





that he could function in his volunteer
role. The questions of the interviewer
served the catalytic function of an
effective debriefing session.

As developed at Berea College (see
*‘Educational Debriefing: A Leaming
Tool,”” by William A. Laramee, Syn-
ergist, Volume 5, Number 3, Winter
1977; reprint 90), debriefing consists
of three sessions held about a week
apart at or near the end of the student’s
work experience. A debriefer conducts
two small-group (six to 10 students)
sessions and one final interview of
about half an hour with each of the
students. Originally the purpose of the
group meetings was expediency—the
debriefer saved time by meeting with
groups rather than individuals. It soon
became clear, however, that the group
method was better: The students also
learned from each other.

In the first session, most of the time
is spent in what is known as the ‘‘Coat
of Arms”’ exercise (see Illustration 2).
Each student draws his own coat of
arms by filling in the (nine) spaces
with something representing an aspect
of his work. Then each explains his
coat of arms to the others.

The second session centers around
examining the learning that has oc-
curred in the following areas: 1) re-
sponsibility, knowledge, and skill
development; 2) awareness and crea-
tivity; 3) understanding and commit-
ment; and 4) leadership and autonomy.
The students also complete a self-
evaluation of certain attitudes towards
their work such as initiative, use of
time, concern for quality (see Illustra-
tions 3 and 4).

The third session consists of an
interview in which the purpose is to
clarify the student’s learning and to
relate the material developed during
the first two sessions to the student’s
portfolio.

Educational debriefing represents a
radical departure from conventional
means of measuring, but it has distinct
advantages. First and most important,
the process is a learning experience.
The individual not only learns through
articulating personal experiences, but
learns from hearing the experiences of
others. Secondly, debriefers need not
be experts in the field in which the
student worked. In fact some would
argue that it is better if the debriefer is
naive about the work experience be-
cause the student is then forced to
explain in simple, straightforward lan-
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problems.

other realities of the agency situation.

others as appropriate.

and/or activities as necessary.

welfare of others.

guage. The only special quality neces-
sary to a debriefer is the ability to
create an atmosphere that encourages
honest sharing.

Using the Dictionary of Occupa-
tional Titles. Another procedure for
measuring experiential learning in-
volves using the Dictionary of Oc-
cupational Titles, a publication de-
veloped by the U.S. Department of
Labor. This Dictionary lists more than
35,000 jobs and classifies them in an
interesting way. It assumes that any
job to be done requires one or more of
three families of skills. Those families

Responsibility, Knowledge
and Skill Development

ORelate personal skill, talents, knowledge,

interests, and limitations to volunteer situations.

[CIRelate current volunteer assignment to ongoing procedures

necessary to agency functioning.

[Olnitiate activities to learn additional specific content skills and .

information appropriate to this assignment.

([JInitiate activities to increase knowledge and develop new skills.

Awareness and Creativity
(JIndependently identify needs and problems in volunteer assignment.
[ODemonstrate analytical approach in effectlvely meeting needs and solving

[CJExplain basic needs and procedures to others.
[JSuggest or demonstrate new procedures to increase effectiveness or efficiency.

Understanding and Commitment
[CJRelate personal skills, knowledge, values and goals to goals, policies, and

[OArticulate and interpret observations, experiences, and understandmgs to

[JDemonstrate commitment to serving others.
[[JPlan and organize volunteer assignments for others.
[JMake constructive suggestions to others.

' Leadership and Autonomy
[OODefine or modify program goals.
[OIdentify and acqulre existing resources necessary to goal achievement.
[Oinitiate and maintain activities necessary to goal achievement.
[OPeriodically appraise goal achievement progress, and modify goal materials

[OJCommunicate personal value commitments and interpret them to co-worke:s
[JCommunicate confidence in self-knowledge and value commitments.
[JAccomplish the above in ways that are consistent with own welfare and

OAccomplish the above with minimal supervision.

(. From Synergist, Winter 1977; reprint 90)

Mark with a + sign the five items which you consider most learned in your current
assignment. Mark with a — sign the five items that you consider least learned. When
everyone has finished, tabulate responses on black board or newsprint, identify and
analyze patterns (if any), and discuss reasons for individual choices.
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Hustration 3: Rank Order of Learning Objectives Exercise

are: skill in the handling of data, such
as would be required for a researcher
or a teacher; skill in working with
people, such as would be necessary to
a receptionist or a psychiatrist; or skill
in working with things, such as would
be necessary to drive a truck, build a
wall, or perform surgery on the brain.
Illustration 5 gives a one-word de-
scription for levels of skill within each
family. Classifying a job consists of
giving three digits which indicate the
level of skill needed in each of the
categories; for instance, assembly line
inspector, 6-8-4, which indicates the






such as those developed by the Cali-
fornia Psychological Inventory (Con-
sulting Psychologists Press, Palo Alto)
assess some of the values which
Rogers and Maslow hold to be impor-
tant. They include measures of self-
assurance, self-acceptance, self-con-
trol, independence, and tolerance.If
such tests are applied before and after
a volunteer experience, they provide a
measure of the impact of the experi-
ence, provided a control group is
tested whose experiences are similar
except for the volunteering.

In attempting to discover where
student volunteers are on the Maslow
scale, I have simply read what they
have written in journals and field re-
ports, and searched for statements that
reflect Maslow’s values. The student
who wrote, for instance, that while
working in a tutoring program “‘I gaqt
to know some beautiful kids and be-
came more confident as a teacher and
as a person’’ clearly experienced love
and self-esteem, and this places him
on Maslow’s hierarchy.

DATA PEOPLE THINGS

0 Synthesizing 0 Mentoring 0 Setting Up

1 Coordinating 1 Negotiating 1 Precision Working

2 Analyzing 2 Instructing 2 Operating — Controlling
3 Compiling 3 Supervising 3 Driving —Operating

4 Computing 4 Diverting 4 Manipulating

5 Copying 5 Persuading 5 Tending

6 Comparing 6 Speaking — Signaling 6 Feeding—Offbearing

7] No significant 7 Serving 7 Handling

8 relationship 8 No significant relationship 8 No significant relationship
Illustration 5: Occupational Codes Source: U.S. Department of Labor

The concerns of another of these
psychologists are more precise than
those of Rogers and Maslow. Law-
rence Kohlberg has, for the past
twenty years, been researching moral
development. He has isolated six lev-
els of moral development, and his re-
search in the United Kingdom, Tur-
key, Taiwan, and Mexico suggests
that these stages' are universal. Fur-
ther, they are sequential: To arrive at
any stage it is necessary for a person to
live through each of the previous
stages. (Refer to ‘‘Stages of Moral
Development as a Basis for Moral
Education’’ in Moral Education,
Toronto, 1971.)

Illustration 7 shows Kohlberg’s
stages, and an excellent discussion of
the relationship between these stages
and volunteer work can be found in
Richard Graham’s ‘‘Voluntary Action
and Experiential Education.”’

Jane Loevinger concentrates her
interest in ego development, which in
Measuring Ego Development (Jossey-
Bass, San Francisco, 1970) she de-

GROWTH NEEDS
(Equally important;
not hierarchical)

I

Self-Actualization'
Truth  Goodness

Individuality Aliveness
Perfection Completeness Order

Simplicity Playfulness  Self-Sufficiency

Beauty

Richness

Effortlessness

/

Self-Esteem
Esteem by Others

: / Love and Belongingness \

/

Safety and security

\

BASIC NEEDS

/ Air, water, food, shelter, sex and sleep \

Illustration 6: Maslow’s Hierarchy
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(Adapted from the works of A. Maslow)

fines as ‘‘the unity of personality,
individuality, the method of facing
problems of life and the whole attitude
toward life.’’ For her, as for Kohlberg,
human development consists of a se-
quence of stages (shown also in Illus-
tration 7), each of which has certain
qualities distinguishing it from the
stages which precede and follow it and
each of which must be experienced
before going on to a subsequent one.
As in travelling you must pass through
the territory between to get from one
place to another.

William Perry’s Intellectual and
Ethical Development in the College
Years (Holt, Rinehart and Winston,
New York, 1970) is based on research
done mainly with Harvard undergrad-
uate students during the 1950s and
1960s. He also observed stages (see
Illustration 7), but he makes no claim
to their universality. His work is prob-
ably culture bound, but to the degree
that other institutions share the aca-
demic culture of an American elitist
institution, the work will apply.

Perry is able to delineate nine posi-
tions which fall into three general pat-
terns of thought. The beginning col-
lege student generally sees the world
in polarized terms: right or wrong;
good or bad; black or white (positions
1, 2, and 3). During the middle posi-
tions, students come to recognize that
life has more diversity and ambiguity
in it than they had previously realized.
They see more complexity in moral
issues and more tentativeness in scien-
tific conclusions. They tend to become
relativistic on issues where they had
previously been absolutist (positions
4, 5, and 6). In their final stages, they
develop the capacity for personal com-
mitment despite the relativism and the
ambiguity of the world around them
(positions 7, 8, and 9).

Perry himself has not written about
the educational applications of his
ideas or developed the means of
measurement, but others have. Lee
Kneflekamp, at the University of
Maryland, College Park, has a pro-
cedure which can be administered
quickly. She also has trained students
to score it.

Both Kohlberg and Perry have de-
veloped means to measure develop-
ment on their scales, but the proce-
dures are complex and require special
training to become a competent scorer.
The Center for Moral Education at
Harvard provides a scoring service.






