decision 1

Choice
(X, Y, or2)

Decision 2

Choice
X, Y, orZ)

Decision 3

Choice
(X,Y, or2)

Decision 4

Choice
(X, Y, or2)

Decision 5

Choice
(X, Y, or2)

Decision 6

Choice
(X, Y, or2)

WORKSHEET FOR XYZ CHOICE

Reason

HANDOUT *

Reason

Reason

Reason

Reason

Reason
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11.

12.

13.
14.
15.
16.

17.
18.

19,
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CAREER DEVELOPMENT PRINCIPLES '

External forces, such as the environment and parents, influence career choice.
Individuals seek occupations that meet most of their needs.

Career choice is related to personality.

Individuals possess measurable traits.

Occupations have specific tasks.

Personal traits can be matched to occupational tasks.

Occupational decisions occur numerous times in one’s life.

Career development is a lifelong process.

Decision-making skills can be learned.

Career decision making is influenced by genetic endowment, environment, and learning experi-
ences.

Interests are a consequence of learning, and learning is what leads people to make occupational
choices.

Changes in learning produce changes in preferences and interests that can change occupational '
choice,

Critical career decision points occur throughout one’s life.
Chance experiences can affect career choice.
There are common recognizable stages of development during childhood and adult life.

Individual development involves progressive differentiation and integration of a person’s self
and perceived world.

Each individual progresses through developmental stages at his or her own pace

Excessive deprivation in any single aspect of human development can retard optimal develop-
ment in other areas.

Personal awareness does not occur in a vacuum, but results from both real and vicarious experi
ences.

®
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CAREER DEVELOPMENT THEORIES: A BEGINNER'S OVERVIEW

Introduction

This handout reviews various theories of career development and career choice and provides an over
view for a student new to the area.

The Theory of Theories

First, a word is necessary about the nature of theory in general. Shertzer and Stone (1974) define
theory as a statement of general principles, supported by data, offered as an explanation of a phe-
nomenon. A good theory should summarize and generalize a body of information. It should facili-
tate understanding and explanation of complex phenomena within that body of information. It
should act as a predictor between variables in that body of information. And it should stimulate
further research,

Categories of Theories

With so many different theories of career development, it is useful to create some classes into
which we can place the various theories. For this paper the theories are divided into three groups.
The first focuses primarily on nonpsycholagical factors as those contributing most to what occu-
pations people choose when they grow up. Included here are the accidental, sociological, and eco-
nomic approaches. The second group focuses primarily on the differences between individuals as
most important. This group includes the personality and trait-factor approach, aswell as Holland's
typology of people and environments. The final group focuses primarily on internal processes and
development as most important. This group includes the developmental, social learning, decision-
making, and cognitive approaches. A fourth group, theories of adult career development, cuts
across the other three groups and is presented as a separate section.

How to Read the Theories

It is important to remember as you read through the theories that no one theory is going to explain
everything. Thus, your own personal theory may not be any one of the following theories. Instead,
it may be some combination or permutation of several of these theories and perhaps some ideas of
your own. When you read each theory, realize that it addresses some issues very well and other
issues not so well; whereas a part of the value of each theory is how many issues it adequately
addresses, each of the theories does provide some major contribution.

SOURCE. Shertzer, B., and Stone, S.C. Fundameantals of Counseling, Second Edition. Boston. Houghton Mifflin
Company, 1974.

SOURCE: This paper was compiled by Thomas S. Krieshak, a counselor education student at the University of
Missouri-Columbia, this condensed version is printed here with the permission of Dr. Norman Gysbers, Professor,
the University of Missouri-Columbia.
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Group {: Theories That Focus on Nonpsychological Factors

Several theories argue that the occupat.on into which an individual goes is determined primarily by
forces beyond the control of that individual. These theories are in sharp contrast to those discussed
later, which argue for the influence of psychological differences and dynamics within each of us.

Thecry 1: The Accidental Approach

The accidental approach to career development is in part based on observations of the work histo-
ries of individuals. Miller and Form (1951), two occupational sociologists, analyzed the occupa-
tional backgrounds of a large group of people, and concluded that:

One characteristic is outstanding in the experience of most of the case histories that have
been cited. In their quest of a life work there has been a vast amount of floundering, and
chance experience appears to have affected choices more than anything else. No single
motivating influence appears which has finally crystallized into a wish for a certain occu-
pation. Chance experiences undoubtedly explain the process by which most occupational
choices are made. (p. 660)

Osipow (1969) expanded on the accidental theory, noting that:

The view may be summarized in a single sentence. People follow the course of least resis-
tance in their educational and vocational lives. It may be a moot point as to whether the
"least resistarice theory” is more valid than one of the more self-conscious views of career
development.

The strength of the accidental theory is that for a good number of people it appears to explain very
accurately the progression from job to job. The weakness is that it does not give credit to all the
individuals who seemingly make conscious choices about career paths. While it may explain the
career development of some individuals, it does not allow us to predict very well because of its
reliance on chance occurrences.

Sources and Related Readings
Miller, D., and Form, W. /ndustrial Sociology. New York: Harper and Row, 1951,

Osipow, S. “What Do We Really Know about Career Development?’’ National Conference on
Guidance, Counseling and Placement in Career Development and Educational-Occupational
Decision-Muking, edited by N. Gysbers and D. Pritchard. Columbia, MO: University of
Missouri, 1569, /ERIC Document Reproduction Service no. ED 041 143)

Theory 2: The Sociological Approach

The soc’ological approach to career development denotes a belief that external forces have a great
in.Jact an the career choice of an individual. Sociologists deal with the process by which occupa-
tions are passed on from generation to generation, the impact of environmental factors on options
and decisions, and the meaning of work in our society. Theorists in this group assume that people’s
encial backgrourd has much to do with the choices they consider and make. Influences include
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occupation and income of parents, education of parents, sex, race, ethnic group, religion, place and
type of residence, family stability, size of family, birth order, values of peers, school environment,
and community. Sociologists have collected and analyzed informatio.1 to determine the degree of
influence these and other variables have on work and on career choices.

The effects of social factors are taken into account by practically all approaches, but the amount of
emphasis varies. It is necessary to incorporate sociological factors into any general approach or risk
the chance of being unable to explain commonly observed phenomena.

The sociological approach has not been widely applied to the field of guidance and counseling in
the past. Presently, more attention is being paid to sociological factors, especially to the rethinking
of traditional sex roles, the changing of social stereotypes, and counseling with minorities.

The strength of this theory is that it helps us understand many of the external forces acting on the
career decision-making process, and suggests how to account for and alter those forces. The weak-
ness is that it does not explain why the same apparent forces have their effect on some individuals
and not on other individuals.

Sources and Related Readings

Duncan, O. "Social Origins of Salaried and Self-employed Professional Workers."" Socia/ Forces 44,
no. 2 (1965): 186-189.

Hollingshead, A.B. E/mstowns Youth. New York: Wiley, 1949,
Miller, D.G., and Form, W.H. /ndustrial Sociology. New York: Harper and Row, 1951.

Lipset:, L. “Social Factors in Vocational Development.” Personnel and Guidance Journal 40
(1962): 432-437.

Sewell, W.; Haller, A.; and Strauss, M. “’Social Status and Eclucation and Occupational Aspiration.”
American Sociological Review 22 (1957): 67-73.

Super, D., and Bachrach, P. Scientific Careers and Vocational Development Theory. New York:
Teachers College Bureau of Publications, 1957.

Theory 3: The Economic Approach

Resting upon the assumption that people have freedom of choice in occupational selection, the eco-
nomic approach emphasizes labor trends and job market demands. Individuals are assumed to seek
occupations that offer the most of what they want. Most traditional economic theorists assert that
valid generalizations and forecasts concerning career choice can only be made from the statistical
analysis of large numbers of individuals. The occupational distribution of workers is seen as a func-
tion of the basic law of supply and demand, income level being the best predictor of the relative
supply or demand present in that occupation. Thus, a high-income position requires individuals with
skills that are relatively low in supply and vice versa. Most current theorists view career choice as
dependent on a number of variables in addition to supply and deraand, including: (1) labor supply,
(2) 1abor demand, (3) public knowledge of various opportunties and fuiure opportunity outlooks,
(4) one's ability to secure necessary training and/or education as determined by individual resources
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and the number of openings available for such experiences, and (5) relative monetary return for .
services rendered.

The strength of such a theory is that it makes such intuitive sense. We believe that these are issues
which people consider when choosing a career. The weakness is that several other factors (such as
the effects of trade unions) impact salary levels and job distributio n, and these are not accounted
for by pure economic theory.

Sources and Related Readings

Becker, G.S. Human Capital. New York: Columbia University Press, 1976.

Clark, H. Economic Theory and Correct Occupational Distribution. New York: Teacher’s College
Bureau of Publications, 1981.

Thomas L. The Occupational Structure and Education. Englewood Cliffs, NJ. Prentice-Hall, 1956.

Wolfbein, S. ““Career Development under Social and Economic Change.” In G. Walz, R. Smith, and
L Benjamin, eds., A Comprehensive View of Career Development. Washington, DC. American
Personnel and Guidance Association Press, 1974.

Group I1: Theories That Focus on Interpersonal Differences

While the theories in the previous section held that factors outside of the person are the main con-
tributors to the person’s career choice, the theories in this section suggest that persons are drawn ‘
to careers because they will satisfy various internal needs, drives, or attitudes. Since those internal

needs or attitudes are very particular to an individual, this section can be thought of as consisting

of theories that argue that individual differences contribute most to a person’s career choice,

Theory 4: The Personality Approach

Personality theorists believe that individuals’ career choices are products of their personality.
Environment is taken into account only secondarily. This approach considers individual motives,
drives, emotional states, and the dynamics of personality.

A major personality theory in the area of career selection is that proposed by Roe (1964). She
developed a vocational choice theory based on the child’s formative emotional climate in terms of
dominant attitudes of parental figures. She suggested that the quality of those early relationships
affects the development of interests and, in turn, occupational choice.

Major hypotheses from this theory are as follows:

1 Loving, protecting, and demanding homes would lead to person-orientation in the child
and later to person-orientation in occupations.

2 Rejecting, neglecting, and casual homes would lead to non-person orientation in occupa-
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‘ 3. If extreme protecting and exi. . ne demanding conditions were felt by the child to be
restrictive, he or she might, in defense, become non-person oriented.

4. Some individuals from a rejecting home might become person-oriented in search of satis-
faction.

5. Loving and casual homes might provide a sufficient amount of relatedness such that other
factors (e.g., abilities) would determine interpersonal direction more than personal needs.
(Tolbert 1974)

While Roe’s causative explanation of personality and occupation has not been validated, her classi-
fication of occupations by groups and by levels does contribute to vocational research. The eight
groups are classified according to responsibility and skill. The following are Roe’s groups and levels.

Groups Levels
I. Service 1. Professiona! and Managerial 1
Il. Business Contact 2. Professicnal and Managerial 2
I1l. Managerial 3. Semiprofessional
IV. Technology 4. Skilled
V. Qutdoor 5. Semiskilled
VI. Science 6. Unskilled
VII. General Cultural
VIII. Artsand Entertainment
' Roe also accounted for the different levels of professionalism in each occupational group. She
argued that the child enters the world with a genetic predisposition for expending psychological

energy, and this dictates the eventual level the individual achieves.

The strength of the personality approach to career development is that it examines career choice
within the broader framework of personality theory. The major contribution of Roe's theory has
come not in its ability to predict or explain, but in its classification system.

Sources and Related Readings

Bordin, E.; Nachmann, B.; and Segal. “An Articulated Framework for Vocational Development.”’
Journal of Counseling Psychology 10 (1963): 107-116.

Brill, A. Basic Principles of Psychoanalysis. New York: Doubleday, 1949.

Roe, A. "Early Determinants of Vocational Choice.” Journal of Counseling Psychology 4 (1957).
212-217.

Roe, A., and Siegelman, M. Origin of Interests. APGA Inquiry Studies, No. 1. Wasl:ngton, DC:
American Personnel and Guidance Association, 1964.

Tolbert, E.L. Counseling for Career Development. Boston: Foughton-Mifflin Co., 1974.
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Theory 5: The Trait Factor Approach

The first well-articulated vocational theory and the one that acts as the base for most of the others
is the trait factor approach. it suggests that people are different in terms of several variables, and
that scientists can measure those differences. Secondly, it su.ggests that different jobs require differ
ent traits or skills, which can alsc be described and measured. Finally, it suggests that a counselor’s
role 1s simply to assess the client across several important va. iables, to collect and organize informa
tion about the demands of various occupations, and to effect the best match between the client’s
assets as the counselor has assessed them and various occupational demands.

A criticism of the trait factor approach has been that it assumes individual traits and environrmental
requircments are relatively static rather than dynamic. Lofquist and Dawis (1969) addressed this
issue when they expanded the trait factor theory in their development of the work adjustment
theory. They agree that an individual’s needs should be matched with the job demands in order to
secure a good fit, but their theory goes on to deal with what happens to people once they are in the
job. They assume that people are motivated to fulfill work requirements in order to have their own
personal requirements fulfilled by work. The give and take of this process is called correspondence.
The effort required to maintain correspondence is known as work adjustment.

The strengths of the trait factor approach are. (1) it gave counseling psychology an identity, (2} it
makes a good deal of intuitive sense that individual differences do exist and are measurable, ard
that different jobs require different competences, (3) it advanced considerably the state of the art
of testing and statistics related to test development, (4) there is a certain cleanness about receiving
the results of a test or an inventory that cannot be equaled ' , simply having counselors give you
their clinical impressions, and {3) there is a body of research that supports the superior predictive
abihty of assesstnent instruments over simple clinical judgment, although this is not as clear in the
area of career development as it is for personality in general. Some of the weaknesses are. (1) that
the approach 1s too mechanistic and too cognitive, and (2) that the importance of the client’s reac
tion 1n the interpretation and acceptance of counseling informat.on is not emphasized fully enough.
Another weakness is that the counselor may take on too much responsibility for the outcome of
counseling and that the client may accept too little responsibility. This is in part due to the level of
knowledge that the counselor 1s expected to have, both about the world of work and about clients
in general.

The trait factor approach s the granddaddy of career development thi+ ories. Beginning in the early
1900s, it dominated the field until the 1950s, at which time it started to be swallowed up into
broader theuries that could account for more phenomena and that were not so mechanistic in their
applications {Davis 1969, Herr and Cramer 1979, Norris et al. 1979, Parsons 1909, Williamsun 1965,
Williamson and Biggs 1979).

Sources and Related Readings

Davis, H. Frank Parsons. Prophet, Innovatur, Counselor. Caibondale. Southern llinois University
Press, 1969,

Herr, E.L., and Cramer, S.H. Career Gurdance through the Lifespan. Systematic Approaches.
Boston: Little, Brown & Co., 1979,

Lofquist, L., and Daws, R. Adjustment and Work. A Psychological View of Man's Problems in a
Work-oriented Society. New York: Appleton-Century-Crofts, 1969.
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Norris, W.,; Hatch, R.N.; Engelkes, J.R.; and \'Vinborn, B.B. The Career Information Service.
Chicago: Rand McNally, 1979.

Parsons, F. Choosing a Vocation. Boston: Houghton-Mifflin, 1909,

Williamson, E. Vocational Counseling. Some Historical, Philosophical and Theoretical Perspectives.
New York: McGraw-Hill, 1965.

Williamson, E.G., and Biggs, D.A. "‘Trait-Factor Theory and Individual Differences.” In H.M. Burks
and B. Stefflre, eds., Theories of Counseling. New York: McGraw-Hill, 1979.

Theory 6: Holland’s Typological Approach

The theory of J- hn Holland (1972, 1973, Holland and Gottfredson 1976) has come to be one of

the dominant theories in the field of career develcpment. Holland’s theory 1s something of a hybrid
between trait factor theory and personality theory. Like trait factor theorists, he suggests the
importance of matching a person’s interests and abilities with the environment of the job. And like
personality theorists, he argues that the choice of an occupation is an expression of one’s personality.

Holland’s Personality Types

Hoiland assumes that in our culture, most persons can be categorized as one of six personality types.
Descriptions of the six types follow.

‘ Realistic personality. These are people who prefer to deal more with things than with ideas or
people, are more oriented to the present than to the past or future, and have structured patterns of
thought. They perceive themselves as having mechanical and athletic ability. They are apt to value
concrete things or tangible personal characteristics like money, power, status, they will try to avoid
goals, values, and tasks that require subjectivity, intellectualism, or social skills. They tend to be
more conventional in attitudes and values because the conventional has been tested and is reliable.
They possess a quality of persistence, maturity, and simplicity. Realistic types are found in occu
pations related to engineering, skilled trades, and agricultural and technical vocations.

Investigative personality. These are people who are analytical and abstract, and who cope with life
and its problems by use of intelligence. They perceive themselves as scholarly, intellectually self-
confident, and as having mathematical and scientific ability. They hold less conventional a. titudes
and values, tend to avoid interpersonal relationships with groups or new individuals, and achieve
primarily in academic and scientific areas. They are likely to possess a high degree of originality, as
well as verbal and math skills. Investigative types are found in occupations related to science, math,
| and other technical careers.
\
|
|

Artistic personality. These are people who tend to re'y more on feelings and imagination. They per-
ceive themselves as expressive, original, intuitive, nonconforming, introspective, independent, ai.d as
having artistic and musical ability (acting, writing, speaking). They value esthetic qualities and tend
to place less importance on political or material matters. They have artistic aptitudes rather than
mathematical aptitudes, they avoid direct relationships, and they learn to reiate by indirect means
through their medium. Artistic types are found in occupations relzted to music, literature, the
dramatis arts, and other creative fields.
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Social personality. These are people who have higl. interest in other people and are sensitive to the ‘
needs of others. They perceive themselves as liking to help others, as understanding others, as having

teaching abilities, and as lacking mechanical and scientific abilities. They value social activities, and

are interested in social problems and interpersonal relations. They use their veri:al and social skills

to change other people’s behavior. They usually are cheerful and impulsive, scholarly, and verbally

oriented. Social types are found in occupations related to teaching, social welfare positions, and the

helping vocations.

Enterprising personality. These are people who are adventurous, dominant, and persuasive. They
place high value on political and economic matters and are drawn to power and leadership roles.
They perceive themselves as aggressive, popular, self-confident, social, as possessing leadership ana
speaking abilities, and as lacking scientific ability. They use their social and verbal skills with others
to obtain their political or economic goals. Enterprising types are found in occupations related to
sales, supervision of others, and leadership vocations.

Conventional personality. These are people who are practical, neat, organized, and work well in
structured situafions. They feel most comfortable with precise language and situations where accu-
rate accounting is valued. They perceive themselves as conforming, orderly, and as having clerical
and numerical ability. They value business and economic achievement, material possessions, and
status. They are happy as and make good subordinates and they identify with eople who are strong
leaders. Conventional types are found in occupations related to accounting, business, and computa-
tional, secretarial, and clerical vocations.

While no individual is all one type, people tend to affiliate with, enjoy being around, and be most

like one, two, or sometimes three of the types, and tend to be less like two or three of the other

types. People are categorized by the typethey are most like, followed by the type they are next ‘
most like, and finally, the type they are third most like.

Holland’s Environmental Types

Environments may also be classified according to their demands and the types of people who work
in them. The descriptions of the environments closely resemble the descriptions of the persons
dominating each environment. The following are brief descriptions of each of the six model environ-
ments.

Realistic environment. This environment—

® stimulates people to perform realistic activities;

® encourages technical competencies and achievements;

® encourages people to see themselves as having mechanical ability;

® rewards people for the display of conventional values and goals, such as money, power, and
possessions.

Investigative environment. This environment—

® stimulates people to perform investigative activities;
® encourages scientific competencies and achievements;

® encourages people to see themselves as scholarly, and as having mathematical and scientific
values;

® rewards people for the display of scientific values.

@
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‘ Artistic environment. This environment—

® stimulates people to engage in artistic activities;

® encourages artistic competencies and achievements;

® encourages people to see themselves as expressive, original, intuitive, nonconforming, inde
pendent, and as having artistic abilities (acting, writing, speaking);

® rewards people for the display of artistic values.

Social environment. This environment—

® stimulates people to engage in social activities;

® encourages social competencies;

® encourages people to see themselves as liking to help others, understanding others, and being
cooperative and sociable;

® rewards people for the display of social values.

Enterprising environment. This environment—

® stimulates people to engage in enterprising activities, such as selling or leading others,

® encourages enterprising competencies and achievements;

® encourages people to see themselves as aggressive, popular, self confident, sociable, and as
possessing leadership and speaking abilities;

® rewards people for display of enterprising values and goals, such as money, power, status.

Conventional environ ment. This environment—

‘ ® stimulates people to engage in conventional activities such as recording and organizing data
or records;
® encourages conventional competencies and achievements;
® encourages people to see themselves as conforming, orderly, and as having cierical compe
tencies;
® rewards people for the display of conventional values, such as money, dependability, con
formity.

Holland's Person-Environment Match

People search for environments that will allow them to exercise their skills and abilities, express
their attitudes and values, and take on agreeable roles. People seek out persons similar to them
selves, and where people congregate, they create environments that reflect their personality types.
Behavior, especially job satisfaction and stability, is determined by the interaction between per
sonality characteristics and the characteristics of the job environment.

The strengths of Holland’s theory are. (1) 1t is easily understood and makes intuitive sense, (2) it
contains clear definitions of constructs; (3) it has an internally consistent structure, (4) it has a
very broad research base across diverse populations, (5) it has developed useful assessment devices,
and (6) it has contributed mur 0 a parsimonious description and classification of both individuals
and occupations. The weaknesses of the theory are. (1) it deals primarily with external phenomena
rather than internal developmental phenomena in its validation, (2) it offers li.ile explanation other
than slight reference to social learning theory about how the person’s type is acquired, (3) as with
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other trait theories, instability is not seen as helpful under any conditions and no suggestions are
given as to when the counselor should discourage instability of code.

Sources and Related Readings ‘
Astin, AW. “Further Validation of the Environmental Assessment Technique.” Journal of Edu-
cational Psychology 54 (1963): 217-226.

Holland, J.L. Making Vocational Choices: A Theory of Careers. Englewood Cliffs, NJ: Prentice-
Hall, 1973,

Holland, J.L. "The Present Status of a Theory of Vocational Choice.” In J. Whiteley and
A. Resnkoff, eds., Perspectives on Vocational Development, Washington, DC: American
Personnel and Guidance Association, 1972.

Holland, J.L., and Gottfredson, G.D. ""Using a Typology of Persons and Environments to Explain
Careers: Some Extensions and Clarifications.”” The Counseling Psychologist 6 (1976): 20-29.

Group ili: Theories That Focus on Internal Processes

The following thecries of career development concern themselves primarily with processes within
the person. Thesz theories contend that the individual’s career choice is a fluid process that focuses
slowly over time and may be occasionally reshaped.

Theory 7: The Developmental Approach

Recent developmental theorists visualize occupational decisions as taking place a number of times
in the course of one’s life. These decisions are integrally related to one’s aspirations and overall
career goals. These goals cannot be separated from one’s life goals. Thus, developmental theorists
see one’s career as a continuous pattern beginning in childhood and ceasing at death.

Jordaan (1977) and Super (1976) believe that individuals are capable of meving through these
stages at various speeds and that one may return to an earlier stage without venturing outside of
normalcy.

An important concept in Super’s formulation of career development is that of career maturity—a
readiness to engage in the developmental tasks appropriate to the age and level in which one finds
oneself. Maturity, however, is not something that is ever reached, but instead is the process rela-
tive to where one is at any given time. This formulation of the concept helps to promote a lifespan
notion rather than a static and irreversible pattern of development.

Super described the developmental tasks appropriate to each stage as the following:

® Crystallization - the individual formulates ideas about work that would be appropriate.

® Specification — the individual narrows a general career direction into a specific one.

¢ Implementation —~ the individual completes training and enters relevant employment.

e Stabilization —~ the individual settles dov/n within a field of work but may change posi-
tions within the field.

e Consolidation - the individual consolidates status and advancement to establish security.
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Insummary, Super’s developmental theory offers five main tenets: (1) vocational selection is the
implementation of a person’s self-concept; (2) vocational decisions are similar to other decisions
and continue to be made throughout the lifespan; (3) career development can be described as a
stage process with developmental tasks at each stage (the nature of these stages is not lock-step
hut cyclical, indicating that individuals in middle or later life may return to earlier stages of devel-
opment); (4) career maturity is a measure of one’s knowledge of and attitudes toward oneself,
careers, and career decision making; (5) persons who are at different stages of development need
to be counseled or dealt with in different ways (likewise, persons at similar stages, but with dif-
ferent levels of career maturity, also need to be dealt with in different ways).

The strengths of Super’s developmental theory are: (1) it takes into consideration more than just
occu patio nal choice, because it allows consideration and study of what goes on inside the individual
and how those internal processes play themselves out in the course of a lifetime; (2) unlike career
choice theories, which look only at singular choice points in a person’s life, developmental theories

consider the whole series of decisions in a given person’s lifetime; and (3) the concept of career matu-

rity and the idea of treating persons at different levels of maturity differently. Some weaknesses of
Super’s theory are: (1) while founded empirically, most of the early study was on young white
middle-class males (also, some argue that lifelong developmental theories, more than others, are
very work oriented, and define the individual too much in terms of his or her work life while pay-
ing too little attention to other, avocational aspects); {2) there is difficulty in researching Super’s
constructs. Longitudinal research, such as the Career Pattern Study, is necessary to validate such a
developmental theory, yet longitudinal research is extremely difficult to carry out and, indeed,
little of it has been carried out. Even nonlongitudinal research is difficult to perform because of
the problems of operationalizing the constructs.

Sources and Related Readings

Ginzberg, E. “Toward a Theory of Occupational Choice: A Restatement.”’ Vocational Guidance
Quarterly 20, no. 3 (1972): 169-176.

Ginzberg, E.; Ginsberg, S.; Axelrod, S.; and Merma, J. Occupational Choice. New York: Columbia
University Press, 1951.

Gysbers, N. ""Career Guidance at the Crossroads.” In New Imperatives for Guidance, edited by
G.R. Walz and L. Benjamin. Ann Arbor: The University of Michigan, 1978.

Gysbers, N., and Moore, E. "Beyond Career Development— Life Career Development.”’ Personnel
and Guidance Journal 53, no. 9 (1975): 647-652,

Jordaan, J. "Career Development: Theory, Research and Practice.” In Developmental Theory and
Its Application in Guidance Programs: Systematic Efforts to Promote Personal Growth, edited
by G. Miller. St. Paul, NiN: Minnesota Personnel and Guidance Association, 1977.

Super, D.E. "’A Theory of Vocational Development.” American Psychiologist 8 (1953): 185-190.

Super, D.E. The Psychology of Careers. New York: Harper and Row, 1957.

Super, D.E. Career Education and Meanings of Work. Washington, DC: U.S. Department of Health,
Education and Welfare, 1976.
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Super, D.E. "’A Life-Span, Life-Space Approach to Career Development.” Journal of Vocational ‘
Behavior 76 (1980): 282-298.

Super, D.E., and Hall, D.T. "Career Development: Expoloration and Planning.” In Annual Review
Psychology, edited by M.R. Rosenzweig and L.W. Porter. 29 (1978): 333-372.

Theory 8: The Social Learning Approach

John Krumboltz (1973, 1976, 1979) designed a theory of career decision making (CDM) to explain
how career interests develop, how the environment influences one’s CDM, and the manner in which
CDM skills are developed. Krumboltz holds that the CDM process is influenced by genetic endow-
ment, environmental conditions and events, and learning experiences. CDM learning takes place in

a way consistent with other social learning theory. The three main categories of learning, according
to social learning theorists, are: (1) reinforcement—certain behaviors, attitudes, decisions, and so
forth are rewarded by the self, others, or the environment; (2) modeling—witnessing another person
engaging in certain behaviors and consequently being rewarded for those behaviors; (3) contiguous
pairing, or classical conditioning, wherein a certain behavior or attitude coincides with a reward or a
punishment such that behavior is consequently approached or avoided, even when the original
reward or punishment is no longer present.

All of these learnings impinge on the individual and play a major role in the development of zask
approach skills. These skills help the individual engage in CDM and participate in those activities
that will lead to the solution of career-related problems. Thus, they may be seen as a sort of readi-
ness for CDM, or even as career maturity. They lead to self-statements and feelings about one’s own
CDM ability and enable individuals to predict their future CDM actions, such as going on a job inter-
view or applying to a training school. ‘
|

According to social learning theory, interests are a consequence of learning, and /earning is what
leads people to make occupational choices, not interests. The process of career planning and devel-
opment is seen as one in which a change in learning will produce a change in preferences and inter-
ests. The greatest implication stemming from this theory is that we should provide great variation
in the learning experiences of young people. Social learning theory views vocational undecidedness
as an information deficit, not as a sign of immaturity. Career counseling is seen not merely as a
process of matching existing personal characteristics with existing job characteristics, but as a
process of opering up new learning experiences and motivating the client to initiate career-relevant
exploratory activities.

The strengths of the theory are: (1) it does the best job of explaining the process by which intar: s
are developed, and thus helps individuals understand why they have the stereotypes they do and, to
some degree, also provides a model for altering those interests or stereotypes; and (2) it views unde-
cidedness as an information deficit and not as a weakness or a sign of immaturity in the individual.
The weaknesses of the theory are: (1) the learning history’s influence upon later interest pattems has
not been established longitudinally, but only cross-sectionally, and (2) the specific cognitive and be-
havioral processes necessary to define the effective decision-making process have not been proposed,
nor is there much discussion about what a desirable decision is supposed to look like.

74 @

Q Copyright * 1986 by the National Center for Research in Vocational Education,

E MC The Ohio State University

I-28




HANDOUT SAMPLE
Not to be reproduced—
Sets availsble from publisher

Sources and Related Readings

Krumboltz, J., and Baker, R. “Behavioral Counseling for Vocational Decisions.” In H. Borrow, ed.,
Career Guidance for a New Age. Boston: Houghton-Mifflin, 1973.

Krumboltz, J.D.; Mitchell, A.M.; and Jones, G.B. "A Social Learning Theory of Career Selection.”
The Counseling Psychologist 6 (1976): 71-81.

Mitchell, A.M.; Jones, G.B.; and Krumboltz, J.D. Social Learning and Career Decision Making.
Cranston, Rl: Carroll Press, 1979.

Theory 9: The Decision-making Approach

Decision-making theory suggests that, while career development is a continuous process, there are
critical decision points that typically occur when an individual faces a change in jobs or in educa-
tional plans (Gordon 1981; and others). The most well-known decision-making theory is that of
Tiedeman and his colleagues.

It is the explicit statement of the decision-making process that differentiates Tiedeman’s theory
from other theories of career development. The theory is not designed to predict behavior but to
allow individuals to put their own decision-making activities into perspective, think out decisions,
and control action by thought with more ease.

Tiedeman views decision making as integrally related to an individual’s ego development and values

development. An interaction is postulated to take place between the development of the ego, of
. values, and of one’s decision-making ability. Each of the three variables may affect the other. Indi-

viduals' awareness of this interaction increases conitrol over their lives. This controf is referred to

as "'|" power, and the eight conditions individuals must master before obtaining ’I'’ power are as

follows:

1. Becoming more conscious of themselves in order to cooperate with the momentary and
daily evolutions

2. Living more frequently in the now as opposed to the future and past

3. Bevoming more planful and acting on their plans

4. Waking up to making their lives happen rather than just sleeping and letting their lives

happen

Trusting themselves in order to tolerate anxiety when facing uncertainty

Being sensitive to others as they gain "’’’ power—not power over but power with and

among other people

Recognizing and discarding old ways of thinking through self-remembering

Being honest with themselves

(Miller-Tiedeman & Niemi 1977, p. 5)

-

oo,

o N

In the mastery of these conditions, an individual’s habitual or core decision-making strategy moves
through a hierarchy from aim/ess to fixed to impulsive to postpone to complaint to =eluctant to
planned to analytical. Ego development and values development, as well as situational determiners
and influencers will determine the eventual decision-making level adopted.
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The decision-making process attempts to help individuals bring to their consciousness all the factors
inheren. n making decisions so that they will be able to make choices based on full knowledge of
themselves and on appropriate external information. Tiedeman and O’Hara’s (1963} model divides
the process of decision making into two aspects, anticipation and accommodation. Anticipation
consists of a person’s preoccupation with the parts out of which a decision is fashioned. Accommo-
dation is the change from imagination and choice to implementation and reality-based adjustments
between self and external reality (Dudley and Tiedeman 1977). The stages of exploration, crystal-
lization, choice, and clarification are referred to as ‘’problem forming.” Problem forming leads into
a "“problem solving’’ level, which leads to a “’solution reviewing” level. These levels are followed
through for every decision made. The amount of thought given to the levels is dependent upon the
individual’s decision-making strategy, which in turn is dependent upon the individual’s ego and
values development. Knowledge of these interrelationships and how they affect one’s decisions
constitutes "I’ power. The authors suggest that learners be taught “I'’ power, so that they might
begin to accept personal responsibility for their own lives and their own happiness throughout
their lives.

Some of the strengths of decision-making theory are: (1) the process of decision making, when it is
explicitly defined, gives counselors a useful tool for all forms of decision making in counseling;

(2) career development of an individual is not seen as occurring in a vacuum, but is viewed from
several angles; and (3) decision-making theory places a great amount of responsibility on the indi-
vidual and describes an 1deal model that can be learned and applied to one’s own life. Some weak-
nesses of the theory are: (1) the constructs deny prediction and thus make validation of the theory
extremely difficult; and (2) the style of Tiedeman's writing is complex and generally difficult to
understand and follow.

Sources and Related Readings

Dudley, G., and Tiedeman, D.V. Career Development: Exploration and Commitment. Muncie, IN:
Accelerated Development, 1977.

Gordon, V.N. “The Undecided Student: A Developmental Perspective.”” The Personnel and Guid-
ance Journal 59 (1981): 433-438.

Miller, A., and Tiedeman, D. ‘’Decision Making for the 70s: The Cubing of the Tiedeman Paradigm
and Its Application in Career Education.” Focus on Guidance 5, no. 1 (1972): 7-15.

Miller-Tiedeman, A. L. "'Deliberate Decision-making Education: A Self-centering Approach.”
Character Potential 7 (1974): 12-31.

Miller-Tiedeman, A., and Niemi, M. “An ‘I’ Power Primer: Part Two, Structuring Another’s Respon-
sibility into His or Her Action.” Focus on Guidance 9, no. 8 (1977): T-20.

Pleating, J., and Tiedeman, D. Career Development: Designing Self. Muncie, IN: Accelerated Devel-
opment, 1977.

Tiedeman, D.V. "“Decision and Vocational Development: A Paradigm and Its Implications.” Person-
nel and Guidance Journal 40 (1961): 15-20.
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Tiedeman, D.V., and Miller-Tiedeman, A. "*An ‘1’ Power Primer: Part One, Structure and Its Enable-
ment of Intuition."” Focus on Guidance 9, no. 7 (1977): 1-16.

Tiedeman, D.V., and O'Hara, R.P. Career Development: Choice and Adjustment. New York:
College Entrance Examination Board, 1963,

Theory 10: The Cognitive Approach

The cognitive theories of career development are a relatively new addition to the field. They have
grown out of the cognitive-developmental and cognitive-behavioral models used in counseling and
therapy. People such as Beck (1970; Beck et al, 1979), Crabbs (1979), Dryden (1979), Ellis
(1970), Gerler (1980), Kirby (1979), Knefelkamp and Slepitza (1976), Knefelkamp et al. (1976),
Meichenbaum (1977), Perry {1970), Rest (1973), and Thoresen and Ewart {1976) have laid much
of the theoretical groundwork, or have modified and extended the ideas to apply to career coun-
seling.

According to Rest (1973), cognitive-developmental theories are built around three main ideas:
(1) structural organization, (2) developmental sequence, and (3) interactionism.

Structural organization. Information processing is of central importance in cognitive models. People
are seen as active interpreters of their environments. They selectively attend to certain stimuli, place
a meaningful order on these stimuli, and develop principles to guide behavior and solve problems.
The way people process information is determined by relatively fixed patterns called cognitive
structures. These thought processes define how individuals view themselves, others, and the environ-
ment. The way individuals think will determine how they will behave. Changes in the cognitive
structure must be brought about before changes in behavior can occur.

Developmental sequence. Development is seen as a progression through a fixed sequence of hierar-
chical stages. Each stage involves a different way of thinking. Greater cognitive differentiation and
integration is required as individuals advance to higher levels. As people pass through the different
stages, their view of themselves and the world is expanded and becomes more complex.

Interactionism. Development is seen as the result of an interaction between the person and the
environment. Individual maturity or readiness must be matched with environmental opportunity

in order for growth to occur. Growth is produced when individuals are confronted by stimuli from
the environment that their cognitive constructs cannot handle. This creates dissonance or disequi-
librium. In order to reduce this tension, individuals must change their cognitive structures to accom-
modate greater comylexity. Too much dissonance can be overwhelming, however, and can prevent
growth. Therefore, itis important that growth take place at a steady, gradual pace.

Developmental Stages

One model (Knefelkamp and Slepitza 1976) contains four categories and nine stages. The categories
include dualism, multiplicity, relativism, and commitment within relativism.

I. Dualism. This period is characterized by reliance on external factors to control decisions. Individ-
uals lack the ability to analyze and synthesize information. Careers are seen as being either right or
wrong for them, with little understanding of the complexity that is actually involved.
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Stage 1. Individuals have a total reliance on external authorit’ s. This may be parents, counselors,
teachers, interest inventories, or friends. Persons accept the suggested careers as the only possible
choices. Little or no self-processing of information takes place.

Stage 2. Individuals begin to realize that it is possible to make a wrong caresr decision. This causes
anxiety. The individuals have very little undeistanding of the decision-making process, but are now
becoming aware that things are not quite as simple as once assumed,

. Multiplicity. Individuals accept a decision-making process. The locus of control is still outside of
the individuals, but they are beginning to analyze career factors in more detail. An awareness of the
relationship between consideration of multiple factors and right career decisions begins 7o develop.

Stage 3. Individuals become more aware that values, information, and priJritizing are important
components of the decision-making process, and they begin to analyze careers usi g more self-
dimensions.

Stage 4. Individuals now realize that multiple good career choices exist, and Legin to prioritize using
both internal and external sources of information. The decision-making process becomes a complex
weighing of factors, with the hope that the right career will be found.

I11. Relativism. The locus of control is shifted from an external reference point to an inte.nal one.
People see themselves as being primarily responsible for the decision-making process and begin to
utilize higher levels of processing to analyze careers. They are able to deal with the positive and
negative aspects of many careers and can see themselves in a variety of roles,

Stage 5. Counselors or teachers are now seen as knowledgeable sources of information, but are no
longer the ultimate authority. Individuals see themselves as being in control, are able to become
detached, and analyze alternatives in a systematic manner.

Stage 6. Individuals begin to tire of considering all the possibilities and desire to establish more
order by making some choices. Not yet ready to make a commitment, this is a reflective stage in
which the individuals establish ties between careers and themselves, consider the consequences of
the commitment to be made, and face responsibility in making a commitment.

IV. Commitment within relativism. Individuals begin to realize that commitment to a carwer is not
simply a narrowing of the old world, but is also an expansion into a new world. They become more
integrated with their environments. Career identity and self identity become more closely related.
Values, thoughts, and behaviors become more consistent with one another, and the individuals can
now deal with more challenges and changes from the environment.

Stage 7. Individuals move from a fear that making choices will be confining to a narrower ole,
toward a realization that it is themselves who ultimately defined their own roles. This leads to a
new focus on individual styles and how peop'e choose to fulfill a role.

Stage 8. The consequences of making a commitment are beginning to be felt. The result is a mixture
of positive and negative emotions. New challenges arise that require a further redefinition of values,
purposes, and identity. As this process continues, a deeper integration between all aspects of life
takes place.

Stage 9. Individuals now have a firm understanding of self identify, effects on others, and others’
effects on them. The individuals constantly seek new ways of expressing self identity. This involves
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seeking out and processing new information from the environment, taking new risks to more fully
attain potential, and interacting more closely with others and the environment.

The main strength of the cognitive approach is that it gives full attention to the complex thought
processes occurring throughout the career decision-making process. While other theories often deal
with the consequences of those processes, the cognitive approach outlines in detail how it works
and how it develops. The greatest weakness is that it describes a process very difficult to observe
and thus test.

Sources and Related Readings

Beck, A.T. “Cognitive Therapy: Nature and Relation to Behavior Therapy.” Behavior Therapy
(1970): 184-200.

Beck, A.T.; Rush, AJ.; Emery, G.; and Shaw, B.F. Cognitive Therapy of Depression. New York:
Guilford Press, 1979.

Crabbs, M.A. "Fantasy in Career Develop:nent.’”” Persorinel Guidance Jeurnal 50 (1979): 292-295,

Dryden, W. “"Rational-Emotive Therapy and Its Contribution to Careers.”” British Journal of Guid-
ance and Counseling 7 (1979): 181-187.

Ellis, A. The Essence of Rational Emotive Psychotherapy: A Comprehensive Approach to Treat-
ment. New York: Institute for Rational Living, 1870.

‘ Gerler, E.R. "Mental Imagery in Multimodal Career Education.” Vocational Guidance Quarterly
28 (1980): 306-312.

Kirby, P. Cognitive Style, Learning Style, and Transfer Skill Acquisition. Columbus, OH: National
Center for Research in Vocational Education, 1979.

Knefelkamp, L.L., and Slepitza, R. "’A Cognitive-Developmental Model of Career Development: An
Adaptation of the Perry Scheme.” The Counseling Psychologist 6 (1976): 53-58.

Knefelkamp, L.L.; Widick, C.C.; and Stroad, B. ""Cognitive-Developmental Theory: A Guide to
Counseling Women."” The Counseling Psychologist 6 (1976): 15-19.

Meichenbaum, D. Cognitive Behavior Modification. Morristown, NJ: General Learning Press, 1977.

Perry, W., Jr. Intellectual and Ethical Development in the College Years. New York: Holt, Rinehart,
and Winston, 1970.

Rest, J.R. “’Developmental Psychology as a Guide to Value Education: A Review of ‘Kohlbergian’
Programs.” Review of Educational Research 44 (1973).

Thoresen, C.E., and Ewart, C.K. ""Behavioral Self-Control and Career Development.’’ The Counsel-
ing Psychologist 6 (1976) : 29-43,
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Group 1V: Theories of Adult Career Development

The theories of adult development propose that adults in out society are confronted with tasks and
life events quite different from those encountered by children, adolescents, and older individuals.
During the past four decades there has been a dramatic rise of interest in researching adult develop-
ment. Charlotte Buhler, Else Frenkel-Brunswik, Erik Erikson, and Robert Havighurst were pioneers
intheresearch that defined life stages, the central issues of each stage, crisis points between stages,
and the place of external events and subjective experiences in adult life development.

Chronological Age Approach

Inthis view, transitions are closely linked to chronological age. One of the best-known studies is
that of Daniel Levinson and colleagues (1977). Using a small sample of blue-collar and white-collar
men between the ages of eighteen and forty-five, Levinson and his colieagues sought to identify
“relatively universal, genotypic, age-linked adult development periods’’ (p. 49). The researchers say:

One of our greatest surprises was the relatively low variability in the age at which every
period begins and ends. |t was not a prediction we made in advance. . . . This finding
violates the long-held and cherished ideas that individual adults develop at different
paces. {Levinson et al. 1978, p. 318)

Gail Sheehy (1974), in the best-seller, Passages: Predictable Crises of Adult Life, researched the life
storiesof 115 middle-class Americans, ages eighteen to fifty-five, in order to (1) trace inner change
in her subjects, (2) compare the developmental patterns of men and women, and (3) examine the
“‘predictable crises for couples.” Her conclusions were: (1) men and women continue growing up
from eighteen to fifty; (2) there are predictable crises (passages) at each step; (3) the steps are the
same for both sexes but the developmental rhythms are not; and (4) we use each crisis to stretch to
our full potential.

The Life Stage Approach
Another group of theorists assert that human beings pass through an invariable sequence of develop-
mental stages, though these stages are not necessarily linked exactly with chronological age; that is,
some people move through them faster than others, and some people may become arrested at one
stage and never move on.
Erik Erikson (1950) used both physiological and societal consideraticns in charting eight life stages.
Each life stage unfolds in sequence, each is triggered by a turning point of increased personal vul-
nerability and potentiality, and each confronts the individual with central issues demanding resolu-
tion. Erikson's adult stages and life tasks are outlined as follows:

Young Adulthood Intimacy versus isolation

Middle Age Generativity (a commitment to and caring for the next genera-
tion) versus stagnation

Maturity Integrity (a belief that one's life has had purpose) versus despair
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Charlotte Buhler (1968} defined life stages of growth, exploration, establishment, maintenance, and
decline after analyzing the life stories of individuals of varied nationality, occupation, and social
class. She looked at external events (what the people did, their jobs, their friends), internal events
(what they think and feel about their lives), and //fe accomplishments and products. The socio-
economic expectations of individuals were the basis of her stage definitions.

Robert Havighurst (1952) saw the tasks of adulthood stemming mainly from the social roles adults
take on—worker, mate, parent, homemaker, citizen—and he concluded that each developmental
task produces a readiness to learn, which at its peak presents a teachable moment. (Think of how
much parenthood was upon you when you took your first child home from the hospital; or earlier,
how ready you were to find a job when ycu left school.) Some of the tasks are listed here with
Havighurst’s somewhat vague ordering of development:

Young Aduit Middle Adult Old Adult
1. Select mate 1. Achieve civic responsibility 1. Adjust to decreased:
2. L.earn to live with partner 2. Maintain home (a) health
3. Manage home 3. Guide adolescents (b) income
4. Rear children 4. Develop leisure 2. Adjust to loss of spouse
5. Begin occupation 5. Adjust to body changes 3. Social obligations
6. Civic responsibility 6. Relate to spouse 4. Affiliate with own age group
5. Adjust to retirement

R oger Gould (1978) of the University of California at Los Angeles compared a group of outpatients
at UCLA s Neuropsychiatric Institute with a nonpatient group, and through observation and ques
tionnaires he learned that adults generally pass through seven developmental stages, each stage having
its special conflicts, joys, fears, and beliefs.

The Lifespan Approach

Lifespan theorists hold a position that rests on the following premises: (1) development change and
aging form a continual process, not limited to any particular stage of life; {2) change occurs invari-
ous interrelated social, psychological, and biological domains of human behavior and functioning;
and (3) life-course development is multidetermined. Thus, according to this viewpoint, to under-
stand a particular stage of life—including middle and old age—it is necessary to place it within the
context of the preceding and following developmental changes and stabilities and within its histori-
cal context (Abeles and Rile 1977).

This approach is set in opposition to theories involving adult stages, on the grounds that stages cast
development as unidirectional, hierarchical, sequenced in time, cumulative, and irreversible—ideas
that are "“not supported by commanding evidence’ (Brim and Kagan 1980).

The 'ndividual Idiosyncrasy Approach

Diametrically opposed to the view that transitions ai¢ inextricably bound to chronological age or
that they follow an invariable sequence is Bernice Neugarten (1979}, who emphasizes variability
or what she calls "individual fanning out.” She and her colleagues on the Committee on Human
Development at the University of Chicago, in their study of middle age and late life, contribute
much insight into the way social and cultural influences affect adult development. Their research

1-35 81

Copyright € 1986 by the Nationai Center for Research in Vocational Education,
The Ohio State University




HANDOUT SAMPLE
Not to be reproduced—
Sets available from publisher

shows that most people have definite ideas that they learn from society about appropriate ages to ‘
do certain things (marrying, having children, selecting one's career direction). They have also found

that in the early or mid-forties, individuals stop thinking in terms of time since birth and begin to

compute time left to live.

The Transition Approach

More recently, Schlossberg (1981; Schlossberget al. 1978) has integrated the theories of Neugarten,
Lowenthal, and others (1975} into a model for analyzing human adaptation to transition. The
model includes three sets of factors that influence adaptation to transition: (1) the characteristics
of the particular transition (positive or negative, expected or unexpected); (2) the characteristics of
the pre- and posttransition environment {amount of family and institutional support); and (3) the
characteristics of the individual who is experiencing the transition (age, health, values, and so forth).

For Schlossberg, a transition is not so much a matter of change as of the individual's perception of
change. Adult lives are marked by the continuous adaptation 10 transitions that result from: (1) the

general absence of change, or new life events; (2) the failure of an expected event or change to
occur; or {3) the mitigation of eventsor circumstances formerly considered stressful.

Sources and Related Readings
Abeles, R.P., and Riley, M.W. "’A Life-Course Perspective on the Later Years of Life: Some Implica-
tions for Research.” In Social Science Research Council Annual Report, 1976-1977, 1-16.
Baltes, P.B. “Life Span Developmental Psychology: Some Converging Observations on History."’ ‘
Life-span Development and Behavior (Vol. 2), edited by P.B. Baltes & O.G. 8rim, Jr.
New York: Academic Press, 1979.
Baltes, P.B., and Schaie, K.W. ''The Myth of the Twilight Years.” Psychology Today, 1974, 35-40.
Brim, O.G., Jr., and Kagan, J. "’ Constancy and Change: A View of the Issues.”’ In O.G. Brim, Jr. &
J. Kagan (Eds.), Constancy and Change in Human Development. Cambridge, MA: Harvard
University Press, 1980.
Buhler, C., & Massarik, F., eds. The Course of Human Life. New York: Springer, 1968.
|
Erikson, Erik. Childhood and Society. New York: W.W. Norton and Co., 1950.
Gould, R. Transformations: Growth and Change in Adult Life. New York: Simon & Schuster, 1978, |
Havighurst, R. Developmental Tasks and Education. New York: David McKay Co., 1952.
|

Havighurst, R.J. "Stages of Vocational D evelopment.” In Man in a World of Work. Edited by
H. Borrow. Boston: Houghton Mifflin, 1964.

Levinson, D.J.; Darrow, C.N.; Klein, E.B.; Levinson, M.G.; and McKee, B. "Periods in the Adult
Development of Men: Ages 18 to 45."” In Counseling Adults. Edited by N.K. Schlcssberg and
A.D. Entine. Monterey, CA: Brooks/Cole, 1977.
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Progoff, Ira. The Whole Life of Persons. Presentation, The Seasons of Our Lives Conference,
San Rafael, California, 7 October, 1977. (Cassette tape recordings of The Seasons of Our
Lives Conferznce r:ay be purchased from Cognetics, Inc., P.O. Box 592, Saratoga,
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CAREER LINE EXAMPLE




LEARNING EXPERIENCE 1|

CAREER DEVELOPMENT CONCEPTS

KEY CONCEPT:  Concepts delivered through career education are derived from career develop-
ment theory.

COMPETENCY: Workshop participants will be better able to present career development con-
cepts that relate to their curricula,

PERFORMANCE Workshop participants will list at least three career development concepts that

OBJECTIVE: could be taught in their curricula.

OVERVIEW: The purpose of this learning experience is to make workshop participants
aware of the basic career dev2lopment concepts that can be incorporated into
the K-12 curriculum. It highlights the areas of self, world of work, career plan-
ning, and decision making. The instructor presents career development con-

‘ cepts and the participants discuss, in small groups, which of these concepts
could be incorperated into their curricula.
If your state or school district has a career education or career development
model, use that one instead of the one presented.

INSTRUCTOR’S Time Estimate 60 minutes

INFORMATION:

Workshop Resources Handouts
Self—page 1-47
World of Work—page 1-48
Career Planning and Decision Making—page 1-49
Sample Activities—page I-50
Resources—page 1-75

Transparency Masters

Career—page |-51

I've Made a Decision (Series)—page i-63 through 1-569
Career Development Model—page -6 1

Self—page 1-63

World of Work—page 1-65

Career Planning and D ecision Making—page 1-67

Instructional Methods  Minilecture
Small Group Activity

1-41
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Instructor’s Qutline

l. Introduction of Learning Experience

A.

Indicate that in this activity participants will learn the
basic components of a career development mode! and
then discuss how they can teach this information to
their students.

Start by providing a definition of career. Summarize
the definition by indicating that one's career is a life-
long process that includes all facets of life. Point out
that, as defined, one’s career encompasses more than
one’s occupation. Indicate that this definition is
accepted by most career development specialists and
career educators.

Il. Overview of Career Education (Minilecture)

A

Indicate that career education is the process used to
help students learn the career development concepts
necessary to make informed career choices based
upon their knowledge of self, the world of work,
career preparation, and decision making.

Mention that career development activities are needed
because students cannot make meaningful career
choices based on isolated facts. Indicate that the
young girl in the transparency was making a career
choice based on one small piece of information.

Present the graphic of a career development model.
The model used in this learning experience is from
K-12 Guide for Integrating Career Development into
Local Curriculum (Drier, 1973). Use your state or
tocal model if it is available. A list of state career
education coordinators is provided in Appendix B
ofthe Instructor’s Manual.

1. The center of the model represents the person
who has knowledge about self and a vocational
identity.

2. In or.er to have an accurate vocational identity,
a person must have knowledge about (1) self,
the world of work, and career planning and
preparation; and (2) how these components
interrelate,

1-42
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If you need information on
local carear development
models, contact your state
department of education
and/or your district office.

Show transparency 1.11.1—
""Career’'—found on page
I-51.

Show the four transparen-
cies, L.11.2-1.11.5—=""I've Made
a Decision”—found on pages
I-53 through |-59.

Show transparency I.11.6—
"Career Development
Model”—found on page |-61.

Consider making transparen-
cies and handouts that reflect
your state or local model.



. Instructor’s Outline

fNotes

3. Using this knowledge, an individual needs to make
decisicns to determine a vocational identity.

I11. Career Development and Self

A. Indicate that learning about self is an important part
of the career development process.

1. As the transparency indicates, individuals need to
understand how they perceive themselves (SEJ_F
in the transparency) in relationship to various
factors. They should be aware of how their indi-
vidual characteristics (THE INDIVIDUAL) and
their relationships with others (OTHERS) impact
upon their self-concept. Their environment is a
continual backdrop for their perceptions and
decisions (DM).

2. Individuals’ self-perception becomes their internal
frame of reference. When they react to the envi-
ronment, they are doing so based upon their per-
ceptions of themselves.

' B. Ask participants what are some of the items people
might know or consider about themselves to form a

perception of self. List them on the chalkboard or easel.

® Aptitudes

® Skills

® |[nterests

® Personal strengths
® Personal limitations

® Values

Social relationships
® Coping strategies

C. Indicate that the handout "‘Self" lists some major
career development competencies students should
have attaines by the completion of different grade
levels.

i-43

Show transparercy I.11.7—
""Self"—found on page |-63.

Distribute handout titled
“Self” found on page I-47.




instructor’s Outline

Notes

IV. Career Development and World of Work

D. Summarize by indicating that a good career education
effort helps students deveiop a realistic and positive
self-concept.

A. Suggest that work should be perceived as an integral
part of self-expression and self-realization.

1. Students should understand the conditions and
benefits of specific occupations (WORK CONDI-
TIONS and WORK BENEFITS AND RESTRIC-
TIONS on the transparancy).

2. Students need to know about the economic con-
ditions and how the economy influences not only
one's food, shelter, and clothing, but also one's
educational setting, occupational life, leisure, and
personal time (ECONOMIC factor on the trans-
parency).

3. Technological changes affect labor force needs
by creating new jobs, changing existing jobs, and
discontinuing other jobs (CHANGE AND ITS
EFFECTS factor or the transparency).

4. Individuals need to see the relationship of a job to
a family of jobs within which there can be move-
ment (STRUCTURE on the transparency).

5. Work should be viewed as an opportunity for self-
expression, growth, and development (SOCIAL
and PSYCHOLOGI CAL factors on the transparency).

B. Indicate that the handout ""World of Work"’ contains
some additional career development competencies
students should have.

1-44
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If you are using your state’s
or district’s career develop-
ment model, present com-
petencies, concepts, and/
or goals related to self-
understanding.

Show transparency I.11.8—
"World of Work’‘—found
on page |-65.

Distribute handout titled
"World of Work'' found on

page |-48.

If you are using your state's
or district’s career develop-
ment model, present com-
petencies, concepts, and/

or goais related to world-
of-work understanding.



Instructor’s Outline Notes

C. Summarize by mentioning that an accurate perception
of the world of work is a necessary aspect of carear
development.

V. Career Planning and Decision Making

A. Suggest that career planning is an informational and Show transparency |.11.9—
decision-making process. "*Career Planning and Deci-
sion Making"—found on
page 1-67.

1. Individuals need to learn the skills necessary to
gather, organize, and evaluate information for
decision making {INFORMATION GATHERING
on the transparency).

2. Planning needs tc occur in all aspects of one’s
life—educational, occupational, and personal—
requiring continuous decision making (EDUCA-
TION AND TRAINING on the transparency).

‘ 3. The influences of family, peers, and the commu-
nity are great when an individual makes a career
decision. These influences should be weighed
carefully (FAMILY, PEERS, COMMUNITY on
the transparency).

B. Indicate that the handout ‘’Career Planning and Distribute handout titled
Decision Making" contains related career develop- "Career Planning and Deci-
ment competencies. sion Making’’ found on

page 1-49.

If you are using your state’s
ordistrict’s career develop-
ment model, present com-
petencies, concepts, and/
orgoals related to career
decision making.

|
VI. Summary of Model
|

A. Indicate that the model just presented is one of many.
The competencies and concepts can be configured in
different ways. The important thing to remember is
that career development concepts and competericies
can and should be taught to students.

1-45
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{nstructor’s Outline

Notes

VIl. Career Development Concepts and the Curriculum
(Small Group Activity)

A. Divide participants into small groups by grade level.
With the three handouts listing the career develop-
ment competencies and the handout listing sample
activities, have the groups discuss how they could
teach the concepts for their grade levels.

B. Ask the groups to present their ideas.

VIII. Wrap-Up

A. Indicate that this learning experience was designed
to give an overview of career development concepts.

B. Emphasize that other modules will focus on more
specific occupational information and its infusion
into the curriculum.

Distribute handout “Sample
Activities” found on page
I-50.

Provide participants with a
copy of "Resources’’ on page
I-75 for their furture refer-
ence. Have participants
complete the post-w orkshop
portion of the “Competency
Self-A ssessment’’ on page I-71,
and the "Workshop Effective-
ness” form on page |-72, if
thismodule ends your train-
ing session.
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Aruitoxt provided by Eic:

HANDOUT SAMPLE
Not to be reproduced—
Snts available from publisher

SELF

SE LF—How individuals perceive themselves in

ENVIRONMENT

HANDOUT

relation to their individual characteristics
and their relations with others within their

environment.

The following are suggested competencies students should possess
in relation to the components of the above model.

Individual
Grade Self Characteristics Others Environment
K-3 | Baaware of possible dis- | Begin to be aware of his/ | Be able to differentiate Be aware of his/her en.

agreement of his/her
perceptions and those
of others.

her abilities.

self from others.

vironment.

4-6

Begin to develop an
understanding of those
disagreements that exist.

Begin to explore his/he:
abilities.

Describe how he/she
resembles and differs
from others.

Explore the environment.

Attempt to eliminate
discrepancies between
own and others’ percep-
tions of him/herself.

Relate his/her abilities
to career planning.

Understand why people
are unique.

Relate the self to the
environment.

10-12

Attempt to bring
together discrepancies
between real ans per-
ceived self.

Formulate career expec-
tations that are consis-
tent with abilities,

Accept uniqueness of
individuals (including
self).

Reality test his/her role
in the environment.

SOURCE: K-12 Guide for Integrating Career Development into Local Curriculum (Drier, 1973).

-47
Copyright ©1986 by the National Center for Research in

The Ohio State University

gocational Education,

*



HANDOUT SAMPLE

O

ERIC

Aruitoxt provided by Eic:

Not to be oduced —
S:;s availa!rael:;ro:l:publisher HANDOUT  *
WORLD OF WORK '
Work
Work Benefits
Conditions and
Restrictions
e ru——
. Structure
Psychol
sycho ogucal WORLD
OF
WORK
FACTORS

The following are suggested competencies students should possess
in relation to world-of-work understanding.

Nature of
Grade Nature of Work Occupations Work Values Change and Effects
K-3 Develop an awareness Develop an awareness Develop an awareness Develop an awareness

thas work exists for a
purpose,

that occupations differ.

that individuals work to
meet needs.

that change affects work.

4.6 Develop an understand- | Develop an understand- | Develop an understand: § Develop an understand-
ing of purposes of work. |ing of clusters of occu- ing of how work meets ing that change is con-
pations. needs. tinuous.
79 Explore, rank, and value | Explore occupations Explore the relationship | Experience {throuyh sim-
purposes of work. within clusters, between work and indi- | ulation) change.
vidual needs.
10-12 | Aftirms own purposes for | Make tentative occupa- ldentify tentative work | Provide for changes in

work.

tional choice,

lite style.

lite style,

SQURCE: K- 12 Guide for Integrating Caresr Development into Local Curriculum (Drier, 1973).
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Aruitoxt provided by Eic:

HANDOUT SAMPLE
Not t ba reproduced—

Sets available froiy publisher HANDOUT
CAREER PLANNING AND DECISION MAKING
information
Gathering
CAREER
PLANNING &
Education
Peers &
Community Training
The following are suggested competencies students
should possess in relation to the above model.
Information Education

Grade Gathering Family Peers Community and Training

K-3 Be aware that infor- Be aware that one's Be aware that one's Be aware that the Be aware that differ-
mation on the world | family plays a criti- friends influence the | community may have | ent workers need
of work: is available cal role in structur- individual's attitudes | impinging environ- varying degrees of
as well as where to ing values and atti and values toward mental elements that | educational prepara-
obtain it, tude towards one's the work world. could affect career tion for success.

career plans. choice.

4-6 Be aware of a system | Realize what family Understand what Begin to identify Realize that occupa-
for the collection influences are veing friends are havingan | some of the elements | tional competency
and use of occupa- applied (positive or impacton the indi- in one’s environment | requirements influ-
tional information. negative). vidual's decision that are having im- ence the kind and

making (reasons). pact on one's deci- degree of one’s edu-
sion making. cational preparation.

7-9 Develop uccupational | Understand the in: Ability to screen Understand the com- } Understand the neces-
research skills and fluence one’s parents | positive and negative | munity influences sity for obtaining
understand present are having on career information offered and prepare to deal employability skills
and future employ- choice. from friends, with their impact. and where to obtain
ment trends. these skills.

10-12 | Identify tentative Evaluate the oxpecta- | Realize what individ- | Recognize that career | Know where and how

career objectives
based upon accurate
and pertinent occu-
pational and self
information,

tion family has for
you and how it might
affect one’s decision.

uals can assist one in
career planning and
preparation.

cholce could he in-
fluenced by oppor-
tunities in one’s com-
munity.

to apply for further
education and train-
ing and/or a job.

SOURCE: K-12 Guide for Integrating Carser Development into Local Curriculum {Drier, 1973),
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K-3

4-6

7-9

10-12

4-6

10-12

K-3

4-6
7-9

10-12

‘ HANDOUT SAMPLE
|
\
i

SAMPLE ACTIVITIES ‘

Seif

Students develop collages using pictures from magazines that depict people participating
in activities that they think they can do. They then discuss the collages with family
members.

Students write brief compositions on: (1) How | cope with my feelings, (2) How am |
special from all others, and (3) How | can best improve myself.

Each student lists five careers in which he or she is interested and answers the following
questions: (1) Which two would you like best? Why? (2) Which two do you think you
are most suited for, considering your knowledge of yoi=self and your interests?

(3) Which two do you feel could offer you success? Why?

In small groups, students discuss those personal traits and qualities that are expected by
employers.

World of Work

The class brainstorms ideas about why people work. Print a questionnaire with the stu-
dents’ suggested reasons for why people work. (Provide blank spaces on the question-
naire for other reasons.) Have the class distribute the questionnaire to school workers.
Tally the results and discuss them.

The class produces a mini-newspaper to learn different jobs at a newspaper. Students
(1) write comic strips, news stories, and sports stories; (2) lay out and type stories; and
(3) print and distribute newspaper.

Each student selects an occupation in a given cluster of occupations and develops a
speech that-explains to the class the various aspects of that occupation.

Students write on the topic, “What do you expect to gain from work and what can
society expect to gain frcm your work?”’
Career Planning and Decision Making

Students interview their parents regarding the parents’ work and discuss their feelings
about the work.

Students research the type and amount of education needed for various occupations.

Students role-play how they would receive and use positive and negative information
from friends,

Students participate ir mock job interviews with community representatives.

I-50 95
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CAREER

THE PURPOSEFUL PATTERN OF ACTIVITIES THAT CONSTITUTES A
LIFETIME OF WORK, LEARNING, LEISURE, SOCIAL RESPONSIBILITY,
AND PERSONAL AND SOCIAL DEVELOPMENT.
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| WANT TO BE A POLICE OFFICER
WHEN I’'M GROWN UP!
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TRANSPARENCY MASTER Lil.4

WHY A POLICE OFFICER?
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| LIKE BLUE SUITS!

I-569

TRANSPARENCY MASTER 1.i1.5
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TRANSPARENCY MASTER 1.1i.6

CAREER DEVELOPMENT MODEL

o | | T ‘
/ Decision Making \

¥ ,
/\ \
Emerging Self \

and Vocational ldentity

N
o

&
_PREPARATION \
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SELF

ENVIRONMENT
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WORLD OF WORK

Work
Work Benefit%
Conditions and
Restrictions

Psychologncal

WORLD
OF
WORK
FACTORS

’ l_65
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CAREER PLANNING AND DECISION MAKING

Information
Gathering

CAREER
PLANNING &

Education
&
Training

Family
Peers
Community

167
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EVALUATION TECHNIQUES

Prior to the workshop, the instructor should administer the Competency Self-A ssessment (pre-
workshop) to determine how competent the participants think they are in the topics tc be taught.
The Competency Self-Assessment (post-workshop) is to be administered again at the end of the
workshop to identify the level of competency growth. The instructor also should make specific
observations during the workshop activities to measure attainment of the performance objectives.
An additional instrument is designed to obtain data on the effectiveness of the workshop techniques.

The following questionnaires relate to this module. When more than one module is being taujht,

the instructor can develop a comprehensive pre-workshop and post-workshop competency self-
assessmeiit that addresses the modules used.

1-69
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ASSESSING PARTICIPANTS' MASTERY OF PERFORMANCE OBJECTIVES '

The instructor’s outline suggests activities that require written or verbal responses. The following list
of performance indicators will assist you in assessing the quality »f wie participants’ work.

Module Title: Basic Principles of Career Development

Module: |

Major Activities Performance Indicators

Learning Experience |

1. Completing *“Work and Workers Quiz" 1. Did participants complete the handout?
2. Did the participants show interest in the results
of the quiz?
2. Reacting to the vocational interview 1. Were participants able to arrive at possible

career development principles?
3. Participating in XYZ Choice activity 1. Did participants take partin this activity? '

2. Did participants understand the decision-
making process presented?

4, Listing possible career development 1. Did participants provide inputs?
principles
2. Did participants see the relationship between
the principles in the handout and the previous
activities?

5. Relating principles to self 1. Were participants able to relate career
development principles to themselves?

Learning Experience |1

1. Discussing career education model 1. Were participants able to understand the key
components of a model?

2. Identifying ways in which to teach 1. Did each group have a suggestion to offer?
career development concepts

1-70
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HANDOUT SAMPLE
Not to be reproduced— )
Sets available from publisher

‘ COMPETENCY SELF-ASSESSMENT

by the scale defined below.

HANDOUT

Directions: For each competency statement that follows, assess your present competency. For
each competency statement, circle one letter that bast describes your competence

COMPETENCE SCALE

Assess your present knowledge or skill in terms of the following competency statements:

and to teach it to other people.

cannot teach it to other people.

d. Notcompetent: | cannot perform this competency.

a. Very competent: My capabilities are developed sufficiently to perform this competency
b. Competent: | possess most of the capabilities required to perform this competency but |

c. Minimally competent: | have a few of the capabilities required to perform this competency.

COMPETENCY STATEMENTS (PRE-WORKSHOP)

COMPETENCE
(circle one)

1. Describe how basic career development principles relate to an a b ¢ d
individual’s career development.
2. Present career development concepts that relate to your a b ¢ d
curriculum.
COMPETENCY STATEMENTS (POST-WORKSHOP) COMPETENCE

(circle one)

1. Describe how basic career development principles relate to an
individual’s career development.

2. Present career development concepts that relate to your
curriculum.

7112
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HANDOUT SAMPLE
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Sets available from publisher

NAME (Optional) TITLE
INSTITUTION
ADDRESS TELEPHONE

1. To what extent were the materials, processes, and organizational aspects of the module success-
fully used in the presentation and delivery of the module? For those materials, processes, or
organizational aspects that you marked as “unsuccessful’ or “slightly successful,” provide brief
comments as to how they might be improved.

Success Materials/Processes Comments

b1

|
|
|
l
WORKSHOP EFFECTIVENESS—MODULE | ‘

- 2
3 (%
23
> © =
e = 5 9
2 § T°
5 5.8 8
7]
e e Bl R
Materials
1 2 3 4 Handouts/Worksheets
Transparencies
Processes
1 2 3 4 Lecture Presentations
1 2 3 4 Large Group Discussions
1 2 3 4 Small Group Sessions
Organizational Aspects ‘
|
1 2 3 4 Module Organization in Terms |
of the Logical Flow of Ideas |
1 2 3 4 Important Concepts Reinforced
1 2 3 4 The Mix of Activities Helpful
in Maintaining Interest
1-72
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HANDOUT SAMPLE
Not to be reproduced—
Sets available fram publisher *
‘ 2. Indicate those aspects of the module that you liked most and those that you liked least.
Liked Most Comments
Liked Least Comments

i

|

\

3. SUGGESTIONS: Please provide suggestions or comments that you have for improving the
workshop, workshop materials, and so on.

1-73
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HANDOUT *

RESOURCES

The materials listed below provide additional information on career education goals and concepts.
ERIC numbers are listed for some documents if they are entered into the Educational Resource
Information Clearinghouse.

K-12 Goal Matrix, Career-Vocational Development Profile: An Educational Planning Resource,
Second Draft. New Jersey State Department of Education, Division of Vocational Education,
Trenton, New Jersey, 1980.

This publication proposes the use of a goal-based curriculum to infuse strategies and address
goals that meet the career development needs of all students. It serves as an example of how
outcomes expressed as goals link, developmentally, from grade K through 14. In the matrix,
(1) each major goal is broken out into more definite statements that serve as descriptors of
the particular area; (2) each objective is then viewed in terms of grade-level groupings, so that
indicators relevant to age-level characteristics or maturation including social are reflected in
each one—leading to continuity in the attainment of career competencies; (3) the goals may
be addressed in any number of ways, thereby encouraging teachers and counselors to use their
own techniques and strategies, their own content, and to adapt each goal or objective. The ten

Q goals of the matrix cover self-awareness, interpersonal skills, decision making, work habits ard
attitudes, communication and computation skills, career implications of school subject matter,
socio-technological-economic-political understanding, career information, marketable skills
and adaptability, and leisure preferences and personal responsibilities. The publication also
contains a discussion of career education philosophy and the relationship between career edu-
cation and vocational education, and references.

A Massachusetts Career Education Staff Development Research Guide. Elizabeth C.E. Chase and
Thomas W. McClain, Eds. Massachusetts State Department of Education, Division of Occupa-
tional Education, Boston, Massachusetts, 1980. ED 213 950

Designed as a resource manual for use in conjunction with state and/or local level carser edu-
cation staff development training sessions, this handbook also provides local practitioners
with information to develop new or improved career education programs. Chapter 1 overviews
the concept, rationale, goals, and objectives of career education in Mussachusetts. Each of the
next six chanters includes an introduction, examples of successful implementation strategies,
and sources for reference materials and may be used separately from the others. Tooic areas
are career education program planning and implementation, getting staff involved and design-
ing inservice training programs, curriculum infusion, community resource utilization, career
education and special needs students, and evaluating career education programs. A list of
career development concepts is appended.

175 115
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"Career Education in the Special Elementary Education Program,” Pamela Gillet. Teaching
Exceptional Children, Vol. 13, No. 1, Fall 1980, EJ 240 501 '

The importance of career education for elementary special education students is noted,

the progress of goal development described, infusion approaches suggested for classroom
activities, and the career clusters approach reviewed. Suggestions are also made for taking
advantage of school jobs and establishing a class business.

Readings in Career Education, compiled and edited by H. C. Kazanas, Bennett Publishing Company,
Peoria, IL 61615, 1981.

The primary content of this document is a collection of 39 articles that appeared in the first
four volumes of the Journal of Career Education (1974-1978). Four acditional articles were
developed by Drs. Sidney P. Marland and Kenneth B. Hoyt. The articles cover the following
topics: (1) the socio-philosophic foundations of career education, (2) vocationalism and
humanism in career education, (3) legislation affecting career education, (4) organization and
administration of career education, (5) business, industry, and labor views of career education,
(6) career education in the elementary school, (7) caree ' education in the junior high school,
(8) career education in the secondary school, (9) career education at the college level, (10) ca-
reer education for individuals with special needs, (11) evaluation of career education, and
{12) teacher preparation for career education.

Theories of Career Development. Third Edition, Samuel A. Osipow. Prentice-Hall, Inc., Englewood
Cliffs, NJ 07632, 1983.

This book has several purposes. It (1) examines and evaluates current theoretical and empirical

findings relevant to career choice; (2) compares the similarities and differences of the theories;

(3) synthesizes general theoretical statements, identifying ingredients common to most ‘

theories; and (4) considers the theories with respect to their implications for career counseling.

Major parts of the book include (1) personality approaches to careers, (2) trait-oriented

approaches to career development, (3) developmental theories, and (4) social systems and

career decisions. |
|
\
|
|
|

Career Education: Concepts and Practices, Barbara A. Smey, Research for Better Schools, Inc.,
Philadelphia, PA, 1981. ED 199 451

This manual is designed to inform local school district personnel of career education concepts
and practices. These materials, representing a one-day workshop, consist of nine activities.
Topics covered in the activities are an overview of the workshop, definitions of career
education, and differences between career and vocational education; career education values
and implications; and the historical background of career education (including legislation),
the need for career education, career educational goal areas, elements of an operational
career education program, and infusing career education into a course of study. The activi-
ties contain a statement of purpose, information on which to base lectures and discussions,
and specific instructions for implementing suggested exercises. Ten activity handouts are
provided. These include a werkshop agenda, caieer education definitions, a personal career
line, a career education goals area game and answer sheet, an instrument for assessing career
education programs, and a description of the elements of an operating career education
program.

11g ®
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HANDOUT SAMPLE
Not to be reproduced—
Sets availsble from publisher

’ Implementation Issues in K-12 Career Education. Monograghs on Career Education. Kenneth B.
Hoyt. U.S. Office of Career Education. U.S.Government Printing Office, Washington, D.C.
20402, 1980. ED 209 452

As a result of a series of miniconferences held throughout the United States on implementing
career education in Grades K-12, four implementation issues were identified and summarized
in this monograph. (Other issues are treated in separate publications.) The issues which the
K-12 educators identified as very important were the following: (1) the issue of infusing
career education into the regular curriculum versus creating separate courses; (2) whether the
term "‘career education’’ should be abandoned; (3) the nature of the relationship between
vocational education and career education, and (4) the use of career education resource
centers in many school districts. For each of these issues, the arguments pro and con as
advanced by the miniconference participants are summarized, and the personal observations
of Kenneth B. Hoyt, Director, Office of Career Education, U.S.Department of Education,
are included. As a result of the discussion at the conferences, Hoyt concludes that K-12
career education practitioners are fully capabie of defining and discussing crucial conceptual
issues, and they should be listened to more by those who make career education policy
decisions; and that if an issue can be identified, there are already several K-12 career educa-
tion practitioners in the country who have developed unique approuches to solving the prob-
lem.

Promising Practices in Oregon Career and Vocational Education. Revised. Larry T. Kenneke and
Warren N. Suzuki, Oregon State Department of Education and Oregon State University:
Corvallis, Vocational-Technical Education Unit, 1981. ED 205 767

This handbook of promising practices in Oregon career and vocational education contains

‘ descriptions of 46 practices in the areas of career awareness, career exploration, career
preparation, and career specialization. Practices are reported according to the following
format: topic, intended users, purpose, available products, resources needed, and source.
Discussed in the section on career awareness are practices relating to career awareness
curriculum kits, guidelines for integrating career and consumer education with reading pro-
grams,.parent and community resources to develop elementary school programs, and infusing
career education into the school curriculum.

Integrating career education into junior high school curriculums, career information delivery
systems, programs for the deaf, rural cooperative programs serving academically disadvantaged
students, and computer-assisted career explorations are covered. Topics examined next include
building reading and mathematics skills; implementing mainstreaming and cooperative work
experience programs for the handicapped; exploring careers in music, business, and agriculture;
evaluating secondary programs; developing job search and placement programs; and eliminating
sex stereotyping and increasing non-traditional enrollments. Special suppert services and pro-
grams at the community college level for academically disadvantaged and handicapped
students are described.

¢ | 117
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INTRODUCTION

The purposes of this module are (1) to help workshop participants understand the value of
classroom activities that infuse career development concepts into general subjects and (2) to
provide them with a process to use when developing infusion activities.

In the first learning experience, participants arrive at a group working definition of infusion and
apply it to specific examples. The second learning experience attempts to help them internzlize
the idea of infusion and to accept the responsibility for doing it. Many of the activities in these
learning experiences are optional, depending upon the group’s level of involvement. A process
for developing an infused activity is taught in the third learning experience.

CATEGORY: Introductory

KEY CONCEPT: Infusion is a viable means of delivering life-related subject matter.

COMPETENCIES: After completion of this module, workshop participants (teachers of
various subjects) will be better able to—

1. define infusion of career development concepts, and the purpose and expected
benefits of infusion;

2. demonstrate acceptance of the responsibility for infusing career develop-
ment concepts into their curriculum; and

3. demonstrate an understanding of the process used to develop infusion
activities by developing a lesson plan.

121
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KEY CONCEPT:
COMPETENCY:

PERFORMANCE
OBJECTIVES:

LEARNING EXPERIENCE |

WHAT IS CAREER DEVELOPMENT INFUSION?

Infusion is a viable means of delivering life-related subject matter.

Workshop participants will be better able to define infusion of career
development concepts and the purpose and expected benefits of infusion.

Workshop participants will reach consensus on a definition for infusion.

Workshop participants will identify correctly at least 80 percent of the
activities presented on the Infusion Worksheet.

OVERVIEW:

This learning experience is an introductory one that helps participants
think about the concept of infusion and discusses its purpose and benefits.
The group writes (or is given) a definition of infusion, and in small groups,
participants may invent slogans that depict the definition. In the final
exercise, participants complete a worksheet in which they indicate whether
an activity is infused or added on.

I f you need additional information on the concept of infusion, contact the
person(s) in your school district or state department of education who has
responsibility for career education. Also, the documents on pages |1-45
through 11-55 provide background information on the definition of infusion.

INSTRUCTOR'S
INFORMA fION:

Time Estimate 60 to 90 minutes

Workshop Resources Handout
Infusion or Not?—page 11-9

Transparency Master
Criteria for Infusion—page 11-11

Instructional Methods  Group Discussion
Handout Exercise

Optional Activity The Slogan Contest (Small G roup Activity)—page 11-6
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Instructor’s Qutline

Notes

I. Introduction of the Learning Experience

A.

Explain the purpose of the learning experience—to
understand the concept of infusion of career develop-
ment concepts into the curriculum.

Indicate that the activities within this learning experi-
ence include a group discussion of infusion, a slogan
contest, and the completion of a worksheet.

Il. What Is Infusion? (Group Discussion)

A.

Indicate that the purpose of this activity is to arrive at
a definition of infusion of career development concepts.

. Ask participants to give their own definitions.

Review the comments made by the group and combine
ideas that are similar. With the information that remains,
write a definition upon which you and the group agree.
1. The definition should include the following points:
® |nfusion is a means of ""threading’’ or "weaving’’
career-related content into existing courses in
the curriculum

® |nfusion is the teaching of subject matter and
career content at the same time.

® |nfused career education is not an add-on or
separate course.

2. An activity is infused if the following criteria are
met:

® There is one subject area objective.

® There is one career objective.

@ The activity teaches subject area content and
career content at the same time.

If appropriate, administer the
pre-workshop portion of
“"Competency Self-Assessment
on page I1-41.

r

If you sense that your par-
ticipants have had sufficient
group activity, omit the group
discussion and slogan contest.

Write responses on the chalk-
board or on sheets of paper.

Start here if you are omitting
the group discussion.

Show transparency II.1.1-
“Criteria for Infusion’’—found
on page II-11,




Instructor’s Outline Notes

D. Discuss the purpose and benefits of infusion. The
following points should be mentioned:

1. Infusion (and career education in general) is an
attempt to emphasize the goal of education as
preparation for work.

2. It is part of the curriculum, not added on to it. No
additional courses or extracurricular activities need
to be created.

3. For many teachers this concept is not new. They
have been tcaching career-related concepts for
years, but have not labeled this teaching "career
education.”

4. A basic rationale for the infusion approach is to
motivate students to acquire skills, knowledge,
and attitudes related to career development while
increasing the amount of subject matter they

‘ actually learn.
5. It provides relevance to regular subject matter in
the curriculum.

6. Costscan be kept to a minimum. An infused
career education approach can operate within the
existing school staffing framework. Because it
is curriculum-oriented, it does not require
changes in regular staff assignments, duties, or
prqcedures.

E. Summarize the discussion and indicate that the bena-
fits of infusion are gr=at.

I1l. The Slogan Contest {Optional) (Smal! Group Activity)

A. Indicate that the next activity is to develop slogans
that illustrate examples of infusion.

B. Divide the participants into srnall groups of two to
three people.

C. Ask each group to develop a slogan that would convey
the idea of infusion. Give them the lead in, "Infusion
is like ...."” (Example, a steel-belted tire or a piece
of fabric.)

11-5
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Instructor’s Outline Notes

D. Have each group present its slogan. Write the slogans on a chalk-

board or paper.

E. Summarize the activity by indicating that infusion
is the linking together of career and academic
concepts.

IV. Is It Infused or Not? (Handout Exercise)

A. Indicate again that an infused activity incorporates a
career objective into an activity that is also teaching
a subject matter activity. A simple example is using
words related to an occupation as spelling words. An
add-on is a separate activity unrelated to a subject
area. An example is having community members
sneak at a school assembly without relating the dis-
cussion to specific subject matter.

B. Emphasize that occasionally an add-on activity is
necessary and good, but that you do not need add-
on activities to convey career concepts.

C. Have the participants complete the "*Infusion or Not” Distribute the worksheet— '
worksheet. The participants are to identify which "Infusion or Not?*'~found
activities are infused into the curriculum and which on page |1-9.
are not.

D. Discuss the answers. The correct responses are these:

1. Infused—students are learning math skills and doing
part of the work of a carpet layer.

2. Add-on—the interest inventory is not associated
with an academic subject.

3. Add-on—the job fair is a special event and nomally
not part of the regular curriculum; however, teachers |
often develop infused activities around the fair.

4. Infused—students are learning how to identify the
central idea of a reading assignment and at the
same time learning about different life-styles.

5. Infused—students are learning how to expand
sentences and are becoming familiar with
occupations.




‘ Instructor’s Outline

6. Infused—students are learning a foreign language
and learning about the life-style associated with
a particular occupation.

Notes

7. Infused—students are improving their artistic skills
and thinking about their parents in work and
home roles.

8. Add-on—the field trip is a special event for the class;
however, infused activities can relate to the field trip.

[£]

Add-on—the counselor’s discussion represents an
extra activity and is not associated with a subject.

10. Infused—the students are learning to spell and are
learning information related to a specific occupation.

V. Wrap-Up

A. Summarize the activity and the learning experience.
Infusion of career development concepts is one way
I of making students better prepared for work without

taking time away from learning subject matter concepts
and skills.

B. Indicate that in the next learning experience, partici-

pants will learn a process for developing an infused
lesson.

‘ -7




HANDOUT SAMPLE
Not to be reproduced— HANDOUT *
Sets available from publisher

INFUSION OR NOT?

The following is a listing of career-related activities in which students participate. Indicate whether
the activity isinfused (1) or isan add-on (A), placing "I or A" on the line beside the activity
description.

1. Sixth-grade students complete math problems in which they figure the amount of
carpet needed to covera living room floor.

——— 2. Tenth-grade students take an interest inventory and discuss the results in their social
studies class.

———— 3. Local employers participate in a job fair at the high school.

——— 4. Eleventh-grade students read magazine articles related to life-styles of different
occupations and write one-sentence statements of the main idea for each selection.

—— 5. Third-grade students orally expand a given sentence (e.g., “"the pilot flew”) to tell
how, when, where, and why.

—— 6. Advanced French students read adialogue, in French, about the life-style of a fashion
designer.

———— 7. In their art class, fifth-grade students draw their parents in situations at work and
at home.

———— 8. Second-grade students take a field trip to the local dry cleaners.

—— 9. Thecounselor comes into a class and teaches twelfth-grade students how to behave
in ajob interview.

————10. Fourth-grade students learn spelling words that relate to accounting.

127
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CRITERIA FOR INFUSION

* ONE SUBJECT OBJECTIVE

e ONE CAREER OBJECTIVE

e THE TWO OBJECTIVES ARE
TAUGHT TOGETHER




LEARNING EXPERIENCE I
EVERYONE SHOULD INFUSE

KEY CONCEPT: Infusion is a viable means of delivering life-related subject matter.

\
|
|
|
COMPETENCY:  Workshop participants will be better able to demonstrate acceptance of |
the responsibility for infusing career development concepts into their
curricula.

PERFORMANCE Workshop participants will list at least three ways infusion of career develop-
OBJECTIVE: ment concepts can strengthen the content of their curricula and motivate
students for learning.

OVERVIEW: This learning experience provides workshop participants the opportunity
to internalize the concept of infusion. Through a group discussion, partici-
pants determine that career information is important to impart to students

. and that they already have instructional vehicles in place to do this. They
then discuss how everyone (K-12) needs to participate in teaching career
development. In small groups they determine how career development
concepts can be infused into specific grade levels and subject areas.

INSTRUCTOR’S Time Estimate 45.60 minutes
INFORMATION:
Workshop Resources Handout
Questions about Infusion—page 11-17

Instructional Methods  Minilecture
Group Discussion
Small Group Activity

Optional Activity How Do You Teach Information?
(Group Discussion)—page 11-14

I 11-13
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Instructor’s Outline Notes

I. Introduction of Learning Experience

A. Indicate that the purpose of the learning experience
is to help participants understand that every teacher
can ard should infuse career development concepts
into the curriculum.

B. Mention that there will be group discussion along If you think your group has had

with small group work. a sufficientamount of group
work, you can omit some of
the following activities.

I1. What Are Your Responsibilities as a Teacher? (Minilecture)

A. (Optional) Ask participants to brainstorm what Write responses on the chalk-
their teaching responsibilities are. Check the re- board or sheet of paper.
sponses that relate to imparting information.

B. Pointout that imparting information is a major
responsibility of teachers. Highlight tha fact that it
is important for students to receive career-related
information.

1. Few people would disagree that a ""good teacher”
provides students with content they can use in
their lives apart from schools. Students can use
and need to use career-related information in
their lives apart from school.

2. According to Ken Hoyt (former director of the
U.S. Office of Career Education), “'We have con-
tended that one of the reasons students go to
school is so they can engage in work after leaving
the formal educational system. If teachers can
show students how the subject matter relates to
work that the student may some day choose to
do, we have assumed that students may be moti-
vated to learn more subject matter” (Heyt, n.d.).

[11. How Do You Teach Information? (Optional)
(Group Discussion)

A. Ask participants what instructional techniques they Write responses on the chalk-
use to present information to their students. Examples board or on paper.
are lecture, readings, research, simulations, work-
sheets, and so forth.

i1-14
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. Instructor’s Qutline Notes

B. Ask participants to indicate which of these tech-
niques could be used in an infused lesson. Check their
responses. |f they do not indicate all of the listed
techniques, check the remainder.

C. Indicate that all instructional techniques used to Start here if you have omitted
impart information can be used in infused lessons. the previous portion of this
Point out that they already are using techniques that activity.

can be used to infuse career development concepts
into their classroom activities.

IV. How Can Career Development Be Infused into the
Overall Curriculum? (G roup D iscussion)

A. Discuss with participants how the information in
academic areas is taught in a systematic manner.

1. Atspecific grades, students are exposed to different
levels of information. For example, in the primary
grades, the goals of the language arts curriculum
relate to learning the basic rudiments of the
English language. At the high school level, a

‘ student’s knowledge has grown so that the cur-
riculum goals address using the language to
develop analytical skills.

2. Informationin a particular subject is taught in a
sequential manner so students can build their
knowledge based on elementary information.

B. Make the point that career development concepts
also need to be taught in a systematic way.

1. All teachers should teach students career develop-
ment concepts that relate to their subject areas.

2. Students should be exposed to different aspects Refer to Module | and the
of career-related information based upon their career development model
maturity. or your state or local
model.
C. Have participants discuss their feelings about infusing Distribute handout—"'Questions
career development concepts into their curricula. about Infusion”—found on page
Use the handout as a guide. Be careful that this 1-17.

does not turn into a gripe session. Put a time limit on
the discussion of no more than 15 minutes.

1118




instructor's Outline

Notes

V. What Can You Infuse? (Small Group Activity)

A.

C.

Divide participants into small homogeneous (subject
and grade level) groups (no more than four members
per group).

Ask each group to list at least three places its mem-
bers can infuse career development concepts into
their classroom activities.

1. For example, a primary-level teacher of social
studies could infuse information on goods and
service industries into a unit on the economy.

2. A high school English teacher could infuse discus-
sion of self-attributes and abilities into reviews
of movies.

3. A middle school teacher could infuse discussion
of the effect of technological change into a unit
on computers.

Have groups report on suggested activities.

VI. Wrap-up

A.

Indicate that a positive aspect of teaching is motivating
students to learn and that this learning can take place
through career education.

Indicate that in the next learning experience they
will learn a process for developing infused lessons.

It-16
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ment competencies from Module |
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HANDOUT SAMPLE
Not to be reproduced— HANDOUT =
Sets available from publisher

‘ QUESTIONS ABOUT INFUSION

® Who is responsible for infusion?
It is a collaborative team effort—all teacher, counselors, and administrators are responsible.

® Where does infusion fit into what | am teaching?

Infusion fits where it can illustrate and enhance the meaningfulness of the instructional content.

¢ How many minutes a day should be spent on infused activities?

Thereis no set time limit. The career concepts fit within the curriculum wherever they apply
as part of the sequence of content. Career educatior does not have to happen every single
day or every minute, but only where applicable.

® Do | include information about all jobs?

It is impossible for every teacher to cover the multitude of occupations available. A program
theme structure per grade level and/or subject area often helps to provide a wide exposure to
the world of work.

¢ Do | include infusion activities in every subject?

Career development is a thread that weaves through all subject areas. The amount of inclusion
in each subject area depends on the applicability of instructional content. A comprehensive
plan can insure that career education does not overburden any one subject.

' ® What needs to be eliminated from the curriculum in order to infuse career development concepts?

Nothing needs to be dropped. It is notan either/or situation. The teacher simply matches a
career objective with an applicabie instructional objective and plans an activity that accom-
plishes both at the same time., Career education provides the motivation for learning subject
content skills.

¢ What exactly should I do in my classroom?

A teacher who understands ti1e concept of career development and its importance as one of
several basic goals of education can infuse career-related student outcomes as part of the
teaching/learning process. The process of infusion into the everyday curriculum becomes a
planning process involving a few steps:

® Gaining awareness of the student career outcomes or themes for the grade level or subject
area

Gaining awareness of the instructional content and objective for each subject

Matching an instructional objective with a career outcome

Planning an activity that combines the instructional and career objective

'Y
'Y
'Y
® Evaluating the activity

SOURCE. Adapted from Career Education and the Teaching/Learning Process (Preli, 1978), ED 164 836
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KEY CONCEPT:
COMPETENCY:

PERFORMANCE
OBJECTIVE:

LEARNING EXPERIENCE !lI
HOW TO INFUSE

Infusion is a viable means of delivering life-related subject matter.

Workshop participants will be better able to demonstrate an understanding
of the process used to develop infusion activities by developing a lesson plan.

Workshop participants will develop a lesson plan that contains career
development concepts and subject matter concepts related to the grade
and subjects they teach.

OVERVIEW:

Through this learning experience, participants learn a process for developing
an infused activity. In the initial exercise the instructor teaches the same
lesson twice; first without infusion and then as an infused lesson. The
instructor then describes the process of developing an infused lesson. In
small groups, participants develop infused lesson plans using the described
process.

If you need additional resources relating to development of infused lessons,
contact the career education personnel at your state department of educa-
tion, your intermediate educational agency, or school district. Also some
of the resource materials described on pages 11-45 through 11-55 describe
the infusion process and formats.

INSTRUCTOR'S
INFORMATION:

Time Estimate 60 to 90 minutes

Workshop Resources Handouts
Noninfused Lesson—page 11-23
Infused Lesson—page 11-24
Sample Lesson Plans—page |1-25-11-29
Lessen Plan Format—page 11-30
Self—page 11-31
World of Work—page 11-32
Career Planning and Decision Making—page 11-33
Resources—page 11-45

Transparency Masters
Planning for Infusion—page I1-35
Lesson Plan Format—page 11-37

Instructional Methods  Minilecture
Small Group Activity

n-19
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Instructor’s Qutline

Notes

Introduction of Learning Experience

A. Indicate the purpose of the learning experience—to
learn a process for developing infusion activities.

B. Mention that after a presentation on development of
infused activities, participants will develop their own
activities.

. Infused versus Noninfused (Minilecture)

A. Simulate teaching the activity contained in the hand-
out, “"Noninfused Lesson.” You are the teacher and
the workshop participants are the students.

B. Simulate teaching the activity contained in the hand-
out, "Infused Lesson.”

C. Compare the two lessons with the participants. Make
the following points:

1. They teach the same language arts concept.

2. The second one incorporates career information
without taking time away from the teaching of a
language arts skill.

D. Indicate that the sample lessons are simplistic but
show an obvious use of infusion. (The lessons are
simple since the activity is intended to show in a
short time the use of infusion.)

Process of Development of Activities

A. Indicate that participants will now learn a process
and a format for developing infusion activities. Men-
tion that there are various formats that can be used,
and that they may want to adapt what is presented
to fit their needs.

B. Indicate that the process of infusion requires a few
planning steps:

1. Be aware of student career development outcomes

for your grade level or subject area. (Refer to your
district’s or state’s career development model.)

11-20 138

Distribute handouts “Non-
infused L.esson” on page 11-23
and ""!nfused Lesson’’ on page
11-25.

If you have other examples of
noninfused and infused lessons
to share, use them.

If your school or district has
an established format, use it.

Show Transparency I1.111.1—
"Planning for Infusion’’—
found on page 11-35.
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Instructor’s Outline

Notes

2. Be aware of the instructional content and objec-
tives for your subject area(s).

3. Match an instructional objective with a career
development outcome.

4. Plan an activity that combines the instructional
objective and career objective.

5. Determine a means for evaluating the activity.

C. Present the format on the transparency and handout
as one way of organizing information for an infused
lesson plan.

1. Title, grade level, and subject area are descriptive
information.

2. Lesson Goal reflects a career development goal and
a subject goal. Goals are general statements of what
is expected of the students after completion of the
lesson,

3. Lesson Objectives are statements of the behaviors
students will demonstrate at the completion of the
lesson.

4. Time Requirement presents the amount of time it
takes to conduct the lesson.

5. Description of Activity outlines the events that
occur with the students.

6. Resources lists the various material, people, and
space/equipment requirements beyond the normal
classroom and teachers associated with the lesson.

7. Evaluation describes how the teacher will deter-
mine the effectiveness of the lesson.

. Discuss questions or alternatives participants may have
for the above format.

IV. Small Group Development (Small Group Activity)

A. Divide participants into small homogenous groups
(two to three persons per group).

1-21

Show Transparency I1.111.2—~
”Lesson Plan Format’’'—found
on page |1-37. Distribute hand-
out on page |1-30.

If you are using a different format,
explain its components.

Distribute handout “Sample
Lesson Plans” found on pages
11-25~11-29,




Instructor’s Outline

Notes

B. Ask each group to develop an infusion activity using
the following:

1. The list of career development competencies
presented in the handouts

2. Subject matter goals and objectives appropriate
to their grade levels and subject areas

3. The format provided on the handout “Lesson
Plan Format”

C. Have each small group report on its activity.

D. Discuss problems or concerns that arose as the groups
developed their activities.

V. Wrap-Up

A. Indicate that the learning experience and the entire
module have been an attempt to teach the idea of
infusion.

B. Mention that in Modules |V through VI, they will
learn various career-related concepts and will have
opportunities to develop related activities to use in
their classrooms.

11-22
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Distribute handouts titled
"Self,” "World of Work,"”’
and ""Career Planning and

D ecision Making,"” found

on pages |1-31 through 11-33.

Indicate that they ¢an use the
same ideas provided in Learning
Experience Il. The major purpose
of this activity is te familiarize
participants with the format.

Provide particioants R esources

on pages |1-45—11-565, ‘

A dminister post-workshop portion

of the "Competency Self-A ssessment”’
found on page I1-41 and the "“Work-
shop Effectiveness” form, page

11-42, if this module represents

the end of your training session.




HANDOUT SAMPLE
Not to be reproduced— )
Sets available from publisher

HANDOUT

NONINFUSED LESSON

Subject — Language Arts Grade Level — 8th

Instructional  — Given sentences with words and meanings, the students will define the meaning

Objective of the underlined word by using the context of the sentence.

Activity — Give students a worksheet containing sentences that include a noun with a des-
criptive phrase for that noun. The students will write a definition of the under-
lined noun.

WORKSHEET
Directions

— Write a brief definition of the underlined noun using the words in the sentence
as clues.

1. Sue used the protractor to measure the angle between two lines.

2. Julie looked through the porthole to see a view of the shoreline from the ship.

3. Sam watched the Hawaiian dancers do the hula.

o | 139
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HANDOUT SAMPLE
Not to be reproduced— HANDOUT *
Sets available from publisher

INFUSED LESSON ‘

Subject —Language Arts Grade Level — 8th
Career
Development —Given provided sentences, students will correctly define the basic tasks related
Objective to specific jobs.
Instructional —Given sentences with words and meanings, the student will define the meaning
Objective of the underlined word by using the context of the sentence.
Activity ~Give students a worksheet containing sentences that include a job title with a

descriptive phrase of that job. The students will write a definition of the

underlined job title.

WORKSHEET

Directions —Write a brief description of the underlined job title using the words in the

sentences as clues. .

1. The cartographer drew the map carefully.

2. Leonard’s uncle, an archeologist, classified the fossils as coming from the Paleozoic Era.

3. Mary’s mother felt that Mary should have her teeth straightened, so she sent her to an orthodontist.

140 @
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HANDOUT SAMPLE
Not to be reproduced— HANDOUT *
Sets available from publisher

SAMPLE LESSON PLAN
Title: A Move to the Mid-Atlantic States
Grade Level: 4 Subject Area: Social Studies

Lesson Goal: Students will relate life-styles and occupations in a section of the country to resources
found in that part of the country.

Lesson Objective(s): (1) Students will list at least three major types of work available in the North-
east. (2) Students will write an essay comparing life-styles in the Northeast with those in the
Midwest.

Time Requirement: 3-5 hours of instruction time,

Description of Activity: (1) Show a filmstrip depicting people and life in the Northeast. (2) Discuss
the relationship of resources in the Northeast to the availability and variety of jobs and relate
to individual life-styles. (3) Based on the filmstrips, have students write an essay describing

‘ the kinds of work people might perform in the Northeast and what their life-styles are like.

Resources:

Materials: Text, Exploring the Mid-Atlantic States; Filmstrip, Northeastern United States;
road atlas; travel guide; city newspapers; Occupational Outlook Handbook

People: Ms. Mann, travel agent who has lived in Portland, Maine

Space/Equipment: Filmstrip projector

Evaluation: At least 75 percent of the students should accurately describe three occupations
found in the Northeast and discuss the related life-styles. Accuracy should be based upon
information presented in the material resources.
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SAMPLE LESSON PLAN ‘
Title: Skimming with the Occupational Outlook Handbook (OOHj—Career Awareness
Grade Level: 7-8 Subject Area: Special Class/Study Skills
Lesson Goal: Students will practice skills of skimming and scanning through using the OOH.

Lesson Objective(s): {1) Students will define orally skimming and scanning. (2) Students will scan
the OOH index to find page describing an occupation of their choice. (3) Students will skim
an article to find 5 facts about their chosen occupation.

Time Requirement: 1 class period.

Description of Activity: (1) Students have previously been given instruction in how to skim and
scan and have been taught what the differences are. (2) Teacher will orally question the
students on the definition and differences of skimming and scanning. (3) Students will be
instructed to turn to the Index to Occupations in the OOH and will be told to scan the index
till they find an interesting occupation. They will then write the page of that occupation in
their notebooks. (4) Students will turn to the page of their chosen occupation and will skim ’
the article to find one fact in each of the following categories: Nature of Work, Working

Conditions, Training, Job Outlook, and Earnings. Students will list these facts in their note-
books.

Resources:
Materials: OOH, class notebooks
People: Classroom teacher
Space: Regular classroom

Evaluation: Each student will have met the objectives if he/she completes the assignment within
the class period and he/she lists the facts with 100% accuracy.

Source: Ronnee MacDonald, Central Valley Middle School, Central Valley, NY.
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SAMPLE LESSON PLAN
Title: What is an Art Director?
Grade Level: Senior High Subject Area: Drawing/Illustration Class

Lesson Goal: To inform students in detail about the positions available in the commercial art
agencies (graphics and design). Specifically an Art Director’s function and duties.

Lesson Objective(s): Students will be able to describe correctly the abilities of an Art Director.
These abilities include: art skills, management, dealing with people (clients, workers, etc.),
cost-accounting, copy-writing, salesmanship, and verbal skills (articulate).

Time Requirement: One week of 45 minute art periods or the equivalent.

Description of Activity: One student will serve as Art Director and devise an art project assign-
ment from a theoretical client; direct and supervise the art class {bull pen) in the assignment,
i.e., creation of a visual campaign for client.

Resources:

Materials: Sketch paper, colored magic markers, pencils, erasers, masking tape, type spec.
books from printing houses

People: Instructor directs thrust of lessons: visiting Art Director from professional Art
Agency visits for question/answer and "rap” session during last lesson of week.
Also the director can show actual comps and finished art done by the agency for
real clients.

Space/Equipment: Well equipped art room, triangles, rulers

Evaluation: Class discussion and critique with exchange of ideas. Show various solutions of
assigned client job. T he visiting Art Director is included as stated above under “people”.

Source: Ellen Barth, Monroe Woodbury School District, Central Valley, NY.
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SAMPLE LESSON PLAN
Title: Career Awareness
Grade\’LeveI: 6 Subject Area: Reading/Language Arts
Lesson Goal: Students will reinforce reading skills and learn about various occupations.

Lesson Objective(s): Following a worksheet with specific questions, the student will write a
summary of a biography and present it orally to the class.

Time Requirement: 2 weeks

Description of Activity: The student will select and read a biography, complete a worksheet, and
present a report to the class.

Resources:

Materials: Library book, teacher worksheet, class chart

Evaluation: Each student should be able to list the characteristics of the particular occupation de-
scribed in their biography on a class chart displayed on a bulletin board. The characteristics
include—nature of job, working conditions, training, and personal characteristics needed.

Worksheet

Name: Title of Book:

Author:

1. What was the major occupation of the person you selected?

What influenced the main character to select this career?

w N

Was the main character influenced by parents, relatives, friends, or other associates? Tell how.
4. What qualities did the main character have that made him/her successful in this particular area?

5. How did the main character prepare for his/her job?
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‘ 6. What do you think made this person successful at his/her job? Did he/she affect other people?

7. If you had a choice, would you choose this career? Why or why not?

Source: Josephine Joyce, Central Valley Elementary School, Central Valley, NY.
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Title:

Grade Level:

Lesson Goal:

Lesson Objective(s):

A. Career Development:

B. Instructional:

Time Requirement:

Description of Activity:

Resources:

Materials:

People:

Space/Equipment:

Evaluation:

Copyright € 1986 by the National Center for Research in Vocational Educsation,
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‘ SELF

&
(2

~
9
%
Z

OTHERS

M

ENVIRONMENT

‘ SELF—How individuals perceive themselves in
relation to their individual characteristics
and their relations with others within their
environment.

The following are suggested competencies students should possess
in relation to the components of the above model.

Individual
Grade Sslf Characteristics Othars Environment

K-3 Be oware of possible dis- | Begin to be aware of his/ { Be able to differentiate Be aware of his/her en-

agreement of his/her her abilities. self from others, vironment.
perceptions and those
of others,

&-6 Begin to develop an Begin to explore his/her | Describe how he/she Explore the environment.
understanding of those abilities. resembles and difters
disagreements that exist. from others.

7-9 | Attempt to eliminate Relate his/her abilities Understand why people | Relate the self to the
discrepancies between to career planning. are unique. environment.

own and others' percep-
tions of him/herself,

10-12 | Attempt to bring Formulate career expec- | Accept uniqueness of Reality test his/her role
together discrepancies tations that are consis- individuals (including in the environment,
between real and per- tent with abilities. self),

‘ ceived self,

SOURCE: K* 12 Guide for Integrating Career Development into Locol Curriculum (Drier, 1973),
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WORLD OF WORK
Work
Work / Benefits
Conditio and
: ns \Restrictions
\—-/
Ps chol o]
y gical WORLD
OF
WORK
FACTORS

The following are suggested competencies students should possess
in refation to world-of-work understanding.

Nature of

Grade Nature of Work Occupations Work Values Change and Etfocts

K-3 Develop an awareness Develop an awareness Develop an awareness Develop an awareness
that work exists for 8 that occupations differ. | that individuals work to | that change affects work.
purpose. meet needs.

4-6 Develop an understand: | Develop an understand- | Develop an understond- | Develop an understand:
ing of purposes of work, | ing of clusters of occu- ing of how work meets ing that change is con-

pations. needs. tinuous.

7-9 Explore, rank, and value | Explore occupations Explore the relationship | Experience (through sim-

purposes of work. within clusters, between work and indi- | ulation) change.
vidual needs.

10-12 | Affirm own purposes for | Make tentative occupa- | Identify tentative work | Provide for changes in

work. tional choice. lite style. life style,

SOURCE. K-12 Guide for Intagrating Carear Development into Local Curriculum (Drier, 1973).

ERIC

Aruitoxt provided by Eic:
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CAREER PLANNING AND DECISION MAKING
Information
Gathering
CAREER
I PLANNING &
PREPARATIONK
Family Education
Peers &
Community Training
The following are suggested competencies students
should possess in relation to the above model.
Information . Education

Grade Gathering Feamily Pears community and Training

K-3 Be aware that infor- Be aware that one's Be aware that one's Be aware that the Be aware that differ.
mation on the world | family plays a criti+ friends influence the | community may have | ent workers need
of work is availabte cal role in structur- individual’s attitudes | impinging environ. varying degrees of
as well as where to ing values and atti- and values toward mental elements that | educational prepara.
obtain it. tude towards one’s the work world. could affect career tion for success.

career plans. choice.

4.6 Be aware of a system | Realize what family | Understand what Begin to identify Realiza that occupa-
for the collection influences are being friends are having an | some of the elements | tional competency
and use of occupa- applied (positive or impact on the indi- in one's environment | requirements influ.
tional information. negative). vidual's decision that are having im- ence the kindand

making (reasons). pact on ong's deci- degree of one's edu-
sion making. cational preparation.

79 Develop occupationsl | Understand the in- Ability to screen Understand the com- | Understand the neces-
research skitls and fluence one’s parents | positive and negative | munity influences sity for obtaining
understand present sre having on career information offered | and prepare to deal employability skalls
and future employ- choice. from friends. with their impact. and where to obtain
ment trends. these skills.

10-12 | Identify tentative Evaluate the expecta- | Realize what individ- | Recognize that career | Know whereand how

career objectives
based upon accurate
and pertinent occu-
pational and self
information.

tion family has for
you and how it might
atfect one’s decision.

uals can assist one in
career planning and
preparation.

choice could be in-
fluenced by oppor-
tunities in one’s com-
munity.

to apply for further
education or training
and/or » job.

l

SQURCE: K-12 Guide for Integrating Career Development into Local Curriculum (Drier, 1973).
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PLANNING FOR INFUSION

KNOW STUDENT CAREER DEVELOPMENT OUTCOMES OR OBJECTIVES
KNOW INSTRUCTIONAL OBJECTIVES

MATCH CAREER AND INSTRUCTIONAL OBJECTIVES

PLAN ACTIVITY THAT COMBINES THE TWO OBJECTIVES

DEVELOP EVALUATION METHOD
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LESSON PLAN FORMAT

Title:
Grade Level: Subject Area:

Lesson Goal:

Lesson Objective(s):
A. Career Development:
B. Instructional:
Time Requirement:
Description of Activity:
Resources:
Materials
People

Space/Equipment

Evaluation:
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EVALUATION TECHNIQUES

Prior to the workshop, the instructor should administer the Competency Self-Assessment {pre-
workshop) to determine how competent the participants think they are in the topics to be taught.
The Competency Self-A ssessment (post-workshop) is 10 administered again at the end of the work-
shop to identify the level of competency growth. The instructor also should make specific observa-
tions during the workshop activities to measure attainment of the performance objectives. An
additional instrument is designed to obtain data on the effectiveness of the workshop techniques.

The following questionnaires relate to this module. When more than one module is being taught,
the instructor can develop a comprehensive pre-workshop and post-workshop competency self-
assessment that addresses the modules used.
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ASSESSING PARTICIPANTS' MASTERY OF PERFORMANCE OBJECTIVES

The instructor’s outline suggests activities that require written or oral responses. The fellowing list

of performance indicators will assist you in assessing the quality of the part.«ipants’ work.

Module Title: How to Develop Infusion Activities.

Module: tl

Major Activities

Performance Indicators

Learning Experience |

1. Defininginfusion of career development
concepts

. Were participants able to discuss the idea of

infusion?

2. Did the participants agree with the defini-
tion of infusion?

3. Did the slogans reflect the definition? '

2. Completing worksheet on whether an 1. Did the participants answer at least 80
activity was infused or not percent of the questions correctly?

Learning Experience |l

1. Group discussions 1. Did the participants participate in group
discussions?

2. Did the majority of groups identify at least three
ways they could infuse career development concepts?

Learning Experience |l|

1. Developing infused activity 1. Were the participants able to develop
infused activities that followed the given
format?

11-40
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COMPETENCY SELF-ASSESSMENT

. Directions: For each competency statement that follows, assess your present competency. For
each competency statement, circle one letter that best states your current competence
by the scale defined beiow.

COMPETENCE SCALE

Assess your present knowledge or skill in terms of the following competency statements:

a. Very competent: My capabilities are developed sufficiently to perform this competency
and to teach it to other people.

b. Competent: | possess most of the capabilities required to perform this competency but
| cannot teach it to other people.

¢. Minimally competent. | have a few of the capabilities required to perform this competency.

d. Notcompetent: | cannot perform this competency.

COMPETENCY STATEMENTS (PRE-WORKSHOP) COMPETENCE

(circle one)
1. Define infusion of career development concepts and the purpose and a b ¢ d
‘ expected benefits of infusion.
2. Demonstrate acceptance of the responsibility for infusing career a b ¢ d

development concepts into your curriculum.

3. Demonstrate an understanding of the process used to develop infusion a b ¢ d
activities by developing a lesson plan.

COMPETENCY STATEMENTS (POST-WORKSHOP) COMPETENCE
(circle one)
1. Define infusion of career development concept and the purpose and a b ¢ d

expected benefits of infusion.

2. Demonstrate acceptance of the responsibility for infusing career a b ¢ d
development concepts into your curriculum.

3. Demonstrate an understanding of the process used to develop infusion a b ¢ d
activities by developing & lesson plan.
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WORKSHOP EFFECTIVENESS—MODULE I

NAME (Optional) TITLE

INSTITUTION

ADDRESS TELEPHONE

1. To what extent were the materials, processes, and organizational aspects of the module successfully
used in the presentation and delivery of the module? For those materials, processes, or crganiza-
tional aspects that you marked as “slightly successful,” provide brief comments as to how they
might be improved.

Success Materials/Processes Comments
| T

Unsuccessful
Slightly
Moderately

Very Successful _J

-

N

Materials

N

Handouts/Worksheets
Transparencies

Processes
Lecture Presentations
Large Group Discussions

Small Group Sessions

Qrganizational Aspects

Module Organization in Terms of
the Logical Flow of Ideas

Important Concepts Reinforced

The Mix of Activities Helpful in
Maintaining Interest

156

11-42

Copyright * 1286 by the Natior.a! Center for Research in Vocationa! Education,
The Ohio State University




HANDOUT SAMPLE
Not to be raproduced—
Sets available from publisher

‘ 2. Indicate those aspects of the module that you liked most and those that you liked least.

Liked Most Comments

Liked Least Comments

3. SUGGESTIONS: Please provide suggestions or comments that you have for improving the
workshop, workshop materials, and so on.
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HANDOUT *

RESOURCES

The materials listed below provide additional information on how to infuse career development
concepts into the curriculum. ERIC numbers are listed for some documents if they are entered into
the Educational Resource Information Clearinghouse.

Infusing Career Education into Basic Skills Instruction at the Elementary School Level. Strategies
and Ideas for Teachers. Media Packages for Teacher Trainers: Primary Level. Final
Narrative Report. Carol B. Aslanian, Academy for Educational Development, Inc.,

New York, 1980. ED 195 744

This report presents strategies and ideas for elementary teachers who want to infuse career-

related principles into their existing basic skills curriculum (language arts and mathematics).

One section of the document describes the components necessary in planning career
information concepts.

South Burlington Career Education Training Modules. South Burlington School District, South
Burlington, Vermont, 1980. ED 190 794

This document serves as a training model for the implementation of career education. The
six models contained in the document include guidelines for inservice programs and
workshops, handouts, transparencies, and reference materials. An introduction to career
education presents the concept to educators and community persons by establishing the
need, defining terms, and clarifying student outcomes. Grade level or content area
activities acquaint teachers with career education concepts and methods to (1) integrate
them into existing curricula, and (2) examine materials and prepare curricula and career
education goals within a school and/or school district. The community career education
extension service includes ‘‘Parent Coffees,’” which explains how to organize small
meetings in neighborhood homes to include parents in career education programs.
’College Introduction to Career Education’’ is for students, potential teachers, and
other interested community members. “'Interview Workshop" is acore workshop on
techniques for interviewing local business personnel and their relationship to curriculum.
A design for career education ensures a comprehensive continuum for career education
activities. It includes an implementation strategy for K-12 and describes the division

of responsibilities for administrators, department chairpersons, guidance personnel, and
teachers.

Career Education Inservice Training Workshops: Structure and Format. Burnis Hall, Jr., Wayne
State University, College of E ucation, Detroit, Michigan.

The Detroit Urban Career Education Project served two inner-city regions with a
combined student population of over fifty thousand. These regions were involved in
a K-12 career education curriculum project designed to deliver the Michigan Career
Education Model. The project provided school staff with the knowledge, skills, and
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The initial inservice training, involving approximately 150 teachers, counselors, and
l administrators, was held during the summer of 1978 and was designed to provide them
@ with the knowledge and skills the:s would need to implement career education in their
classrooms.

commitment necessary for infusing career development concepts into the curriculum. .

|

During the 1978-79 school year, when the career education lessons and units were being

implemented, approximately thirty weekly inservice workshops were conducted to |

help school staff continue development and refinement of the lessons and units. In all,

approximately 300 teachers, counselors, and administrators from fourteen elementary,

middle, and high schools participated in the inservice training workshops. This document |

includes adescription of the program structure, workshop goals, and workshop objectives. |
|
|
\

Careers. A Districtwide, School-based Approach. Sara Walkenshaw (compiler), Kansas City
School District, Kansas City, Missouri. |

The major porticn of this publication contains career education infusion strategies. However,
sections are devoted to defining career education and suggesting roles and functions for
those individuals involved in the teaching/learning process. Also, career education goals

and teaching points, evaluation, and teaching methods are addressed.

Project FOCUS. Methods and Materials for Training Career Final Report. Harold S. Resnick and
others, Boston University, School of Education, Boston, Massachusetts.

This document reports on program methods and materials for training career educators
{(Project FOCUS). The project accomplished three major objectives: (1) to identify, .
select, and provide inservice career awareness staff development training for elementary

school teachers; (2) to design, develop, and evaluate a replicable, exportable, and practical

staff development training manual that can be used to train personnel to implement

elementary school career education programs; and (3) to research the effectiveness of

the career awareness training manual and to validate the efficiency of matching teacher

variables to training procedures. Developmental, managerial, and evaluative activities

were conducted at Boston University, School of Education. Four field-site school

systems in eastern Massachusetts were utilized. At these sites, eighty elementary school

education personnel received comprehensive career awareness inservice training. This

training concentrated on classroom curriculum infusion strategies. The inservice

component not only delivered direct services to these educators, but served as the field-

test segment for the development of the training manual.

The training manual is divided into twelve chapters. The first chapter provides an overview
of the Project FOCUS manual. The second chapter provides a general introdustion to
career education. Chapter 3 describes eight elements of career education (self-awareness,
career awareness, appreciations and attitudes, educational awareness, economic awareness,
decision-mak ing skills, skill awareness and beginning competence, and employability
skills). Chapter 4 maps out the relationship of career education to the school curriculum.
Chapter 5presents strategies for infusing career awareness into the school curriculum.
Chapter 6 discusses role-playing as an instructional strategy. Guidelines for developing
learning activity centers for career awareness are presented in chapter 7. Chapter 8
explains how to use community resources for career education. Chapter 9 provides
guidelines for preparing career education instructional units. Evaluating career education
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materials is covered in chapter 10. Chapter 11 addresses the role and function of
school personnel in career education. Finally, chapter 12 provides information and
resource materials regarding the evaluation of Project FOCUS.

Project ENTICE: “Enlisting Teachers in Infusing Career Education.” Final Project Performance
Report. Livonia Public Schools, Livonia, Michigan.

The major goals of this project were (1) to provide high school staff members with an
understanding of the process of infusing career education into the curriculum and the
capability of applying it in daily classroom lessons, (2) to develop materials suitable for
use in the process of infusing career education into the high school curriculum, and (3)
to provide high school students with a curriculum infused with career education concepts
and skills. Thirty-two senior high school staff members were trained in the career
development phase of the Michigan Model of Career Education. In examining the specific
objectives of the major goals, a third-party evaluator found that 223 of the expected 360
examples were written; students did not demonstrate an increase in self-awareness; and
students did not demonstrate increased knowledge of careers. The third-party evaluator
also found that training was provided for project teachers, criteria for infusion examples
were established, and a slide-tape presentation was completed.

K-12 Urban Career Education Infusion Project. Final Evaluation Report. William T. Denton and
William Kleck, Dallas Independent School District, Dzllas, Texas.

The K-12 Urban Career Education Infusion Project of the Dallas Independent School
District focused on fourteen schools located in a predominantly black community.
Conducted in two phases, the project attempted to demonstrate that through infusing
career education into the existing curriculum, trained teachers can influence academic
achievement of students. Specific activities of the first year included the following:

(1) a comprehensive needs assessment; (2) inservice training for 25 percent of the school
staff; (3) curriculum modules to be infused into the existing curricula; (4) materials to
increase community awareness and involvement in the the schools; and (5) a comprehensive
evaluation design for the second phase of the project. For the needs assessment, a 10
percent random sample stratified by grade was used to obtain data from students in
grades K-, all elementary teachers were surveyed, Other surveys included all educators
in the fourteen experimental schools, intact community groups, and principals.
Participants in the fifteen staff development workshops were included in the staff
development evaluation, and project staff members provided necessary information for
the evaluation of the curriculum identification/development effort and implementation
procedures.

A Report of the Project Statewide Infusion of Career Education into the Preparation of
Teachers, Counselors, and Administrators. Final Performance Report. Roger L. Luft
and others. Interinstitutional Consortium for Career Education, Salem, Oregon.

Career education staff development activities were conducted in three phases: (1)
staff development for college and university faculties; (2) program development for
teacher, counselor, and administrator preparation; and (3) teacher certification and
training program accreditation. Project management, staff development, program
implementation, and teacher certification/program accreditation were examined by
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three types of evaluation activities: self-evaluation, user evaluation, and third-party
evaluation. Selected evaluation findings include the following: (1) pasitive changesin
perceptions toward career education were minimal among college/university staff; {2)
project need was well documented and activities were in line with identified needs;

(3) the project assisted higher education and related agencies to interact by providing
focus and task orientation; (4) project functions constituted a system of facilitating
career education personnel development; (5) project slippage points were identified
and adjusted; and (6) information flow was primarily from project central office staff
to individual campuses, with little flow among campuses. Recommendations were made
to improve further project efforts.

Texas System for Incremental Quality Increase. Final Report. Texas Education Agency, Austin,
Texas.

Ten of the twenty education service centers (ESC) that provide instructional and

technical services to the local school district in Texas were asked to participate in a
project designed to demonstrate infusion and management techniques in career ed ucation.
Activities were accomplished under the following objectives: (1) establish the
transportability of the curriculum writing process utilized during the project’s first year
by developing, in a two-day workshop, the level of competence necessary for participating
personnel to train teachers in their respective regions; (2) generate at least one infused
career education learning model for each teacher participating in a series of workshops
held in ten ESC regions (a total of 615 modules were written, 86 percent of which met

or exceeded the established criteria for utility); (3) develop a two-day workshop to

train ESC career education coordinators and instructional coordinators in techniques

to implement career education at the local education agency level {training and interim
consultation were rated as excellent); (4) determine the efficacy of sample learning
modules by testing these modules in a demonstration school and by measuring student
development prior to and during instruction (substantial student gains were indicated);

(5) disseminate the infused career education learning modules; and (6) coordinate the
activities of all organizations and agencies involved in the project so that objectives and
activities can be efficiently identified, planned, and implemented.

Project CLIMB. Career Ladder Infusion Model Building, Final Report. Shirley Villoni, Garden
Grove Unified School District, Garden Grove, California, 1978. ED 164 807.

The project was designed to develop, field test, and publish a career infusion unit
curriculum for grades 1-12. Students at one project school, two transport schools, and
a comparison schoo! formed the study sample. A third party evaluated the
accomplishments of objectives for the following program components: instruction,
staff development, parent-community, guidance, evaluation, project management, and
curriculum development. The one project and two transport groups exceeded the
comparison group'’s scores on the English section of the comprehensive test of basic
skills. Second-year students scored significantly higher than fiist-year students on the
attitude section and two parts (knowing about jobs and choosing a job) of a career
maturity inventory. The report contains curriculum materials for the following areas:
English Literature {1, English Composition |1, Alegebra i, World History, Essentials of
Composition, Geometry, U.S. History, Civics, Senior Math, English Composition—
Advanced, and spelling/vocabulary. Materials contain curriculum concepts and objectives,
career concepts and objectives, activities, and resources.
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Project Ceres. Ceres Unified School Dis* .t, Ceres, California. Octave V. Baker and Virginia Lish.
American Institutes for Research in the Behavioral Sciences. Palc Alto, California.

This document presents one locale’s way of successfully implementing a career education
activity, the results of which are educationally significant. The project is described in terms
of project overview, program development, materials and activities, parent and community
involvement, staffing and management, costs, evidence of effectiveness, and conclusions.
In this report of career education responsiveness to every student, the ultimate goals are
stated as follows: (1) infuse career education concepts into the elementary and secondary
curriculum, and (2) develop an articulated curriculum that provides for student attainment
of career education goals. The primary subjects are identified as approximately forty-two
hundred students in grades K-12, and the evaluation design is described as a pre-post
treatment and control group design.

Career Education Infusion: Strategies for the Classroom. Walter Popper and Thomas W. McClain,
Massachusetts University, Institute for Govemmental Services, Amherst, Massachusetts.

Divided into three chapters, this manual suggests career-related activities designed to be
infused in the standard school curriculum, K-12. One chapter explains what is meant by
career infusion and suggests various processes and methods career educators can use.

Tips for Infusing Career Education in the Curriculum. Bob L. Taylor and others. Social Science
Education Consortium, Inc., Boulder, Colorado.

The publication begins with a brief history of and rationale for infusing career education
in social studies. The second chapter describes the infusion process and shows educators
how to develop social studies lessons, activities, and units that have career education
components infused into the content. The next chapter presents four complete units
that were developed using the curriculum infusion model for elementary, middle, and
high school curricula. The last chapter presents a rationale and ideas for involving the
community in career education programs.

Preparation of Prospective Teachers for Career/Vocational Education. Final Report. Paul L.
Benedict and David G. Haines. Eastern Connecticut State College, Willimantic,
Connecticut.

During the second year of a projected three-year pilot program developed to help future
teachers learn how to infuse career education into their future teaching experiences,
twenty-nine students participated in a three-course, nine-semester-hour program offered
by Eastern Connecticut State College. The program included two supervised seven-week
internships in a local business, industry, or social agency. The program was designed to
meet the following objectives: (1) to affect positive attitudes toward the dignity of
work; (2) to bring about realistic understandings about the contributions of schools to
the weil-being of people; (3) to teach ways in which curriculum materials in career
education can be used in the regular school program; and (4) to provide opportunities
for exposure to a variety of career-related experiences. The project evaluation indicates
that the students involved demonstrated substantial growth in their knowledge about ,
career education, attitudes toward the world of work, and undet'standing of the role of
schools in career education, as compared to a control group of other college students
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and teachers in the field. Conclusions are drawn concerning the strengths and weak nesses
of the program, and recommendations are made regarding modifications for the proposed
third year.

Career Education Staff Development Guide for Teachers. Robbinsdale Independent School
District 281, Robbinsdale, Minnesota.

The materials for a career development program for infusing career education concepts
into elementarv or high school curriculum are presented in this staff development guide.
The text is arranged around four phases involved in implementing a career education
program. Phase | (Why) contains excerpts of four documents relating to change in edu-
cation and career education. Phase 2 (What) presents data that define the concept of
career education, and it discusses seven models to aid the teacher in understanding and
implementing this process in practical applications in the school. Phase 3 (How) offers
approaches and strategies in the development of units and activities, including career
development and success-oriented education; in writing units in career education; in
varied application of career clustering; in varied techniques for the career interview; in
field trip outline; in career education objectives, K-12; in using resource people; in the
infusion process, conditions, criteria, and sample materials for evaluation; in projects
and activities in career guidance practices for teachers and counselors; in the career edu-
cation information center; and in objectives and a matrix for a career workshop. Phase
4 (Planning) offers an outline of areas that should be considered by the planning com-
mittee for implementing a career development program

Developing Career Education Units. A How-To Guide. Beckham Caudill, Kentucky Valley
Educational Cooperative, Hazard, Kentucky.

intended as a guide to instruct teachers how to write career education units for their
students, this booklet briefly explains how to incorporate subject area objectives with
career education objectives in six steps. A sample unit is included as a reference, and
there is a discussion of five major problems that teachers may encounter during the
development.

areer Education Administrators and Counselors implementation Model. Module 1V-Plann.ng.
John A. Thompson and Mona K.O. Chock, Hawaii State Department of Education,
Office of Instructional Services, Honolulu, Hawaii.

Part of a thirteen-volume series designed to be used as a group inservice or a self-learning
system to train school administrators and counselors for their roles in career education.

The first section of this module is designed to assist principals and other school
administrators to develop plans for curriculum preparation and infusion of career education.
Others deal with planning for resource allocation, for scheduling, and for community
involvement. This module contains three lessons with activities and readings. Lesson 1

is concerned with the scope and sequence of the curriculum planning and how administrators
can utilize it; a portion is devoted to assisting teachers to participate in the school-level
planning of career education activities. In Lesson 2, five examples are presented to

illustrate the infusion concept and process. Issues addressed in Lesson 3 include sex role
stereotypes, values determination, sex stereotypes in the classroom, sex discrimination in
schools, teacher attitudes and values, and the role of values in career education. A
bibliography of periodical literature on values in career education is included.
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«reer Education Implementation Model for Classroom Teachers, Bulletin 1980, No. 35.
Alabama State Department of Education, Division of Instructional Services, Montgomery,
AL, 1980. ED 219 558

Developed for classroom teachers in Alabama, this implementation model is intended to
provide a stimulus for infusing career education activities and goals into classroom subject
areas. |t begins with a matrix showing the goals of career education. An explanation follows
of the seven goals (self-awareness, educational awareness, career awareness, economic
awareness, decision making, skills and competencies, and attitudes and appreciations),
objectives and expected outcornes. Section 2 discusses teacher preparation and list; six
steps recommended for teachers to use in implementing career education in classroom in-
struction. Section 3 briefly describes recommended methods of implementation. Guide-
lines for career education program evaluation are r vovided in Section 4 in the form of
checklists relating to the goals of career education. The final section lists 91 ideas for
application of the career education concepts.

Guidelines for Career Content in the Foreign Language Class, Ruth L. Bennett, paper presented at
the Northeast Conference on the Teaching of Foreign Languages, 1982. ED 216 545

Career education should be part of every subject area on every grade level, from kinder-
garten through graduate school. Its comp onents—self-awareness, educational awareness,
career awareness, and curriculum infusion~can be included in language classes through
special activities gleaned from career books, newspapers, and magazines; through judicious
use of the regular classroom text; and by using the ancillary texts recommended. Important
career activities described here include a career day and school and classroom bulletin
‘ boards for career information. Motivating activities are suggested for improving students’
speaking, reading, and writing skills. Three texts dealing specifically with careers in
foreign languages are mentioned, as well as a number of foreign language texts with infor-
mation on numerous careers, which can be used in language and/or conversation courses
at various levels. There is a sizable appendix containing an annotated bibiliography,
guidelines for conducting a career day, and activities for each of the four aspects of
career education. Some materialsare given in both Spanish and English.

Weaving Career Education into Physical Education and Sport: A Handbook. George Graham,
et. al. (comp.), American Alliance for Health, Physical Education, Recreation and Dance,
1980. ED 186 369

Materials are provided to help teachers effectively acquaint students with the range of
career opportunities in physical education, sport, and related areas and to offet insight into
the process of weaving career education concepts into programs of physical education. An
overview of the goals for caree’ education from elementary school th rough secondary
school is presented. Teaching suggestions for curriculum activities infusing career education
into existing physical education and sport programs are outlined. |deas are offered which
have a broad application to the total physical education program, and suggestions are made
which represent a unit rather than a class activities approach. A process is given by which
students can assess tieir interest in career options in physical education, and an annotated
bibliography containing resources for physical educators and students is included.
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Implementing Career Education: Master Trainer Project Handbook. California State Department
of Education, Sacramento, CA, 1980. ED 183 953

This handbook is designed to assist persons assigned to lead staff development activities
in school districts that are committed to implementing and expanding career education
programs and activities. The handbook contains a collection of activities and resources
that can be used in master trainer workshops with administrators, teachers, counselors,
resource specialists, aides, parents, students, and community representatives. The first

of three major sections in the handbook presents a work shop planning guide. Focusing on
the workshiop process, Section 2 presents guidelines for the six activities included in the
Master Trainer Workshop Participants Packet. Activity titles include (1) Definition of
Career Education, (2) Career Education Goals, (3) Elimination of Bias and Stereotyping,
(4) Infusion of Career Education, {(5) Community Involvement, and (6) Action Plan. For
each activity, the following information is provided: objectives, time, evaluation methods,
topic, trainer strategies, and resource references. The final section focuses on the follow-
up process and contains an interview form.

Project BICEP: K-6 Career Awareness Curriculum Model. Career Awareness, Reading/Language
Arts. Barnstable Public Schools, Hyannis, MA, 1980. ED 183 929

This K-6 career awareness curriculum model is composed of a variety of activities that
reading/language arts teachers can use to infuse career awareness intc their instructional
units. The activities are divided into eight topical sections: (1) Dictionary Skills, (2) Oral
Communication, (3) Written Expression, (4) Comprehension, {5) Reference Skills,

{6) Newspaper, (7) Grammar, and (8) Listening Skills. For each activity listed, the follow-
ing information is provided: materials/resources needed, level (primary or intermediate),
type (entire class or individual), time, instructional objective, procedures, student
activity sheet, supplementary resources, and followup activities.

Project BICEP: K-6 Career Awareness Curriculum Model. Career Awareness, Social Studies.
Barnstable Public Schools, Hyannis, MA, 1980. ED 183 928

.

This K-6 career awareness curriculum model is composed of a variety of activities that
social studies teachers can use to infuse career awareness into their instructional units.
The activities are divided into eight topical sections: (1) Self, (2) Family, (3) Friends,
(4) School, (5) Community, (6) Geography, (7) Government, and (8) History. For

each activity listed, the following information is provided: materials/resources, level
(primary or intermediate), type (entire class or individual), time, instructional objective,
procedures, student activity sheet, supplementary resources, and followup activities.

Project BICEP: K-6 Career Awareness Curriculum Model. Career Awareness, Mathematics.
Barnstable Public Schools, Hyannis, MA, 1980. ED 183 927

This K-6 career awareness curriculum model is composed of a variety of activities that
mathematics teachars can use to infuse career awareness into their instructional units.

The activities are divided into eight topical sections: (1) Economic Principles, {2) Numer-
ation, (3) Measurement, (4) Decimals, (5) Graphs/Fractions, {6) Time, (7) Estimation, and
(8) Money Application. For each activity listed, the following information is provided:
materials/resources, level (primary or intermediate), type (entire class or individual), time,
instructional objective, procedures, student activity sheet, supplementary resources, and

followup activities.
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A Career Education Sampler: Teaching Ideas for Grades K-3. Elaine D ouma (comp.), New Jersey
. State Department of Education, Division of Vocational Education, Trenton, NJ, 1981.
ED 206 888

This sampler is the product of the Career/V ocational D evelopment Student Profile Project
conducted in New Jersey in 1979-80. The purpose of the project was to field test the
Career/Vocational Development K-14 Goal Matrix to see whether the goals, objectives,
and indicators are realistic and appropriate for the age/grade levels they represent, and

to determine whether a teacher couid teach to any given indicator as an integral part

of the reguiar classroom instruction. The sampler is made up of lessons or modules
suggested and developed by more than 300 teachers and counselors; each can be used

as is or adapted to a particular classroom situation. The ideas are meant to aid the

teacher in infusing or integrating career-related concepts into the academic, pre-vocational,
and vocational settings in order to meet the career development needs of students. The
activities in this publication are intended for the K-3 level, and include games, puzzles, and
pages to be reproduced and handed out. Each lesson is categorized by subject area
competency, skills, and the career development objective of the 10 career development
goals to which it relates. (Career development goals, as stated in the matrix, cover the
following topics: self-awareness, interpersonal skills, decision making, work habits and
attitudes, comrmunication and computation skills, career implications of school subject
matter, socio-technological-economic-political understanding, career information, market-
able skills and adaptability, and leisure preferences and personal responsibilities.) For

each lesson or activity, content, methods, resources, and evaluation items are suggested.

A Career Education Sampler: Teaching [deas for Grades 4-6. Elaine Douma (comp.), New Jersey
State Department of Education, Division of Vocational Education, Trenton, NJ, 1981.

O ED 206 889.

This sampler is the product of the Career/V ocational Dcvelopment Student Profile Project
conducted in New Jersey in 1979-80. The purpose of the project was to field test the
Career/Vocational Development K-14 Goal Matrix to see whether the goals, objectives, and
indicators are realistic and appropriate for the age/grade levels they represent, and to
determine whether a teacher could teach to any given indicator as an integral part of the
regular classroom instruction. The sampler is made up of lessons or modules suggested

and developed by more than 300 teachers and counselors; each can be used as is or
adapted to a particular classroom situation. The ideas are meant to aid the teacher in
infusing or integrating career-related concepts into the academic, pre-vocational, and
vocational settings in order to meet the career development needs of students. The activi-
ties in this publication are intended for grades 4-6, and include games, puzzles, poetry,
pages to be reproduced and handed out, and group projects. Each lesson is categorized

by subject area competency, skills, and the career development objective of the 10 career
development goals to which it relates. (Career development goals, as stated in the matrix,
cover the following topics: self-awareness, interpersonal skills, decision making, work
habits and attitudes, communication and computation skills, career implications of

school subject matter, socio-technological-economic-political understanding, career
information, marketable skills and adaptability, and leisure preferences and personal
responsibilities.) For each lesson or activity, content, methods, resources, and evaluation
items are suggested.
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A Career Education Sampler: Teaching Ideas for Grades 7-9. Elaine Douma (comp.), New Jersey

State Department of Education, Division of Vocational Education, Trenton, NJ, 1981.
ED 206 890

This sampler is the product of the Career V ocational D evelopment Student Profile Project
conducted in New Jersey in 1979-80. The purpose of the project was to field test the
Career/Vocational Development K-14 Goal Matrix to see whether the goals, objectives, and
indicators are realistic and appropriate for the age/grade levels th ey represent, and to
determine whether a teacher could teach to any given indicator as an integral part of

the regular classroom instruction. The sampler is made up of lessons or modules suggested
and developed by more than 300 teachers and counselors; each can be used as is or
adapted to a particular classroom situation. The ideas are meant to aid the teacher in
infusing or integrating career-related concepts into the academic, pre-vocational, and
vocational settings in order to meet the career development needs of students. The
activities in this publication are intended for grades 7-9, and include games, puzzles,
poetry, pages to be reproduced and handed out, and group and individual project ideas.
Each lesson is categorized by subject area competency, skills, and the career development
objective of the 10 career development goals to which it relates. (Career development
goals, as stated in the matrix, cover the following topics: self-awareness, interpersonal
skills, decision making, work habits and attitudes, communication and computation

skills, career implications of school subject matter, socio-tech nological-economic-political
understanding, career information, marketable skills and adaptability, and leisure
preferentes and personal responsibilities.) For each lesson or activity, content, methods,
resources, and evaluation items are suggested.

Career Education Competency Checklist for the Learning Handicapped, Dayton Gillelam,

Riverside County Superintendent of Schools, Riverside, CA, 1982. ED 216 197

This checklist is intended for use by teachers in identifying student competency levels

as they pertain to the developmental process of career education while indentifying
special areas requiring additional teaching concentration. It can direct teachers in infusion
of career education concepts into their developed classroom curriculum or aid in planning
and implementing the career education component of the student’s individualized
education plan. The 10 “Goal Statements for Career Sducation” developed by the
California State Department of Education serve as the distribution basis for the speci-

fic career education competencies included in the checklist. These 10 goal statements

are categorized and assigned to one of the four basic developmental stages of the career
education learning process: awareness (self-awareness, occupational awareness, attitu de
development, educational awareness, economic awareness), crientation (consumer
competencies, career orientation), exploration (career planning and decision making,
career exploration), and preparation (career preparation). One other category is also
included—basic survival skills (basic life and survival skills). To use the checklist, the
teacher signifies which career education competencies the stuuent is felt to have already
obtained by marking the appropriate grade level column on that page of the checklist.)

A Massachusetts Guide: Promising Practices in Career Education. May M. Thaver and Elizabeth

C.R. Chase (eds.), Massachusetts University-Ambherst Institute for Governmental Services,
1981. ED 213 951

This guide provides descriptions of 33 promising practices in career education in Massa-
chusetts, which represent a cross-section of geographical locations, student populations,
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and program components. It is designed for use by school administrators, guidance personnel,
teachers, and community members who are looking for suggestions on how to implement,
revise, or augment career education programs in their schools. The programs described pro-
vide for curriculum infusion, staff development, community collaboration, career guidance,
resource centers, and services to specia! populations. The guide is divided into four sections
including an introduction. Section 2 covers the specific program descriptions which are
subdivided by these grade levels: comprehensive (K-12), elementary, middle-junior high,

high school, and combined junior-senior high. Each description contains this information:
objectives, program emphasis, description of activities, planning procedures, staffing, training,
advice and suggestions from project directors, materials (when available), and contact person.
Section 3, on planning and implementing career education programs, is a brief summary of
si;ggestions and advice solicited from program directors. Part 4, the geographical index, is a
guide to locating programs within specific geographical areas.
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INTRODUCTION

A major purpose of this training package is to facilitate better teacher and student use of the
Occupational Outlcok Handbook (OOH). This module helps workshop participants understand
the organization of the OOH and why it is important to teach occupational information. In

the first learning experience, the participants become familiar with specific sections of the
OOH through a large group presentation and small group activities. They alsc learn about other
sources of occupational information. In the second learning experience participants discuss the
need to teach occupational information at all grade levels. In small groups, participants identify
ways in which they can use OOH information.

CATEGORY: Introductory

KEY CONCEPTS: 1. The Occupational Outlook Handbook contains information that can be
incorporated into the curriculum.

2. Itis necessary for students to receive occupational information.

COMPETENCIES: After completion of this unit, workshop participants (teachers of various
subjects) will be better able to—

1. locate specific information within the Occupational Outlook Handbook,

2. identify reasons why it is important to incorporate occupational
informaticn into their curricula, and

3. give examples of how the information contained in the Occupational
Outlook Handbook can be incorporated into their curricula.
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LEARNING EXPERIENCE |
HOW THE OCCUPATIONAL OUTLOOK HANDBOOK IS ORGANIZED

KEY CONCEPT: The Occupational Outlook Handbook contains information that can be
incorporated into the curriculum.

COMPETENCY: Workshop participants will be better able to locate specific information
within the Occupational Outlook Handbook.

PERFORMANCE Workshop participants will correctly answer at least 80 percent of the
OBJECTIVE: questions on a work sheet related to the structure and organization of the
Occupational Outlook Handbook.

OVERVIEW: The purpose of this learning experience is to increase workshop participants’
awareness of the content of the Occupational Outlook Handbook (OOH)
and how it is organized. The instructor presents the major sections of the
OOH; then, participants locate information in it. There also is a brief
presentation on other federally funded occupational information resources.

INSTRUCTOR’'S Time Estimate 45 to 60 minutes
INFORMATION:

Work shop Resources Occupational Qutlook Handbook
(one for each participant)

Handout
Questions from the 00 H—page |11-11

Transparency Master
Major Components of the OOH—page 111-13

Instructional Methods Minilecture

Handout Exercise
G roup Discussion
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Instructor’s Outline

Notes

I. Introduction of the Learning Experience

A.

A.

Explain the purpose of the activity—to make participants
aware of the organization of the Occupational Outl/ook
Handbook (OOH).

Indicate that the group will explore generally the contents
of the OOH; then, the participants will use it.

. Sources of Occupational Information (Minilecture)

Indicate that prior to the discussion of the OOH, there
will be a brief presentation of other sources of
occupational information.

Mention the following:

1. The U.S. Department of Labor develops many
publications that contain occupational information.

2. Besides the OOH, the most common documents
include the following:

Dictionary of Occupational Titles (D.O.T.), which
identifies, defines, and classifies over twenty thousand
occupations. Each definition includes a nine-digit code,
the primary industry in which the occupation is found,
alternative names by which the job is known, and a

list of the most common job tasks. The D.O.T. coding
system is often used as a cross-referencing device in
other documents, including the OOH.

The Guide for Occupational Exploration is designed to
assist individuals in using occupational and labor
market information more effectively in making career
decisions. The user is programmed through a series of
steps that guide one through the process of
occupational choice. The guide’s descriptive content

is based on major groupings of occupations (e.g.,

social services, sports). Information relates more to
similarities among grouped occupations than to
individual occupational differences. Specific content

4
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If appropriate, administer the
""Competency Self-Assessment
{pre-workshop) page 111-21.

"

It would be useful if you
could obtain copies of
documents described in this
section.

The other documents are
not discussed in more
detail because only the
OOH is the focus of this
training guide.



Instructor’s Qutline

Notes

includes examples of work for occupations in each
grouping, personal "clues” that might indicate interest
in occupations, and preparation required for entering
occupations.

Exploring Careers is a resource at the junior high level.
(It is no longer being published.) The occupations are
organized into the same occupational clusters as the
OOH. There are occupational narratives, evaluative
questions, activities, and career games.

The Occupational Outlook Quarterly provides updated
occupational information, organizes and synthesizes
information printed elsewhere, and reviews new
techniques and counseling aids.

Occupational Projections and Training Data is a
statistical and research supplement to the Occupa-
tional Outlook Handbook that presents comprehen-
sive and reliable statistics on current and projected
Occupational employment.

HI. What Is the Occupational Outlook Handbook?

A. Provide background on the OOH.

1.

The Occupational Outlook Handbook is published by
the U.S. Department of Labor, Bureau of Labor
Statistics.

. For four decades the Bureau of Labor Statistics has

conducted research on employment in occupations
and industries for use in vocational guidance.

It is revised every two years.

. The OOH provides the reader with current and

comprehensive information about work today and
job prospects for tomorrow.

. Information is obtained from business firms, trade

associations, labor unions, professional societies,
research organizations, educational institutions, and
govermnment agencies.
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Be sure participants have
copies of the OOH to
reviews during the activity,
or make copies of appro-
priate pages.

I participants want
additional information
about the development
of the OOH, contact
the labor market analyst
for your region through
your Job Service office.



Instructor’s Outline

Notes

B. Explain the structure of the OOH. Give an overview and
indicate that participants will lhave more hands-on
experience with the OOH soon. Ask participants to turn

io

1.,

each section as it is referenced.

“How to Get the Most from the Handbook '’ describes
strategies for using the OOH and details the type of
information provided for each occupation.

“Where to Go for More Information’ suggests sources
of information on (1) careers, (2) education and
training, (3) financial aid, (4) career counseling for
special groups, (5) finding a job, and (6) the labor
market.

“Tomorrow's Jobs'’ discusses expected changes in the
population and the labor force, as well as employment
projections for major industrial sectors and broad
occupational groups.

""Assumptions and Methods Used in Preparing
Employment Projections” briefly presents how the
quantitative estimates were obtained for making
occupational employment projections.

“Occupations,’’ the major section of the OOH,
presents 19 occupational clusters. At the start of
each cluster section there is a brief description of
the cluster, and then the individual occupations
are represented. The format for each cluster is
the same. At the end of each cluster section

isa list titled ""Other. . . Occupations'’ which
gives the title, definition, employment and
projected growth for additional occupations
included in that cluster.

“Dictionary of Occupational Titles (D.0.T.) Index"
provides a listing of the D.O.T. number, the S.0.C.
{Standard Occupational Classification) code, the
D.O.T. title, and the page in the OOH on which the
occupation is presented. This index shows the
interrelationships of the different occupational coding
systems,

-6
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You will need to review
the current edition of
OOH to identify appro-
priate pages to reference.

Show transparency Il1.1.1 found
on page I11-13 and reveal each
component when discussed.




Instructor’s Outline Notes

7. The “Index to Occupations’ lists in alphabetical order
th. occupations presented in the QOH.

IV. Exploring the Occupational O utlook Handbook
(Handout Exercise)

A. Divide participants into groups of two and ask them to Distribute the handout
complete the worksheet ""Questions from the OO H.” found on page Il1-11~-
"Questions from the
OO0OH.”

B. After participants have completed the worksheet, ask
volunteers to provide the answer to each question and
discuss how answers were determined.

The correct answers are presented below.

1. Sample answer: The answers provided
SOICC Director were obtained from the
New York Department of Labor 1984-85 edition of the
Labor Department Building No. 12 OOH. Check your edition
State Campus, Rocom 559A of the OOH and make
Albany, NY 12240 necessary changes. !f a

‘ question on the handout
(A list of SOICC directors is contained in the section does not reflect infor-
"Where to Get More Information.”) mation on your 0OH,
eliminate the question

2. South {20.0 percent) and West (23.9 percent) or rework it.

(In"Tomorrow’s Jobs,”’ the discussion on population
describes regional differences.)

3. Teachers, librarians, and counselors
(The Table of Contents lists kindergarten and
elementary school teachers under this occupa-
tional cluster title.)

4. Page 78 (Y ou obtain this answer by referring to the
Index to Occupations, which lists geographers.}

5. Architects, city managers, and planning
engineers
(These occupations are listed under *’Related
Cccupations.” The pages that describe urban
and regional planner can be located by looking
in either the Table of Contents or the Index to
Occupations.)
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Instructor’s Qutline Notes

6. Chemical engineer
(The "Dictionary of Occupational Titles (D.O.T.)
Index,” presents the D.O.T. numbars in
numerizal order with the titles beside them.)

7. Kindargarten and elementary teachers: Almost
1.4 million (Each occupational description con-
tains a section on “Employment.” Look in the
“Contents” or the “Index to Occupations” to
find the page number of the occupational state-
ment sought, then look for the “Employment”’
section.) Adult education teachers: 125,000
(At the end of each occupational cluster in the
OOH is a list of ""Other. . . Occupations’ where
information on additional occupations included
in the cluster can be found. Look at the end
of ""Teachers, Librarians and Counselors’’ for
adult education teachers.)

8. Employment is projected to increase 50 percent
or more. (See the chart in the "Job Outlook”’
section of "How to Get the Most From the ‘

Handbook.")

9. D.0.T. 252-157-010

(The D_.O.T. number is listed under each occupational
title prior to the discussion of the occupation.)

10. American Medical Record Association
John Hancock Center, Suite 1850
875 N. Michigan Avenue
Chicago, IL 60611
(This address is listed under Sourcs- of Additional
Information.)

C. Ask particigants to indicate by a show of hands how
many questions they answered correctly.

D. (O_ptional) Award the highest scorer(s) with a token
prize (e.g., piece of gum, candy, pencil).

E. Ask p_artig:ipants if they have any questions on the
organization of the Occupational Outlook Handbook.

s
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Instructor’'s Outline Notes

V. The OOH and You (Group Discussion)

A. Ask participants to think of an occupation they have
always dreamed of pursuing.

B. Instruct participants to find the occupation in the OOH
and read its description.

C. Ask a few participants to report on a surprising fact that Keep a tally for evaluation
they discovered about their ''dream” occupation. purposes.
VI. Wrap-Up

|
|
|
A. Indicate that the OOH is a valuable source of occupational l
information ]

B. Mention that in the next learning experience partici-
pants will consider further the use of occupational
information.
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HANDOUT SAMPLE
Not to be reproduced—
Sets available from publisher HANDOUT *

‘ QUESTIONS FROM THE OCCUPATIONAL OUTLOOK HANDBOOK (OOH)

1. What is the address for the State Occupational Infc..nation Coordinating Committee in
your state?

2. According to the current edition of the O0OH, what are the two fastest growing sections of the
United States?

What was the percentage of growth for each?

3. To which occupational cluster do kindergarten and elementary school teachers belong?

4. On what page of the OOH is there a description of geographers?

5. What are therelated occupations for urban and regional planners?

6. Which occupation has the D.O.T. number 008.061 and the S.0.C. code 1626?

7. What does the OOH report as the number of people employed as kindergarten and elementary
school teachers?
Adult education teachers?

8. If the job outlook statement says that employment in an occupation is expected to grow ““much
faster than average,”’ what is the projected long-term growth rate for that occupation?

9. What is the D.O.T. number for travel agents?

10. What address would you write to if you want more information about Health Record
Technicians?

® 180
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TRANSPARENCY MASTER !ill.1

MAJOR COMPONENTS OF THE OOH
Contents
How to Get the Most from the Handbook
Where to Go for More Information
Tomorrow’s Jobs

Assumptions and Methods Used in Preparing
Employment Projections

Occupations
Dictionary of Occupational Titles (D.O.T.) Index

Index to Occupaticns

181
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KEY CONCEPTS:

COMPETENCIES:

LEARNING EXPERIENCE Il
IMPORTANCE OF OCCUPATIONAL INFORMATION
The Occupational Outlook Ha..dbook contains information that can be incor-
porated into the curriculum.
Itis important for students to receive occupational information.
Workshop participants will be better able to—

1. identify reasons why it is important to incorporate occupational informa-
tion into their cu:ricula; and

2. give examples of how the information contained in the Occupational Out-
look Handbook can be incorporated into their curricula.

PERFORMANCE After agroup discussion, the workshop participants will be able to list at least

OBJECTIVES: two reasons for providing occupational information to students.

After a small group discussion, workshop participants will be able to list at
least two ways in which information conitained in the Occupational Outlook
Handbook can be presented to students.

OVERVIEW: The purpose of this learning experience is to make participants aware of why
and how occupational information should be taught. After a warm-up exercise,
the group discusses the importance of providing occupational information to
all students (K-12). Then, participants work in small groups to determine how
they can present occupational information to students.

INSTRUCTOR'S  Time Estimate 45-60 minutes

INFORMATION:

Workshop Resources Occupational O utlook Handbcak
Blank sheets of paper (one for eash participant)

Handout
Resources—page 111-25

Instructional Methods  Group Discussion
Small Group Activity

Optional Activity Career Line Warm-up Activity (Participant Exercise) -
Page 111-16
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Instructor’s Qutline

Notes

I. Introductinn of the Learning Experience

A.

Describe the purpose of the activity—to help partici-
pants think further about occupational information
and their curricula.

Indicate that there will be a group discussion on the
importance of occupational information followed by
a small group discussion on how teachers can better
use occupational information in the classroom. These
discussions will follow the career line activity.

Il. Warm-Up Activity—Career Line (Optional)

|

\

|

‘ \Participant Exercise)
A.
|

|

Ask participants to draw a straight, horizontal line on
a sheet of paper.

. Ask them to mark one end of the line "birth” and the

other end “‘the present” and to divide the line into
five-year intervals.

Ask participants to make a slash on the line to indicate
each time they have made some type of career checice
(e.g., tentative or permanent, realistic or unrealistic).

Invite several participants to share their career line
with the group. (Be sure that at least one person
describes & career choice made prior to age ten years.)

Call attention to the fact that people do make carzer
choices at an early age (even though the choices may
be tentative and/or unrealistic).

. Stress the fact that because young children think about

careers, occupational information in some form should
be presented as early as the primary grades.

it 1e

If your workshop partici-
pants completed the career
line activity in Module I,
make reference to it.

Be sure each participant
has a blank sheet of paper
anc a writing instrument.




{nstructor’s Qutline Notes

I1l. Why Teach Occupational Information? (Group Discussion)

A. Initiate a discussion about why occupational informa- You might want to recoid
tion should be taught. If necessary, ask starter questions the responses on a chalk-
such as the following: board or large sheets of

paper.

© What would an elementary (middle or senior high)
school student gain from occupational information?

® |f occupational information is provided in elementary
school, should additional information be provided in
high school? Why?

® How would the information for a high school student
differ from that given to a middle school student?

® Are there any reasons for not presenting occupational
information to a primary student? If so, what are they
and how could they be addressed?

B. Summarize the responses and highlight the following

0 ideas:

® Accurate occupational information is a necessary
component of career decision making.

® The community can be thought of as the labor mar-
ket. Students need appropriate information regarding
the occupations required within that labor market.

® Students at all grade levels are interested in the
world of work and what it involves.

® Asstudents mature and begin to explore specific
careers, the level of information they need will
increase and require more detail.

IV. How the OOH Can Be Used {Small Group Activity)

A. Indicate to participants that they will be identifying
ways in which they can use the Occupational Outlook
Handbook with their students.

B. Divide the participants into small groups of two to
three persons each. Attempt to make the groups as
homogeneous as possible {e.q., by subject and grade
level).

Q -17
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Instructor’s Outline

Notes

Ask the groups to scan the O0H and deterrnine ways in
which occupational information can be used in their
classrooms.

1. Secondary teachers can provide the OOH as a
resource to their students.

2. Elementary teachers will have to use the OOH as a
resource for themselves and translate the informa-
tion for their students.

Have the groups report back on their ideas for using
the OOH.

Summarize the exercise by pointing out the value of
all ideas; stress those that are most useful for infusion
activities.

V. Wrap-Up

A

Reemphasize the importance of imparting occupational
infor mation to students at all grade levels and in all
subject areas.

Indicate that participants should now have a better
understanding of the Occupational Outlook Handbook
and how it can be used with students.

Mention that in Modules | and |1 all aspects of career
development know ledge were presented. H owever, the
use of occupational informaticn will be the emphasis
in the remaining modules.

. Module |1} presentad an introduction to the OOH and

an opportunity to become familiar with how it is
organized. The following modules will explore
concepts used in the OO H to provide an under-
standing of how it can be used in the classroom.

185
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Be sure each group has at
least one copy of the OOH.

List the ideas on the chalk-
board or large sheets of
paper.

Administer “Competency
Self-Assessment” (post-
workshop) on page 111-21
and “Workshop Effective-
ness’’ form on page |11-22
(if appropriate).



EVALUATION TECHNIQUES

Prior to the workshop, the instructor should administer the Competency Self-A ssessment (pre-
workshop) to determine how competent the participants think they are in the topics to be taught.
The Competency Self-Assessment (post-workshop) is to be administered again at the end of the work-
shop to identify the level of competency growth. The instructor also should make specific observa-
tions during the workshop activities to measure attainment of the performance objectives. An
additional instrument is designed to obtain data on the effectiveness of the workshop technigues.

The following questionnaires relate to this module. When more than one module is being

taught, the instructor can develop a comprehensive pre-workshop and post-workshop competency
self-assessment that addresses the modules used.
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ASSESSING PARTICIPANTS' MASTERY OF PERFORMANCE OBJECTIVES

The instructor’s outline suggests activities that require written or verbal responses. The following list
of performance indicators will assist you in assessing the participants’ work.

Module Title: The Occupational Outlook Handbook and Occupational Information

Module: "l

Major Activities

Performance Indicators

Learning Experience |

1. Completing the worksheet "“Questions
from the Occupational Qutlook Handbook
(OOH)"”

2. Locating information in the OOH related
to a “dream” occupation

. Were participants able to answer at least 80

percent of the questions correctly?

For the questions they missed, do participants
understand how the answers were determined?

Were participants able to locate information on
a specific occupation?

Learning Experience ||

1. Discussing reasons to teach occupational
information

2. |dentifying ways of using occupational
information with students

—h

Did the participants take part in the dis-
cussion?

Were the participants able to provide valid
reasons for teaching occupational information?

Did the group come to an informal consensus
on at least two reasons for teaching occupa-
tional information?

Did each small group identify at least two ways
they could use the OOH in their classrooms?



HANDOUT SAMPLE
Not to bs reproduced—
Sets available from publisher

HANDOUT *

COMPETENCY SEL F-ASSESSMENT

Directions: For each competency statement that follows, assess your present competency. For
each competency statement, circle one letter that best states your current competence
by the scale defined below.

COMPCETENCE SCALE

Assess your present knowledge or skill in terms of the following statements:

a. Very competent: My capabilities are developed sufficiently to perform this competency
and teach it to other people.

b. Competent: | possess most of the capabilities required to perform this competency but
| cannot teach it to other people.

c. Minimally competent: | have a few of the capabilities required to perform for this com-
petency.

d. Not competent: | cannot perform this competency.

COMPETENCY STATEMENTS (PR E-WORKSHOP) COMPETENCE
(circle one)

. Locate specific information within the Occupational Outlook a b ¢ d
Handbook.

2. Identify reasons why it is important to incorporate occupational a b ¢ d
information into your curriculum.,

3. Give examples of how the information contained in the Occupational a b ¢ d
Outlook Handbook can be incorporated into your curriculum.

COMPETENCY STATEMENTS (POST-WORKSHOP) COMPETENCE
(circle one)
1. Locate specific information within the Occupational Outlook a b ¢ d
andbook.
2. ldentify reasons why it is important to incorporate occupational a b ¢ d

information into your curriculum.

3. Give examples of how the information contained in the Occupational a b ¢ d
Outlook Handbook can be incorporated into your curriculum.

111-21 188
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HANDC#T SAMPLE

Not to be reprodiccd— HANDOUT *
Sets available from publishar

WORKSHOP EFFECTIVENESS—MODULE IlI

NAME (Optional) TITLE

INSTITUTION

ADDRESS TELEPHONE

1. To what extent were the materials, processes, and organizational aspects of the module success-
fully used in the presentation and delivery of the module? For those materials, protesses, or
organizational aspects that you marked as "‘unsuccessful’ or slightly successful,”” provide hrief
comments as to how they might be improved.

Successs Materials/Processes Comments
R
5
=
>
[1
[x3 -¢= Ay wn
: m
L1 ®1=17]
Materials
1 2 3 4 Handouts/Worksheets
Transparencies
Processes
1 2 38 4 Lecture Presentations
1 2 3 4 Large Group Discussions
1 2 3 4 Small Group Sessions
Organizational Aspects
1 2 3 4 Module Organization in Terms
of the Logical Flow of ldeas
1 2 3 4 Important Concepts Reinforced

1 2 3 4 The Mix of Activities Helpful
in Maintaining Interest

183
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HANDOUT SAMPLE
Not to be reproduced—
Sets available from publisher

2. Indicate those aspects of the module that you liked most and those that you liked least.

Liked Most Comments

Liked Least Comments

3. SUGGESTIONS: Please provide suggestions or comments that you have for improving the
workshop, workshop materials, and so on.

o 130
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HANDOUT SAMPLE
Not to be reproduced—
Sets available from publisher

HANDOUT *

RESOURCES

The materials listed below provide additional information on how to use the Occupational Outlook
Handbook.

Improved Career Decision Making through the Use of Labor Market Information. U.S. Department
of Labor, Employment and Training Administration, Office of Policy, Evaluation and Research
Division of Labor Market Information. U.S. Government Printing Office, Washington, D.C.,
1982.

’

This training guide is designed to help high school, job service, vocational rehabilitation, and
employment counselors become more knowledgeable of labor market information. It contains
eight competency-based units. The unit entitled N ational Occupational and Labor Market
Information for Counseling” describes various sources of occupational and labor market infor-
mation. The Occupational Outlook Handbook and related documents are presented, and work-
shop activities aid counselors in learning how to use the publications.

Desk Reference. Techniques and Procedures for Facilitating Career Counseling and Placement.
Jan L. Novak and Wayne A. Hammerstrom. The National Center for Research in Vocational
Education, The Ohio State University, Columbus, Ohio, 1977.

This document i3 one of sixteen in the Rural America Series. The series suggests practices that
rural schools can use to meet the local community’s career guidance needs. This handbook is
designed to help answer questions dealing with career guidance, including how to infuse it into
the classroom, how to get occupational and educational information, how to select the ix:for-
mation materials, how to organize the materials, and how to store them. One section of the
publication addresses how to use the Occupational Cutlook Handbook.

191
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REFERENCES

U.S. Department of Labor, Bureau of Labor Statistics. Occupational Outlook Handbook, 1984-85
edition. Washington, DC: U.S. Government Printing Office, published biennually.
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MODULE IV
UNDERSTANDING THE LABOR MARKET
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MODULE IV
TABLE OF CONTENTS
INTRODUCTION. . . oo i i e et e e et e V-1
LEARNING EXPERIENCE I: LABOR MARKET ... it ci e V-3
LEARNING EXPERIENCE |1: OCCUPATIONS AND INDUSTRIES . ................ 1v-39
LEARNING EXPERIENCE I1I: JOBOPENINGS ........ciiiiiii i s, IV-65

RELATED ACTIVITIES . ..o e et e sttt e e e e e IV-91




INTRODUCTION

This module deals with labor market concepts that are extremely important to career exploration.
The information presented in this module is interrelated with the economic concepts presented in
Module V. Underlying the discussions of this module should be the understanding that (1) many
dramatic changes are happer.ing in the labor market and (2) adaptability te changing conditions is
becoming more important than ever before.
CATEGORY: Labor Market
KEY CONCEPTS: 1. The labor market is the interaction of people competing for jobs (occu-
pations) and employers (industries) competing for workers. These job
seekers and workers constitute the labor force. The supply of workers
and the demand for workers affect each other.
2. Anindustry can be classified by the goods and/or services it produces.
3. Anoccupation can be classified by the major tasks a worker performs.

4. Although each industry has its own occupational composition, some occu-
pations are found in many different industries.

5. Despite the importance of employment growth, most job openings result
from replacement needs.

COMPETENCIES: After completion of this module, workshop participants (teachers of various
subjects) will be better able to—

1. explain the idea of supply and demand as it relates to the labor market,

2. describe an activity that infuses into their curricula the concept of the labor
market,

3. classify industries as providers of goods or services,

4. describe an activity that infuses into their curricula examples of goods-
producing or service industries,

5. classify eccupations according to various classification systems,

6. describe an activity that infuses into their curricula occupational classifica-
tion activities,

7. explain the concept of occupational mobility,

»
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8. describe an activity that infuses into their curricula the idea that many
occupations can be found in different industries,

9. explain the difference between and relative importance of job openings
due to (a) employment growth and (b) replacement needs, and

10. describe an activity that infuses into their curricula reasons for a favor-
able or unfavorable outlook for an occupation.

V-2




KEY CONCEPT:

COMPETENCIES:

PERFORMANCE
OBJECTIVES:

LEARNING EXPERIENCE |

LABOR MARKET

The labor market is the interaction of people competing for jobs (occupations)
and employers (industries) competing for workers. These job seekers and
workers constitute the labor force. The supply of workers and the demand

for workers affect each other.

Workshop participants will be better able to—
1. explain the idea of supply and demand as it relates to the labor market and

2. describe an activity that infuses into their curricula the concept of the
labor market.

Workshop participants will complete correctly questions relating to labor
market dynamics.

Workshop participants will develop an infused lesson that relates to the above
concept and uses information from the Occupational Outlook Handbook.

OVERVIEW:

The purpose of this learning experience is to explore aspects of the labor mar-
ket. Participants learn about the interaction between employers and employees
and how each affects the other. The learning experience refers to economic
concepts and includes time for participants to develop an infused lesson.

For additional information on this concept, refer to the handout ‘‘The Labor
Market"” found on page 1V-13. Also, contact your local department of labor
and job service personnel. (They may be interested in presenting information
on the labor market.)

INSTRUCTOR’S
INFORMATION:

Time Estimate 90 minutes
Workshop Resources Occupational Qutlook Handbook or section reprints

Handouts
The Labor Market—page 1V-13-1V-15
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Role Cards—page |V-16

H ypothetical Wage H istory—page 1V-17 '
Labor Market D ynamics—page 1V-18

Model Lesson Plan—~page IV-19

Lesson Plan Format—page |V-20

Transparency Masters

D efinitions—page 1V-21

Underemployment—page |V-23

Lakor Market D ynamics—page |1V -25

Population and Labor Force—page |V-27

Estimated R eplacement Rates for Major O ccu-
tional G roups—page 1V-29

The Proportions of Y oung and O Ider Persons
in the Labor Force Will D ecline—page 1V-31

Labor Force Growth Will Slow Through the
Mid-1990s—page |V -33

Supply and Demand—page |V-356

Worker Supply—page |V-37

Instructional Methods  Minilectures
H andout Exercise
Large Group Activity

Optional Activity Role Cards (Participant Exercise) —page IV -6

Hypothetical Wage History (Smal! Group Activity)—
page 1V-10

133
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Instructor’s Outline

Notes

. Introduction of Learning Experience

A. Indicate the purpose of this activity—to explore various
aspects of the labor market.

B. Emphasize to participants that this learning experience
will culminate in writing an infused lesson.

. What Is the Labor Market? (Minilecture)

A. Use the information on transparency |V.I.1 as the basis
for discussion questions to introduce this activity.
Limit the time spent on this activity by explaining that
these ideas will be discussed in detail during the module
activities.

1. The correct answer to the first item on the transpar-
ency is "'D.”” The labor force also does not include
discouraged workers, full-time students, retired
people, fully disabled people, or homemakers.

2. The correct answer to the second item is "‘C."” Any-
one not in the labor force as defined in this state-
ment is not considered in unemployment statistics.

B. Explain that the labor market includes workers, and
employers who are seeking employees. The first group
is further broken down as follows:

1. Employed—people who are working for compensa-
tion either full-time or part-time, including military
personnel, or who worked fifteen hours or more
as unpaid workers in an enterprise operated by
a member of the family.

2. Underemployed—people who are working for
compensation but are earning less than their
potential because of inability to find full-time
work or work at their level of training/experience.

3. Unemployed—people who are not working but are
able to and are actively seeking work.

V-5
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If appropriate, administer
the pre-workshop portion
of the "Competency
Self-Assessmant —found
on page 1V-102.

Show transparency IV.l.1—
’Definitions’—found on
page |V-21.

Refer to the handout—""The
Labor Market'’—found on
page |V-13 for additional
information.

List terms on the chalkboard

or a large sheet of paper for
reference.

Show transparency 1V.1.2—

“tInderemployment’'—found

on page |1V-23.




Instructor’s Outline

Notes

4. Not in the labor force—~persons not in the labor
force are distinguished by the fact that they
are not actively seekinga job. Included in
this group are persons in school, homemakers,
retired and disabled individuals and "'discouraged
workers,”’

5. Discouraged workers—people who are able-bodied
but have given up looking for work because thr
feel it is useless. These peopleare not included in
unemployment statistics.

C. (Optional) Have some participants select and read cards
that describe specific types of workers. O ther Partici-
pants classify the worker according to the categories
just described.

D. Explain labor market dynamics by using transparency
IV.1.3 and providing the following information:

1. The labor market is a cycle of supply and demand.
HOUSEHOLDS demand GOODS AND SERVICES
supplied by EMPLOYERS who demand LABOR
supplied by HOUSEHOLDS.

1o

Households include:
Employed
Underemployed
Unemployed
Those not in the labor force

3. Employers provide:
New jobs
Replacement jobs
I11. Supply and Demand in the Labor Market
A. Use transparency IV.l.4 to introduce this section on

labor market supply and demand. Mention the
following:

V-6

« 220

Use "’Role Cards’’ found on
page 1V-16. Cut cards and
place them on index cards
prior to the session. The
correct categories are in
parentheses on the role
cards.

Show transparency | V.l.3—
""Labor Market Dynamics’’—
found on page |V-25.

Refer to the handout—'"The
Labor Market”’—found on
page 1V-13,

Show transparency | V.l.4—
""Population and Labor
Force”—found on page
1\V-27.




' Instructor’s Qutline Notes

1. Employed people include— Mention that the pie-
graph is not necessarily
a. newly hired workers, an accurate reflection of
b. 1ecalled workers, actual percentagss. °
c. transferred workers, and
d. steadily employed workers.

2. Entrants to the labor force include—~

a. new entrants,
b. re-entrants.

3. Leavers of the labor force include—

a. voluntary leavers,
b. involuntary leavers.

4. People voluntarily leave the labor market to—

b. retire, and
¢. quit to return to cchool, etc.

. 5. People involuntarily leave the labor market
because of—

a. death,
b. being fired or laid off, and
c. disability.

6. The number of jobs is decreased by layoffs.

7. The number of job vacancies is increased by those

|
|
a. care for family,
who quit, retire, or die.

B. Present the following ideas about supply and demand. Refer to the handout—""The
Stress the fact that worker supply/demand statistics Labor Market”—found on
tend to pe inexact because of variable reporting sys- page 1V-13,.

tems. Some statistics are based on surveys, some on
unemployment filings, and some are little more than
estimates.

1. The labor market is dynamic and tends toward
balance in the long run. An increasing demand for
a specific job encourages more workers to prepare
for that occupation, Of course, this principle
never operates as simply in practice, and there are
’ always lags as worker supply reacts to demand.

V-7

ERIC el




Notes

i
|
Instructor’s Outline

2. Demand for workers results from growth needs
and frorn replacement needs. As transparency
IV.1.5 shows, replacement needs result from both
occupational transfers and labor force separa-
tions (deaths, retirements).

3. (Optional) The supply of workers is determined in
part by the number of the following:

College graduates

High school/other school graduates
Vocational education graduates
Apprentices

Job changers

Returning workers

Immigrants

4. As transparencies 1V.1.6 and IV.1.7 show, the num-
ber of actual workers in the primary working age
range {25-54) will grow throughout the 1980s,
even though the number of new workers entering
the labor force will gradually decline to refiect the
end of the post-World War |1l baby boom.

C. Use transparency |V.].8 as the basis for discussing
supply and demand for one occupation in one city.
Emphasize that there are no absolutely correct
answers, Ask participants to provide answers for
each blank. The following are sample answers for
eachi blank.

1. The logical answer would be O since there are 100
unfilled openings. There are now a total of 480
machinist positions.

2. Any number between 0 and 48Q could be logical,
depending on the participant’s reasoning. For
example, it is possible that the equipment installa-
tion increases costs, which forces a temporary
shutdown of both plants and means no machinists
are employed,

3. This number should logically equal 480 minus the
preceding answer. Participants could justify differ-
ent numbers. For example, the number might be
fewer if some laid-off machinists decide to retire.

V-8

Show transparency 1V.l.5—
""Estimated Replacement

R ates for Major Occupation-
al Groups”—found on page
1V-29.

List on chalkboard or large
sheet of paper.

Show transparency |V.l.6—
""The Proportions of Young
and Older Persons in the
Labor Force Will Decline "'—
and transparency I1V.l.7—
’Labor Force Growth Will
Slow Through the Mid-
1990s"— found on pages
IV-31and IV-33.

Show transparency 1V.l.8—
’Supply and Demand’'—
found on page |V-35.




Instructor’s Qutline

Notes

The answer is 125 (the number of laid-off workers
plus the number of new apprentices).

This number is logically 0 because the number of
employed machinists does not equal 480 and there
are new apprentices.

D. Use the questions on transparency |V.l.2 to encourage
discussion relating to supply and demand. Ask partici-
pants to indicate what they think the best answers are.

1.

The best answer to the first item is A", The
classical labor supply-demand model shows labor
supply-demand as a function of wages. Educational
requirements (B) also influence the labor supply
by limiting the number of qualified workers, and
type of industry (D) (or individual employer) may
also influence the number of people willing to
work at a given wage. In the short term, the supply
of labor is relatively independent of the demand
for labor (C) (except as it functions through the
wage mechanism to influence wages), but over

the long run the demand for labor may influence
the supply of labor.

The best answer to the second question is “D.” The
first two answers obviously would cause a surplus.
Answer "'C"" is not the best choice because high
wages usually lead to many job applicants. This
transparency provides an opportunity for pointing
out that wages and required skills are not always
related (e.g., stenographer).

E. Indicate that wages are a component of labor market
supply and demar.d. Present the following theoretical
descriptions:

1. Asdemand increases, employers tend to raise wages

to attract more workers.

2. An oversupply of workers tends to depress wages.

Of course, other factors, such as minimum wage
la 's and union settlements, moderate the effect of
wori.er oversupply.

V-9

Show transparency 1V.1.9—
"Worker Supply’’—found on
page IV-37.




Instructor’s Outline Notes
of two or three people to complete the work- "Hypothetical Wage His-
sheet "‘Hypothetical Wage History.” Stress tory"—found on page IV-17.

that there are no right or wrong answers but
that the participants should get the feel of wage/
worker supply trends. Suggest that the notes at
the bottom of the worksheet be consu'ed. The
answersat each of the four events marked on
the scale should reflect the following from
supply/demand responses:

|
|
F. (Optional) Divide the participants into groups Distribute worksheet—

1. Wage should rise.

2. Wage should fall.

3. Wage should stay the same or fall.
4. Wage should rise.

IV. Labor Market Dynamics Questions {(Handout Exercise)

A. Have participants complete the worksheet "’ Labor Distribute worksheet—
Market Dynamics.” "’Labor Market Dynamics''—
found on page 1V-18.

B. Present the answvers:
1. Labor
Employed, unemployed, underemployed

Employed

> LN

Layoffs and disability
5. Family responsibility, retirement, and schooling
6. Discouraged workers

C. Discussany questions participants have about the
answers. Refer back to your discussion of the labor

market dy namics transparencies.

V. Labor! larket and the OOH (Minilecture)

A. Indicate that the Occupational Outlovk Handbook Workshop participants
makes reference to labor market supply and demand should thumb through the
in the following sections: OOH and refer to the sec-

tions as they are discussed. ‘




Instructor’s Qutline

Notes

VI.

1. The section titled "“Tomorrow’s Jobs’’ ad dresses
the issues discussed in this learning experience.

2. The descriptions of occupations include references
to supply and demand in the labor market.

3. The section titled ""Job Qutlook” for each occu-
pation addresses supply and demand for that par-
ticular occupation.

4. The discussion of job outlook for radio and tele-
vision announcers and newscasters in the O0H,
is a good example of supply and demand. Have
participants read through this description and dis-
cuss the supply (high) and demand (low for bigger
stations—high for smaller radio stations). Emphasize
that labor markets are regional, and demand for
specific occupations may vary by region.

5. To illustrate the point that some labor markets are
regional, have participants read the '’Employment”
section for petroleum engineers in the OOH.

B. Have participants use the OOH to discover and Iist.
supply and demand information for three occupations
of their choice.

Infusion and the Labor Market (Participant Exercise)

A. Explain that in this activity the participants will write
lesson plans.

B. Divide participants into two groups. Each subgroup
should appoint a leader and a recorder.

C. Have each subgroup write an infused lesson based on
actual lesson plans used by the participants in which
use of the OOH is included.

D. (Optional) Each subgroup can present itsideas
to the other in a brief discussion. Suggestions may
then be made.

IV-11

Trainers may reproduce
this section from the
current edition of the
OOH.

Distribute handout—""Model
Lesson Plan”’—found on
page 1V-19,

Distribute '’ Lesson Plan
Format’’ found on page
1V-20.

Use the OOH.

Provide participants
with appropriate
Related Activities on
pages |1V-91—IV-99.




Instructor’s Outline Notes

VIl. Summary

A. Indicate that this learning experience was designed to
provide an introduction to the concept of supply and
demand in the labor market. Abstracts of additional
sources of information are provided in the ‘"Resources’
section of the module,

’

B. Mention that the next learning experience addresses
classifications of occupations and industries.

V-12
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HANDOUT SAMPLE

Not to be reproduced— *
Sets available from publisher HANDOUT

THE LABOR MARKET

A labor market is defined as the interaction of workers competing for jobs and employers com-
peting for workers.

Any labor market is in a constant state of flux: new workers join the labor force; older workers
retire; women reenter after raising families; people change occupations; summer workers return to
school; manufacturing workers are laid off or are recalled to work as factory orders fall or climb;
and recently discharged armed forces personnel reenter the civilian job market. All of the human
flow—its size, direction, and velocity—is influenced by forces of the economy.

Economic phenomena that affect the labor market include investment and savings levels, growth
of the money supply and the degree of competition.

Local Labor Market

For most occupations the applicable labor market area is /ocal. That is, the supply of qualified
workers required to meet most of the demands of most employers within a relatively limited
geographical area is found within the same area. Labor markets for certain occupations within the
labor market area may be influenced by many factors, such as commuting limits, union jurisdictions,
the skill levels of workers required by area industries, and the existence of study/work programs.
Government programs define local labor market areas as Metropolitan Statistical Areas (MSAs).

Nationa! Labor Market

The national labor market includes occupations with nationwide mobility and demand. In these
occupations, employers will often pay for moving expenses and assist in employee relocaticn. A
few among the many possible examples are: commercial airline pilot; college teacher; oil fire
fighter; scientist; tool and die maker; and demolition expert. Another example is petroleum
engineer; individuals in this occupation might find employment even within the international
job market. Occupations in the federal civil service could also be added to the list. Some indivi-
duals may have even achieved prominence and be sought after on an individual basis. All in all,
the national labor market requires of most participants a high level of training and experience.
The number of individuals working in occupations with such characteristics is relatively small.

Labor Supply

The supply of labor consists of employed and unemployed workers. This supply is thought of
as including current and potential supply. The current supply obviously refers to the members
of the labor supply at any given time while the potential supply refers to the current supply
plus a pool of potential entrants. Reasons for entering the labor market might include a rise in
the level of wages, completion of a training program or schooling, recovery from an illness,
“coming out’ of retirement, rehabilitation from disablement, or discharge from prison. There
may also be personal reasons for entering the labor market. An example would be the wife who
must enter the work force because her husband has been disabled.

v13 @ Y
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L.abor Demand ‘

The demand for labor by employers is determined by the strength of what may be termed the
product market, which is the demand of households, business, and government for goods and
services produced by employers. Labor demand is represented by the totals of employed persons
and available job vacancies. Potential demand consists of anticipated future levels of total employ-
ment and expected volumes of job vacancies arising due to retirements or other job separations at
those employment levels. Potential demand is derived from estimates based on growth trends in
particular industries and occupations. Labor demand may increase in response to opening or ex-
pansion of plants and facilities, the demand for new goods or services or increased demands for
existing goods and services, and the letting of major contracts for special projects.

The employed are found on both the supply and demand sides of the labor market equation. The
employed person acts at the same time as a signal of the demand for his or her labor and as part of
the existing labor supply because of freedom to move from job to job and place to place.

Labor Force

The labor force consists of all persons sixteen years and older who are either in the armed forces,
working, or unemployed and actively looking for work. Persons temporarily separated from their
jobs by vacations, bad weather, labor disputes, illness, or other personal reasons are considered to
be still attached to their jobs and are counted in the labor force.

Employment

Employment is defined as any work of at least an hour for pay or profit or fifteen hours without ‘
pay in a family enterprise during the survey week, which is the week including the twelfth day of
the month.

Unemployment

Unemployment means that, besides having no job during the survey week, the person out of work
is taking some specific action to find a job.

Not in the Labor Force

The category not in the labor force denotes the group of people who are not working or actively
seeking work Individuals in this group may be busy with family responsibilities, inschool, retired,
or disabled, or they may be discouraged workers—those who want a job but are not looking for
work because they do not expect jobs to be availakile. Discouraged workers are not includ2d among
the unemployed.

Unemployment Rate

An area's unemployment rate is simply the quotient obtained, in percent form, by dividing the num

ber of unemployed by the number in the labor force (employed plus unemployed). B oth national

and state unemployment rates are available from the Current Population Survey for various cate-

gories, such as youth, occupational groups (e.g., white-collar workers), minorities, women, older ’

IV-14 278
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workers, industry groups (e.g., manufacturing workers), and many others. For smaller geographic
areas, only the overall unemployment rate is available. Information on subgroups of unemployed
persons in these smaller areas is limited to analysis of the characteristics of the /nsured unemployed,
who are those eligible for and receiving unemployment insurance benefits. The insured unemployed
usually comprise about half of all unemployed persons. Their representation rises during severe
downturns, as higher levels of unemployment trigger various extensions, under federal law, of the
duration of benefits, or during seasonal upsurges caused by layoffs of seasonal workers, such as
those in the apparel and construction industries.
Worker Classification
Workers are classified according to the tasks performed. The classification system follows:

Professional, technical and related workers

Managers, officials and proprietors

Salesworkers

Clerical workers

Craft and related workers

Operatives

. Service workers
Laborers

Farmers and farmworkers

Younger workers are those aged six teen through nineteen years, although sometimes a broader
range of sixteen through twenty-one or sixteen to twenty-four is used.

Older workers is an ill-defined category, and there is no general agreement on the age cutoff. The
Job Service considers forty-five years and older to denote this group, but some agencies use fifty-
five and older, while others use forty and older.

Part-time workers are those working fewer than thirty-five hours per week. They may be working
part-time voluntarily or for economic reasons {slackening in industrial orders, for example).

The unemployed are composed of job losers, job leavers, new entrants, or reentrants in the labor
market. Long-term unemployment is defined as a spell lasting fifteen weeks or longer.

‘ 299
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ROLE CARDS

Worker Role Cards (cut on lines) Make copy of page and cut the copy.

I am a teacher who is working part-time
because | am also completing my MA.
(Enployed)

| am a doctor whose practice includes
hospital, nursing home, and private office
duty. (Employed)

| am a secretary who was injured in an acci-
dent and am now ready to return to work
when | can find a new job. (Unemployed)

| am a student who may look for a summer job.

{Not in the labor force.)

I am a plumber who was laid off two
months ago, | want to work. (Unemployed)

| am a parent who is working part-time in
order to allow me more family care time.
(Employed)

| am an auto worker who was laid off two
years ago. | want to work but gave up look-
ing. {Discouraged worker)

| am a teacher who is driving a cab
because there are no teaching jobs. (Under-
employed)

| am a part-time student working twenty
hours a week at *’Hamburger Haven."’
(Employed)

| am a cab driver who just started a part-
time jobin Macy’s. (Employed)

| am a house painter who has just been
laid off. I’ve got to get another job.
(Unemployed)

I’'m a laid-off salesman who hasn’t found
anything in two years. | have given up look-
ing. {Discouraged worker)

Y

| am a PhD who is working as a carpenter
because | can’t get a teaching job. {(Under-
employed)

I am a machinist who has just been put
on the assembly line at a pay cut. (Under-
employed)

| am a truck driver who works sixty hours
a week. (Employed)

I am a school principal who will retire at
the end of this year. (Employed)

| am a working designer who is looking for
a new job to increase my pay. (Employed)

| am a full-time homemaker. (Not in the
labor force)

1V-16
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HYPOTHET!CAL WAGE HISTORY

HANDOUT *

Directions: Complete the graph below using hypothetical pay scales. Assume that there is no union.

Wage
$10/hr.
$8/hr.

$6/hr.
Base Pay $5.25/hr. —

Machinists’ Pay

$4/tr,
$2/tr.
1
New plant
must hire
50 new
machinists.

2
200 machinists
laid off in
neighboring
town.

3

Trade school
graduates
100 new

machinists.

4

Second new
plant must
hire 300
machinists.

NOTE: Wages tend to rise when there is a shortage of workers.

Wages tend to fall when there is a surplus of workers.

Union settlements usually moderate these trends, but there is
no union in this case.

Copyright © 1986 by the National Center for Research in Vocational Education,
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LABOR MARKET DYNAMICS

1. Households demand goods and services and supply

2. Households supply the labor market with those not in the labor force,
and .

3. Workers who transfer are part of the sector of the labor market.

4. Reasons for involuntarily leaving the labor market include death, firings,
and .

5. Reasons for voluntarily leaving the labor market include quitting for and

6. The long-term unemployed who believe that there are no jobs for them and give up looking for
work are classified as

212
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“ MODEL LESSON PLAN
Title: Hiring People
Grade Level: 7 Subject Area: Social Studies/Math
Lesson Goal: The student will learn that the labor market is the interaction of people

competing for jobs (occupations) and employers {industries} competing
for workers. These job-seekers and workers constitute the labor force.
The supply of workers and the demand for workers affect each other.

Lesson Objective: The student will be able to compare the unemployment rate of the
state to the nation on a mionthly basis using statistics from the news-
paper.

Time Requirement: 30 minutes per month

Description of Activity: 1. The teacher either copies newspaper articles on state/national
unemployment rates or summarizes these for students.

a. total numbers involved—employed/unemployed
b. percentage rates of state and national
c. percentage difference between state and national figures

’ 2. Each student compares the two rates by:
) 3. (Optional) The class creates a graph of its own design to track its
|

findings.
Resources:
Materials: Newspaper article or factsheets
Equipment: Class graph
Evaluation: Each student will obtain the correct answers to 2a and 2b.

Source: Career Education in Schalmont, Schenectady, New York

213
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LESSON PLAN FORMAT ‘

Title:

Grade Level: Subject Area:

Lesson Goal:

Lesson Objective(s):
A. Career Development:

B. Instructional:

Time Requirement:

Description of Activity:

Resources:

Materials:
People:

Space/Equipment.

Evaluation:

214 o
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DEFINITIONS

Labor force is defined as the total number of:

the population working

the working age population

the employed in the population

employed and unemployed in the population

oW

LZ-Al

The unemployment rate is defined as the:

number of unemployed

percent of the working age population unemployed
percent of the labor force unemployed

number of people who have given up looking for work

OO0y

L'I'Al HILSVIN ADNJHVASNVHL
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TRANSPARENCY MASTER IV.l.2

UNDEREMPLOYMENT

Which of the following is an example of an
underemployed person?

A. cook working as a chef
B. teacher who is principai
C. head waiter working as a busboy

D. secretary working as an administrative assistant

217
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LABOR MARKET DYNAMICS

HOUSEHOLDS

(EMPLOYED &
UNEMPLOYED PERSONS)

DEMAND DEMAND SUPPLY SUPPLY
g FOR GOODS FOR OF OF GOODS
& AND SERVICES LABOR LABOR AND SERVICES

EMPLOYERS
(FILLED & VACANT JOBS)

219
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POPULATION AND LABOR FORCE
SUPPLY OF LABOR

POPULATION NOT I
THE LABOR FORCE
(CHILDREN, STUDENTS,
HOMEMAKERS, RETIRED,
INSTITUTIONALIZED

LT-AY

LABOR FORCE

EMPLOYED AND UNEMPLOYED

Increased by new and re-entrants.

Decreased by death, retirements,
discouraged jobseekers.

TOTAL POPULATION

ERIC

Full Tt Provided by ERIC.
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ESTIMATED REPLACEMENT RATES FOR MAJOR OCCUPATIONAL GROUPS

Replacement
Occupation Rate
TOTAL EMPLOYED,AGE 16 ANDOVER .. .. oo’ vvvr v, e 19.4%
PRIVATE HOUSEHOLD WORKERS . . .. ottt e ot e et e e 39.6%
NONFARM LABORERS .« .« ot vttt ettt e e e e e e e e e e e e 30.4%
FARM LABORERS AND SUPERVISORS. . . vttt vt e vt e e eeeeeeeeeee e 27.7%

= SERVICE WORKERS, EXCEPT PRIVATE HOUSEHOLD .. .. ....ovuvene v 27.5%

B SALESWORKERS .« v ettt ettt e ee e et e et e e e e e 23.3%
CLERICALWORKERS . . . ot ottt ettt e ee e e e e e e e e e 21.6%
OPERATIVES, EXCEPT TRANSPORT. .« v vt vt vt et es et e e vt ee e 20.9%
TRANSPORT EQUIPMENT OPERATIVES .. ......ooiiniiin i 17.0%
CRAFT AND KINDRED WORKERS & . o oo ottt tee e e ee e eeeee e 14.1% 3

i MANAGERS AND ADMINISTRATORS, EXCEPT FARM . . .. oo v oo e eeeeennnns 11.6% §
1 PROFESSIONAL, TECHNICAL, AND KINDRED WORKERS . . ..o\ ov e nnn.. 11.2% m
3 FARMERS AND FARM MANAGERS .« oottt e ot ettt e ee et e e 9.1% g
\ 223 ?
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THE PROPORTIONS OF YOUNG AND OLDER
PERSONS IN THE LABOR FORCE WiLL DECLINE

(Percent)

\

\

LEAI

L)
.....
......
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m

1990 1995
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LABOR FORCE GROWTH WILL SLOW
THROUGH THE MID-1990s
Average Annual Percent Increase

Actual

Projected
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TRANSPARENCY MASTER IV.1.8

SUPPLY AND DEMAND

Directions: Fill in the missing information with figures that are logical

Total Total
Number of Number of Unfilled
Employed Available Machinist
Machinists Machinists _Openings

Jan. 1, 1983—Base Year—
1 Plant 280 100 0

Jan. 1, 1984—New Plant
Opens (Has 200 machinist

Q openings) 380 1H___ 100
’ By mid-summer of 1984,
| ‘ there was full employment

in both plants. 480 0 0

Jan. 1, 1985—Computer

Assisted Manufacturing

equipment installed in both

plants—both plants lay-off ) 3 0

By mid-summer 1985, both
plants reach stable employ-

ment 380 100 0
Jan. 1, 1986—Union
Graduates 25 Apprentices 380 4h______ 50—
|
|
|
|
|
1V-35

‘ 228




LEN]

229

WORKER SUPPLY
In general, the supply of workers is linked to the:

A. pay ranges

B. educational requirements
C. demand for workers

D. type of industry

In a high-skill occupation, a shortage of workers can result from:

a sudden decrease in job openings by employers
an increase in graduates of training programs
traditional high wages in the occupation
restricted entry into the occupation

Cowm >
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KEY CONCEPTS:

COMPETENCIES:

PERFORMANCE
OBJECTIVES:

LEARNING EXPERIENCE i1

OCCUPATIONS AND INDUSTRIES

An industry can be classified by the goods and/or services it produces.
An occupation can be classified by the major tasks a worker performs.

Although each industry has its own occupational composition, some occupa-
tions are found in many different incustries.

Workshop participants will be better able to—
1. classify industries as providers of goods or services,

2. describe an activity that infuses into their curricula examples of goods-
producing or service industries,

3. classify occupations according to various classification systems,

4. describe an activity that infuses into their curricula occupational classifica-
tion activities,

5. explain the concept of occupational mobility, and

6. describe an activity that infuses into their curricula the idea that many occu-
pations can be found in different industries.

Workshop participants will complete a worksheet classifying industries as goods-
or service-producing with at least 80 percent accuracy.

Workshop participants will classify all of the occupations in a list according to
the system used in the Occupational Qutlook Handbook.

Workshop participants will list appropriate mobility potential of selected
occupations.

Workshop participants will develop an infused lesson plan that uses information
inthe OO H.

V-39 23 1




OVERVIEW:

Three key concepts are combined in this learning experience because of their
simplicity and interrelationship. The purpose of this learning ex perience is to
explore (1) the process for classifying occupations and industries and (2) the
way occupations are distributed within industry. As in the previous learning
experiences, participants will design an infused lesson plan.

For additional information on occupational classification, refer to the handout
“The Labor Market'’ found on page 1V-13. Also, representatives from the local
department of labor can provide information on industrial and occupational

classification.

INSTRUCTOR'S
INFORMATION:

Time Estimate

Workshop R esources

Instructional Methods

90 minutes
Occupational Outlook Handbook

Handouts

The Labor Market—page IV-13—1V-15
Goods and Service Industries—page |V-47
Model Lesson Plan—page 1V -48

Lesson Plan Format—page |V-49

Transparency Masters ‘
Codes—page 1V-51

DOT Numbering System—page 1V-63

Goods and Services—page |V -55

The Occupational Composition of Industries
Differs—page I\VV-57

Educational Attainment of the Labor Force
Continues to R ise—~page | V-59

College G raduates and Jobs—page |V-61

Job Distribution in Industries~page 1V-63

Handout Exercise
Minilectures
Participant Exercises




Instructor’s Qutline

l. Introduction of Learning Experience

A. Explain to participants that the purpose of this activity
is to explore the classification of industries and occu-
pations and the distribution of occupations.

B. Use transparency IV.I1.1 to introduce this learning Show transparency IV.{.1—
experience. Ask participants to determine the correct ""Codes’’—found on page
answer to the question shown. The correct answer is “A.” | 1V-51.

The following information can be used to answer
specific questions:

D.O.T.: Dating from the Depression Era, the Dictionary Show transparency |V.1l.2—
of Occupational Titles was designed to nelp the Employ- “D.0.T. Numbering System"'—
ment Service classify and place applicants. It is very de- found on page 1V-53.
tailed and contains over 20,000 entries. The D.O.T.
uses a nine digit classification system which relates
to the tasks performed for each occupation. The
first three digits refer to the occupational group.
The second three digits refer to worker functions
as they relate to Data, People, and Things. The third
‘ three digits refer to a unique numerical code of a
specific base title,

S.0.C.: Standard Occupational Classification provides
a more general coding system and nomenclature for
identifying and classifying occupations. This system
was designed to provide a common coding structure
for occupational classification. The S.0.C. clusters
occupations into groups according to the type

of work performed. Many government data systems
are moving toward adoption of the S.0.C. to improve
the cross-comparability of the data. This is why the
S.0.C. code is included in the OOH s "“Index to
Occupations.”’

Il Classifications of Industries (Handout Exercise)

A. Explain that industries are broadly classified as either
goods producing or service producing.

1. Goods producers provide a product.

2. Service producers provide a service.

3. The movement toward service-oriented society
generates more service industries.

Iv-41
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Instructor’s Qutline Notes

B. Explain that there is basically only one coding sys-
tem used to classify industries—the Standard Indus-
trial Classification Manual. Occupations are classified
into industries according to—

1. the resulting goods or service,
2. the primary activity conducted in the industry, and

3. the major sector of the economy the occupation
addresses (agriculture, mining, construction, manu-
facturing, transportation, wholesale trade, retail
trade, finance, services, or public administration).

C. Ask participants to complete the worksheet ‘’Goods and Distribute worksheet—
Service Industries.”” Review the answers: "Goods and Service Indus-
tries”—found on page [V-47.

(1) service, (2) goods, (3) service, (4) service, (5) goods,
(6) service, (7) service, (8) service, (9) service, (10) goods,
(11) goods, (12) service, (13) service, (14) service, and
(15} goods.

I11. Classification of Occupations {Minilecture)

A. Explain that the OOH clusters occupations according Refer to the ""Contents’’
to the type of work performed, and basically reflects listing in the OOH.
the S.0.C. classification structure. Briefly go through Participants need a copy
the 19 clusters found in the OOH. of “’Contents’’ to complete
this activity.

B. Have participants classify the following occupations ac-
cording to the classification system in the OOH.

Occupation Cluster
List some or all of the occu-
Architect Engineers, Surveyors, and pations on the board or a
Architects large sheet of paper.
Buyer Administrative and Managerial
Electrical Inspector Mix the occupations up so
that all from the same
Veterinarian Health D iagnosing and cluster are not presented
O ptometrist Treating Practitioners consecu tively.
Truck Driver Transportation and Material
Airline Pilot Moving Occupations

Bulldozer O perator

1V-42
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Occupation Cluster

Guards

Bairtender

Housekeeper Service Occupations
Child-Care A ttendant

Cashier Marketing and Sales
Account Executive Occupations

Lobbyist

Newscaster Writers, Artists, and
Photographer Entertainers

Dancer

Auto Mechanic Mechanics and Repairers
Telephone Installer

C. Indicate that government statistics on employment are
organized according to the following classification
system:

Professional, technical and related workers
Managers, officials and proprietors
Salesworkers

Clerical workers

Craft and related workers

Operatives

Service workers

Laborers

Farmers and farmworkers

1v-43
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Instructor’s Outline

Notes

1. The blue-collar, white-collar classification system is
no longer used by the Bureau of Labor Statistics as
those terms were deemed too general.

2. As transparencies |V.11.3 and IV.1.4 indicate,
there is a trend toward more service workers as
service industries proliferate.

D. (Optional) Have workshop participants list one
example for each category of workers. Briefly dis-
cuss these examples and compare wages and working
conditions.

E. (Optional) Use transparencies | V.II.6 and IV.I1.6 to
illustrate the trend toward rising levels of education
and the concentration of college graduates in certain
occupations.

1. As transparency |V.I1.5 shows, the percentage of
the work force having four or more years of college
grew from 14 percent in 1970to 19 percent in
1980.

2. As transparency |V.I1.6 shows, college graduates
tend to be employed as professionals or managers.
Explain that this trend will continue even if the
number of college graduates begins to decline.

IV. Occupations and Skill Mobility (Participant Exercise)

A. Indicate that many occupational skills can be trans-
ferred from one industry to another.

1. Each industry has a unique distribution of occupations.

2. However, a given occupation may be found in dif-
ferent industries. For example, secretaries do very
similar tasks whether working in a manufacturing
business or service industry. Similarly, electricians
would do similar tasks regardless of the industry.

B. List ten different industries on the chalkboard or large
sheet of paper. Have participants identify occupations

that are common to at least three of the ten industries.

Show transparencies 1V.11.3 —
"G oods and Services''—and
VI.11.4—""The Occupational
Composition of Industries
Differs'’—on pages 1V-55

and 1V-57.

Have participants use the
OOH to obtain examples.

Show transparencies IV.I1.5
“Educational A ttainment of
the Labor Force Continues
to Rise’’—and 1V.Il.6
“College Graduates and
Jobs"—on pages 1V-59

and 1V-61.

Use “Tomorrow’s Jobs" in
the OOH to obtain a listing
of industries. List responses
on chalkboard or sheet of

paper.
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Notes

C. Ask five participants to role-play different occupations
of their choosing. In some cases (for example, truck
driving or cooking), participants might be able to panto-
mime the occupation. In other cases, the participant
might have to do some verbal description. For each
occupation that is depicted, have the other participants
list industries where the occupation might be found.
For example, truck driving could be found in manu-
facturing, construction, and transportation industries.

D. Use transparency |V.I1.7 as a basis for discussing job
mobility.

1. The answer to question 1 on the transparency is
D" because even though pilots can be found in
several industries as corporate employees, choices
“A, "B,"” and "'C" are found in far more industries.

2. The answer to question 2 is ’C"’ because virtually
every industry employs typists.

‘ E. (Optional) Ask each participant to list possible occu-
pations in which the following workers could be re-
trained:

Laid-off steel worker

Laid-off auto worker

Laid-off machinist

Unemployed physical education teacher

1. Explain that during the 1980s, the issue of retrain-
ing will become more critical.

2. There are no right or wrong answers to the question
about retraining. The following is an example of a
set of possible answers:

Retrain as a welder
Retrain as a computer repairperson

Retrain as a tool and die person
Retrain as a physical therapist

IV-45
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Refer participant to the
occupational clusters found
in the Table of Contents

of the QOH.

Show transparency IV.I11.7~
"Job Distribution in
Industries’’~on page

IV-63.
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V. Mobility and the 0 OH (Minilecture)

A. Indicate that the OOH makes reference to occupational
mobility in the following places:

1. The ""Employment’’ section and the “Related
Occupations’’ section for each occupation descrip-
tion includes information on similar occupations.

2. The ““Tomorrow’s Jobs” section also discusses the
transferability of certain occupations.

B. Have participants use the OOH to identify at least Use the OOH.
three occupational descriptions that make reference
to transfer opportunities. Use “Librarians” as
an example.

1. The “Employment” statement lists the places
where librarians work and mentions their em-
ployment as audiovisual specialists.

2. The ""Related Occupations” section lists jobs
requiring similar analytical and organizational
skills, for which librarians might qualify.

VI. Infused Activity (Participant Exercise)

A. Ask each participant to develop an activity that infuses Participants can work indi-
into the curriculum an idea presented in this learning vidually or in small groups.
experience. Since more than one concept is addressed,
participants may want to develop more than one activity. | Use the “Lesson Plan For-

mat’’ found on page 1V-49.

Distribute “Model Lesson
Plan’’ found on page |V-48.

B. (Optional) Ask a few participants to share Provide participants with
their ideas. appropriate related activities.
VIl. Wrap-Up

A. Indicate that this learning experience was designed to
provide information on classification of industries and
occupations, occupational mobility, and the distribu-
tion of occupations in industry.

B. Mention that the next learning experience explores how
job openings occur.

IV-462 3 5




HANDOUT SAMPLE
Not to be reproduced—
Sets available from publisher HANDOUT *

' GOODS AND SERVICE INDUSTRIES

Directions: Place an X under the appropriate heading that describes the primary industry classifica- |
tion of each firm or agency.

Goods-producing Service-producing
Firm/Agency Industry Industry

George Washington High School

Chrysler Motors

Busy Bee Cleaner

Joe's Stationery Store

New Town Dairy

State Education Department
U.S. Department of Labor
Village Realty

© o N Do AW

New York Police Department

-
o

Westinghouse Electric, Refrigerators Division
. Bethlehem Steel

-—
-—

—
N

. Ron’s Resumes

~
w

. Pete’s Diner

—
L

General Hospital

RURRERRREAREN
ANRRRRRNRANY

-
o

General Foods

Directions: In the spaces below, write examples of goods and service industries from your own
home town.

Goods-producing Service-producing

1v-47
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HANDOUT SAMPLE

Not to be reproduced—
Sets available from publisher HANDOUT «

MODEL LESSON PLAN .
Title: Job Mobiles
Grade Level: K-1 Subject Area: Art
Lesson Goal: The student can identify three occupations associated with five

different tools required by that occupation.

Lesson Objective: The student can identify at least one occupation associated with five
different tools required by that occupation.

Time Requirement: Three 45 minute periods
Description of Activity: 1. The teacher leads a brief class discussion on the different tools
required for different jobs.
2. Each student chooses two jobs with which he/she is familiar.
3. Each student constructs a mobile of at least six parts illustrating
the tools of the two jobs (magazine cutouts or freehand silhouettes ‘
may be used).

4. Mobiles should be hung in classroom.

5. A class discussion mentions all the tools and jobs that were made.

Resources:
Materials: Various art supplies, magazines
Evaluation: Each student can name at least three different occupations when three
different tools are pointed out.
A
“i o
IV-48
Q Copyright € 1986 by the National Center for Research in Vocational Education,

E MC The Ohio State University




HANDOUT SAMPLE
Not to be reproduced—
Sets available from publisher

Title:

Grade Level:

Lesson Goal:

Lesson Objective(s):

Career Development:

Instructional:

Time Requirement:

Description of Activity:

Resources:
Materials:
People:

Space/Equipment:

Evaluation:

Copyright © 1986 by the Nationa! Center for Research in Vocational Education,

LESSON PLAN FORMAT

Subject Area:

1v-49 2 4 1

The Ohio State University

HANDOUT *
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CODES

Occupations are classified by the major tasks a worker performs. The
following coding systems are used in the OOH. One has relatively few
categories covering a broad range of occupations. Which coding system
has the more detailed occupational categories?

a. DOT — Dictionary of Occuparional Titles
b. SOC — Standard Occupational Classification

242 243

L'IFAI H31SVIN AODN3HV4ISNVHL



® ® @
DOT Numbering System
CGNSTRUGTION EQUIPMENT MECHANIC (CONSTR).

i
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GOODS AND SERVICES

INDUSTRIES PROVIDING SERVICES EMPLOY MORE PEOPLE
THAN THGSE PROVIDING GOODS
(Millions of Jobs)
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THE OCCUPATIONAL COMPOSITION OF INDUSTRIES DIFFERS

SERVICE—~PRODUCING INDUSTRIES

FINANCE, INSURANCE,
AND REAL ESTATE

PUBLIC ADMINISTRATION
SERVICES

TRADE

TRANSPORTATION, COMMUNICATION,
AND PUBLIC UTILITIES

GOODS—PRODUCING INDUSTRIES
MINING

MANUFACTURING
CONSTRUCTION

SERVICE

BLUE—COLLAR

/| WHITE—COLLAR

V222222222

2227

77222727777 R

”

O =

I I |
20 40 60

PERCENT DISTRIBUTION

SOURCE: BUREAU OF LABOR STATISTICS

|
80

100

V'H'AI H31SVIN ADNIHVISNVYHL
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EDUCATIONAL ATTAINMENT OF THE LABOR FORCE

CONTINUES TO RISE

Percent Distribution

1970 1982

Labor Force, Total 100 100
Less than 4 years of high school 33 22

4 years of high school 40 41

1 to 3 years of college 14 18

4 or more years of college 14 19
251
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PERCENT DISTRIBUTION iN 1980

60

50

20+

COLLEGE GRADUATES AND JOBS

PROFESSIONAL

MANAGERIAL

SOURCE: BUREAU OF LABOR STATISTICS

9°II'Al H3LSVYIN ADNIHVASNVYL



JOB DISTRIBUTION IN INDUSTRIES

1. Which occupation is most specific to a particular industry?

secretary

typist

machine operator
pilot

cow>

EFAI

2. Which occupation would be found in the greatest number of industries?

A. musician
B. pilot 4
C. typist >
D. machinist é
>
m
=4
g
<
=
>
-
=
. <
054 259 =




KEY CONCEPT:

COMPETENCIES:

LEARNING EXPERIENCE ill
JOB OPENINGS
Despite the importance of employment growth, most job openings result from
replacement needs.
Workshop participants will be better able to—

1. explain the difference between and relative importance of job openings
due to (a) employment growth and (b) replacement needs and

2. describe an activity that infuses into their curricula material on reasons for
a favorable or unfavorable outlook for an occupation.

PERFORMANCE  Workshop participants will classify at least 80 percent of job openingsin a spe-

OBJECTIVES: cific list according to their cause: employment growth or replacement needs,
Workshop participants will develop an infused lesson that relates to the above
concept and uses information from the OOH.

OVERVIEW: Although this concept is relatively simple to understand, it is important for
people to realize that the source of jobs is less likely to be creation of new jobs
(employment growth) than replacement of workers in existing jobs. Partici-
pants will be given time to develop their own infused lessons.

INSTRUCTOR'S  Time Estimate 60 minutes

INFORMATION:

Workshop Resources Occupational Outlook Handbook

Handouts

Turnover R ates—page |V-73

Model Lesson Plan—page |V-74
Lesson Plan Format—page | V-75
Knowledge Quiz—page 1V-76—1V-78
Related Activities—page |V-91

R esources—page 1V-109




Instructional Methods

Optional Actiities

Transparency Masters

Job Openings—page | V-79
Occupational Growth—page 1V-81

Job Sources—page |1V/-83

Fastest Growiny Industries—page | V-85
New Jobs, 1982-95—page |V-87

D eclining O ccupations—page | V-89

Minilecture
Participant Exercises
Handout Exercise

Role play of Radio Interview {Participant Exer-
cise) —page 1V-68

Turnover Rates (Handout Evercise)—page 1V-69

Hometown Statistics (Participant Exercise) —
page 1V-69

Knowledge Quiz (Handout Exercise)—page |V -71

IV-66
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Instre~tor’s Outline

Notes

Introduction of Learning Experience

A.

Explain that the purpose of the activity is to explore
the differences between growth and replacement needs
in the job market.

Explain that the general concept of this learning
experience is that more job openings occur to replace
lost workers than are created for ‘‘new’’ workers.

. Jobs Due to Growth (Minilecture)

A. Use transparency IV.Il1.1 to introduce this discussion

on job openings. The answer to the question shown is
""E" because openings created by worker disability

are small compared to the other choices. It should be
pointed out, however, that this is a form of replacement
opening. The major idea of this section is that most job
openings result from replacement needs.

. Explain that some jobs result from growth. indicate

that there can be general economic grow th or specific
growth within an industry. It should also be mentioned
that jobs caused by industry growth generally occur

in a growing general economy (although certain industries
may experience growth during a recession), while jobs
related to occupational growth can occur anytime (the
growth of medical technicians, for example, has been
unaffected by the poor economy because of social wel-
fare programs like Medicare).

Use transparency 1V.111.2 to summarize the discussion
of the two types of growth that lead to job openings.
The answer to the question is “A’’ because of the growth
of information resources and their growing importance
to the function of day-to-day business operations. The
other occupations are less related to general economic
activity.

1. New jobs can be created by general economic
growth. For example, a growing economy will
create new jobs as businesses expand their
operations.

2. There are always some new jobs created as a result
of growth in a particular industry. Three exam-
ples, all related to the general growth of the health
care industry, are radiation therapist, emergency
medical technician, and dietetic technician.

IV-67
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Show transparency IV.I1l.1—
Job Openings''—found on
page 1V-79.

Show transparency IV.111.2—
""Occupational Growth''-~
found on page 1V-81.
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3. Some new jobs are created by technology. Thus,
the computerization of business systems has
meant more computer service technicians.

D. Ask participants to provide additional examples of
growth-related job openings. Examples would be medi-
cal insurance clerks and computer programmers.

E. (Optional) Conduct a role-playing activity. Ask for
a volunteer to act as interviewer from a radio talk
show. Other workshop participants will act as high
school seniors who have chosen occupations they
believe to have good growth potential. The interviewer
asks the others what their occupational choices are.
List all jobs chosen, Discuss the occupations from the
standpoint of growth potential.

I11. Jobs Because of Replacement Needs

A. Explain that the majority of job openings are created
as people change occupations or leave the labor force
(commonly referred to as labor force separations).

1. Most replacement needs stem from occupational
transfers—openings that occur as people change
jobs or careers, or move up the career ladder.

2. Two other causes of separations are death and
retirement.

3. Other causes of separations are disabilities and
resignations for personal reasons. For example,
individuals may leave their jobs in order to raise
families.

4, Some industries are characterized by high employee
turnover rates, while others are very stable, An
example of a high turnover industry is the fast-food
industry. Education is an example of a stable indus-
try with a relatively low turnover rate. Occupations
with the highest replacement rates tend to have
low pay and status, limited training requirements,
and a high proportion of young and part-time
workers.

IV-68
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List participant responses on
a chalkboard or large sheet
of paper.

Use the OOH to ohtain
information on occupations.

List causes on chalkboard
or large sheet of paper.
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Show transparency IV.11.3—
"“Job Sources'‘~found on
page |V-83.

B. Use transparency IV.111.3 to summarize the sources of
job openings. The answer to the question shown is “C.”
This choice is correct because none of the others
accounts for the majority of job openings. This point
has been made throughout the module.

Distribu ‘e the worksheet—
“Turnover Rates’'—found
on page 1V-73

C. (Optional) Have participants complete the work-
sheet “Turnover Rates.” Explain that this activity
is designed to cause participants to think about
what causes high or low turnover arJ point out
that there are no right or wrong aziswers.

1. Have participants complete the worksheet by arriv-
ing at a logical reason for each choice. For example,
teachers might have lower than average turnover
because they have made a substantial investment in
training, or their jobs are reasonably secure although
not highly paid. One might argue, however, that
teachers have high turnover because so many leave
for family responsibility or better jobs.

2. Ask each participant to provide a rationale for at
least one worker on the list. Others might present
different reasoning, and the discussion may show
that different geographic locations and/or experi-
ence backgrounds of the participants yield different
rationales.

D. (Optional) Hometown Statistics. In this activity,
workshop participants use information about their own
environments to create a chart that reflects the sta-
bility of various employment sites. It is a “‘creative”
activity in that the participants are given general guide-

lines and must then chart the information on their own.

1. The guidelines are—
® list three hometown business establishments, The format of the work-
sheet “"Turnover Rates”
® |ist five occupations within each business, can be used.
® indicate the turnover rate (high, average, low) of In groups whose partici-
each occupation (total of fifteen different occu- pants come from the same
pations). location, the "hometown’’
might be that of the par-
ticipants’ childhoods.
2. After each participant has "created’’ his/her chart,

ask volunteers to share theirs with the group.

IV-69
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Instructor’s Outline Notes
IV. Job Openings and the OOH (Participant Exercise)
A. Indicate that in the OCH there are references to job Refer to the OOH during

needs created by replacement and/or growth.

1. The “Tomorrow's Jobs'' section addresses this con-
cept in detail.

2. Each occupational description addresses the source

of new jobs. The "Employment” and '“Job Out-
look’* sections specifically discuss the issue of
growth versus replacement for each occupation.

3. Transparency |V.I11.4 lists the growth industries of
the 1980s. Computer and data processing service