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CONFERENCE SUMMARY

During the week of August 20 through 25, 1967, approximately sev-
enty professional workers from the fields of counselor education, vo-
cational education, labor, employment counseling, personnel manage-
ment, school counseling and guidance supervision met together in Co-
lumbia, Missouri, to consider the vocational aspects of counselor educa-
tion. This conference was the second in a series cosponsored by the
American Vocational Association and the American Personnel and Guid-
ance Association, and funded by the United States Office of Education
through the Vocational Education Act. The first conference, held in
Marquette, Michigan, in August of 1966, focused upon the vocational as-
pects of counseling and provided an opportunity for renewing and ex-
panding the dialogue between vocational education and guidance and
counseling. .

These conferences and several related efforts in various settings
provide evidence of certain developments and apparent needs. Though
closely allied during earlier portions of this century, vocational education
and guidance and counseling have drifted apart and each has experi-
enced significant development independent from the other. It was in a
spirit of meeting the need for greater communication and increased co-
operation that the Columbia, Missouri, conference was convened.

The conferees met in a pleasant, informal setting, and from the first
assembly it was apparent that a congenial and cooperative atmosphere
prevailed. After a warm welcome by the conference director and Uni-
versity of Missouri officials, the group, in its first three general sessions
heard scholarly papers given from the fields of economics, sociology, and
psychology. Herbert Striner discussed the role of the counselor in a dy-
namic economy from an economist’s point-of-view. He proceeded to de-
fine counseling in terms of relating people to work, and emphasized the
importance of information, the decision-making processes, and the in-
creased uses of computer techniques. In the second paper, Edward Gross
presented evidence of the changing structure of work, and the con-
comitant changes required in an industrial society. In addition to at-
tacking unemployment only through economic and/or worker training
and retraining approaches, he suggests that further restructuring of
work may be necessary in order to fit the job to the worker. In the
third paper, Donald Hansen discussed the individual and his work from
a psycho-social frame of reference and diagrammed a set of schema for
analyzing the various orientations to work which an individual may de-
velop.

In a general session following the presentations of the three papers,
Edward Roeber reviewed and discussed the contents with the presenters
in a panel before the group, and the seminar participants had an oppor-
tunity to comment upon the papers and question the panel members.
Dr. Roeber then presented, from his point of view, the implications of
the papers for counselor education.

With the first four general sessions as background, the seminar
proceeded to focus its attention upon (1) programs and services needed
to facilitate vocational development of youth and adults, (2) the prep-
aration of personnel to staff these programs and provide these services,
and (3) available and potential resources to enhance the vocational as-
pects of counseling and counselor education programs.
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Merle Strong discussed the role of the United States Office of Edu-
cation’s Division of Vocational and Technical Education in strengthen-
ing the vocational aspects of programs, encouraged counselors to become
better aware of the world of work and its complexities, and to strength-
en their efforts to provide more adequate vocational guidance services
for their students.

The executive directors of the two sponsoring professional organi-
zations, Lowell Burkett of AVA and Willis Dugan of APGA, described
their associations and the roles they play in reuniting the efforts of vo-
cational education and personnel and guidance. Panel presentations and
discussions of a wide variety of resources for vocational guidance were
conducted by representatives from industry, labor, state departments of
education, vocational rehabilitation, and the employment service.

The greatest personal involvement of Seminar participants was
probably obtained in the small group discussions which were scheduled
concurrently throughout the week. Each participant was assigned to one
of five Task Groups, all of which were asked to direct their attentions
to answering three questions. The questions related to services and per-
sonnel needs, preparation programs, and resources, and each group was
provided three, one and one-half to two hour meetings to discuss each
question. After the three meetings for each question, each group re-
ported its digcussions to the Seminar. Although the discussions in the
five groups ranged widely, impressively large and varied lists of current
practices, suggestions and innovations were developed. Probably even
more valuable than the reports however, was the involvement of group
members in meaningful interactions centering about the vocational as-
pects of counseling and counselor education. Confrontations between
counselors and counselor educators, between labor representatives and
vocational educators, and between Dpersonnel managers and guidance
supervisors provided stimulating and sometimes intense discussions.

At the last general session, Kenneth Hoyt summarized his personal
and professional reactions to the Seminar. His cogent remarks helped
participants again focus their thoughts on the overall meaning and pur-
pose of the Seminar, and provided a clear challenge to these representa-
tives of the various professional fields to re-examine their practices and
programs and to attempt to provide more adequate means for enhancing
the vocational aspects of their work. _

Although this summary has attempted to quickly recapitulate the
week’s events, the meanings and significance to each of the participants
remains a matter for conjecture. Many of the comments made by partic-
ipants at the end of the Seminar, and in the weeks following, lead this
writer to believe that another important step was taken in the re-estab-
lishment of communication and cooperation between vocational educa-
tion and counseling and guidance. ‘

- Leeman C. Joslin




First General Session

Address:

COUNSELING: A NEW PROCESS IN A
DYNAMIC ECONOMY

Herbert E. Striner, Director of Program Development,
The W. E. Upjohn Institute for Employment Research

A topic which seeks to establish
the relationship of economics to
counseling is a broad one indeed.
It is one which, I am afraid, could
no more be dealt with adequately
in one paper than could be written
about with complete insight by a
single author, representing but
one discipline. Thus, in this effort,
I will seek to clarify my thoughts
on two facets only: (a) where
skill needs and manpower policies
will impinge on the counselor,
and (b) the ways in which ade-
quate counseling can have a de-
sirable impact on supplying our
economy with more individuals
who, with counseling help, have
chosen a more, rather than less,
efficient channel for their talents
and ambitions.

But this perspective, which is
essentially an economic one, would
be an unfortunately limited one if
it did not relate its focus to an
even larger one. What happens in
the economic world is dependent,
of course, on factors of supply
and demand. But, supply and de-
mand are like the frame of a bi-
cycle, moved in turn by wheels.
Personal motivation, political de-
cision, autonomous forces in the
marketplace itself, all affect the
speed and direction in which the
frame and the rider are propelled.

During the last several years,
new social and political forces
have set wheels in motion which,
if T may push this analogy a bhit
further, have transformed a bi-

cycle into a two-ton truck. A phil-
osophical commitment to at least
begin to attack poverty, racial dis-
crimination and urban blight,
physical as well as social, can only
become effective if it means jobs,
income and rebuilding, of people
as well as facilities.

The so-called Great Society pro-
grams represent a second logical
step which almost had to follow
the first which was taken with the
Employment Act of 1946. This Act
set in motion a series of govern-
mental commitments based upon
a political philosophy of positivism
regarding fiscal and monetary
measures to ward off the threat
of unemployment. It was the first
formal declaration by the Federal
Government which committed it-
self on another than ad hoc basis
to doing whatever had to be done
to prevent another depression.

In the last several years, how-
ever, the essentially curative ap-
proach of the Act of 1946, has been
moved to the higher plane of the
use of federal funds for the de-
velopment of a social and econom-
ic structure which, by its very na-
ture, minimizes the need for either
cure or alleviation. For a nation
of almost 200 million, with the
remnants of an antiquated nation-
al budget system, an inherent
streak of conservatism, and a
fractionated political and educa-
tional system, such goals must
seem unattainable, or at least un-
realistic.
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However, the apparent real
world may be most unreal, and
vice versa. There can be social and
political mutations as well as bi-
ological ones, especially if one ad-
justs to the fact that in political
and social history, a decade is but
a moment in time. But, recall the
magnitude of political and philo-
sophical change which took place
in this nation between 1929 and
1939. Recall the swiftness of
change in personal and political
feelings vis-a-vis Japan and Ger-
many between the years 1945 and
1955! Over a span of 10 years, it
may not only be impossible, but
undersirable to remember the dif-
ferences between the ‘“‘good guys
and the bad guys.” I would sug-
gest themn, that not only are order
of magnitude changes in our econ-
omy possible which can affect
counseling, but, indeed, they are
here—now. In less than a decade,
much of what we do and say here
today will probably be looked
upon as conservative and circum-
spect, rather than as the flights
into fancy which they may now
seem.

To relate employment, govern-
ment manpower policies and coun-
seling, I would like to envision a
fabric consisting of threads which
come together from 3 sources.
From each direction can be im-
parted strength and movement to
the entire fabric. But each is cap-
able of only just so much move-
ment before it in turn is acted
upon by the other two. Our em-

ployment history is a thread act-.

ing upon and acted upon by gov-
ernment manpower policies and by
educators and, more specifically in
the present context, by counselors.

During the last decade and a
half, the dynamics of economic
growth have shifted employment
and skill needs away from the
production of goods and in the di-
rection of the production of ser-

vices. During that period, an his-
torical change took place in our
nation’s pattern of employment.
When one looks at the non-agri-
cultural labor force, it can be seen
that by the beginning of the
1950’s, more people earned in-
comes as producers of services
than as producers of goods! The
trend has continued unabated. In-
deed, I contend that even more in-
dividuals would today be employed
in the services sectors than are
currently so employed if only an
adequately trained supply existed.
The tragedy of today’s unemploy-
ment is that historical and insti-
tutional forces, rather than eco-
nomic ones, prevent the unem-
ployed and underemployed from
entering into the ranks of well-
paid occupations.

Even geography now enters as
a culprit or an obstacle in our ef-
forts to match people with jobs.
Jobs are becoming available more
rapidly in those parts of our met-
ropolitan areas where it is most
difficult for the less well-trained
residents of core areas to obtain
transportation to such areas of
job opportunity. Employment in
suburban rings of major cities has
risen 250 percent faster than for
the total metropolitan area of
which these rings and central
cities are parts. And during the
same period of 1959-1965, the sub-
urban population only expanded
50 percent as much as total metro-
politan population. Job opportuni-
ties in central cities have in-
creased slightly overall, but in
many major central cities, oppor-
tunities have declined.

Employment in wholesale trade,

which is heavily dependent on

trucking, grew almost 6 times
faster in the suburban rings
than in their metropolitan areas.

Jobs in manufacturing, which

in recent decades has tended to

become more market-oriented
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and, therefore, also locates with
ease of transportation in mind,
have increased nearly four times
as fast in the rings. In some
metropolitan areas, where ob-
solescent street patterns hamper
the movement of traffic, the
shifts have been spectacular. In
metropolitan Boston, for exam-
ple, manufacturing employment
dropped 24 percent between
1959 and 1965, but only 2 per-
cent in its suburban ring. In the
New York area, manufacturing
jobs rose 1 percent, as against
15 percent in the ring alone, im-
plying a rather sharp drop for
the central city. Wholesale jobs
. soared in suburbs, but in most
central cities they rose little or
contracted.

Employment in retail trade, and
in finance, insurance, and real
estate has generally: grown
much faster than employment
in manufacturing. Here, too,
suburban growth has by far ex-
ceeded growth in the metropoli-
tan area as a whole—39 percent
vs 15 percent in retailing, and
55 percent vs 14 percent in fi-
nance, insurance, and real es-
tate.r

As far as shortages are con-
cerned, they exist in almost any
gkill area one would choose to
single out. Vacancies exist in large
numbers for many skill areas in-
cluding secretarial, clerical, auto-
motive mechanic, medical support,
office machine maintenance, dis-
tributive trades, photo-offset, den-
tal technician and nursing. In ad-
dition, there is the whole spectrum
of public services starting with
police and going through the sub-
professional positions we are now
beginning to see in evidence in our
schools. And, I have not even men-
tioned the so-called craft skills,

1. Weekly Desk Sheet of Business Trends, Vol
35, No. 21, National Industrial Conference
Board, New York, May 29, 1967, p. 86.

only a- few of which are really
still heavily restricted in their en-
try criteria based on race or family
relationship.

The jobs then are there! Ob-
viously there are obstacles, since
we have the unemployed and un-
deremployed still with us. The na-
tional rate of unemployment is ap-
proximately 4 percent, but this is
relatively meaningless if we are
interested in our youth, and most
specifically with the youth in our
cities. Unemployment rates for all
youth are double the national rate,
and the nonwhite youth rate is
double again. In some census
tracts, nonwhite youth unemploy-
ment approaches 30 percent. This

was the rate of unemployment

which so shocked. us as a nation
into the dramatic social and eco-
nomic legislation of the Great De-
pression of the 1930’s.

Starting a few years ago, it
shocked us into the development
of manpower policies whose scope
exceeds those of the Depression.
Unfortunately, policies are not
programs. The policies implicit in
Headstart, VISTA, the Manpower
Development and Training Act,
the Vocational Education Act of
1963, etc., have lacked the nour-
ishment of dollars to make them
really meaningful. Recent riots
among the poor in many of our
cities, attests to the futility of
such legislative sham.

When the Under Secretary of
the Department of Health, Edu-
cation, and Welfare, Wilbur J.
Cohen, referred in his testimony
before the Joint Economic Com-
mittee on February 8th of this
year, to the increased level of ex-
penditures for programs in health,
education, and welfare, he indi-
cated with pride that “. . . the
share of GNP devoted to these
areas has risen from 11.5 percent
in Fiscal Year 1962 to 12.3 percent

—_8
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in Fisoal Year 1966.* Unhappily,
a less 1 percentage point in-
creass in a four-year period is
hardly anything to write home
about, Hven less enviable is the
pieture which emerges when ocon-
trasted with the faot that many
of the nations in Western Europe
allocate almost double this per-
osntage of GNP for their human
resources programs,

Though I am obviously some-
what less than ocontent with this
degree of dedication of our na-
tion's resources to alleviating the
problems of a sub-marginal exist-
ence still afflicting about 85 mil-
ion of our fellow citizens, I ap-
plaud an awareness which has de-
sirable implications for counselors.
Every one of our new Great So-
cisty programs has pointed out
how significant the counseling
function is to all of those whose
potential is not being utilized. This
is so whether it is the young, bit-
ter 16-year old Negro boy, or the
weary, beaten 50-year old white,
cast aside by a factory which has
been moved to a new location. The
face-to-face relationship of the
counseling process is indispensable
for reinvolvement, rejuvenation
and rehabilitation.

But, this very indispensability
of the face-to-face relationship im-
mediately chills the bones of the
economist. The simple arithmetic
is almost paralyzing. How many
are you; how many counselors
can we produce in how long a
period, and how adequate is this
supply for the millions who need
counseling? The simple arithme-
tic seems to frustrate even the
most optimistic among us who
dream of adequate counseling ser-
vices for those legions of people,
young and old, who we know must

2, Hon, Wilbur J. Cohen, Under Secretary of
Health, Education, and Welfare, Testimony
before the Joint Economic Committee, Feb-
ruary 8, 1967, p. 2 (Processed).

have such help if they are to
achieve their full potential. An
esconomy which oalls for more
oareer flexibility and which pro-
duces more and more jobs of an
increasingly high skill component;
a goverrment which moves, falter-
ingly but constantly, in the direc-
tion of bringing the forgotten
poor, the hostile minorities, the
poorly equipped into the middle-
alass society; and the increased
pressure of the urban environ-
ment to change educational and
life styles in tempo with the
changes in spatial relationships,
all indicate a greater and greater
need for counseling, in and out of
school environments, I say in and
out of school environments be-
cause of my firm conviction that
in the next 5 years, we will begin
to see the beginnings of a real
life-cycle educational program.
Clumsy efforts, now a part of the
adult re-training program designed
to alleviate the plight of the un-
employed, will finally be seen in
a more rational manner. Public
funding of educational programs
which provide the means of re-
turning to a training situation re-
gardless of employment status or
age, will recognize the simplest of
economic facts. A higher level
skill results in a higher rate of
pay which, earned over a lifetime,
yields an income tax return that
more than repays the training in-
vestment. This training will take
place in institutional as well as in
actual work sites. The counseling
component will have to become a
major part of this effort.

The most significant thing about
the CAUSE project, which sought
to alleviate the critical counselor
shortage, was that it had to hap-
pen! It was a first primitive step
in a new direction. Other steps
which represent departures from
the usual will have to follow if the
profession is to keep pace with
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the changes in demands for its
services.

These steps should reflect sev-
eral facts of life:

A. The face-to-face relationship
of counseling should be but one
part of a counseling process, and
a lesser one perhaps.

B. This process must look in-
creasingly to the use of computer-
oriented techniques.

C. A counseling proces: must
also be related increasingly to
other parts of a system dealing
with labor market and skill needs.

D. New techniques for sup-
portive conditioning of the coun-
gselee must be developed in order
to lessen the amount of time
needed for counseling in a one-to-
one social environment.

As I have already stated, the
gsimple supply-demand arithmetic
precludes being able to meet the
new counseling demands of our
many social, economic, and edu-
cational programs by use of the
current techniques. A new com-
bination of resources must be de-
veloped which in a process form
can become the new counseling
technique. The programming of
computers for counseling purposes
will become a key factor in this
process, in both vocational and
psychotherapeutic counseling.
Much pioneering along this line is
going on now in a number of
universities and research organiza-
tions.

Professor David Tiedeman and
the research group with which he
is working in the Graduate School
of Education at Harvard, are
moving ahead in the development
of computer use which enables an
individual to provide self-help
counseling for vocational career
development. Building on the work
done by Donald Super, models
using computers can build into the
counseling process the application
of self-concept and personal ini-

tiative as a heuristic perception de-
vicee. As computers are being
moved way from simple tautologi-
cal transformations toward heuris-
tic solution abilities or cognitive
process uses, the decision-aiding
propensities of the computer open
vast fields for exploring self- an-
alysis and self-help potentials for
the client. One of the more ex-
citing possibilities would see the
computer as an aid in “gaming”
gituations in which the counselee
plays a number of roles, each one
of which provides a better insight
into personal interests as well as
abilities.

An additional application would
be a computer with audio and
visual linkages which provide a
counselee with individually con-
trolled access to objects and sit-
uations. As visual images stimu-
late interests, the counselee could
select further exposure in depth
for any number of items of spe-
cific interest. Given the huge stor-
age potential of the computer, a
tremendous variety of interests
could be explered with a resulting
profile of counselee interests, on
the basis of which face-to-face
counseling could proceed. Such a
process could also be of value in
checking out the validity of tests
also seeking to determine the in-
terests or potential skill-pattern of
the counselee.

Just think of the value of such
spadework which can bring a far
more open-minded, intellectually
curious client to the counselor in
his face-to-face relationship! New
developments in clear language
printouts of psychometric data,
which can be used directly by the
client, remove the last vestiges of
the mystical for the client who
has always had to ‘speak” with
the computer through an “inter-
preter.”

In addition, and as a part of
the programmed facet of counsel-
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ing just referred to, new closer
relationships must be forged with
such groups as the U. S. Employ-
ment Service and the Bureau of
Labor Statistics. One of the most
useful and least used vocational
counseling tools is the Dictionary
of Occupational Titles. The USES
and the Office of Education have
recently completed a joint study
which relates groups of vocational
education courses to appropriate
D.O.T. job clusters. The utiliza-
tion of this product should, of
course, become a key part of any
counseling practicum. Beyond that,
there has as yet been no move to
utilize this product in the develop-
ment of the basic educational cur-
riculum so that there is a melding
of fundamental and vocational
education. Training for general
living is a skill which must be
complementary to training for a
content skill. In our present sys-
tem we attempt to rivet such com-
ponents together. Instead, they
must be seen as an alloy flowing
together to yield an infinitely
stronger product. In addition,
given the new D.O.T., a com-
munication net can be developed
which automatically puts into a
counselor’'s hands job and skili
needs information in a form best
calculated to make it easily and
quickly tranSmittable. Perhaps
new information centers, jointly
operated by local ES and educa-
tion agencies, using monthly work-
shop or seminar techniques, would
be a likely approach. Such centers
could easily be funded under Sec-
tion 5a4 of the Vocational Train-
ing Act of 1963. There are other
aprroaches which, no doubt, can
be tailored best to local needs. The
emphasis, however, must be on
guaranteed transmission of infor-
mation, usually in other than a
written form, which would stimu-
late counselor use of current,

relevant information. This trans-

mission system would deal with a
broad spectrum of information,
from new testing techniques to
new local skill needs and con-
templated job openings.

Finally, the counselor must de-
velop a process which uses other
resources, which could develop a
client attitude providing the basis
for a more fruitful face-to-face
counseling session. This need exists
most critically in the case of
technical or vocational counseling.
To illustrate, I need only refer to
the ways in which this is already
done for college-bound youth. By
the time college counseling takes
place, the student has been ex-
posed to visiting ‘“salesmen” from
a number of colleges, seen films
on campus life, course content,
and other facets of these institu-
tions. Actual on-site, campus visits
are urged and are commonplace.
In essence then, the counselor uses
the face-to-face conference as the
occasion for building towards a
final counselee self-appraisal after
a good deal of information to base
such a decision on has been pro-
vided from “helper” sources, i.e.,
the colleges. How different from
the counselor attempting to work
with a 16-year old in a vocational
school, where no local business-
men have held out a realistic
basis for “believing” in a training
program, or where the youngster
has had no on-site experience with
many different types of skills to
excite his curiosity. Too bad that
just as a college representative
can be available to clarify his
institution’s admission criteria, we
do not also have business person-
nel managers available on a face-
to-face basis to clarify his firm’s
employment and training policies
as well as the job-ladder potential
of his organization.

I cannot too strongly stress the
importance of the role of the
counselor in affecting this new
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type of involvement. It marks the
evolving nature of what I would
see as the expanding social func-
tion of the counselor. More of this
in a moment.

Two additional contributions
which the counselor can make to
our future manpower programs
moves him into a rather unique
role. The first has to do with the
counselor affecting curriculum and
the second has to do with a new
direct linkage with one of the dis-
advantaged groups for which we
have as yet done little counseling.
I refer to the ‘“disadvantaged” em-
ployer.

Taking the field of curriculum
design first, some fascinating re-
search being done by Dr. Sidney
A. Fine of the Upjohn Institute
staff, has begun to acquaint us
with the fact that getting and
holding a job calls for skills which
are above and beyond the sub-
stantive or content skills one im-
mediately thinks of in technical or
vocational training. To be trained
as a laboratory technician, or any
other occupation, obviously calls
for “content” training. But the
ability to get and hold a job calls
for a whole host of skills which
provide the employee with the
ability to adapt to social, personal,
and organizational situations on
the job. Manner, appearance,
speech, sense of timing, percep-
tion of hierarchal structures, in-
formal lines of authority, are all
critical. But especially so in an
economy which is based less and
less on the individual, self-oper-
ated business and more on larger
corporate types of enterprises.

“Getting along” has more than
a social significance—it increas-
ingly has an economic and sur-
vival implication. The counselor
must be viewed as the most likely
point of entry in our educational
system for moving this concept
into a curriculum context. The

counselor is also the obvious point
of contact for communicating the
importance of this type of skill to
the student. If the counselor can
begin to develop an awareness of
the importance of this type of
training to both the curriculum
planning people and the students,
he will have made a most signifi-
cant contribution to our economy.
Employment and employability
are not only different words, they
are different concepts. Skill train-
ing by itself is a necessary con-
dition but not a sufficient condi-
tion for many jobs. Training in
adaptiveness, as I have alluded to
it, is also necessary. Our educa-
tional systems do not, in any
organized, meaningful way reflect
the provision of this key element
in the training situation. But,
obviously, they are the most logi-
cal foci for such an effort. It does
mean, however, that a new con-
struct or model which cuts across
fundamental education and vo-
cational education lines must be
developed.

Now let me turn to the second
unique contribution the counselor
can make to our economy. In-
creasingly, a major social objective
is the employment of youth whose
backgrounds and training act as
deterrents to employment. This is
a nice way of saying that many
employers have a stereotype of the
Negro, Puerto Rican, Indian, or
Spanish-speaking American which
tells him that such an individual
is an undesirable employee. Even
after adequate training of such
youth, this stereotype remains
with many employers. Such an
employer is as disadvantaged as
anyone else whose mental set does
not recognize reality and whose
actions and attitudes do not Tre-
flect rational thought processes.
He badly needs counseling! This is
a market largely untended, and
yet it is critical if we are to suc-
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ceed in placing those whose pro-
gress as students we so carefully
nurture. To focus entirely on the
student is a grave error. We must
begin to design effective tech-
niques which bring key employers
within the purview of the coun-
selor.

This may be more easily said
than done, although I can think of
approaches which suggest them-
selves. I am certain that you, as
professional counselors, can come
up with many more -effective
means. But permit me to pursue
this a bit. We are now in the
midst of a number of efforts, some
sincere, some not so sincere, where
members of the local power struc-
ture have become involved in our
communities efforts to ‘“do right”
by the so-called “disadvantaged.”
I have sat in on many meetings of
such groups. Without fail, I have
always been impressed with the
obvious sincerity with which these
employment conferences usually
start. But, after a short while, the
“disadvantaged” type of employer
frequently reveals his bias and
raises the problem of dealing with
the minority stereotype he 8o
fondly clings to. At such moments,
I would like to be able to work
with such an individual by bring-
ing him into personal contact with
students from his ‘“stereotype
group” who I feel can ‘“make it”
in his firm. I would seek to place
such students with this sort of
employer. In the event that such
a successful placement can be
achieved, follow-up counseling
should be envisioned as a ‘“must.”
This should be expected since
there is a high probability that it
will be necessary to smooth out
difficult situations. In addition, the

3. Subprofessionals are being used in order
to provide on-the-job help in moldinf a
constructive employee-employer relation-
ship of the sort I have been describing. It
would be well to analyze this effort as it
develops over time,

follow-up counseling with both the
employee and employer is neces-
gsary in order to build a much
deeper awareness of the validity
and integrity of many of the
others’' values and needs. One of
the objectives would be a mutual-
ity of understanding and accept-
ance of each other based upon
knowledge and respect. But there
would also have to be a comple-
mentary awareness of the em-
ployer-employee relationship and
sharing of responsibilities. A be-
ginning in this direction has been
made in the use of “coaches” in
the Jobs Now project in Chicago.®

An additional mechanism for
gaining entry into the domain of
the disadvantaged employer, and I
would parenthetically add ‘“union”
leader, would be through the
Business Advisory Councils which
have been established in most vo-
cational education programs.
These Councils contain an ample
share of the ‘‘disadvantaged.” We
have not mined their usefulness to
the fullest and the counselling
function I have just described
could be done with great advantage
with this group.

This, again, places counseling in
the role of ‘“bridging,” a function
which in this increasingly complex
world emerges as one of special
significance and importance. I
would suggest, then, that the
counselor must become an orches-
trator of a musical score, com-
bining and using technology and
personnel from outside of what he
used to see as his family circle.
The counselor is increasingly a
part of a system. He must, at
once, use and be a part of this
system if he is to succeed in his
mission. This all imples a new type
of coungelor, a new type of train-
ing—and, I suppose, some retrain-
ing. Above all, there must emerge
a clear perception of the role of
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the counselor as the onmly individ-
ual who is in a position to draw
together and synthesize the many
strands of information on the
basis of which the client can ar-
rive at a solution which the client
feels gives him the best chance
for success—whatever his goal.
As an economist who has labored
in the field of manpower prob-
lems, the role of the counselor, as
I see it emerging, is critical to the
success of our many new educa-
tion and employment programs.
The counselor is a bridge without
which many individuals will not be
able to cross over into effective
working lives and roles. The image
I have sketched of the new coun-
gelor will call for new responsi-
bilities. But given the tremendous

and growing impetus for social
change in our nation, I do believe
that you are about to be sur-
rounded by new friends and allies.

In retrospect, I suppose that
what I have described in this paper
is a move away from counseling
solely as a personal function to
counseling as a sociopersonal func-
tion. The counselor may become
one of many who, in face-to-face
relationships with clients, provides
the kind of personal help which
has always been regarded as the
hallmark of the profession.
Changes in our social and eco-
nomic fabric would seem to dictate
that in the field of counseling, as
in most other fields, roles and
responsibilities must shift in order
to serve these changes.
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WORK AND SOCIETY: SOCIAL STRUCTURE AND
MANPOWER IN THE UNITED STATES

Edward Gross, Professor of Sociology
University of Washington

The Employment Act of 1946
symbolized a major shift in social
attitudes. Without giving any
promise to provide jobs, it stated
the government’s responsibility for
& high level of employment. To do
S0 requires a manpower policy.
We cannot have as much as we
want of everything and the law of
supply and demand for labor is too
slow. Therefore we must deliber-
ately encourage some choices and
discourage others.

Here is where counselors play
an increasingly important role. The
government is their newest client.
Insofar as the shape of the oc-
cupational structure comes under
deliberate control, the counselor’s
skills become critical. His pro-
fessional values, including that of
the free choice of the individual
in the light of best knowledge of
capabilities and opportunities, pro-
vide a balance to the understand-
ingly impetuous efforts of gov-
ernment to sort and sift and find
jobs. It is the counselor’s occupa-
tion which helps others find
theirs. Truly it is the occupation
of occupations.

1 wish to address myself to the
social structure as a set of vari-
ables affecting the shape of man-
power needs in the U.S. We need
to understand certain basic
changes taking place, or else we
will plan in vain, producing sur-
pluses and scarcities, with conse-
quent hardship to the individual
as well as society.
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To illustrate what I mean by
social structure in relation to man-
power, take, for example, the
standard practice of estimating
occupational needs by comparing
numbers of practitioners to popu-
lation. A favorite, because of his
importance, is the physician, and
it is easy to show that ratios are
declining, or that per capita ser-
vice is low in comparison to other
countries. Or estimates may be
made of ‘“needs’” through surveys
of illness, probable effects of medi-
care and the like, and the ability
of existing physicians to handle
the needs is usually shown to be
low. Confronted then with the
classically insoluble problem of
rapidly increasing the supply of
professional labor in the short run,
persons turn to crash programs to
train physicians rapidly and to at-
tacks on the supposed conserva-
tism and craft-union restriction-
ism of the American Medical As-
sociation.

There seems little question that
it is necessary to increase the
supply of physicians, and rapidly.
But estimates of the numbers re-
quired are likely to be wide of the
mark unless account is taken of
the fact that the social organiza-
tion of medical practice is chang-
ing. Physicians are simply not
being used in the same way as
they used to be. The “physicians
per population” ratios are the
equivalent, at the aggregative sta-
tistics level, of the celebrated
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“physician-patient relationship.”
But what is clear is that the re-
lationship is changing, to be re-
placed by the model of the health-
care team. This new social strue-
ture includes nurse, physiother-
apist, diagnostician, surgeon, lab-
oratory technician, social worker,
psychologist, inhalation therapist,
prosthetic technician, electronic
data processing specialist, and with
the looming development of organ
and mechanical transplants, engi-
neer and mechanic. Reliable pro-
jections will have to look on these
occupations as a group: shortages
or surpluses in any one of them
can be created not only by shifts
in need but also by shifts in the
way the health care team is or-
ganized. The shortage of doctors
may be solved in much the same
way as the U.S. solved its “servant
problem”: we create a new way
of organizing the activity which
makes us less dependent on the
occupation. Evidence from studies
of who shows up at emergency ad-
mission offices in hospitals be-
tween the hours of 5 in the after-
noon and 8 in the morning indi-
cates that a growing proportion
is made up simply of persons seek-
ing a doctor for conditions which
are not acute or of an emergency
character. Perhaps then we need
not lament the decline of the
general practitioner, and seek
means to increase his number, but
ask how the hospital can do better
what it is beginning to do: serve
as the center for general practice.

Or take the case of the relation-
ship between the Federal govern-
ment and universities. It is per-
fectly consistent with the national
policy on the development of man-
power to urge universities to take
steps to increase the number of
scientists and professionals. But
such an interest may directly con-
flict with the local interests of state
and/or private universities who

will see little justification in spend-
ing any large amount of endowed
funds or of local state funds to
produce scientists and other pro-
fessionals who will go elsewhere.

The high expense of such train-
ing will make such an. argument
difficult to resist. It will surely
become necessary, as it is already,
for the Federal government, as
representative of all of the nation,
to directly subsidize such training
and this will inevitably involve
the government in selection among
universities since not all will be
equally capable. One result may be
the elaboration of stratification
among universities so that we have
a relatively small group of nation-
al - universities and a relatively
large group of local universities.
Some universities, of course, will
function as both, and we may ex-
pect cleavages within them along
those lines.

It would be easy to multiply ex-
amples showing the relevance of
structural variables to manpower
policy. It will be more useful if I
set down what I feel to be the key
elements in American social struc-
ture which have a direct bearing
on that policy, especially as coun-
selors may play a role in imple-
menting and controlling it.

The Organized Character
of American Society

Most American manpower an-
alysts refer to foreign unemploy-
ment experience with envy. They
report the impressive record of
low unemployment of countries
like Sweden, West Germany, Great
Britain, Japan, as well as many
others. They note that these coun-
tries have programs which enable
them to attain these goals more
easily than we do in the United
States. For example, Miernyk! de-
scribes the Royal Labor Market
Board in Sweden and its authority
to deal with seasonal and cyclical
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unemployment. The Board has
standby appropriations to be used
when necessary to counteract cy-
clical unemployment. Such appro-
priations may be used to subsi-
dize unemployment insurance as-
sociations, to make loans and
grants to local government for
short-term public works, or to
step up the placement of govern-
ment orders for goods and services
with private industry. Often re-
ferred to are the Swedish tax laws
which enable firms to set aside a
portion of profits in periods of low
unemployment which may then be
released for use when unemploy-
ment rises. Other countries have
federalized employment services
which are enabled to have a much
more coordinated labor-employ-
ment policy. After such programs
. have been described, some authors
go on to point out that while these
ideas are suggestive, they are of
course not applicable to the United
States because of the tradition of
self-help, individualism, and the
strength of state and other local
interests.

But while we must of course grant
that the U.S. is not as homogen-
eous as these foreign countries and
in addition is not as centralized in
its organization, it does not follow
that we must therefore go to the
other extreme. By that I refer to
the tendency of persons to assume
that, because we do not have a
single centralized organization,
that therefore the U.S. can be de-
scribed in terms of a large mass
of atomized individuals who must
be dealt with from on high as in-
dividuals. For example, Lester?
discusses the job information ser-
vice of the U.S. employment Ser-
vice as being, possibly, the prin-
cipal activity of the Employment
Service. Without denying the im-
portance of information in any
manpower policy, what is disturb-
ing is the way in which Lester

sees this information as getting
to the people who need it. He sees
it as a matter of gathering large
amcunts of information which is
then transmitted by “intelligent
action,” to individuals. Although
dubious of the value of pamphlets,
and publications of statistics, the
only alternative he sees is for in-
dividual counselors to discuss
these items of information with
those who might profit by them.
He goes on to discuss the possi-
bilities of the use of advertising.
Although Lester himself points out
that such information will not be
fully effective unless “the poten-
tial users have confidence in its
reliability,”s there would seem to
be little reason why anybody
would have confidence in the in-
formation when it is provided in
the way he suggests, and as a
matter of fact the way it usually
is provided, that is, directly to pri-
vate individuals.

For if there is one thing that is
clear about the likelihood of ac-
ceptance of information, it is that
its acceptance does not somehow
flow from its inner character, For
information to be accepted it must
carry the ring of authenticity and
a major source of authenticity is
the groups and organizations that
the person is a member of, Which
serve as his source of reference,
and on whom he depends. One ob-
vious example is the agent or con-
tractor in the harvest labor mar-
ket of California‘ and other states
that make use of large numbers of
migratory laborers. Because of
language barriers and cultural dif-
ferences, these groups come to be
dependent upon such contractors,
and whatever the abuses in the
system, there seems no doubt that
the laborers take the word of their
contractor or agent as to where
jobs are available. They do not,
to any great extent, look in the
newspapers or attempt to secure
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independent counseling as individ-
uals. Nor would such methods be
meaningful even if they could read
the newspaper or qualify for the
job. One of the most efficient ways
of getting information to people
is to do it in terms of their exist-
ing memberships, to get to them
as Negroes or as Puerto Ricans,
and to get to them through their
recognized leadership.

A study of the ways in which in-
novations in medical practice were
spread is revealing in this connec-
tion. The investigators® were in-
terested in the patterns of adop-
tion of a new drug, called ‘“gam-
manym,” by the 216 physicians
practicing in four midwestern
communities of medium size. Ad-
vertising in medical journals and
the house organs of pharmaceuti-
cal firms, as well as the visits of
detail men from those firms, were
found to be practically universally
used as sources of information.
They first read about or heard
about gammanym from those and
other sources, to be sure. But dif-
ferential exposure or use of those
sources did not differentiate the
adopters from the non-adopters
(exposure was close to a con-
stant). Whether they adopted the
drug for prescription to patients
depended on their position in the
professional social culture. Physi-
cians were found to fall into one
of three categories:

a) pro’s, who read the journals
in their own specialties, took re-
fresher courses, maintained pro-
fessional contracts with profess-
ors at nearby medical schools,
had staff appointments at hos-
pitals, and the like.

b) sociables, whose friends were
other physicians, but who saw
them only as friends; e.g., they
met at cocktail parties, played
bridge together, or their wives
were leaders in programs of
community improvement.

c) isolates, who participated in
neither of the above networks,
but who either had no friends,
or whose friends were not lim-
ited to other physicians.
When they compared these three
groups, they found that adoption
followed that order. Further, al-
though 85% had adopted the drug
for routine use after 16 months,
fully 10 months intervened be-
tween the average for pro’s and
isolates.

The point here is that informa-
tion about the drug was not re-
lated to adoption. Rather who
legitimated its use was crucial.
Pro’s had each other, in whom
they had faith. When a pro got
positive information on the drug
from a fellow pro, that give it the
stamp of authenticity and he
adopted the drug right away.
Friendship was slower, for the ob-
vious reason that friends are less
reliable authenticators. A friend
may be a great man at mixing a
martini, but that hardly makes
him a reliable professional ref-
erence. But it starts the process.
A friend’s reference may make
you check out what he claims. So
you turn to the journals, or call
up someone you do have faith in.
Finally, isolates have no one to
suggest or legitimate for them, So
they simply do not adopt until
even they hear good reports on it
from other physicians, or, the re-
searchers report, even from their
own patients who ask for the
drug.

So, too, attempts to reach un-
employed individuals through ad-
vertising in mass newspapers or
indeed, to reach them one at a
time by inviting them into the of-
fice will result in missing a large
proportion of those needing jobs.
They will accept the word of “one
of their own,” when they would
regard the promises for the fu-
ture of an employment counselor
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as of less value and of less de-
pendability.

What is particularly upsetting is
that when such manpower analysts
do get around to discussing or-
ganizations and ethnic groups,
they tend to see them as barriers.
In a discussion of the need for
flexibility, Lester writes, ‘“‘General
education and training help to in-
crease occupational flexibility.
Flexibility in the use of labor is
reduced on the other hand by ra-
cial and sex discrimination and by
social barriers to fluidity in the
nation’s labor force.”¢ Such an at-
titude is common among those
who see the career as a rational
process of selecting among alter-
natives. As such, any time an emo-
tional factor such as affection or
attachment comes into the picture,
it is dismissed as “irrational,” or
as getting in the way. Thus many
speak of the barriers imposed by
parental ignorance of occupational
opportunities. Unfortunately, how-
ever, if you do away with parental
ignorance through removing pa-
rental influence, you are also go-
ing to do away with parental help.
If one insists upon seeing organ-
izations and social structures as
barriers rather than as possible
helps, one is fighting the man-
power battle with one hand tied
behind one’s back. Many, for ex-
ample, see labor unions as stand-
ing in the way of desired changes.
The labor union is felt to be a con-
servative force which has lost its
idealogy. Yet, as Whyte’ and oth-
ers have pointed out, if union sup-
port can be secured, then the
union can be instrumental in as-
sisting making changes rapidly,
particularly unpopular changes
that workers would never accept
from management. No more strik-
ing example of willingness to make
change can be provided than the
case of the automation of the coal-
mining industry, causing a drop in

employment from something over
a half a million down to less than
200,000 at present time. And who
was one of the leaders in this
movement? Old John L. Lewis
himself. He recognized that it was
a choice between automating
quickly in the face of competition
from other fuels, or facing the dis-
appearance of the industry alto-
gether. He chose job security for
a third of the workers rather than
total job loss for an even larger
number. Furthermore, it was
Lewis who often had to push man-
agement into accepting the need
for automating in a hurry.

Of course not all organizational
forms and structures can be of
assistance in the changing of oc-
cupational choice behavior. Some
may be indeed barriers, but all of
them must be taken into account.
What are the major kinds?

Large-Scale Organization

If I were to try to state in one
sentence what I believe to be the
dominant characteristics of mod-
ern Western urban industrial so-
ciety, I would say it is the follow-
ing: Western society seeks to at-
tain all of its larger goals through
large-scale organization. Whether
the goal is producing goods, heal-
ing the sick, protecting society
from criminals, protecting society
from foreign enemies or educating
the young, and influencing occu-
pational choice, the characteristic
approach is to form an organiza-
tion with goals and a structure.
Although many have lamented the
cost to the individual of life in or-
ganizations, there does not appear
to be on the immediate horizon
any alternative which is likely to
be even half so successful as or-
ganizations have proven to be.

The predominance of large-scale
organizations is clearly evident in
the United States. Among private
firms, in 1962, available data® show
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that we are a nation of small
firms, for over three-quarters of
firms employ 7 or fewer workers;
firms employing 50 or more make
up a scant 3.4 per cent. On the
other hand, that three-quarters of
small firms, when put together,
account for only one-seventh of all
employees, whereas the tiny group
of large firms together account
for close to 60 per cent of work-
ers. In general, although the aver-
age firm ig small, the average em-
ployee works for a large firm. Nor
does this present the whole pic-
ture, for these data refer only to
persons in private employment.
The government, of course, is a
large organization and the data re-
veal that in 1962 about one in sev-
en of all the employed (some 9.2
million civilians) worked for the
government in one capacity or an-
other. Even the professions, which
many persons think of as being
practiced privately or in relatively
small groups are not as exception-
al as is often thought. The dom-
inant situation for the profession-
al is that of a salaried employee.
The examples that come to mind
are many. Accountants, airplane

pilots, college presidents, dieti-
tians, draftsmen, editors, engi-
neers, scientists, social workers,

and of course teachers as well as
counselors are typically found
working in formal organizations,
and a high proportion in large or-
ganizations.

One result of the predominance
of large organizations has been
that the quest for security has
come increasingly to mean asso-
ciating oneself with a large or-
ganization which can offer tenure
and protection against the vicis-
gitudes of life, rather than at-
tempting to equip oneself with
gkills which are equal to any
emergency. In earlier days, per-
sons who went to work for the
government were often criticized as

being too security minded. How-
ever, as organizations increased in
size, this motive for a high pro-
portion of workers cannot be dis-
missed. It is particularly impor-
tant for workers at the lower end
of the prestige hierarchy, many of
whom feel that any type of en-
during employment is superior to
the chaotic work experience that
most of them are forced to en-
dure. Further, many firms have
had a rise in hiring standards
since the 1920’s for a variety of
reasons. Among them are the high
risks and obligations for employ-
ers under collective agreement so
that it is very difficult for them
to fire anyone, a shift from hiring
for the job to work-life hiring in
which the individual is offered a
career as an inducement to re-
main, the use of educational re-
quirements as a Proxy for meas-
ures of personal attributes, the
ease of management and flexibility
of a well-educated work crew and
relatively high levels of unem-
ployment which permitted the ap-
plication of high standards. The
net effect has been to produce a
situation in which many employees
are “locked in” to their organiza-
tional employment.

After pointing out the organiza-
tional attachment of workers,
however, it would be a mistake to
regard these as barriers to change
rather than as possible opportuni-
ties. When workers are organized
into large units as represented by
the organization and, further,
when the organizations are them-
selves parts of even larger organ-
izations, those dealing directly
with manpower can find their
work made easier rather than
more difficult for it is much easier
to deal with a small number of
organizations that with many
hundreds of thousands of workers
one at a time. The U.S. Employ-
ment Service, for example, can
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make sure that it has good con-
tacts at high levels in organiza-
tions so that it will be notified of
impending changes, particularly
any prospective layoffs or impor-
tant changes in the working force.
It can develop liaison activities
with personnel officers and other
key officials in such organizations
so that it may be possible to antici-
pate changes and to prepare ade-
quately for them. On a broader
level the Employment Service
through its strategic position at
both the federal and state level, is
in a position to act as a link be-
tween federal and local activities
of government in economic activi-
ties. Since the government has be-
come a large-scale purchaser of
services and can exercise impor-
tant influences on the movement
of workers through the way in
which it distributes its contracts,
possible declines in one area may
be offset through sagacious plan-
ning, provided sufficient informa-
tion is aveilable from the heads of
organizations. I think it would be
particularly useful for Employ-
ment Service organizations at the
local level to make use of advisory
boards with representatives of in-
dustry and labor on them. This
would provide further ties which
would be useful.

On the other hand, one reason
for workers being “locked in” is
the fact that the benefits that hold
them in an organization are not
portable. One of the most valuable
directions in which government
policy might move is in that of en-
couraging the development of port-
able benefit schemes so that work-
ers are not penalized or their abil-
ity to move limited by such fringe
benefits. Another device that
would help is the development of
the concept of a period of service,
much like one finds in the military.
Here the principle would be that
a person does not consider that the

norm is that he should remain on
the job until he is 65. It ought to
be possible for a person to com-
plete a period of service for a com-
pany after 20 years or possibly 30
years, and to receive some por-
tion of a retirement benefit which
he can re-invest while he seeks a
gsecond period of service with an-
other organization.

Labor Markets

Some labor markets are impor-
tant mechanisms for the transmis-
gion of information about jobs; in
fact, they do this job very well
indeed. On the other hand other
labor markets do not. It is in the
latter that the services of infor-
mation-supplying that an employ-
ment service can supply would be
particularly useful. Particularly
effective as transmitters of job
information are the bureaucratic,
craftsmen’s and professional lab-
or markets. In large bureaucracies
—governmental and private—va-
cancies are announced and persons
may bid for them. Craftsmen’s
markets are local and information
on available jobs is distributed by
the labor unions. The professional
labor market, though nation-wide,
provides good communication on
vacancies and opportunities. The
professional journal provides a
clearing house, for “looking after
one’s own” is a part of what it
means to be a professional.

On the other hand, the indus-
trial labor market, the market for
common labor, and the market for
domestic service and farm hands
are all markets in which informa-
tion is much more poorly dis-
persed. Caplow points out® that
custom often acts to stabilize wage
rates in some of these markets
but still, they represent kinds of
markets in which individuals
might welcome the services of a
public employment service. Pri-
vate employment agencies usually
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regard efforts by public services
to find new jobs for the presently
employed as an invasion of their
preserves. Actually, there is little
overlap since private agencies are
concerned mainly with clerical
workers and household help. Even
for those persons, they try to find
them jobs, rather than giving them
information on prevailing wages,
standards, vacancy patterns and
job requirements, not to speak of
counseling and testing. If the
USES moves in this direction
(searching for a specialized role
where it can be maximally effec-
tive) there are data on who util-
izes the USES. An Upjohn study?®
of the job hunt reports that such
factors as achievement motivation
and values, and job-interview anx-
iety made important differences in
job-finding behavior. None of the
workers showing high achieve-
ment motivation and achievement
values obtained new jobs through
the state employment service, as
compared to 1/6 of all others find-
ing new jobs. It was workers with
low motivation and high job-inter-
view anxiety who were most likely
to turn up at the employment ser-
vice. In other words, some persons
seem to require an institutional
intermediary.

Local Community Structures

Social structures at the local
community level, may also be im-
portant as devices for getting to
people and enlisting their support
as well as assisting them with ser-
vices that are necessary in man-
power development. Often these
are ignored since it is assumed
that the modern city is a mass of
segmented persons among whom
relationships are impersonal and
superficial. Particularly since the
focus of many manpower pro-
grams is on the poor and others
who live in slums, the desire to
change the life of these people of-
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ten leads persons to fail to see the
very real kinds of organizations
that are there right now. Schemes
of urban redevelopment are par-
ticularly likely to ignore such
centers of organization and conse-
quently to destroy them. One ex-
ample is small business in the slum
community. Such small business is
characterized, as all small busi-
nesses, by a high mortality rate.
But what is not realized is that it
also has a high birth rate. In spite
of the fact that the great mass of
workers is employed in large or-
ganizations and that only about
15 per cent work for small organi-
zations, that percentage has not
changed much ian over fifty
years.!! This suggests that, though
large organizations have long pre-
dominated in the United States, at
the same time small organizations
have not vanished either. What all
of this means is that when a tav-
ern in a slum goes out of busi-
ness, that does not mean the end
of the tavern. Rather, someone
else is likely to try his hand at it
some months later. One study'? of
taverns in New York reported that
the neighborhood tavern devel-
oped a regular clientele which per-
sons visited at least once a day
and sometimes several times a
day. Some taverns were quiet; the
juke box, the radio, or television
would be off for long periods of
time. Should a stranger try to play
the juke box while the television
was on and everyone was watch-
ing, the bartender or a patron
would pull the plug on the juke
box until the program ended and
the set had been turned off. Some
of these taverns were composed of
persons who have common view-
ing tastes, preferring plays or
mysteries to the variety shows
and sports events that are com-
monly thought of as the only types
of programs watched in taverns.
In other taverns, television, juke
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box and radio were being played
all at once. Some taverns offered
competitive games such as darts,
bumper pool, and miniature bowl-
ing. Some taverns were family
taverns in which husbands, wives
and children all appeared. Chil-
dren were not served alcoholic
beverages, although in German or
Italian taverns a child might
share an adult’s glass of wine or
taste a little beer. Children do
homework, practice piano lessons,
and play games in the taverns.
Any adult may help the child with
his homework, answer his ques-
tions, play with him, and super-
vise him. Persons showed prefer-
ences for certain taverns, passing
others on the way to the one that
they felt was their own. Strong
inward loyalties developed and
strangers were often just toler-
ated.

Other kinds of organizations of
the local community include vol-
untary associations, the many fra-
ternal organizations, consumer co-
operatives, churches, labor unions,
of course, and even stores. A study
by Stone!s of shoppers in the city
of Chicago found that while a
portion of the shoppers were “eco-
nomic” in the sense that they
chose their shop upon the basis of
price, quality, and variety, an-
other important category was com-
posed of what he called ‘‘personal-
izing” shoppers. They rated stores
in terms of the closeness between
themselves and the personnel. One
of them said, “I'd rather trade in
my own store than in a public
store. That's why I prefer local
merchants. They're more personal.
They get to know your name.
They take more interest in you as

" a human being.” Although the

economic type made up 33 per
cent of the sample, the personaliz-
ing type made up 28 per cent.
This person, he found, was identi-
fied more with the local commu-

nity. The shopping experience and
the shop helped tie her in with the
community, thus contributing to
her identification with it.

Janowitz!* found that the local
community press was also impor-
tant in symbolizing identification.
He reports that a high proportion
of persons did read the local com-
munity paper regularly, seeing it a
way of learning what their neigh-
bors were doing. They saw the pa-
per as freer than the metropolitan
daily and as standing for “prog-
ress”’ rather than private inter-
ests. Those who seek to introduce
change in the community might
well take such centers of identity
into account. An obvious way of
getting to persons in a way that
appears to carry some authority,
would be to make use of the local
community paper, rather than the
metropolitan daily as is so often
done. Although advertising in gen-
eral is not an effective way to get
to people, apparently advertising
in the local community paper is
likely to be more successful for
conveying information and for at-
tracting persons into employment
offices than advertising in the
metropolitan daily.

Race and Ethnicity

Glazer and Moynihan® tell us:

In 1660 William Kieft, the
Dutch governor of New Nether-
land, remarked to the French
Jesuit Isaac Jogues that there
were eighteen languages spoken
at or near Fort Amsterdam at
the tip of Manhattan Island.
There still are: not necessarily
the same languages, but at least
as many; nor has the number
ever declined in the intervening
three centuries.

Such a statement bears out the
claim that race, creed, and color,
far from disappearing in the United
States, are as important as ever.
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What seems to have been the case
was that the original conception
of a melting pot in the United
States never did work. If one
needs any evidence, the difficulty
experienced by those who backed
the Americanization movement of
the 1920's may be pointed to.
What was reported was the enor-
mous resistance of local cultures
and immigrants to being Ameri-
canized in a hurry.!®* While such
Americanization has been more or
less successful in spite of the re-
duction in immigration, it is not
simply that these groups are per-
gsistent but that they have dem-
onstrated amazing new resources
and abilities to persist, as well as
creative variations of behavior,
while still retaining their distine-
tive identity. An important func-
tion of such groups in the job area
is illustrated by the following
quotation. It is a part of one of the
case reports from Allison Davis’
study!” of long-term unemployed
persons during the Depression of
the 30’s, but the general picture
applies quite as well at the pres-
ent time. Jim and Pearl Elno are
the names given to two parents of
seven children who were particu-
larly hard hit by unemployment:
Unable to secure work . . .
[the family] had to flee to
steadily smaller and poorer a-
partments, and the children
were reduced to half-starvation
rations, which kept them sorely
undernourished and chronically
ill. Unemployment and their
hopelessly large family wore
away the determination and the
morale of the parents, especial-
ly Jim. They separated twice,
and Jim deserted once but re-
turned. He was arrested two or
three times for panhandling
while drunk . . . The Elnos and
their seven little children were
on the rocks and seemed headed
for the bottom.

But Pearl still had her own
parental family. Her father and
mother, and her sisters, togeth-
er with their husbands, formed
a closely organized and loyal
clan, which repeatedly rescued
her and her seven children. The
sisters took them in, when Jim
was violently drunk or when
they were evicted for inability
to pay the rent. They bought
the children clothes, and helped
feed them. Pearl’s mother, still
able to hold a job at sixty, bor-
rowed money on her home to
lend to Jim when he was em-
ployed by the Works Progress
Administration. She came up
from southern Indiana repeated-
ly to care for the children, so
that Pearl could work as a wait-
ress, and as a machine operator,
to help feed the children while
Jim was unemployed. One of
Pearl’s sisters opened a tavern
recently and employed the mo-
ther, who in turn helped Pearl’s
family. Both the sisters and
mother thus have continued to
help Pearl. ...

. . . the average working-class
family is a large economic unit,
a clan of kin. They can depend
upon each other for shelter and
food in time of unemployment,
or of reduced income, or of pro-
longed absenteeism, or when
they simply quit the job. . ..

[Each member of such a fam-
ily] knows he can always “bunk
in” with a relative, usually on
his mother’s side of the family,
and he is certain that an extra
plate will be filled for him and
his, so long as his relatives have
food. The harder the economic
noose is drawn, the tighter the
protective circle of the average
working class family is drawn.
In the Youth Opportunity Cen-

ters set up under the Office of
Economic Opportunity, counselors
find that a high proportion of

—_24 —

-




their clients are Negroes, Puerto
Ricans, Indians, farm laborers, mi-
grants from the deep South, and
other such distinct groups. In gen-
eral, the whole approach through
bureaucratic government offices
does not work well with them:
they are highly suspicious of such
institutions. They are impatient of
explanations in terms of automa-
tion, regarding such explanations as
a dodge, because they see that they
are rejected for jobs that they know
they are qualified for. They are
distrustful of training programs
which sometimes do not work for
them because unions or others will
simply not let them go to work
even when they have the proper
training. Counselors in the Youth
Opportunity Centers, as a conse-
quence, often report that clients
from these groups are passive,
perceiving the counselor as simply
another adult to be manipulated,
and hence cooperating as little as
they feel is necessary. A common
problem is the tendency of clients
to refuse to show up for appoint-
ments or to come in late and then
to feel rejected if they cannot be
taken immediately on their arrival.
Many clients perceive the coun-
selor as a policeman, as “Charley”
—the white man who stands in
the way, rather than the person
who can be helpful. Counselors
also raise the question of how
they should handle the discovery
of illegal activities. Of course,
counselors in general are con-
fronted with this problem but
what is special about these popu-
lations is that the probability of
discovering crime and other quasi-
legal activities is considerably
higher. A report from a group of
counselors in New York City ex-
pressed particular alarm at the
amount of narcotics pushing which
clients referred to. In view of the
fact that the counselor’s records
can be subpoenaed by the courts,

what should the counselor do in
trying to provide assurances of
confidence to the client? Another
problem is that of getting to the
clients themselves. The model of
the client who refers himself to
the counselor for assistance does
not apply often to these underpriv-
ileged populations. Partly because
these populations are suspicious
of those who run the program and
their motives, and partly because
they simply may not care, it is
often necessary for the counsel-
or to assume an active role in
soliciting the client and motivat-
ing him to come in and see him.
The program known as Project
Outreach in the Youth Oppor-
tunity Centers specifically pro-
vides that counselors shall make
some attempt to move directly in-
to the ethnic community and make
themselves available or provide
other motivations for persons to
come forth.

Some of these problems may be
handled through changes in the
training of counselors. For exam-
ple, special courses at universities
might be offered dealing with the
cultural characteristics of these
groups or special lectures on the
subject might be given in conjunc-
tion with regular courses which
counselors in training take. In ad-
dition, it may be possible to work
out special techniques for han-
dling such populations. A good
deal of work needs to be done in
the development of special tests
which make little use of verbal
materials and tests which do not
require knowledge of English.

The Community Action Pro-
gram approach under the Office
of Economic Opportunity is a step
in the right direction. What is
needed is a direct recognition of
the organized character of the
“clients.” Attempting to deal with
them, according to traditional
counseling conceptions, one at a
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time and assuming that the client
voluntarily presents himself for a
service which he desires, and pre-
sents himself to a professional
whose authority he respects—
none of these assumptions is ten-
able. A wholesale revision of the
counseling approach so that it is
adapted to the group character of
the client is in order. The leader-
ship of these groups will have to
be brought directly into the plan-
ning process as employment of-
fices are set up. They will have to
be involved directly in counseling
itself, in the form of the use of
counselors who are also members
of the groups, in careful follow-
ups of the experience of placed
clients, with the help of the mi-
nority top leadership itself and
other measures of this kind.

Emerging Patterns of
Stratification

The emphasis on poverty and on
unemployment in discussions of
manpower, while well-placed, has
tended to obscure certain great
changes taking place in the strati-
fication of the society. Manpower
policies themselves also cause
changes in the redistribution of
wealth, and in the structure of
power and prestige.

One change involves shifts in
the relative prestige and power of
occupations. The increased role of
the central government in employ-
ment and in providing stimulants
and leadership for the entire so-
ciety, as well as the actual in-
volvement of the government in
such activities as research, have
led to a change in recent years in
the prestige of public employment.
Partly because of the Jacksonian
tradition, there tended to develop
in the United States a feeling that
government employment is a last
resort of the dead-beats who are
unable to compete in the private
gsector. The general opinion was de-

veloped that it took no special abil-
ity to govern, and the civil service
bureaucrat became an object of
jokes and contempt. Evidence
from recent studies show that this
opinion has changed.'® In spite of
the sneers at the “whiz-kids” who
have clustered around Secretary
McNamara, and the crude jokes
made about foreign policy simu-
lated on a Rand computer, there
seems no question that the social
scientist is listened to in councils
of government. Certainly the pres-
tige of the economist has never
been 8o high.

The activist role of the Federal
government may have led to a de-
cline in the power of state and
local governments. Certainly there
have been important shifts in the
regional distribution of wealth
and power. A major source for
such shifts has been the central
role which the Federal govern-
ment has played in Research and
Development. In 1962, two-thirds
of the approximately 17 billion
dollars spent on research and de-
velopment had its source in fed-
eral funds, although the govern-
ment itself spent only a small
part of it (15 per cent). The mon-
ey is instead distributed through a
very small number of large organ-
izations and universities on the
grounds that only these organiza-
tions and universities have the
personnel who can make efficient
use of these funds. Weidenbaum??
presents data which show that 72
per cent of the value of the prime
military contracts awarded in the
fiscal year 1962 went to one hun-
dred companies and institutions.
Within this amount, seven major
industry groups account for over
nine-tenths of the value of the
contracts awarded—aircraft, elec-
trical and electronic equipment, oil
refining, automobiles, construc-
tion, rubber, and shipbuilding is
that order.

— 26—




A cost to some of these indus-
tries has been an increased de-
pendence on such contracts for
their very existence and for con-
tinuance of high employment in
the areas in which they are lo-
cated. Companies like American
Telephone and Telegraph, Ford
and General Motors, though they
are recipients of large sums of
money from the Federal govern-
ment, are still not dependent on
the government, for in 1962 all of
their government business for de-
fense and space contracts made
up less than 5 per cent of their
total dollar sales. On the other
hand, more than 50 per cent of
such sales are recorded for com-
panies that include all of the ma-
jor aircraft firms, Collins Radio,
Thiokol Chemical and Raytheon.
Very high also are companies like
American Machine and Foundry,
Central Tire and Rubber, Sperry
Rand, ard Bendix Corporation. Fur-
ther, these industries are concen-
trated in a small number of states:
Kansas, Washington, California,
New Mexico, Connecticut, Arizona,
and Utah. The concentration is far
greater in individual metropolitan
areas such as Los Angeles, San
Diego, Wichita, and Seattle. There
has resulted a specialization on
space and defense products on the
part of many firms which does
not admit to easy conversion to
peace-time uses.

The other major concentration
of government research funds has,
of course, been in the universities,
and in particular, a very small
number of them. The importance
of such federally-supported re-
search has accelerated changes in
the prestige as well as power of
different departments in the uni-
versity; has contributed to a split
between teaching and the research
function which neither students
nor taxpayers have always been
happy to see; has created a class

of peripatetic university presidents
who play key roles on the national
scene; and has produced a situa-
tion in which about one-tenth of
the professors in about 20 uni-
versities are up in the air at any
given moment. There have been
similar effects at the public school
level, especially the diminishing
influence of local school boards
in the determination of the con-
tent of the curriculum.2¢ Whether
these developments mean less de-
mocracy may be freely debated.
They seem to mean less grass-
roots democracy but what also
must be recognized is that many
types of local control mean con-
trol by local interests, with little
democratic participation on the
part of the citizenry.

In addition to the impact of the
Federal government on education,
the position of education itself and
of educated persons in society is
another of the great changes in
stratification that has occurred in
recent years. If one uses as an in-
dex of the length of time that per-
sons stay in school a measure
which consists of the per cent of
fifth graders in a particular year
who later graduated from high
school, one finds that the per cent
has gone up from 27 per cent in
1931 to 60.4 per cent in 1960.*
The proportion of high school
graduates going on to college has
gone up from the period of the
early 30’s, when it was less than
one-third, to a figure of over one-
half at present. So too, the me-
dian number of years of school
completed has changed from 8.6
in 1940 to 10.6 years in 1960.
While these changes have meant
that the proportion in the United
States with a minimum education
has been going up, what is often
not realized is that the proportion
of college graduates and those in
college is increasing even faster.
For example, it is estimated that
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while the proportion of high school
graduates will increase by 16 per
cent by 1970, the proportion of
college graduates will increase by
about 20 per cent.

Although these trends are clear
enough, their implications are by
no means so clear. Some persons
see in them a decrease in the dif-
ferences in education in the United
States, with a consequent reduc-
tion in the amount of stratifica-
tion. This conclusion seems du-
bious. In the first place, the in-
crease in importance of university
education has meant more power
for educational administrators and
for the relatively small number of
universities that receive the lion’s
share of government research
funds. Secondly, although there is
a general overall increase in aver-
age education, it is by no means
equally distributed. For example,
although the median number of
years completed by persons 25
years of age has gone up (as we
pointed out above) from 8.6 years
in 1940 to 10.6 years in 1960, the
corresponding figures for non-
whites consist of a shift from 5.7
years median education in 1940 to
only 8.2 years in 1960. So, too,
one finds the per cent of persons
aged 16 to 24 with some college
attendance varies enormously by
family income. For persons with a
family income of less than $5,000,
only 19 per cent report some col-
lege attendance; for those whose
families have incomes of $5,000 to
$7,000, the percentage is 33.0; for
those with $7,500 to $10,000 fami-
ly income the percentage is 48.6;
and for those whose family income
is $10,000 or more, the percentage
is 60.3.

Although we like to emphasize
the role of the school as a vehicle
for ambitious youngsters from
working-clagss families to secure
the means whereby they may suc-
ceed in the occupational world, it

is equally true that the school is
one of the great discriminators as
well. By that we mean that a num-
ber of studies®** have shown that
the school tends to favor those
who share the school’s middle-
class values and to discovrage
from continuing in school the very
children of working-class families
who might most profit from it.
This it does through the tendency
of teachers to favor children who
have social characteristics like
themselves, and through the segre-
gation of children in special cur-
ricula, so that once a person is in
the vocational curriculum or the
general curriculum, he is likely to
find it difficult to get into the uni-
versity. At the same time the in-
creased emphasis on education as
a value makes things even more
difficult for those who have little
of it and those who are not able
for various reasons to profit from
an education.

Second, the relationship between
education and employment has
been vastly oversimplified. For ex-
ample, much is made of the esti-
mate by Edward Denison?? that 42
per cent of the increase in output
per worker between 1922 and
1957 was a result of education, and
that 36 per cent was the result of
advance in scientific and techni-
cal knowledge, to which the edu-
cational process and institutions
were heavy contributors. The in-
ference seems clear that the more
educated the individual, the great-
er a contribution he can make and
also, the better job he will be able
to get since an increasing number
of jobs, it is claimed, call for high-
er education. A common type of
comparison is the following:*

In 1962 nearly three-fourths
of nonfarm laborers (excluding
miners) had less than a high
school education, their unem-
ployment rate averaged 12.6
per cent, and they accounted for
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14 per cent of joblessness last-
ing three months or longer. At
the other extreme, 93 per cent
of professional, technical, and
kindred workers had at least a
high schooi education, and 27
per cent had more than 4 years
of college. The unemployment
rate of this group in 1962 was
1.7 per cent and they accounted
for only 3 per cent of long-term
unemployment.

One result of such statistics has
been the creation of a new kind
of deviant in the United States;
the drop-out. Drop-outs are felt
to be both a threat to themselves
and their families and a danger to
the entire society. Many programs
encourage drop-outs to return to
school and severely warn other
students what may happen to them
if they become drop-outs.

Two general points should be
made both on the position of the
drop-out and the general argu-
ment that education and unem-
ployment are closely related. First,
it is generally assumed that the
drop-out is the person who vol-
untarily leaves school because he
desires immediate gratification
and is unable to put up with the
discipline required by schooling or
is unable to wait for the reward
that may take many years in com-
ing. A study by Miller and Har-
rison2’ suggests that this picture
is over-exaggerated. The drop-outs
in their sample were often “push-
outs,” or felt that conditions had
been made so unpleasant for them
that they had no choice but to
drop out. They claim that they
were “bugged” by school person-
nel, and that they were not pre-
viously negative about school. A
high proportion of other drop-outs
consists of persons who were in
fact not learning anything in
school and who would not have
profited by a longer period, so far
as vocational preparation is con-

cerned.

Further, in spite of the correla-
tion between years in school and
employment, it does not follow
this is necessarily causal; that is,
that it is because these persons
stay in school longer, that they
dre enabled to get better jobs. It
is at least as likely that people who
are enabled to get and keep jobs
come from families who have mon-
ey and other opportunities and it
is those factors which enable the
children of such families to get
both high education and jobs. Al-
so, persons who stay in school
longer are presumably also those
that have more intelligence and
more motivation and both intelli-
gence and motivation are obvious-
ly related to ability to get and
hold a job. In fact, many firms
prefer to hire the better educated
person not because they feel that
education itself contributes any-
thing but because they feel that
the ability to stay in school is it-
self a measure of ability to con-
tend with a large organization and
its demands. I am not saying that
there is no point in encouraging
persons to stay in school, but that
to expect any direct relationship
between such attempts and the
employment rate may doom one
to disappointment. The whole ar-
gument runs contrary in any case,
to those who see the school as a
place for a liberal education. Those
who argue the relationship be-
tween education and unemploy-
ment would turn the schools into
a place in which vocational educa-
tion becomes a major emphasis.

A third change in the structure
of social stratification in the
United States that has been tak-
ing place in recent years has been
a change in the relative power of
Negroes and whites to make key
decisions in the society. The peri-
od of the last 15 years has seen
a great rise in Negro militancy.
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The effect of the sit-in or other
demonstrations is often evaluated
in terms of success or failure. In
those terms, considering the enor-
mous amount of effort and the
number of people involved, the re-
sults have certainly been modest,
and there is some evidence that
northern resistance may even be
stiffening.

It is possible, however, to look
at the movement in another way:
what is it doing to the Negroes
rather than for them? This view
of the movement points up an im-
portant distinction—the difference
between personal failure and
group failure. When an individual
attempts to succeed by developing
his capabilities and fails neverthe-
less, he himself must bear the full
pain of failure. Failing in what
one is trying very hard to achieve
can be shattering. On the other
hand, when one is a part of a
group that is fighting what is
firmly believed to be the good
fight, then group failure tends to
be regarded as only temporary.
The cause remains just and will
succeed, even though the individ-
ual may not witness it. And it is
essentially a group effort that
characterizes the Negro move-
ment. As one commentator has
noted:2¢

The revolt of the Negro
amounts to this: the solitary

Negro seeking admission into

the white world through an un-

usual achievement has been re-
placed by the organized Negro
insisting upon a legitimate
share of the goods of American
society.
The effect of participation in a
civil rights demonstration, for ex-
ample, is to increase group cohe-
siveness, even if the demonstra-
tion fails. It also increases group
discipline, so that there is a great-
er willingness to follow a leader in
whom the group has faith. Once

a man has marched, had ketchup
rubbed into his hair and fire hoses
turned upon him, or been snarled
at by a police dog, he is never the
same. He feels a sense of unity
with his brothers that may be all
the more intense when there has
been failure.

It is this development of Negro
solidarity, with the great growth
of Negro leadership in recent
years, that is the most important
event that has occurred so far as
shifts in the locus of power in the
United States are concerned. The
introduction of local representa-
tion into the governing boards of
the Community Action Program in
particular cities is one reflection
of the fruits of militancy. In ex-
amining the make-up of one of
these boards in a western city, I
was amused to note that beside
each person’s name was stated his
race: white or Negro. This oc-
curred in a state which had fought
a long battle to have racial desig-
nations removed from employment
notices and questionnaires. When
I asked the head of the office
about this, he said that this was
a requirement in order to secure
government funds under the Pov-
erty Program. One had to demon-
strate that the board was repre-
sentative racially of the local com-
munity. He went on to say: “As
you can see, we have a good rep-
resentation of Negroes. But one
thing we are worried about is that
we do not have any Indians on
our Board. We are looking for an
Indian who has the time and is
willing to come in here and work
with us. He has to be poor and
without a job.” My own observa-
tion of the operation of such
boards leads me to the conclusion
that this representation may in-
deed be affecting the character of
decisions made about local pro-
grams.

An obvious question is whether
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persons who are chosen because
they are poor or because they are
unemployed will be articulate
enough to express their views and
to represent their group effective-
ly on such boards. Some of them
of course, are articulate but in
any case there is a type of power
expressed which is simply the pow-
er of veto. A Negro in one of these
boards had sat silent throughout
the meeting but at its end, when
it was assumed that a given pro-
gram was to be put into effect, he
simply mumbled to himself and
then said, “It isn’t going to work.”
When asked to elaborate, he sim-
ply shook his head and refused,
perhaps because he was unable to
find the words. What he did do
was to repeat the phrase, “It isn’t
going to work,” adding, “I know
my people won’t go for it.” This
position was enough to establish
opposition and bring the delibera-
tions of the committee to a halt.

The position of the poor in so-
ciety is also changing, a fact hard
to document since the terms used
to describe the poor continue to
change.?” Hence their historical
continuity has been obscured and
they are forever being rediscov-
ered—an example of what Sorokin
has called the “Columbus com-
plex.” The poor always seem to be
hidden until the brave explorers
of each decade reiterate their pre-
vious invisibility, going on to de-
scribe what the “new poor” are
like. John Griscom,?8 writing of
slum life in the 1840’s, said “One-
half of the world does not know
how the other half lives.” Half
a century later, Jacob Riis echoed
Griscom’s viewpoint and his lan-
guage. Still a half-century later,
Michael Harrington’s popular
book,?® The Other America, again
discovers the invisible poor. Har-
rington pictures the poor as pas-
sive, inert, and apathetic, lack-
ing generally in the capacity to

act. Even if it were true, Millerse
doubts that the portrait is accu-
rate at the present time.
The aged have been active in
political movements—from the
Townsend Plan to the fight for
Medicare. Mexican Americans
have recently won political con-
trol in Crystal City, a small
Texas town. In many cities, the
young and adult poor have or-
ganized to protest their condi-
tions, as recently in Chicago,
where women on welfare strong-
ly demonstrated against the ces-
sation of allowances.
And, if anyone thinks that the
Negros or the Puerto Ricans are
invisible nowadays, he simply has
not bothered to look. The many
books on poverty3! and working
men which have appeared in re-
cent years give a picture of the
poor as something very different
indeed from an inert mass of atom-
ized individuals waiting patiently,
hat-in-hand, for handouts from
their betters. Although they are
not by any means a single group
on the march, nevertheless there
are major axes of organizations
and major bases about which
identities are developing. They are
organizing to influence decision
making for what they feel is a
change in their position in society.
They refuse to regard themselves
as failures in the competitive
struggle, or as casualties who
must be written off, or as some-
thing temporary—an affront to
the affluent society. There are
many ladders of stratification in
society. Some persons stand high
on the ladder of wealth, others on
the ladder of education; while
still others stand high in prestige.
The poor have no other choice but
to move up on still another ladder
—that of power.

The Engineering of Social Change
When one has collected all the
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data and made his recommenda-
tions, how is it all going to be
made to happen? The British have
often been accused of using a pol-
icy of muddling through. In the
United States, we employ a policy
which is, as a matter of fact, not
so far removed from it. Our ap-
proach to social change has -not
been that of identifying an evil
and then taking steps to remove
it. We are satisfied merely to try
to improve things, make the bad
thing a little less bad. In the
words of two political scientists,
Braybrooke and Lindblom,*> we
seek to identify situations or ills
from which to move away rather
that goals toward which to move.

Even short-term goals are de-
fined largely in terms of re-
ducing some observed ill rather
than in terms of a known ob-
jective of another sort. For ex-
ample, values attached to the
distribution of income are not
likely to be the attainment of
any desired pattern of distribu-
tion. They are most likely to be
the amelioration of a specific
social evil, represented by the
proportion of the population
disqualified for appropriate edu-
cation solely by inadequate in-
comes . ...

Policy aims at suppressing
vice even though virtue cannot
be defined, let alone con-
cretized as a goal; at attending
to mental illness even though
we are not sure what attitudes
and behavior are most healthy;
at curbing the expansion of the
Soviet Union even though we do
not know what positive foreign
policy objectives to set against
the Kremlin’s; at reducing the
governmental inefficiences even
though we do not know what
maximum level of competence
we can reasonably expect; at
eliminating inequities in the tax
structure even though we do not

agree on equity; at destroying
slums even though we are un-
certain about the kinds of hoites

and neighborhoods in which
their occupants should live.
We do not deny the currency
of ideological objectives like
freedom and security. We sug-
gest, however, that these ab-
stractions only establish the
orientation that most analysts
in a particular country or cul-
ture share. To influence policy
choices at points on which an-
alysts differ—or to play any
other direct role—they must
first be transformed into the
more specific values involved in
actual policy choices.
Many of the manpower students
in the United States contemplate
such an approach to implement
their recommendations. Recom-
mendation often -takes the form of
a written report, prepared at the
request of the President. The re-
port is then criticized by interested
groups, going through the usual
process of struggle and conflict of
interests in the Congress. After
being appropriately changed, it
may become law. Enforcement
then proceeds according to how
strongly the enforcing agent and
the bureaucracy feel about the
matter. This las been the ap-
proach to change in the United
States in recent years, at least
since the coming of the Gompers
tradition to American trade union-
ism, and the development of the
Democratic party as the conserv-
ative party in the United States.
But we have seen a new tech-
nique develop in the last fifteen
or twenty years for speeding up
the process of social change—the
use of mass action through organ-
ization. How successful this is as
an approach remains to be seen.
In some cases it certainly has
quickened the attention to the
problems. There is evidence that
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the Watts disturbances in Los
Angeles have increased the favor-
able attention that the area has
received, have unlocked poverty
funds which were being held up for
various reasons, caused changes in
police activities in the area, and
led to investigations of the pric-
ing practices of the merchants in
the area. There is little sense Of
ghame in having participated in
the disturbances. Contrary to the
McCone report, there seems to
have been quite strong support for
the mass action. Students at
Berkeley managed to shake that
giant organization. We shall see
more of mass action in the future.
Manpower policy then may be
made and implemented by march-
ing men. But can this work ? Can
hostile men with little training
coerce others into providing jobs?

The reduction in unemployment
attributed to the tax cut, has
caused some to feel that economic
remedies have about reached their
lim:t. Further reductions, it is felt,
must come from “structural”
changes; that is, mainly, chang-
ing the individual through re-
training, shifts in attitudes and
motivation, and other approaches
to making the individual able to
handle the jobs that are made
available by economic approaches.
The market is there: it is the in-
dividual who must be prepared to
take advantage of it.

But perhaps there is yet a third
approach. Instead of trying to
change the man, perhaps it is
possible to change the job to one
the man can do (and/or wants to
do). How that might be accom-
plished is another paper. But we
may have to begin thinking about
it.
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Third General Session

Address:

WORK AND THE INDIVIDUAL: AUTONOMY,
ALIENATION AND WORK ORIENTATIONS

Donald A. Hansen, Assistant Professor of Sociology
University of California, Santa Barbara, California

As was suggested in the com-
ments made by Dr. Striner and
Professor Gross, the problems to-
day faced by vocational counseling
may be increasing at something
like a geometric rate, for they are
closely tied to more pervasive
problems posed by industrializa-
tion and automation, by urbani-
zation, by abundance, and by
centralization of power in bus-
iness bureaucracy, in the military
and in the executive, legislative,
and even judicial branches of the
federal government.

These problems a-e so diverse
and so complex that—given ever-
present limitations in resources—
it is necessary to selectively attend
some, while virtually ignoring
others. The human tendency is to
turn to those most socially in-
sistent; that is, to attend to in-
strumental problems, such as
those having to do with organi-
zational efficiency and program
effectiveness. Today, however, I
would like to speculate on a type
of problem likely to be neglected,
even in the most humanitarian of
counseling programs—that is, to
the problem of work alienation, as
it relates to the development and
exercise of human autonomy,

In this discussion, three related
topics will be emphasized. The first
concerns a point apparent in at
least some recent literature on
counseling and guidance, and in
the program of this seminar: that
traditional perspectives on the in-

dividual and his work are overly
restricted in scope. The second
topic concerns the nature of “au-
tonomy” and of ‘“alienation,” re-
lated to the social and phenomenal
nature of the individual. In the
third topie, these perspectives on
individual development and auton-
omy are related to orientations to
work, and work opportunities.

Overall then, I am reraising a
concern apparent in your pro-
fessional literature of some years
ago: “Is guidance suppressing
individualism ?”’ That discussion, as
you recall, ran hot in your journals
for some few years, and then was
abandoned — perhaps in frustra-
tion, for discussions of such a sub-
ject are difficult to specify ad-
equately, and quickly grow vague,
culminating in a fury of wild
charges answered by simple bro-
mides. Despite the difficulties of
such discussions, they are critical,
and deserve to be reexamined
whenever we can find the emotion-
al energy for the job.

1. Interpenetrant Processes and
Meaningful Action

Let me now elaborate on the
first point. To look at work and
the individual, it is inadequate to
simply ask about the relation of
the individual to his job, as is
generally done in discussions of
work and “job satisfaction.” It is
not enough to simply examine the
inner life of the individual, his
needs and drives, goals and satis-
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factions. This psychological level
of analysis is essential, but it is not
enough in itself. Rather, the in-
dividual and the job must be placed
in a sociocultural context; to ask
questions about the relation of the
individual to his job is to ask not
only what goes on within the in-
dividual, not only what his inter-
personal relations are within the
work setting, but also how these
phenomena relate to what’s going
on in the community and society.
Such a perspective is suggested in
the idea of “interpenetrant real-
ities,” early attended in the the-
ories of W. I. Thomas and George
Herbert Mead and today almost a
bagic article of faith in contem-
porary sociology. By that idea is
meant that personality and soci-
ety, or other observable “entities,”
may not in fact be strict entities,
but exist only by virtue of the
other’s existence; to understand
one then, it is necessary to under-
stand the other as well. The im-
plications of this sociological em-
phasis for counseling are perhaps
as profound as they are apparent.

In this interpenetrant reality,
the individual and his society are
seen as two sides of the same
coin. Society is made up of in-
dividuals, but, somewhat paradox-
ically, it is something more; soci-
ety is individuals in interaction
with one another, it is their in-
terlinking relationships, which at
any one time hold some patterned
coherence, but also may be con-
stantly in flux. In these relation-
ships, there develop qualities of
community or society that can-
not be understood by simply look-
ing at each of the individuals in-
volved. That is to say, the old
argument between the nominalists
and the holists, the argument
which asks “is the whole more
than the sum of its parts,” in this
perspective, is invalid. The whole
is its parts in processual relation

with one another and with other
objects in their environment.

It is clear that these relation-
ships are, at once, both phenom-
enal and behavioral; and what
goes on within the individual—his
perceptions, his imputations and
evaluations—can be as important
as his overt behavior. Indeed, the
individual’s perceptions, cogni-
tions, and evaluations can be of
critical importance in determining
his behavior: if a man thinks he
can fly, in a sense he can fly, for
that idea will influence his choice
of actions in any particular situa-
tion, even to the point that he
may leap, arms outstretched, with
the intent of soaring off the Em-
pire State Building. It is useful,
and even necessary for us to in-
quire into the intra-individual, into
the phenomenological, the mean-
ings and definitions, the assump-
tions and understanding the in-
dividual carries to any particular
situation. The point is—as would
be illustrated by a phenomeno-
logical analysis of the “birdman’s
descent—it is not enough.”

It is also important to inquire
into the relation of the phenomeno-
logical to the individual's experi-
ences with other individuals and
other objects in his environment.
It is generally accepted that, as
the individual’s capacities for cog-
nitive awareness emerge, he is
increasingly influenced by his ex-
periences which, however unique,
are in overwhelming part inter-
personal and social. In this process
the individual alters and continues
the experiences, restructuring them
in socially relevant fashion as he
fits them into arrangements of
symbolic representations. These
representations, which are shared
with other human beings, enable
the person to recognize himself,
not only as a member of a group
or society, but also as a distinct
being; they in some way permit
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him to release and regrasp eX-
periences and hence to remold his
own world himself; they relate
him to others in intricate and
often complex interlinkings of ex-
pectations which restrain, impel
and lure him toward or from some
possible acts, some styles of life
and self-presentation, rather than
others. Such perspectives, which
emphasize the importance of social
influence on ‘“personality,” “gelf,”
and “motivation,” often picture
an individual who, however close-
ly interlinked to others, engages
in behavior which to h im is
“meaningful,” ‘‘goal directed,”’ or
in some way ‘“situationally ap-
propriate.” In this way, the struc-
tures of personality are inter-
linked with the “processes” of
gocial interaction; the social re-
lationships; then, are seen as basic
influences on the structuring of
the intra-individual.

Given such perspective, it is; in-
deed, appropriate to ask, ‘“What
are the meanings of work for an
individual?”, and to ask, “What
are the effects of that work on the
individual and on his develop-
ment?” Such questions, however,
cannot be answered in isolation,
for the answers are dependent on
the answers to other questions
posed at a sociological level.

To this point I have suggested
that neither individuals nor com-
munity can be understood with-
out understanding the other, that
they are inextricably interpene-
trant with one another. As is so
well documented in social science
literature, this makes the prob-
lem of social inquiry exceptional-
ly difficult. Obviously, it isn’t pos-
gible to study the entire gociety or
even to effectively conceptualize it.
If we focus on the individual in
relation to his work situation, we
necessarily obscure other pertinent
phenomenon. If we take a more
global perspective, and attempt to

identify the changes occurring in
occupational structures, it is diffi-
cult to simultaneously attend to
the intra-individual and interper-
gonal relations that are, in fact, so
closely related to those changes.
Any analysis, then, is at best
relative, not in an ethical sense,
put rather in the sense that it
simply assumes or even ignores a
world of relevant materials.

Archemides supposedly sa id,
“Give me a place to stand and I
will move the world.” The dilem-
ma of social inquiry might similar-
ly be stated: “Give me a place to
stand and I will view the world.”
That there appears to be no total-
ly valid entry point—a solid place
to stand—for the study of man in
society is a simple fact and we
must live with it. The point of
these comments, however, is that
we must live with it and not
ignore it. We must be at least
aware that we are neglecting many
questions, and that many others
must be addressed at least im-
plicily in our analyses.

The extension of this idea of
the relativity of social analysis
could lead, at its extreme, to im-
potence and resignation in the
face of unfathomable complexity.
Short of that extreme, however,
the idea can be profitable, help-
ing us to remain open to new
possibilities and aware of the like-
lihood of errors in our current con-
ceptions. As importantly, such an
ingistence can sensitize us to ques-
tions which might otherwise go
unasked. Given a conception of
interpenetrant reality, and the
idea of the individual as a goal-
seeking, active element who per-
ceives, defines and evaluates his
gituations and courses of action,
the study of the relation of the
individual to his work takes on
dimension not reflected in tradi-
tional questions about the mean-
ing of work and the effects of
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work on the individual. Work, that
is, can be seen as one basic element
relating individuals to one an-
other and to their environment.

“Employment remains a symbol
of one’s place among the living”
Harold Wilensky (1964) wrote in
an earlier paper to this associa-
tion, in much the same vein as
Edward Gross (1964) in a similar
paper, wrote, “A Man’s work pro-
vides him with one of the major
bonds through which he is united
with his fellows.”t Such proposi-
tions suggest that we can look
with profit, for one thing, toward
the individual: How do the bonds
of work affect intra-individual ac-
tivity and development? In turn,
how do these intra-individual phe-
nomena affect work bonds and
relationships? Looking in another
direction, we might reasonably
ask, in what ways do these varied
and completely interlinked work re-
lations affect ongoing socio-cultur-
al phenomena, and how do these
complex relationships affect work
relationships? Even such simplis-
tic questions as these suggest that
an adequate perspective on work
and the individual is exceptionally
complex, and eludes efforts to ef-
fectively conceptualize it in such
a way that it can be understood.

The importance of such a con-
ceptualization to counseling is im-
mediate and profound. For coun-
seling requires an ability to recog-
nize the social relevance of a
client’s actions, to recognize his
capacities for change, and to re-
late these capacities to changes in
the social contexts in which the
individual lives and works and is
likely to live and work. These are
sweeping requirements, and in
practice such perspective has been
available only in common-sense
knowledge and understanding. But

1. Both quotations from the NVGA sym-
posium, Man in a World of Work, H. Borow,
editor, Boston: Houghton-Mifflin, 1964.

common sense knowledge is noto-
riously defective; common sense
wisdom is closely tied to norms
and expectations that are peculiar
to a gpecial time, and in the face
of rapid change quickly grow
vague and inappropriate. Though
counseling, as any human art,
necessarily involves the exercise of
common-sense if the counseling of
today is to improve, common-
sense, empathy and intuition must
be supplemented by more power-
ful and sensitive conceptualiza-
tions of man and his society.

An awareness of this need is
clearly evident in the previous
publications of the NVGA, and it
is also clear that the efforts to
develop such a perspective are re-
lated to the current theories avail-
able in the social science. These
theories, however, evidence critical
deficiencies which may thwart un-
derstanding of both social and in-
dividual change and hence of
counseling. The sweep of individ-
ual human experience has yet to
be conceptualized in such a way
that can be effectively related to
the complexities of social life.
What is required both in the social
sciences, and in counseling, is a
coherent and cogent theory cap-
able of such a conceptualization,
capable of answering within a
single framework, questions of such
variety as these:

Questions about order in the
individual and in society, such
as: What is the relation of in-
dividual motivation and action
to social order? How does the
observable capacity of the in-
dividual for social participation
develop? How does order de-
velop among the collectivity ?

Questions about individual
and social controls, such as:
What is the relation of individ-
ual motivation to social re-
straint? How does the observ-
able capacity of the individual
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for collective orientation, rather

than self orientation develop?

How does social control develop

among the collectivity?

Questions about social change,
such as: What is the relation of
individual motivation to insti-
tutionalization and cultural in-
novation? How does the ob-
servable capacity of the individ-
ual for innovation, and es-
pecially for controlled innova-
tion develop? How and why do
modifications of collective pat-
terns of behavior and relation-
ships occur?

In short, I'm suggesting that
counseling requires a coherent
theory in which knowledge, eval-
uation and action are related in
such a way as to account for even
gelf-transcendence and self-nega-
tion, and in which this process
in one person relates to those in
others in such a way that the
dynamic stability of a community
can be understood.

Today, at least in sociology,
there is evidence that new efforts
are being made to develop such a
perspective. Indeed, that field to-
day is in an unusual state of
change, as sociologists of various
perspectives are attempting to re-
dress these deficiencies in per-
spective. Some sociologists for ex-
ample are returning to a closer
consideration of phenomenological
inquiry, others, in related efforts,
are returning to the earlier atten-
tions of Mead to interpersonal re-
lations, seeking to understand the
interplay of structural rules and
orientations with the participant’s
motives and strategies which can
result in social coordinations—in
which, that is, social structure and
order are seen as ‘‘negotiated.”
Other theorists are seeking to de-
velop abstract theories of social
order and change which are cap-
able of attending interpenetrant
processes at the individual as well

as the institutional level, and in
which social organization is seen
as emergent from, and yet in-
extricably interlinked with social
processes. However divergent such
developments, a commonality can
be seen in the rejection of an idea
which has tended to creep into
sociological research and theories
—and is seen persistently in the-
ories of counseling, however much
it may be denied by the theorists
—the idea that man is essentially
a reactive or a responsive being.
Rather, these theories are now
emphasizing that man engages in
meaningful and goal-directed ac-
tivity, that man is capable of some
gort of self direction and self
definition. The pertinence of such
a perspective to an understand-
ing of work and the individual,
and to the whole field of voca-
tional counseling in contemporary
society must be immediately ap-
parent.

In the literature of guidance
and of counseling in general can
be seen a recurrent emphasis on
the importance of recognizing that
individuals are capable of freely
choosing exercising volition, and
that work can be important in de-
veloping these capabilities, in en-
couraging individualism. How ef-
fectively these theoretical state-
ments are put into practice I do
not know, nor, I suppose, does
anyone else. What I would like to
suggest here, however, is that such
ideals may be elusive, at least in
part because of the general tend-
ency — both within social, eco-
nomic and political theory and in
everyday organized living—to
view man as essentially a re-
sponsive being, to underplay his
capacities for innovation and in-
dependent choice. The deficiency
in social inquiry, then, but reflects
a general cultural deficiency, and
finds a counterpart in theories and
practices of counseling. In large
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part, this deficiency may be seen
as an over-emphasis on the ration-
al activities of man, and on his
cognitive and emotional capacities.
What I mean by this may become
more clear in the course of a
brief discussion of ‘“autonomy’’—
which introduces ray second major
point.

2. Meaningful Action,
“Autonomy” and “Alienation”

Problems of human develop-
ment and freedom, whether or not
they are especially serious today,
likely have plagued man since he
first experienced that state we to-
day term “free-will,” “choice,”
‘“yolition,” or “autonomy.” In con-
temporary forms debates about
free-will and autonomy have been
couched on assumptions of inter-
penetrant reality, as in the Marx-
ian and Freudian theories or in
current discussions of work and
alienation.

As many debates of profound
importance, however, those over
autonomy and independence suf-
fer from a lack of specification,
cliches cover vagueness, as argu-
ments fail to join in battle save in
polemics or discursive essays. For
example, complaints about the
“homogenizing processes” of con-
temporary society often end with
a plea for ‘“‘autonomy” such as
this: “We've got to teach kids to
think for themselves.” What is us-
ually desired is some increase in
cognitive independence, although
some critics mean in addition the
development of ‘‘creative capaci-
ties,” or of a cognitive playfulness.
Usually, however, even the most
avid voice for cognitive independ-
ence imposes limits, insisting that
a modicum of conformity is re-
quired for social harmony, or in-
deed, for social coordination—that
some discipline of thought must
be instilled to ensure socially use-

ful production or cooperation. All
too often, however, the legitimate
need for some coordination and
cooperation is only the entree
for encouragement of habitual
compliance; where independence
of thought might flower, only en-
ergetic, conventionalized intelli-
gence is fertilized.

Even if cognitive independence
is developed, however, the individ-
ual may be far from capable of
independent choice of action, and
even further short of autonomy:
free choice of action requires not
only cognitive freedom, but free-
dom to evaluate possibilities with-
in a perspective not imposed by
coercion, manipulation or other
control, nor imposed (as is so
easily the case when evaluative
capacities are underdeveloped) by
primitive emotion.

I am suggesting, that is, that
models of man popular today in
social inquiry and in theories of
counseling and of psychology pay
scant heed to the development of
capacities to judge and evaluate.
At best, these capacities are but
partially represented in concep-
tions such as Freud’s ‘“super-ego”
and “ego-ideal” or the social psy-
chological models of “self” and “self
image.” What I'm suggesting is
that attention be turned more di-
rectly to a consideration of evalu-
ative capacities, as a subject par-
allel to the study of cognitive ca-
pacities, and that the concern ex-
tend beyond theoretical models in-
to normative questions about
‘“what’s happening” today.

Traditionally, schools in our so-
ciety intentionally ignore develop-
ment of evaluative capacities, ex-
cept in subtle and not-so-subtle ef-
forts to instill religious and na-
tional loyalties, values of hard
work, achievement and honesty,
and other special and often instru-
mental values. Encouraging the
development of capacities to judge
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—in a very restricted perspective
called moral training—have in the
past been the jobs of especially
the family and church. One of the
dominant themes of our time, how-
ever, is that these institutions are
decreasingly effective in stimulat-
ing personal development. If this
critical theme is valid, it might be
interpreted as in some ways favor-
able to the development of eval-
uative capacities: family and
church, it could be argued, are
among the more conservative ele-
ments in our society, and to be
freed from their influence and
evaluation is to be freed from
confining cages. The question is,
freed for what?

The concepts of ‘falsification”
and ‘“dissonance” can for the pres-
ent purposes represent one line of
answer to this question.? In most
simple form, the theory would
hold that falsification (roughly a
discrepancy of experience and ex-
pectation) leads to dissonance, or
“exigency.” It is generally consis-
tent with psychological learning
theories that various strengths of
exigency will have varying effects,
for instance:

Extreme exigency (harsh falsi-
fication) will lead to attempts to
dissolve the discrepancy, likely
through escape (such as reaction
formation, denial, repression);

Moderate exigency may lead to
efforts to reorganize judgmental
or cognitive horizons (depending
on what kind of falsification was
introduced) in order to resolve the
discrepancy in a way most consis-
tent with the existing horizons; the
effect of this may be elaboration
and refinement of horizons—that
is, the development of either cogni-

.2, The following discussion is a highly

simplified derivative from a construct pre-

sented by G. Zollschan and the speaker, in

“On Motivation,” in Peoplework: Sociologi-

cal Essays. in (_Jounseling and Therapy, D.

A. I;Iansen editor, Houghton-Mifflin (in
ess).

tive and/or judgmental capacities;

Mild or no exigency (no falsifi-
cation) will lead to cognitive or
judgmental atrophy.

This simple perspective suggests
that two individuals of similar in-
tellectual capacities may differ
greatly in evaluative capacities as
a result of differing experience of
falsification and dissonances. It
also suggests that the “conflict-
free ego sphere” may not be ap-
propriate to the fullest develop-
ment of the individual, that escape
from tension and uncomfortable
challenge may not always result
in the fullest development of in-
nate capacities. Optimal develop-
ment, this perspective implies, is
attained through moderated falsi-
fication in which exigencies are
neither allowed to become so in-
tense that the individual seeks to
escape nor so light that he is re-
duced to a conflict-free level. In
this perspective, then, we can give
a general and idealistic answer to
the question of what it is the in-
dividual in contemporary society
who is relatively free from the
constraining influences of church
and family is “free for.” Given a
commitment to the idea of indi-
vidual development, to the max-
imization of the ratio between hu-
man potentialities and human ac-
tuality, we might say that the in-
dividual is ideally freed for partic-
jpation in an exchange in which
his unique horizons of evaluation
as well as cognition are bom-
barded with moderate falsifica-
tions which, in essence, urges him
to reorganize his evaluative hori-
zons in ways ever more internally
consistent, adequate to effective
relations in the world of which he
is a part, and consistent with his
own physical and emotional equi-
librium. “Autonomy” that is, in-
volves far more than cognitive
and evaluative independence (or
independence in choice of actions);
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it is in effect, “‘capable independ-
ence,” involving an individual
relatively free from dictation by
either his organismic or social be-
ing, and possessing horizons of ex-
pectation and justification ade-
quately developed and elaborated
to allow him to specify and select
actions which are both socially ef-
fective and consistent with his own
cognitive and evaluative commit-
ments. To put this in more famil-
jar terms, autonomy requires some
sort of ‘“self reference” in selec-
tion of actions, and the self that
is referred to must be not only in-
tellectually but also evaluatively
capable. A “self”’ adequate to au-
tonomous action, that is, requires
horizons of cognition and evalua-
tion which are developed elabo-
rately and consistently, and effec-
tive commitment to aspects of
those horizons in which the or-
ganismic as well as the social as-
pects of the individual are effec-
tively integrated.

Before moving from this simpli-
fied theory of autonomy, let me
just say one thing about the con-
cept of “self.” I'm here using this
as a short-hand term to refer to
the cognitive and evaluative ob-
ject relations that have been
charged with an emotional ener-
gy—this is, that have been “ca-
thected.” The most important fal-
gifications, then, in the develop-
ment of a “self” are those in
which the individual recognizes
that his relationship to another
person or object is facilitating or
blocking his way toward certain
goals or helping him to attain or
deny ‘“satisfactions.” For a simple
illustration, an individual has
grown quite used to a comfortable
existence, which he has just taken
as a “given” of life. Suddenly, the
comfort is withdrawn—that is, the
taken-for-granted relations are fal-
gified.” Two general characteris-
ties of his response are important:

first, that he feels frustrated or
disturbed; second, that he sudden-
ly recognizes that the “falsified”
relationship (say to his mother,
or the girl friend he has been liv-
ing off for the last thirty-two
years) was the source of his now
absent satisfaction. The object re-
lationship, then, becomes more
clearly specified, and may be in-
vested with the emotional energy
precipitated by the falsification.

Simply, those objects that the
individual perceives as helping
him toward satisfaction of his
goals are ‘‘positively cathected,”
those which block him are ‘‘nega-
tively cathected.” The important
point is this: it is this array of
cathected object relations—both of
cognitive and evaluative character
—that the individual refers to
when he talks of his ‘“self” or his
“gubjectivity.” If this subjectivity
is to gain some sort of coherence,
there must be continuing cogni-
tive and evaluative elaboration, re-
quiring both cognitive and evalua-
tive falsifications. At this simple
conceptual level, then, a crisis in
“gelf identity” might be seen as a
consequence, especially of a lack
in systematic evaluative falsifica-
tions. Without these, a coherent
conception of self cannot develop
and the individual will choose his
goals simply on the basis of their
immediate potentials for satisfac-
tion, or avoidance of pain.

What I am suggesting, then, is
that the meaning of work is a
function of diverse social influ-
ences—influences that are repre-
sented in the falsifications experi-
enced by the individual; that not
only a freedom from harsh falsi-
fications, but also the presence of
moderate falsifications are related
not only to the workers’ feelings
of satisfaction, but also to the con-
tributions of that work to his per-
sonal growth.
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3. “Autonomy,” “Alienation”
and “Orientaiions to Work”

The interpenetration of the indi-
vidual and social processes and
forms related to the meanings of
work may be illustrated by relat-
ing two sets of concepts. The first
may be derived from the discus-
sion of motivation and autonomy,
resting on the difference between
goals which are related to subjec-
tive relations, that is, to the “self.”
These goals we might identify as
“intrinsic”’ or “expressive,”’ as
contrasted with those goals which
for the individual are simply “in-
strumental.” The first distinction,
then, is that between an “instru-
mental orientation toward onme’s
work” and an “intrinsic orienta-
tion.” The instrumental orienta-
tion would emphasize the impor-
tance in work of efficiency, effec-
tiveness and rationality, and
would hold work to be extrinsi-
cally profitable and transactive.
The intrinsic orientation would
emphasize the importance of work
as subjectively meaningful and re-
warding, or intra-individually and/
or interpersonally enjoyable or
growth inducing. We might think
of individuals or of groups, then,
as falling somewhere along a con-
tinuum between the purely instru-
mental and the purely expressive
orientations.

The second distinction should
also be recognized as a continuum,
at the one extreme emphasizing
the “primacy of individual goals”
and at the other, the “primacy of
collective goals.” Most jobs and
most actions of course, involve
combinations of both individual
and collective goals, but the telling
test might be in the choices made
in situations in which the good of
the individual is in direct opposi-
tion to the good of the collective.

It should be clear that what I'm
talking about here is a blending of

cognitive and evaluative orienta-
tions toward work, toward self,
and toward society. Many other
variables might be usefully identi-
fied in such a discussion, but these
two appear to me useful at this
time. Combining the two variables
yields a set of four logical cate-
gories, which though grossly sim-
plistic may suggest ways of look-
ing at the relation of individual,
work and community. The four
logical types are: first, those who
hold an instrumental orientation,
and emphasize the primacy of col-
lective goals, these I will call IN-
STRUMENTAL-COLLECTIVE ori-
entations; second, INSTRUMEN-
TAL-INDIVIDUAL orientations;
third, EXPRESSIVE-COLLEC-
TIVE orientations; fourth, EX-
PRESSIVE-INDIVIDUAL orienta-
tions.

For both practical and theoreti-
cal reasons, the first category is
the most intriguing. In this cate-
gory I can see little likelihood of
the exercise of autonomy, or of
stimulations for the development
of a coherent, integrated ‘‘subjec-
tivity” or “self.” In each of the
other three types, because of the
emphasis on individual goals or on
intrinsic reward, there is at least
some possibility of such exercise
or development. The instrumental-
collective orientation, however, at
best allows an orientation toward
work that does not touch on the
development of subjectivity—work
is “meaningless;” at worst, it in-
volves an orientation that can be
profoundly destructive to subjec-
tive development, by offering con-
tinuing and harsh falsifications.
Most clearly, this destructiveness
might be seen in the orientation
of a slave to the cruel demands
of his master, or, in current socie-
ty, it might be seen in the orienta-
tion of a marginal worker who is
forced to take, when he can get
them, odious and onerous jobs.

— 43 —




Freud found this collective-in-
strumental orientation to work so
common that he suggested that
the mass of men must be coerced
to work; that they will work only
to avoid deprivation, to escape
hunger or punishment. Thus
Freud, and in similar vein Marx,
noted the ‘“alienation of the
worker” from his job, essentially
arguing that most jobs are con-
trary to man’s subjectivity and to
his individual growth. Thus for
Freud coercion is essential to so-
cial order, and tends to retain the
status quo.

Profound changes in economy
and society, even since Freud de-
veloped his basic orientations,
however, suggest that the neces-
sity for coercion is not due to an
inherent laziness or indifference of
the masses, but rather to the na-
ture of most work. As long as
there is not only relative, but real
deprivation and starvation, as long
as the satisfaction of one part of
society depends on the suppres-
sion of another part, coercion may
be necessary. But in our times, in-
creasing abundance suggests that
more and more individuals can es-
cape deprivation; the promises of
automation and cybernation sug-
gest that they can do so with less
work, and that most odious and
onerous jobs will in the not dis-
tant future be no longer neces-

sary.

For some individuals, however,
these socio-economic developments
are somewhat inopportune, and
individuals and even classes of
people are denied opportunities
that only a few years ago could
reasonably have been theirs. Most
notably, automation has taken
over the most onerous and repeti-
tive type jobs today, and tomor-
row will take over more. However
desirable in the long run, the short
run effect is to render unskilled

labor and semiskilled labor in-
creasingly obsolete. It is signifi-
cant that in the 1950’s jobs in
service became more numerous
than jobs in manufacturing; ser-
vice jobs, however, pay less, on
the average, and hence offer a less
ready route of mobility for lower-
class persons and immigrant
groups to middle-class ways of
living and economics. Thus, some
of the most important routes
through which immigrant groups
have been assimilated are today
restricted. At the same time, the
rest of society has become ever
more affluent; a context of abun-
dance, new to our world has
emerged, dramatizing all the more
the difference between those who
are “in,” and those who are not.
These developments, unfortunate-
ly, arrived just at the time the
Negro was beginning to move in
significant numbers toward mid-
dle-class ways of life. With the re-
striction of ‘“good” jobs among
the Negros, and the consequent
competition for those few that are
available, hopes of subjectively
meaningful ways of life—if not of
work experience—have been dealt
a serious blow. For the lower-class
Negro, and for others unemployed,
uneducated and unskilled, there
are today work opportunities
which offer subjectively meaning-
less experiences, and in which any
primitive developments of sub-
jective meaning, such as human
dignity may be harshly falsified
and thus destroyed. For such men,
then, the Freudian and Marxian
emphasis on coercion remains val-
id, and bitter alienation from work
a simple fact of life. Until that
day that such men can find less
bitter employment, the most we
can hope for is a more profitable
orientation to their leisure and fa-
milial relations.

Among those who are “in,”
those who hold jobs that allow
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them to live a secure and hunger-
free life, there may also be some
sort of alienation, as is suggested
by Wilensky's® data on “work ali-
enation” related to ‘“prized self-
images.” Consistent with my pre-
vious comments about the devel-
opment of autonomy, Wilensky
found that the lower the freedom
of choice in jobs, and the higher
the job pressure, the greater the
alienation; reasonably, he also
found that thé higher the status
or the profession or job, the less
the alienation. Even in Wilensky’s
study, however, the concept of
“work alienation” is quite narrow-
ly defined, particularly as it is re-
lated only to the “prized image”
of the individual, and not to the
richness or breadth of that image.
Thus, though someone may not be
“glienated” in the negative sense
of the word, for him a job may be
‘meaningless.” As William Whyte
and C. Wright Mills impressionisti-
cally suggested, there may be a
passive acceptance of an instru-
mental-collective orientation to-
ward work. In the most extreme
statements about such an orienta-
tion, Mills offered an image of a
t“cheerful robot” and Huxley dra-
matized the life of the inhabitants
of a “Brave New World,” totally
devoid of “free-will” and meaning-
ful “self.”” Such statements are ob-
viously overdrawn caricatures—
but that need not mean that they
are totally inaccurate. The point
is, regardless of their experiences
in other aspects of life, many men
today may find in their work lit-
tle falsification, few experiences
that touch meaningful aspects of
their self, or that encourage fur-
ther development of cognitive-
evaluative coherence. For some,
such as the lower-class Negro for
whom mobility routes have nar-
rowed, there may be overt aliena-

3. In Borow, op cit.

tion and a self-destructiveness in
work; for others there may be
only a pleasant meaninglessness,
and hence an atrophy of individ-
ual development.

Because of contemporary devel-
opments, it may be that the first
sort of alienation—at least within
our own society—may be less
problematic than the meaningless-
ness of work. Here, again, Freud’s
arguments about work are perti-
nent, for he recognized the con-
structive possibilities of work;
that work need not be merely a
means of avoiding deprivation. In
Civilization In and Its Discontents,
he emphasized that work, more
than any other aspect of living,
may help bind the individual more
closely to reality: ‘“The daily work-
ing of earning a livelihood affords
particular satisfaction when it has
been selected by free choice, when
through sublimination it enables
use to be made of existing inclina-
tions, of instinctual impulses that
have retained their strength, or
are more intense than usual for
constitutional reasons.” The key to
this statement is ‘‘selected by free
choice” that is, selected in sub-
jectively meaningful ways.

Commenting on this point, Mi-
chael Harrington in The Accident-
al Century suggests that Freud’s

“own definition of therapeutic,

i.e.,, freely chosen, work has

been denied the overwhelming

majority of men in history. The
only kind of work they have
known is that imposed upon
them in a struggle for survival.

Abundance could completely

change this situation. If all rou-

tine and repetitive chores could
be done by machines, man can
be freed for activity of his own

choosing . . .

In this psychological analysis
of the meaning of work, one
glimpses the extraordinary am-
biguity of the present moment.
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Abundance could be the prelude

to bread and circuses. A degrad-

ing leisure would be society’s
substitute for degrading work

. on the other hand, there
could be a new kind of leisure
and a new kind of work, or
more precisely, a range of ac-
tivities that would partake of
the nature of both leisure and
work.”

For Harrington, Mills, Whyte,
and many other contemporary so-
cial critics, the instrumental-col-
lective orientation to work pre-
dominates in our society, and, as
such, poses critical challenges.

The poverty of work experience,
especially if matched with a similar
poverty of leisure experience, is
suggested by the other three
categories that were developed by
relating the variables of individual-
collective goals to those of instru-
mental-expressive orientation to
work. I would like to briefly men-
tion these three types, previewing
my comments with a quotation
from Gordon Allport’s* imaginative
discussion of deficiencies in moti-
vation theory. In this discussion,
Allport appealed to Hindu wisdom,
which posited that most men have
four central desires—which might
be used to characterize varieties of
orientation to work.

To some extent, though only
roughly, they correspond to the
developmental stages of life. The
first desire is for pleasure, a
condition fully and extensively
recognized in our Western the-
ories of tension reduction, rein-
forcement, libido, and needs. The
second desire is for success—
likewise fully recognized and
studied in our investigation of
power, status, leadership, mas-
culinity and need-achievement.
Now the third desire is to do

4, Aliport, Gordon, “The Open System in
Personality Theory,” Journal of Abnormal
and Social Psychology, 1960, 301-310.

one’s duty and discharge one’s
responsibilities . here our
Western work begins to fade
out. Excepting for some pale in-
vestigations of parental punish-
ment, in relations to the de-
velopment of childhood con-
science, we have little to offer
on the “duty motive” . . . Final-
ly, the Hindus tell us that in
many people all of these three
motives pall, and they then seek
intensely for greater under-
standing—for a philosophical
or religious meaning—that will
liberate them from pleasure, ex-
cess, and duty.

The second of the motivating
desires identified by the Hindus—
the desire for success—might le-
gitimately be used to categorize
the orientation toward work as
instrumental, but in which in-
dividual goals are given primacy
over collective (Type II on the
diagram). In such an orientation,
the individual may accept the in-
strumental demands of the job
for efficiency, effectiveness and
rationality even though they hold
little personal meaning, have little
bearing on his subjectivity, or offer
him directly any important eval-
uative falsifications. Because of his
emphasis on individual goals, how-
ever, some subjective meanings
might be found. His job, then, is
something that might be used as
a means to his own personal goals.
In most irresponsible character
this might take on a hedonistic
drive for self-glorification and en-
joyment, but if guided by a co-
herent system of evaluations, it
may lend to a collaborative pro-
ductiveness, as individual competi-
tion is constrained by a few basic
agreements about “right” or
‘“‘wrong” behavior, while the in-
dividual’s “profit” motive—what-
ever is for him a profit—may spirit
him to exceptional performance.

46 —

e ™ —— o

e W Tt b




Sensitizing Schema of
Work Orientations

Instrumental
Orientation to Work

I I
Work as a means
of avoiding deprivation Work as a means Primary
Primary of & increasing hedonistic to individual of
collective pleasure success individual
goals Work as Work as goals in
in work meaningful individually work
duty meaningful or '
expressive
I11 v
Intrinsic
Orientation
to Work

The social productiveness of such
an orientation may be especially
marked if the individual’s evalu-
ative commitments are shared gen-
erally by others in his community,
as in an ideological commitment
to the idea of individual success as
an indication of favor in the eyes
of God. The stereotypical ‘capital-
ist,” Babbitt, the Protestant Ethic,
and the “spirit of capitalism’” most
clearly fit into this type.

Most importantly, it should be
noted that jobs of this instru-
mental-individual type would tend
to be selected less for their sub-
jective meaningfulness, than for
what the individual thinks they can
do for him in society— less for
their intrinsic meanfulness, than
for their social effectiveness. Sec-
ondly, it should be noted that the

social productiveness of such ori-
entations in the long run may de-
pend on whether or not the in-
dividual’s “self-centered’”’ decisions
are guided by evaluative commit-
ments toward collaborative efforts.

In this respect, the instrumen-
tal-individual orientation is some-
what similar to the expressive-
collective orientation (Type III on
the diagram). Indeed, the latter
orientation is almost inconceivable
apart from some sort of ideologi-
cal or utopian commitment gener-
ally shared by the co-workers.
Whereas in the previous type, the
evaluative commitments might em-
phasize collaborative efforts as
important to individual goals, in
this collective-expressive orienta-
tion, the evaluative perspective
might be reversed: individual ef-
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forts would tend to be emphasized
as important to collective goals.

In the contemporary world, this
sort of orientation toward work
might be most clearly seen in re-
ports of the Israeli Kibbutzim, or
in other ‘‘utopian” communities
such as those of the Mennonites
and Quakers within our own
society. Clearly, the Marxian ideal
society envisaged such an orienta-
tion of the individual to his work,
in contrast to the two types of
instrumental orientation, which
have predominated in Western
society. Significantly, just as a
footnote, those individuals who
have most effectively proselytised
the Marxian vision themselves
failed to develop such an orienta-
tion toward their work; rather,
they would best be categorized in
the instrumental-individual cate-
gory, in Wwhich their individual
goals—say, of successful prosely-
tising—were closely attuned to an
ideological-utopian commitment
shared with other fellow travelers.

The expressive-collective orienta-
tion toward work, then, might be
characterized with the term
“meaningful duty,” that is, with a
subjectively meaningful relation
to one’s job, and in which the most
salient experiences, and the most
salient evaluative falsifications, are
to be found in the contributions of
the individual’'s efforts to the col-
lective good. Thus, individual de-
velopment, the elaboration of the
evaluative and cognitive horizons,
and hence the development of a
coherent ‘“‘subjectivity” or ‘“self”
may be seen as an essential con-
sequence of work, but it would also
be seen as attainable only through
work which is oriented toward the
goals of the community.

Clearly, most jobs in our so-
ciety allow orientations of the first
two types—that is, instrumental
orientation. There are, however, at
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least a few jobs available of the
expressive-collective orientation.
Certainly, although many politi-
cians may be more closely akin to
the Babbitt type, others might be
more fairly categorized in these
simple types as oriented toward
“meaningful duty.” Similarly, other
civil service and some social ser-
vice jobs, including, in their best
forms, counseling, teaching, re-
search, and other ‘“humanistic” oc-
cupations, might allow such ori-
entations and even provide subjec-
tively meaningful experiences and
falsifications. It is clear, however,
that the ratio of such job op-
portunities to available workers is
today dramatically small. I have
no idea whether that ratio is in-
creasing or decreasing. It seems
reasonable, however, to posit that
the future character of our own
society may closely depend not
only on increasing that ratio, but
also on selecting for those jobs
that are available individuals who
are capable of exercising oppor-
tunities for subjective growth even
while working for collective goals.
1 am not altogether certain that
such selection is taking place to-
day, or that individuals, once in
such jobs, are being effectively
encouraged toward such develop-
ment. :

The fourth, and last of these
simple ideal types, is the expres-
sive-individual orientation. Just as
the second and third types can be
seen as somewhat similar, in their
tendency to be allied to a shared
ideology, this last type is similar to
the first, in the tendency toward
a secular character, or an ethical
neutrality or relativity; whereas
in the first type, behavior may
be controlled by established nor-
mative patterns, in this type, the
final sanction is to be found in the
effects of the activity on the in-
dividual’s subjectivity, or self, This




then, in its most pure form, might
be characterized as the fourth of
the desires of man identified by
the Hindus: the desire for greater
understanding, for a more coherent
and develop subjectively, even for
a transcendence, or for the state
of Nirvana. It is clear that few
jobs which allow, much less en-
courage, this sort of orientation are
available in contemporary society.
Creative writing and art most im-
mediately come to mind, but in
contemporary society, even these
jobs have become increasingly
organized, and, unless the individ-
ual is independently wealthy as
well as expressively-individually
oriented, his opportunities for such
work experience are delimited.

It is also clear that this is the
type of work orientation that may
be most compatible with the de-
velopment of individual autonomy,
and that at least among the youth-
ful members of this society, there
is a search for this sort of ori-
entation to experiences. In a con-
text of abundance, in which simple
hunger can be avoided with min-
imal effort, and with an increasing
complexity and increased potence
of “rational control” throughout
society, some people are, essential-
ly, opting for this kind of orienta-
tion; the option, given the state
of the American occupational
structure today, involves also an
option for “nonjobs.” It is not,
necessarily, work that is being
avoided; rather, some sort of
“work” that is subjectively mean-
ingful is being sought. This, I sus-
pect, is the exciting and most en-
couraging aspect of the “Hippie”
movewent, in which individuals
are striving to attain a community
in which collaborative effort or
work is based primarily on the
individual goals of “self develop-
ment,” in the best meanings of
the word. Some observers, less
than enchanted with the Hippie

movement, have suggested the
whole thing is somewhat artificial,
that these youth are effecting un-
realistic roles only to be different
and gain attention, and that these
youth will in the period of a few
years settle down to conventional
middle-class jobs. I suspect that
the prediction is valid: most of the
Hippies, even those who are
“working”’ with integrity and
awareness of what they are doing,
will, indeed, accept more conven-
tional occupational roles. The
charge that the roles that they
are now playing are ‘“unrealistic,”
and simply effected, however, is
unfortunate—not so much for the
injustice to at least some of the
Hippies, but for the fact that the
charge helps ohscure the profound
message that can be found in the
Hippie search for a new form of
community, and a new form of
orientation to work.

Similar, though less, dramatic,
tendencies might also be seen
among some of those who, in part
because they have been given
little other choice, may be oriented
toward work as instrumental and
collective (Type I). In large-scale
bureaucracies can be found many,
even in the miadle-range executive
level, who are satisfied with a
secure and regular advancement in
salary and status (who are not,
that is, highly oriented toward
personal ‘success”) and who evi-
dence a desire for work experi-
ences which are more meaningful;
they desire, that is, more of an
expressive-individual relation to
their jobs. Again, the general find-
ing is pertinent that, once a cer-
tain level of status and income is
reached, the individual loses to
some degree his interest in further
status and income, and tends to
emphasize the importance of inde-
pendence and the chance to make
his own decisions.

That it is not only a few ar-
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ticulate individuals who are of
such mind is suggested by the
fact that even those bastians of re-
stricted rationality—the large
scale business organizations—to-
day are showing signs of changes,
in which individuals in middle-man-
agement and even lower positions
are being given increasing inde-
pendence. In the broad perspectives
suggested by these four simple
types of work orientations, such
changes in bureacratic structure
may be seen as minor, yet they
may be taken as indicative.

This discussion of work orienta-
tions, and of the relations of these
orientations to the development of

individuality or autonomy has been
impressionistic, and has relied on
some simplistic and artificial sensi-
tizing categories. My purpose has
not been to be definitive, however,
but rather to be suggestive. Above
all, I hope that I have succeeded
in suggesting that current con-
ceptions of the relation of indi-
vidual to his work are unduly re-
stricted in their perspective, and
that a closer attention to the in-
terpenetrant nature of individual
and his community might identify
potentials in both individual and
social life that are currently being
neglected in current policies, prac-
tices and programs, including those
of vocational counseling.
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Fourth General Session

Address:

THE PREPARATION OF COUNSELORS FOR
VOCATIONAL COUNSELING: SOME COMMENTS
CONCERNING THE STRINER, GROSS, AND
HANSEN PRESENTATIONS

Edward O. Roeber, Holmstedt Professor of Education
Indiana State University, Terre Haute, Indiana

It is the intent of these com-
ments to review briefly, relation-
ships among the three presenta-
tions and to examine any recom-
mendations which the authors have
for programs which prepare coun-
selors for vocational counseling re-
sponsibilities. I have attempted to
interpret the Striner, Gross, and
Hansen presentations in terms of
what I hear them saying to coun-
selor educators.

Relationships Among
The Presentations

Based upon first impressions,
the three presenters seem to de-
velop quite different theses:

Striner builds a strong case
for counselors, while at the
same time he recognizes that
they alone cannot meet the
counseling needs of American
society.

Gross is saying that the
social structure can be of as-
gistance in changing occupation-
al choice behaviors by the com-
munication of information.

Hansen is saying counselors
who rely solely upon psycho-
logical understandings of man
disregard ways in which man
and his work are reciprocally re-
lated within a socio-cultural con-
text.

A further examination, how-

ever, reveals what seem to be
somewhat interlocking relation-
ships among the three presenta-
tions. These relationships have
definite implications for counselor
education programs, for counsel-
ors on the job, and for the devel-
opment of adequate vocational
counseling in all school and other
community settings.

As an economist who is enlight-
ened on the subject of counseling
and its relationship to employ-
ment and manpower policies, Stri-
ner is caught between a realiza-
tion that counseling (the face-to-
face variety) is indispensable in
American society and, at the same
time, that the supply of counselors
is grossly inadequate to meet the
demand for them. Striner bases his
conclusions on the convictions that
a need for counseling permeates
every fabric of our society and
that the supply of counselors can
never meet the demand.

In the sense that there are not
enough counselors to provide face-
to-face relationships in the tra-
ditional manner, Striner is a real-
ist. He is convinced that counselors
will remain in short supply and
that counselor education programs
must explore ways in which to
prepare .counselors and other sup-
porting personnel who can spread
the effect of their special forms of
preparation to more people than is
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now the case with traditional ap-
proaches to counseling, It is also
to this point that Gross speaks as
a sociologist with more than ordi-
nary insights into counseling and
counselor education.

As I interpret Gross’ major
theme. he is stressing the import-
ance of communicating critical in-
formation in the process of vo-
cational development. In this lat-
ter process, with the intent of com-
municating information essential
to vorational development, face-
to-face relationships between coun-
selor and client may be less ef-
ficient than the proper use of
the social structure as a vehicle
for communication. Gross recog-
nizes that several factors, such as
large-scale organization, labor
markets, local community struc-
tures, race and ethnicity, and pat-
terns of stratification, can be
either barriers or instrumental-
ities for communication about and
change of vocational patterns.
With the proper use of the social
structure, counselors’ unique face-
to-face relationships could serve
goals other than providing infor-
mation.

Both Striner and Gross are con-
cerned about ways in which coun-
selors, perhaps in combination
with supporting personnel, can
better meet the vocational coun-
seling needs of America.

Turning to Hansen’s presenta-
tion, I hear him saying that coun-
selors have neglected the inter-
penetrant nature of the individual
and his community—figuratively
speaking, they have concentrated
upen understanding the individual
in a vacuum. More specifically he
elaborates his point of view in the
following manner.

. . . the individual and the job

must be placed in a socio-cultur-

al context; to ask questions
about the relation of the indi-
vidual to his job is to ask not

only what goes on within the
individual, not only what his
interpersonal relations are with-
in the work setting, but also
how these phenomena relate to
what’s going on in the com-
munity and society.

To this point I have suggested
that neither individuals nor com-
munity can be understood with-
out understanding the other,
that they are inextricably in-
terpenetrant with one another.

Both sociologists, Gross and
Hansen, seem to be stressing the
importance of understanding re-
lationships between social strue-
tures and individuals who live and
develop work patterns within these
social structures. This point of
view would certainly be consistent
with our expectations from sociol-
ogists; however in their profes-
sional work both Gross and Han-
sen have had repeated contacts
with counselors and counselor edu-
cators. Their points of view can-
not be dismissed on the grounds
that they lack knowledge about
counselor education and the prod-
ucts of counselor education pro-
grams.

On one theme, the three pre-
sentations seem to be consistent,
i.e.,, counselor education programs
must explore ways in which to
prepare counselors for changing
roles and responsibilities with re-
spect to vocational counseling. I
sense that each of the experts is
talking about changes in voca-
tional counseling and counselor
education that, if implemented in
practice, might have far-reach-
ing effects.

Counselor Education for
Vocational Counseling

In attempting to pull together
the suggestions for counselor edu-
cation from the presentations I
was impressed with the way in
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which suggestions could be placed
into three groups. These groups
are not mutually exclusive and
rightly complement each other. In
brief form, most of the sugges-
tions by Striner, Gross, and Han-
sen can be sorted into the follow-
ing categories: (a) interdiscipli-
nary understanding of vocational
development, (b) provisions for
the use of information in voca-
tional development, and (c) a sys-
tems approach to providing as-
sistance in vocational development.

Interdisciplinary Understandings

Both Gross and Hansen stress
what they consider to be an es-
sential but neglected facet of
counselor education, i.e., the im-
portance of understanding man
and his vocational development in
a socic-cultural milieu. I sense
that their presentations implicitly
recommend some combination of
didactic and field experiences in
sociology, cultural anthropology,
and social psychology, which
might broaden the traditional ori-
entation of programs of counselor
education that focus primarily on
psychological understandings of
man. (In passing, I seem to re-
member some psychologists who
feel there is not sufficient psy-
chology-oriented understandings in
counselor education.)

In American social structure,
Gross feels there are some key
elements that have a direct bear-
ing on manpower policy and that
counselors may well play a role in
implementing and controlling that
policy. In illustrating one element,
race and ethnicity, Gross uses the
employment office to show how
the social structure should in-
fluence both counselors and
clients.

Attempting to deal with them,
according to traditional counsel-
ing conceptions, one at a time

and assuming that the client
voluntarily presents himself for
a service which he desires, and
presents himself to a profes-
sional whose authority he re-
spects—none of these assump-
tions is tenable. A wholesale re-
vision of the counseling ap-
proach so that it is adapted to
the group character of the client
is in order. The leadership of
these groups will have to be
brought directly into the plan-
ning process as employment of-
fices are set up. They will have
to be involved directly in coun-
seling itself, in the form of the
use of counselors who are also
members of the groups, in care-
ful follow-ups of the experience
of placed clients, with the help
of the minority top leadership
itself and other measures of this
kind.

He uses other elements, such as
large-scale organization, labor
markets, local community struc-
ture, and stratification patterns,
to illustrate how significant an
understanding of the social struc-
ture should be to counselors who
facilitate the vocational develop-
ment of clients.

By relating degrees of work
alienation to the development and
exercise of human autonomy, Han-
sen outlines a two-dimensional
schema for understanding man’s
work orientations. This schema is
predicated upon a number of ob-
servations about man, work, so-
ciety, and counseling:

Society is made up of individ-
uals, but, somewhat paradoxical-
ly, it is something more;  so-
ciety is individuals in interac-
tion with one another, it is their
interlinking relationships, which
at any one time hold some pat-
tern coherence, but also may be
constantly in flux.

It is generally accepted that, as

the individual’s capacities for
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cognitive awareness emerge, he
is increasingly influenced by his
experiences which, however
unique, are in overwhelming part
interpersonal and social. In this
process the individual alters and
continues the experiences, re-
structuring them in socially rel-
evant fashion as he fits them
into arrangements of symbolic
representations.

. « . neither individuals nor com-
munity can be understood with-
out understanding the other,
that they are inextricably inter-
penetrant with one another.
For counseling requires an abil-
ity to recognize the social rel-
evance of a client’s actions, to
recognize his capacities for
change, and to relate these ca-
pacities to changes in the social
contexts in which the individual
lives and works and is likely to
live and work.

Though counseling, as any hu-
man art, necessarily involves the
exercise of common-sense if the
counseling of today is to im-
prove, common-sense, empathy
and intuition must be supple-
mented by more powerful and
sensitive conceptualizations of
man and his society.

I'm suggesting that counseling
requires a coherent theory in
which knowledge, evaluation and
action are related in such a way
as to account for even self-
transcendence and self-negation,
and in which this process in one
person relates to those in others
in such a way that the dynamic
stability of a community can be
understood.

Even if cognitive independence
is developed, however, the in-
dividual may be far from cap-
able of independent choice of
action, and even further short
of autonomy: free choice of
action requires not only cognitive

freedom, but freedom to eval-
uate possibilities within a per-
spective not imposed by co-
ercion, manipulation or other
control, nor imposed (as is so
easily the case when evaluative
capacities are underdeveloped)
by primitive emotion.

These quotations indicate the
depth of understandings which
Hansen feels counselors must
possess in order to work effective-
ly with clients and their vocation-
al development.

Taken in combination, the pre-
sentations of Gross and Hansen
underscore the need for re-assess-
ing the interdisciplinary facets of
programs which purport to pre-
pare counselors for vocational
counseling. This need has also been
recognized in the standards
adopted for counselor education
programs—thus this suggestion
should cause no strain.

There is one point at which
Gross and Hansen are vulnerable,
e.g., the lack of interest on the
part of some sociologists and of
representatives of other disciplines
to provide the sociological and
other understandings needed by
counselors. Stated rather frankly,
some kinds of learning are ‘“hard
to come by” in some institutions of
higher education. Teachers, coun-
selors, and other personnel, taking
courses in departments or schools
of education are persona non grata
in some “pure” sociology, anthro-
pology, economics, and psychology
courses—unless of course they
major in these latter disciplines.
Counselor educators must probably
assume their share of the blame
for lack of communication with
the other disciplines; however, “it
takes two to tango” or to develop
a strong interdisciplinary empha-
sis for programs of counselor edu-
cation.
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Information in the Vocational
Development Process

Information has long been recog-
nized as playing an important role
in vocational development. Just
what part it plays has been a
moot question, varying from those
who feel it plays a critical role to
others who see it in a very minor
role. Both Striner and Gross seem
to place more than average value
in information but not to the ex-
clusion of face-to-face relation-
ships. “Information,” in this case,
refers to personal and/or psycho-
metric information in addition to
information about work and edu-
cation.

Gross places considerable em-
phasis upon the social structure as
a means of transmitting informa-
tion, a task which he sees as
critically important to the voca-
tional development of clients and
to the attainment of national man-
power policies. His respect for
counselors is refiected in the fol-
lowing statement:

Insofar as the shape of the oc-
cupational structure comes un-
der deliberate control, the coun-
selor's skills become critical. His
professional values, including
that of the free choice of the
individual in the light of best
knowledge of capabilities and
opportunities, provide a balance
to the understandingly impetu-
ous efforts of government to
sort and sift and find jobs.

As I read Gross’ presentation,
my concern for the relative im-
portance he attaches to informa-
tion and to face-to-face (counsel-
ing) relationships grew substan-
tially and did not subside after
several more readings.

Along with many other coun-
selor educators, I would agree with
Gross and Striner that informa-
tion about clients and about work
and education play an important
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role in the vocational development
process—but so do face-to-face re-
lationships and many other com-
binations of relationships, experi-
ences, and resources. We could
probably find some agreement
among counselor educators that
there are many ways in which
this information can be made
available and meaningful to mem-
bers of the American society.

Gross makes a strong case for
recognizing that the social struc-
ture is a potent transmitter of in-
formation—and his insights de-
serve attention in the preparation
of counselors. Likewise Striner’s
emphasis upon computer-oriented
techniques for providing informa-
tion deserve careful consideration
—and, in a few, scattered in-
stances, such procedures are al-
ready becoming a part of counsel-
or education programs.

In his suggestions, Striner is
convinced that the computer can
become a most useful way in
which to transmit information to
clients, supposedly for the pur-
pose of releasing more of the
counselors’ time for fruitful face-
to-face counseling. Again some of
the talk about releasing time for
face-to-face counseling (Striner
even mentions counseling some em-
ployers whom he feels are dis-
advantaged) makes me question
his perceptions of counseling. Par-
ticularly I was astounded by his
belief that computers would soon
be a key factor in this process
(counseling)—presumably he was
referring to his new and still
vague perception of counseling
which relies heavily upon the dis-
semination of relevant informa-
tion to clients.

A Systems Approach

While Gross’ approach to com-
municating information by means
of the social structure is implicitly




related to a systems approach,
Striner’'s presentation boldly sug-
gests this possibility. He is also
bold when he raises the ghost of
the CAUSE project and says ‘it
had to happen,” when he calls it
“g first, primitive step in a new
direction,” and when he says—

Other steps which represent de-

partures from the usual will

have to follow if the profession

is to keep pace with the changes

in demands for its services.
While the blood pressure of coun-
selor educators is rising to ab-
normal levels, they might as well
break all records and examine
Striner's four recommendations:

A. The face-to-face relationship
of counseling should be but
one part of a counseling
process, and a lesser one
perhaps.

B. This process must look in-
creasingly to the use of
computer-oriented tech-
niques.

C. A counseling process must
also be related increasingly
to other parts of a system
dealing with labor market
and skill needs.

D. New techniques for suppor-
tive conditioning of the
counselee must be developed
in order to lessen the
amount of time needed for
counseling in a one-to-one
social environment. (p. 9)

Looking at Striner’s first rec-

ommendation, I am not clear about
his terminology. Did he actually
mean ‘‘counseling process” or ‘‘vo-
cational development process?’ If
these words were interchanged, the
meaning would not be destroyed
and, in all probability, it would be
acceptable to many counselor edu-
cators. If Striner persists in his
present use of ‘‘counseling proc-
ess,’ he is returning to a former
era when the meaning of ‘‘coun-
geling” was diffuse and almost

meaningless. To return to that era
would not maintain face-to-face
relationships at acceptable levels
either quantitatively or qualita-
tively.

The use of the computer in
Striner’s so-called counseling proc-
ess leaves me with mixed reac-
tions. Certainly computer-oriented
techniques may find increased
usage in the vocational develop-
ment process, particularly in
bringing information to the at-
tention of clients; however, the use
of the computer as a substitute for
a counselor in a face-to-face re-
lationship would dehumanize coun-
seling to the extent that the latter
would become extinct as we recog-
nize it today. ' _

Linking the counseling process
(or better the vocational develop-
ment process) to other parts of a
system makes good sense as long
as the individual has the freedom
to make his own decisions.

Implicitly at least, Striner indi-
cates counseling is linked with
supportive conditioning, an inter-
esting association which may not
be popular with counselors and
counselor educators who perceive
other goals for face-to-face re-
lationships. As a matter of seman-
tics, the purpose of supportive
conditioning is not clear in Stri-
ner’'s recommendation. Who de-
termines the goals of his sup-
portive conditioning, an economist,
a national manpower commission,
or an employment office?

Unless restated in more human-
istic language, Striner’s “facts of
life” (his expression and not mine)
sound like a preview of Huxley’s
Brave New World. Serious ques-
tions might be raised whether the
ends justify Striner's expressed
means, or whether his *medicine”
isn’t worse than the ‘“disease.” In
any case, I would guess that
counselor educators are not likely
to stampede in their attempt to
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implement his steps as they are
currently stated in his paper.

With computer-oriented tech-
niques and supportive condition-
ing increasingly important and
face-to-face relationships playing
a lesser role in Striner’s implied
counselor education program, I am
confused about the substantive
content of counselor education.
Particularly, with the need for in-
creased interdisciplinary under-
standings proposed by Gross and
Hansen, I cannot discern the pri-
orities (a fact of life for counselor
educators) in a counselor educa-
tion program.

Although I cannot develop much
enthusiasm for Striner’s four steps
that would balance the supply and
demand of counselors, I am im-
pressed by two of Striner’s state-
ments which imply a more warm-
blooded systems approach to the
proper utilization of counselors’
talents: '

This, again, places counseling in

the role of “bridging,” a function

which in this increasingly com-
plex world emerges as one of
special significance and impor-
tance. I would suggest then, that
the counselor must become an
orchestrator of a musical score,
combining and using technology
and personnel from outside of
what he used to see as his
family circle. The counselor is
increasingly a part of a system.

He must, at once, use and be a

part of this system if he is to

succeed in his mission. This all
implies a new type of counselor,

a new type of training—and, I

suppose, some retraining. Above

all, there must emerge a clear
perception of the role of the
counselor as the only individual
who is in a position to draw to-
g+ther and synthesize the many
strands of information on the
basis of which the client can ar-
rive at a solution which the

client feels gives him the best

chance for success—whatever

his goal.

I suppose that what I have

described in this paper is a move

away from counseling solely as

a personal function to counsel-

ing as a sociopersonal function.

The counselor may become one

of many who, in face-to-face

relationships with clients, pro-
vides the kind of personal help
which has always been regarded
as the hallmark of the pro-
fession. Changes in our social
and economic fabric would seem
to dictate that in the field of
counseling, as in most other
fields, roles and responsibilities
must shift in order to serve
these changes.
These two paragraphs have a
vision which seems worthy of con-
sideration by counselor educators.
They do not negate the impor-
tance of face-to-face relationships.
Striner does seem to suggest that
counselors utilize all possible re-
sources so that a larger range of
clients can develop effective work-
ing lives and roles in American
society. His perception of the new
counselor is one who can assume
new responsibilities and new goals
in addition to new relationships
with members of a vocational de-
velopment team.

In preparing these counselors,
programs of counselor education
will of necessity have to explore
the typss of personnel needed for
these vocational development
teams, i.e., in addition to the
counselor, what other profession-
als and para-professionals can best
do the job. (This strategy re-
ceives some support from Gross’
statement regarding the evolution
of the health service team.) Hav-
ing once determined the nature of
the vocational development team,
counselor educators (and others
knowledgeable about vocational de-
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velopment) could determine the
programs of preparation suitable
for professionals and para-pro-
fessionals—and how counselor ed-
ucation could assume responsibility
for these preparation programs. It
would seem logical to assume that,
if counselors and other members
of the vocational development
team were in coordinated prepara-
tion programs, they might find it
easier to coordinate their activities
on the job.

Whether or not counselor edu-
cators assume leadership in the
development of a vocational de-
velopment team, or they are
pushed into such an arrangement,
or some other group of profession-
als is given the task, by American
society, direct legislation, or ad-
ministrators of permissive legis-
lation, is 2 moot question. Perhaps
the ideas expressed by Gross re-
garding the social structure and
its influence may have implica-
tions for counselor educators and

their professional planning behav-
ijors—and thus serve dual pur-
poses.

A Final Comment

Each reading of the three papers
yielded new meanings and possible
implications for counselor educa-
tion. I have touched only what
seems to be some communalities.
I do not see my task as writing
lengthy summaries and conclu-
sions that could be substituted for
reading the original materials. The
three presenters, Striner, Gross,
and Hansen, are emimently quali-
fied tc discuss their subjects.
Their points of view deserve fur-
ther discussion and consideration.
This commentary and the original
presentations may hopefully en-
courage counselor educators to en-
gage in continuing dialogues on
vocational development and vo-
cational counseling in American
society.
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Fifth General Session

Address:

THE ROLE OF THE DIVISION OF VOCATIONAL
AND TECHNICAL EDUCATION IN GUIDANCE

Merle E. Strong, Director, Program Service Branch
Division of Voeational and Technical Education
U.S. Office of Education

The opportunity is appreciated
to share with you views on the
vocational division’s role, and re-
sponsibility, in the area of voca-
tional guidarice. At the outset, let
me say that many of the ideas
that will be expressed, I do not see
exclusively as the role of the vo-
cational division. The job to be
done is a huge one—Ilarge enough
for many groups and individuals
to be involved. I particularly want
to say that we need to work very
closely with the total guidance
expertise in the Office of Educa-
tion, i.e., Frank Sievers, Don Twi-
ford and his staff and others. My
remarks have not been designed to
be controversial; however, I am
aware that there may be some
differences of opinion, probably
not in terms of what the job is,
but in terms of how it should be
done.

In proceeding I would like to in-
dicate a few of the problems as I
see them related to the Division’s
role. First of all we have a problem
of communication and I am hope-
ful that this meeting will modify
this. This communication problem
is at all levels. We have problems
of communication among the vari-
ous federal agencies. There are so
many other agencies with related
concerns that we cannot cover all
of their relevant meetings or con-
ferences, but we are trying to keep
in touch. And certainly we have
some communication problems with

States, particularly with counselor
education personnel, and at the
supervisory and local levels. We
are involved with a role spelled out
by legislation without adequate re-
sources committed to this purpose.
This is the point that Herb Stri-
ner was making if I understood
him correctly. In our division we
are staffed with only one person
working exclusively in guidance,
David Pritchard. We have a sec-
ond person, Emanuel Weinstein,
who works mainly in the area of
occupational information and has
a background in occupational an-
alysis.

It is my belief that the States
have not provided adequate re-
sources for vocational aspects of
guidance. This then is another of
the problems that I see in spelling
out our role. What I am saying is
that the role that I will suggest
may be more idealistic than I
would like it to be, because I think
we should have a greater capabil-
ity than presently exists.

Another prokblem area relates to
the role of the Office of Educa-
tion within the total government
structure. What is the proper role
of the Gffice of Education as it
relates to the roles of such agen-
cies as the Bureau of Labor Sta-
tistics, the Bureau of Employment
Security, and others.

In the past two or three years
it has been my privilege to work
very closely with a number of
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leaders in the guidance field, and
occasionally I hear a question
raised about why the division
should be interested in guidance.
Why should vocational education
sponsor a conference of this kind ?
I would like to address myself to
these questions by looking at the
legislation and at the background
of this legislation.

First of all if I were to try to
describe in one sentence the mis-
sion of vocational education I
would say that our purpose is to
provide vocational education pro-
grams so that all persons of all
ages and all communities in the
States will have ready access to
vocational training or retraining
which is of high quality, which is
realistic in the light of actual or
anticipated opportunities for gain-
ful employment and which is
suited to their needs, interests and
abilities to benefit from such in-
struction. This probably sounds
familiar to some of you and I hope
it does. This is the Statement of
Purpose in the Vocational Educa-
tion Act of 1963.

For a number of years the great
concern and major emphasis was
the discovery and education of the
academically talented. More re-
cently it has become evident that
efforts along that line are not
enough to create and preserve a
strong nation. Each member of
our society has a unique contribu-
tion to make and only as we pre-
pare him to make his contribu-
tion by helping to develop suitable
attitudes toward his work can he
hope to realize his full potential.
It is my strong belief that guid-
ance counselors are a great re-
source for preparing a working
society. The recognition by coun-
selors of a need for all persons to
be prepared for the world of work
so as to function at the optimum
of their ability can lead those
whom they would counsel to be-

come effective members of society.
I say this with a strong convic-
tion in spite of some of the comi-
ments that Dr. Hansen made about
hippies yesterday. I may not have
understood the implication, but I
am thoroughly convinced that
work and the preparation of work
is central in terms of each individ-
ual fitting into our society.

Let me mention some of the
background that led to the Vo-
cational Education Act of 1963. In
1961, under President Kennedy, the
Secretary of Health, Education,
and Welfare appointed a panel of
consultants on vocational educa-
tion. It was from the recommenda-
tions of this panel that the Voca-
tional Act of 1963 was written.
The panel, realizing the importance
of guidance, recommended that in
order to insure quality in all vo-
cational and technical education
programs, occupational informa-
tion and guidance services be made
available to all students, and that
the State and national leadership
for these programs be supported
and coordinated by the Division of
Vocational and Technical Educa-
tion in the U.S. Office of Educa-
tion. They further reccmmended
that federal funds be made avail-
able to provide consultative ser-
vices for vocational guidance in
U.S. Office of Education, and in
the agency responsible for vo-
cational education in each State.
They cited areas of service com-
mon to all occupational categories
of vocational education. Among
these were occupational informa-
tion and vocational guidance. The
panel also indicated that effective
vocational guidance services should
be provided within the schools
from which the students are re-
cruited and within the schools
which provide vocational education
programs, and that effective place-
ment and follow-up services should
be provided for graduates of pre-
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employment programs. Their goal
was for a broad interpretation of
guidance as affecting social and
civic competence, not just job place-
ment.

The panel indicated that voca-
tional guidance, vocational coun-
seling and occupational informa-
tion are vital elements of the
broader area of guidance and
counseling. It ssemed reasonable to
the panel therefore that students
should be entitled to the advice
and counsel of specialists who have
an exceptional understanding of
the world of work and its com-
plexities, as well as a professional
background in guidance and coun-
seling. Many of the panel’s rec-
ommendations were incorporated
into the Vocational Education Act
of 1963 and it contains strong pro-
visions for the support of the
guidance program.

The Act also requires that each
State Plan provide for cooperative
arrangements with the system of
public employment offices in the
State. These offices would be
asked to make available to the
State Board for Vocational Edu-
cation and to local educational
agencies information needed to
plan adequate programs. Similar
arrangements with public schools
would furnish employment service
information regarding the qualifi-
cations of persons who will be
completing programs in their
schools. This arrangement has
been implemented to some extent
but must be further improved in
order to maximize the benefits that
can accrue from this type of co-
operation.

Recently our staff developed a
statement on guidance for use
with some of the leaders in voca-
tional education— specifically,
state directors of vocational edu-
cation—to apprise them of what
we think our responsibilities are
under the Act. A number of the

statements are idealistic in terms
of our present resources. It is our
strong feeling that there needs to
be some reallocation of the re-
sources that are presently avail-
able and there needs to be addi-
tional resources added in this area.

I think vocational education is
one of those rashes, using Dr.
Hansen’s terminology, that must
be supported by a vocational guid-
ar.ce program if it is to carry out
the charge that has been put to it.
Guidance will benefit individuals
and society if youth and aduits are
helped to make realistic vocation-
al choices—choices that are real-
istic in terms of labor market
needs and their interests and tal-
ents. In many meetings that I
have attended in the last several
years where professionals in guid-
ance were involved, there was
some resistance to talking about
the vocational aspects of guidance
except in some complete context
in terms of the guidance role. I
suspect that this is proper. How-
ever, it seems to me that in some
cases this has been an excuse to
ignore vocational aspects com-
pletely. Hopefully in the days that
remain in this meeting you can
consider many factors but at the
same time focus on vocational as-
pects to the degree that there can
be an impact on this particular
problem.

I have a strong bias that the vo-
cational aspects of counseling are
too often ignored. May I give you
a few evidences which I hope are
typical. Many of you are familiar
with the report of Ray Strowig
and Phil Perone of the University
of Wisconsin made a couple of
years ago at the first Arlie House
Conference. According to this
study, only about 50 percent of
the programs that were surveyed
had any identifiable content in the
vocational aspects of guidance
based on course titles and other
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kinds of descriptive material. I
hope this was an inaccurate type
of survey, but I am afraid there
is validity in it.

Within the last few weeks I at-
tended a national meeting spon-
sored by the National Restaurant

Association in Chicago. It was con-

cerned with helping a major food
industry decide what might be
done in the area of occupational
information for public school peo-
ple. This is one of the second or
third largest industries in the
country, and it is facing very seri-
ous personnel shortages. In this
meeting there were several local
counselors, one of whom was from
a junior high school. When he was
asked the kind of occupational in-
formation he could use, he replied
that there wasn’t anything really
that he could use. This was not a
part of his job—getting involved
in anything concerning the voca-
tional aspects of counseling. He
listed the things he did, and I sus-
pect that some other counselors
are involved in some of the same
trivia that he mentioned includ-
ing looking after attendance. Vo-
cational guidance was not a part
of his job as he saw it. One might
ask where he received his counsel-
or education and what kind of a
philosophy does his supervisor
have?

Now let me return to a discus-
sion of the division’s statement
that I mentioned earlier. This
statement was developed primar-
ily for the State directors, The
statement begins with a discussion
of the complexity of choosing from
the 22,000 jobs, about the problem
of choice and identifying opportu-
nities and training programs, and
about the responsibilities identi-
fied in the Vocational Education
Act of 1963. One of these respon-
sibilities is that the State Plan for
Vocational Education shall pro-
vide for such vocational guidance

and counseling personnel and ser-
vices as are required by the pro-
gram served. The State Plan shali
also provide that the State Board
maintain an adequate staff to 1)
develop, secure and distribute oc-
cupational information, 2) pro-
vide consultative services concern-
ing the vocational aspects of guid-
ance, 3) give leadership to the
promotion and supervision of bet-
ter vocational guidance services at
the local level. In carrying out
these responsibilities the State
Board shall utilize the resources
of the State Employment Service.
The statement emphasized that vo-
cational education has a shared
responsibility with the total guid-
ance and educational system to
provide all youths and adults with
information and other guidance
and counseling services necessary
for reclistic vocational planning.
Adults are purposefully mentioned
several times because over halif
our vocational education is for
adults and so far we have done an
inadequate job providing guidance
and counseling services for that
particular group. The state direc-
tors are reminded that the author-
ity is sufficiently broad to encour-
age the provision of services, lead-
ership, and financial help at any
age level. It has also been pointed
out that guidance services should
provide a positive influence on the
development of sound programs
that will help to prepare individ-
uals for suitable employment. It
seems to me that those who are
involved in discovering what is
needed in the world of work should
be in a position to serve as a cata-
lyst in the school system to help
develop curriculum approaches
that would better suit the needs
of youth. The statement also
points out that vocational educa-
tion has a share in the responsibil-
ity for providing specifically se-
lected and adapted guidance and
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counseling services necessary to
the success of those with various
types of handicaps which may im-
pede their progress in vocational
development.

Therefore, the statement points
out that guidance services should
be provided which will make all
students aware of the broad range
of occupations and vocational edu-
cation opportunities at the various
levels. It also states that all sec-
ondary and post-secondary en-
rollees including every vocational
education enrollee should have ac-
cess to placement services and vo-
cational counseling throughout
their secondary and post-second-
ary school programs and the ini-
tial period of adjustment after job
entry. Preparatory training, job
placement, and follow-up services
should be of such quality as to
demonstrate that vocational edu-
cation is sufficiently worthwhile
to warrant its application in up-
grading, retraining or adjusting
to the changing nature of the
world of work. Counselors should
help relate school programs to the
world of employment through con-
tacts with students and employers
as well as with faculty and admin-
istration.

In order to accomplish these
aims, State directors have certain
specific responsibilities. The legis-
lation places on them the respon-
sibility for developing a state plan
and an annual projection of pro-
gram activities which reflect the
provisions of the Vocational Edu-
cation Act of 1963. They have the
responsibility to establish a struc-
ture as a part of the Vocationai
Education Department or in co-
operation with another depart-
ment or departments which will
insure the carrying out of the
State Board’s responsibility relat-
ing to vocational guidance. With
respect to this latter responsibil-
ity I must say loud and clear that

our division of vocational educa-
tion does not see the setting up of
any kind of a dicotomy in guid-
ance, i.c., in terms of vocational
guidance versus other guidance.
We see the job being accomplished
through the entire guidance com-
munity.

It may be that there is some
need for specialization. We have
several organizational patterns in
state departments of eduecation.
My personal feeling is that there
is no single right way to organize
these services because in each of
the three general patterns I have
seen very successful programs. In
each of the patterns I have also
seen ineffective ones. The impor-
tant point is that state directors
should provide for supervisions
and other related services which
are needed to develop and main-
tain appropriate guidance services
at the local level. They need to de-
velop plans for adequate financing
of vocational guidance services,
and such plans need to be devel-
oped in cooperation with those
responsible for other aspects of
the total guidance program and
for allocating funds from other
Federal-State resources. The State
directors have been encouraged to
cooperate with colleges and uni-
versities to strengthen the voca-
tional guidance and counseling as-
pects of counselor education pro-
grams. This cooperation is needed
in order to assure that counselors
are being suitably prepared in the
vocational aspects of guidance and
counseling. The directors have also
been encouraged to provide in-
service programs for working
counselors. Guidelines and stand-
ards for effective programs relat-
ing to the vocational aspects of
guidance in the local schools, in-
cluding vocational appraisal ser-

vices, occupational information,
exploratory opportunities, work-
study opportunities, placement,
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follow-up and evaluation should
be developed.

In looking forward to new legis-
lation it is hoped that several in-
novations will be possible, One of
the more important proposals for
an experimental and demonstra-
tion program consists of four bas-
ic ideas. The first concept is con-
cerned with providing effective vo-
cational guidance at the junior
high school level. Such programs
would attempt to acquaint youth
at this level with the world of
work through the provision of oc-
cupational information, explora-
tory experiences, and vocational
counseling. The second part of the
proposal is for work-study type
programs with a broad base. An
effort would be made to help all
youth—not just those who are not
going to college—experience work
in some kind of an organized way.
Schools would be encouraged to
recognize the educational value of
these experiences and provide su-
pervision and credit for them. The
third aspect of the program would
encourage secondary schools to as-
sume the same responsibility for
all youth that it tends to assume
for those going on to college. By

this I mean the responsibility for
helping all youth make a transi-
tion to their next step whatever
it is. This would involve more ac-
tive assistance in placement of
students, follow-up and other es-
sential assistance during the tran-
sition period. The fourth part of
the program is concerned with
feedback of information and its
implication for curriculum change.

Although this is vocational edu-
cation legislation, it appears to me
to be basically a guidancé and
counseling program. Such legisla-
tion should give guidance persons
an apportunity to do some of the
things that they presently do not
have the resources.to do. I am ex-
cited about this legislation and
hope that it will be enacted.

In closing let me say that I am
hopeful that in these few minutes
I may have given you a better un-
derstanding of the position of the
division in terms of the vocational
aspects of guidance. I hope that
we will find ways of bringing the
total team together to work on
the vocational aspects of guidance
and thus to get the job done whic
needs to be done. 4




Sixth General Session

AVA-APGA: RESPONSIBILITIES IN VOCATIONAL
| GUIDANCE

Dialogue:

Lowell A. Burkett, Executive Director, AVA
Willis E. Dugan, Executive Director, APGA

Lowell Burkett ,

First, I want to tell you how
pleased we in AVA are to be co-
sponsors with APGA of this con-
ference. Personally, and profes-
sionally, I am always delighted to
cooperate with people in the field
of guidance because I see the great
need, particularly as Merle Strong
has pointed out in his presenta-
tion, of us being a part of the total
education program. We enjoy the
personal relationships with Bill
Dugan in Washington and also the
relationships with guidance peo-
ple throughout -the nation. The op-
portunity to work with you people
here, to learn about Yyour con-
cerns,  and to see if we can make
some contribution is indeed a real
pleasure. . '

Willis Dugan

Very good, Lowell, to -review
the origins of this conference, I
would like to recall our conversa-
tions last year at Marquette, that
generated a small, informal meet-
ing. I think Merle Strong, Ken
Hoyt, John Odgers, and David
Pritchard, met with us to consider
whether a similar conference or
future conferences might be held
again this year. As a result, with
the cooperation of APGA and
AVA, Lowell and I were able to
submit to the Office of Education
a proposal for this conference.
Fortunately, with able assistance
from Merle Strong and others in
the Office of Education, we were

able to obtain funding for this
particular conference.

Now, I understand that there is
an interest in the possibility of
bringing in school administrators,
with the thought that we should
touch base with those who admin-
ister programs and who often may
not understand or see vocational
guidance or vocational education
the way that we do. That might
be healthy, interaction experience.
I would endorse such a plan be-
cause I think that the success of
our programs is going to be de-
pendent upon the support of the
institutions, the policies that are
made in those institutions and the
commitment that the institutions
have toward these programs. I see
a great need for better communi-
cation with administrators.

I have been very interested,
Lowell, in the size and the objec-
tives of AVA. I wonder if many of
the counselor educators here are
aware of the fact that you have a
very large national organization
with strong, state branches.

Lowell Burkett

Bill, we do have a comparatively
large . organization, It is not as
large as we'd like to have, because
as a volunteer professional organi-
zation not all the people in the
field are members. We have a
membership of approximately 40,-
000. I believe that our membership
chairman said that he had set a
goal of 40,000 and lacked 35 at
the end of the year.

— 0D —




Willis Dugan

What is your projection, Low-
ell? What do you see in the next
five or ten years?

Lowell Burkett

The estimate that is being made
currently is that by 1970 there
will be about 135,000 people in-
volved professionally in the field
of vocational education. This is
compared to something like 80,-
000 at the present time.

Bill Dugan

Merle Strong knows a lot—is it
higher than that, Merle?

Merle Strong
We are using 140,000 plus.

Bill Dugan

That includes the related fields
too, teachers and all. Projections
about the numbers of counselors
are hard to come by, and there
may be some people here from the
Office of Education that have
more current figures. The latest
that we have from the Inter-agen-
cy Task Force on Counseling, in-
cluding settings, such as Employ-
ment Services, Rehabilitation
schools, colleges, and agencies, is
that there are a total of about 50,-
000 counselors. Of these about 30,-
000 are in the public schools—
mostly secondary schools. The
projection was that we would have
need for about 95 to 100,000 coun-
selors by 1970, and perhaps 200,-
000 counselors needed by 1975.

Our membership in APGA cov-
~ers eight different settings or
functions and at the present time
is about 25,000. This is quite a bit
smaller than AVA; yet we have
hopes of bringing that up to 35 or
40,000 and I would say ultimately
we ought to have 50,000 or more
wembers. This expectation should
e reached if the number of coun-

selors in the field is 100,000 or
more.

Lowell Burkett

We set goals in membership, We
have a commitment from the
states now that they will reach
the 60,000 mark next year. Al-
though this may seem unrealistic
to some people, I think it is pos-
sible.

Willis Dugan

Lowell, I understand your build-
ing nearly fell down. What hap-
pened that the AVA was crum-
bling at the foundation at one
point ?

Lowell Burkett

We did manage to move out be-
fore it fell down. I understand that
you are moving before your build-
ing does.

Willis Dugan

Right! On September 7 we are
going to move APGA headquar-
ters. Our old building is a very
pleasant and sentimental place but
quite inefficient for a headquar-
ters. We have been authorized to
move to the building that we own
next door, at 1607 New Hamp-
shire Avenue, N. W. We will have
four floors and much more attrac-
tive and efficient offices. We are
looking forward to that:move but
not quite the same way you will
when you move into your new
building.

Lowell Burkett

We did purchase a building. Af-
ter moving into it and being there
about three months the United
States Gevernment built a build-
ing next to us. They undermined
our building and dropped the wall
about three inches. Of course this
was very hazardous to a small
building such as ours and we were
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forced to move out. We had to tear
the building down and are in tem-
porary quarters at 1025 15th
Street, N. W. at the present time.
We then sold the land on which
our building was located to a de-

veloper. The developer is building
a new building on that piece of
property plus the property next to
it. It will be a large, nine story
building with about 5,000 square
feet on each floor. We are moving
in about July 1, 1968. We will have
a lease to move in the building and
an option to purchase the building
at the end of seven years. We hope
to be able to do this, and hope that
we might even be able to invite
you to join us.

Wiliis Dugan

You would certainly have space
there. Now all we must do is sell
our building.

Lowell Burkett
Bill, ho v large a staff do you
have?

Willis Dugan

Well, roughly 35. We have 10
professionals and about 25 cleri-
cal and technical workers.

Lowell Burkett

We have a staff of 31 in Wash-
ington and a staff of 6 in Ankara,
Turkey at the present time.

Willis Dugan

Is that a contract you have with
AID?

Lowell Burkett
Yes, it’s with the Agency of
International Development. We

will provide asgistance in teacher
education in thé field of vocation-
al-technicat education for the gov-
ernment of Turkey. Our work is
in the Men’s Technical Teachers
Training College in Ankara. At the

present time we are operating on
a two year contract.

Willis Dugan

One of AVA’s major efforts is
in the field of federal relations
and legislation. I imagine the par-
ticipants in this conference would
like to know what stake you had
in the Vocational Education Act
of 1963, and the implications of
the amendments that are now be-
fore Congress, for that Act.

Lowell Burkett

The American Vocational Asso-
ciation has had as one of its ma-
jor objectives over the years the
encouragement of adequate legis-
lation to implement the programs
of vocational education in the
gtates and local communities. AVA
was instrumental in the promo-
tion of the initial federal legisla-
tion for vocational education, the
Smith-Hughes Act. It has gince
been active in all vocational edu-
cation legislation. It was very ac-
tive in getting the Panel of Con-
gultants established which Merle
Strong alluded to in his presenta-
tion. In fact, AVA was promoting
this concept with the President of
the United States even before he
was elected. We have been very
active in working with Congress
at their request. This is always
essential to the passage of any
legislation. Information is needed
to support legislation. We feel it
is our responsibility to bring in
competent witnesses to provide in-
formation to members of Con-
gress. ‘

We were very helpful, I think,
to the Congress in interpreting
what the Panel of Consultants ac-
tually meant in its report. Early
Federal legislation, as Merle men-
tioned, focused on program fields,
but the Panel of Consultants was
concerned about people. And was

— 67—




instrumental in changing the focus
to people in the Vocational Edu-
cation Act of 1963.

The Advisory Council on Vo-
cational Education was estab-
lished in the Vocational Education
Act of 2963 to evaluate and make
recommendations to the Congress.
We are working very closely with
the Council and have provided
them data that is needed in order
that they might make an assess-
ment of where we are and where
we should be going in the future
in vocational education.

Even prior to the report of the
Advisory Council the Congress
saw certain needs and changes in
the Vocational Education Act of
1963. Additional legislation was in-
troduced in the 89th Congress.
Hearings were held in the House
and it was reported out by the
Genéral Education Subcommittee.
It was introduced in the 90th Con-
gress by both the chairman of che
House General Education Subcom-
mittee and also the Chairman of
the Committee on Education and
Labor. We anticipate that Con-
gress will give some attenfion to
it this year.

I will give you a little informa-
tion as to what is included in this
proposed legislation. Those of you
who have read the Vocational
Education Act of 1963 will recall
that the authorization is for 225
million dollars. The proposal last
year raised the authorization to
400 million dollars a year. We are
proposing, and have evidence to
show a need for, a billion dollars
in federal funds for vocational
education by 1970. We estimate
that it will -take two and a half
billion dollars to support an ade-
quate vocational program in the
United States by 1970. Two and
a half billion dollars. There is a
provision in the proposed legisla-
tion for teacher training. We see a
need to train 35,000 new teachers

between now and 1970.

Another provision in the bill is
to establish residential schools for
the disadvantaged. It propises 10
million dollars for the first year
to plan the facilities and a hun-
dred million dollars a year for the
next three years to build, and
equip and operate these schools.
In addition we see a need to con-
tinue the work-study concept
which was introduced in the 1963
Act. It was funded $25,000,000 the
first year and ten million dollars
this last year, and ten million dol-
lars this year. The Bureau of the
Budget has been trying to phase
out the vocational work-study pro-
gram and put it under NYC. We
fought this very strenuously be-
cause we see a need to tie the
work-study concept with vocation-
al education. We have a great
number of youth who come to_our
institutions who immediately need
help in order that they may re-
main in school. It has been a very
successful program. The Congress
did transfer $10,000,000 from the
budget of OEO over to Vocational
Education to fund this program
for the current fiscal 1968. ‘

Essentially these are the pro-
visions in the amendment to the
1963 Act. We anticipate, as Merle
has indicated, that the Advisory
Council report will contain other
recommendations that will un-
doubtedly lead to further legisla-
tion within the next year.

Willis Dugan

You know Lowell, I find that
one of the areas of considerable de-
mand in Washington ‘from the
Congress and various federal agen-
cies and bureaus, is the request for
back-up materials or support per-
taining to authorizations for pro-
grams. Since last August, APGA
has offered five separate pieces of
testimony before Congressional
committees on behalf of certain
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types of legislation. I imagine that
a great many members of AVA
and APGA do not realize the ex-
tent to which that kind of federal
relation places demands upon the
national office. Past-president
Hoyt testified last August on the
Vocational Education Act and the
amendments supporting the work-
study program. I testified before
Edith Green’s Committee on the
USOE study and the new educa-
tion Professions Development Act.
We testified again before a House
Committee on the Higher Educa-
tion Act, the provisions for loans
and scholarships and particularly
the new general training authority
that puts the manpower concept
into the Office of Education.
That particular Act is of in-
terest I think to both AVA and
APGA members because it is
known as the Education Profes-
sions Development Act. It encom-
passes about 330 million dollars
in authorization that has been
picked up from the fragmentary
training programs that were dis-
tributed among many pieces of
legislation. One of those was
NDEA Title V-B. Everybody
knows the impact of that par-
ticular program. That, together
with Title II and the Fellowship
Title and others have been pulled
into one package known as the
Education Professions Develop-
ment Act, Public Law 90.35. This
act does three things that are
essentially quite new. One, it sets
up a National Advisory Council of
15 members appointed by the pres-
ident with a budget for staff and
leadership in establishing a man-
power development program in the
total field of education. Secondly,
it imposes upon the Commissioner
of Education the responsibility of
an annual study of manpower
needs and manpower projections in
the total field of education—ele-
mentary, secondary, post-secon-

dary, vocational-technical, junior
college, college and university. The
manpower concept of the Labor
Department, the Bureau of Labor
Statistics and other groups is here
translated into action on the edu-
cational front. It means, there-
fore, that the Office of Education
will not only have to have the
facts and figure. about the num-
ber of science teachers, vocational
education teachers, counselors,
school administrators, college busi-
ness officers, student personnel
workers, etc., but they will be re-
quired to determine the priorities
for training, Third, they will be
authorized to institute training
programs on a very flexible basis.
I think the very forward looking
aspect of that new legislation is
the great flexibility of one week
seminars, of part-time full year
programs, workshops, institutes on
a full year.basis, and a variety of
programs that may be proposed
and funded.

We used a procedure this year
Lowell, that I think you've used
in AVA quite successfully. That is,
when a national issue or problem
arises—such as how this new gen-
eral training authority should be
implemented—we begin preparing
a position in our profession. We
call in a Task Force of expert peo-
ple who formulate a position about
the probizm. Their work then
might be presented to the total
board for approval.

We called in a group of knowl-
edgeable people to look at this new
act, and to come up with a state-
ment of the position of APGA re-
garding kinds of institutes, pri-
orities for elementary, secondary,
vocational, etc. That statement has
been reproduced—it is four pages
in length—and I have copies here
for the members of this audience.
We don’t call it a policy statement
yet, but a preliminary statement
of guidelines. It is one of the prod-
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ucts of our interest in federal
legislation.

Lowell Burkett

Bill, I'd be interested in learn-
ing of your evaluation of this
legislation, and whether you think
you will be able to meet the needs
in the guidance and counseling
field through this type of legis-
lation.

Willis Dugan

Well, Lowell, this is one of the
real problems. You know the Title
V-B authorized seven and a quart-
er million dollars a year and
originally that legislation was fo-
cused upon the preparation of
secondary school counselors who
needed to be upgraded or teachers
preparing to become counselors.
Subsequently the revised guide-
lines opened up the range to in-
clude school social workers, school
psychologists, elementary school
counselors, secondary school coun-
selors, and college personnel work-
ers—without an increase in the
authorization. Now that package is
part of the Educational Profes-
sions Development Act, and the
only guarantee that we have is
that we will not receive less. But
frankly, it would appear that we
would need three or four times as
much—that we ought to have 24
to 30 million for the training of
this broad spectrum of specialists
in pupil personnel and college per-
sonnel work. Whether we can get
that big a slice of the pie, I don’t
know.

Lowell Burkett

We are going to try to point up
our needs in vocational education
along with you. We hope to be
working side by side with you.

Willis Dugan
The point is though Lowell, you

have in the Vocational Education
Act amendments, a categorical
training support for Vocational
Education teachers and counselors.
What is your prediction as to
whether you can hold that, or
whether that’s going to be sub-
sumed under this new Educational
Professions Development Act?

Lowell Burkett

I'm sure that we are going to
get a great deal of opposition
from the Administration to cate-
gorical earmarking of funds. How-
ever, I think that the Congress at
the present time sees this great
need, and the whole concept of
categorical aid is still not dead.

Willis Dugan

Well, you’re taking a positive
approach. The reality is that prac-
tically every other piece of legis-
lation that has had categorical
training in it has been swept into
this new general training author-
ity. So I guess all you can do is
pray on that one.

Lowell Burkett

Bill, I would be interested in
learning something about how you
arrive at a general position for
your organization in regard to
certain issues and problems.

Willis Dugan

Well, Lowell, you know that’s
a very complex topic. A very diffi-
cult one. One base is APGA Sen-
ate resolutions. Resolutions are
formulated by committees, divi-
sions, branches, any small group,
or an individual who has a desire
to help APGA take a stand on
such issues as juvenile delinquen-
cy, Selective Service, the voting
franchise for youth, or drugs and
narcotics. These resolutions some-
how bubble up out of the organ-
ization and are brought to the
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Senate of APGA. If they are sup-
ported by the Senate they cer-
tainly represent a firm position
that the officers and the adminis-
trative staff can identify as the
position of the orgamization.

However, many things that hap-
pen within society and government
on the national scene happen
overnight. We may not have a
position. We could therefore lock
pretty awkward if called upon by
Congress or by a government
agency to take a stand. We have
a Federal Relations Committee
that is studying this matter seri-
ously, and their feeling is that we
ought to communicate much more
thoroughly with the membership
of our 47 state branches and with
the divisions in crder to keep them
constantly alerted to issues on
which they should work and be
prepared with some kind of policy
statement or position paper.

The Task Force approach we
borrowed, I think, from you. If
we can pull in five people that
know something, for example, about
college housing or college scholar-
ships, this group can draft a pre-
liminary position for the organiza-
tion. Then we must find a way to
carry such statements to the body
politic for approval. This can be a
little slow sometimes, but general-
ly this is the way we have to do
it.

Lowell Burkett

Do you have to make policy
decisions and interpret policy your-
self, or do you call on individuals
in your organization to help you
interpret policy? You mentioned
that there are things that come up
overnight and you have to make a
decision tomorrow in regard to
what position you take or how you
interpret a policy. How do you get
by with this one? This is a tough
one.
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Willis Dugan

Well, Lowell, I've been there one
year and I've made all the mis-
takes that are possible to make in
the first year. With reference to
policy, we make interpretations.
We have to operate the organiza-
tion on the base of established
policy. Yet, I must say this is one
of our most serious problems: how
do you front for an organization
unless there is an efficient method
for the establishment of the posi-
tion that the organization wants
to take? Now we do have a board
of directors, an effective council
of 21 members, that meets three
times a year, but there are pretty
big gaps between those meetings
—sometimes as much as four to
six months. This leaves you hang-
ing in limbo sometimes.

What is the size of the board
that helps you determine policy?

Lowell Burkett

We have a ten member board
and I'm a member of that Bewd.
Members of the Board represent
fields of service such as agricul-
ture, trade and industry, home
economics, etc. We hope some-
time to have a representative
from guidance, but we don’t have
quite enough support from this
field.

Willis Dugan
You mean you don't have quite
enough members in that division?

Lowell Burkett

Yes, we need 1,000 members
to have a representative from a
field. We lack a few yet. We hope
to get enough members next year
so we will have guidance people
helping to make policy. We def-
initely need representation from
guidance in the field of vocational
education.

Willis Dugan
We have a new constitution this




year that was just passed by a
national referendum. There was
overwhelming support for stream-
lining the organization operation
and structure of APGA. We're
a pretty complicated organization
with eight rather autonomous di-
visions, each with many officers,
of course, and with their own
boards. However, the new bylaws
provide for a Board of Directors
with 15 members, and four of these
will be drawn out of the State
Branches. We are looking forward
under this new constitution to hav-
ing a much more direct line of
communication and of action from
what we might call 47 field of-
fices—the 47 chartered, State
Branches. We think that they
represent to us what the field of-
fices throughout the country rep-
resent to a corporation. They are
the source of leadership, and there
is need to respect and attend to
the viewpoints and the policy de-
gires of those 47 organized state
groups.

Lowell Burkett

Our organization is not a direct
membership organization. Our or-
ganization is primarily a federa-
tion of state organizations, and
our House of Delegates is much
the same as your Senate. The
delegates are the representatives
of state organizations that help to
formulate policies. We get repre-
sentation from the states. It is
their point of view that is ex-
pressed in our House of Delegates
meeting each year. We do have a
few direct memberships—there is
provision in our. constitution for
them—but when it comes to mak-
ing policies, the direct members
are not involved. They may be in-
volved in the policy making only
through the state organization.
This has been a policy of our or-
ganization over the years. We now
hive T3 affiliated state organiza-

tions. It may seem strange that
we would have so many, but in
some states we have as many as
five organizations. This is because
the various fields are not work-
ing together in the state. This does
not give a cohesiveness that we
try to maintain at the national lev-
el. :

Willis Dugan

I realize that you have reso-
lutions out of that legislative pro-
gram that point a direction for
you, but does your board of di-
rectors have or do you yourself
have certain policy making au-
thority ?

Lowell Burkett -

. In addition to our House of
Delegates, we have a Program De-
velopment Committee of which I
am the chairman. The President
and Past President also serve on
this committee. The other mem-
bers are not named. At any time,
I can call in anybody in the as-
sociation who has a knowledge and
background relative to needed leg-
islation and thus form an ad hoc
committee for the purpose of
dealing with a given subject. °

Willis Dugan
In order to come up with a posi-
tion for AVA?

Lowell Burkett
Right.

Willis Dugan

In other words, the Program
Development Committee might be
termed the Policy Development
Committee ? '

Lowell Burkett

. Yes, it interprets policy. The
overall policies are stated in reso-
Iutions but the direct position you
take on a given thing is made by
this ad hoc committee. It is done
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in consultation many times with a
lot of people rather than with just
a few people.

Willis Dugan

I believe we in APGA are
coming to see more clearly the
need to have a positive and pre-
pared line of approach on national
issues rather than a Johnny-come-
lately, reactive, approach to that
which somebody else proposes. We
are beginning to feel very strong-
ly that we’re not serving the best
interest of the profession if we
merely react to something that is
produced and promoted by some-
one else. Consequently, our Fed-
eral Relations Committee is look-
ing for new ways of getting into
communication with Congressmen,
with government agencies, and
policy making people within gov-
ernment agencies, to determine
what is on the drawing board for
the future. In this way we may
have some influence upon the di-
rection of the programming for
the legislation. I wonder how you
feel about this.

Lowell Burkett

Yes, I think that it is very im-
portant to do something like that.
AVA has a Resolution’s Program-
of-Work Committee that meets for
about a week each year prior to
the convention. They not only
draw up the resolutions but also
draw up a program of work for
the ensuing year which is acted
upon by our House of Delegates.
We have immediate goals, and
then we have the long range goals.
In formulating the long range
goals we are trying to see some of
the needs of the future. These are
considered by the House of Dele-
gates and by the membership at
large.

Willis Dugan
Lowell, we have talked a bit

about accreditation. I would like
to say a word about current prog-
ress that our organization has
made on accreditation standards.
In this audience I se¢ Bob Callis
down here in the front. Bob was
a very effective chairman of a
committee on the development of
accreditation in the graduate' pro-
grams for the training of coun-
selors. The current developments
on that are simply that in the last
three weeks we have met with the
Chairman of the National Com-
mission on Accreditation, Frank
Dickey, (that’s the group that
tries to keep the accrediting bodies
from proliferating to the point of
where there are just' too many).
Secondly, we met with NCATE
which is an authorized accrediting
group and developed with them an
experimental proposal for the use
of the APGA-ACES standards for
the training of counselors within
the accreditation structure of
NCATE. We also agreed to pro-
vide, at their request, a list of
competent people who might serve
on visiting teams who study an
institution. Third, we plan to de-
velop, in cooperation with other
groups interested in the prepara-
tion of counselors, a long range ap-
proach to covering those fields
which are not now covered. We
have copies of that proposal for
any who may be interested.

What do you do in accredita-
tion of vocational education?

Lowell Burkett

That is one of the greatest
problems we are faced with in the
field of vocational education. This
is because we are dealing with
programs and most accrediting
agencies are dealing with institu-
tions. We have a great prolifera-
tion of accrediting, or so-called ac-
crediting, groups and many institu-
tions have problems in trying to
bring all of them in because of
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the cost and the time involved. We
have been working very closely
with the National Commission on
Accrediting under Frank Dickey—
and William Selden prior to him
—and very closely, incidentally,
with the Southern Association of
Colleges and Schools who is taking
a very active role in looking at the
problem of accrediting in the field
of vocational education. Their con-
cern includes not only the teach-
er training programs, but also the
operating programs themselves.
Hopefully, within the next few
years we will begin to make some
strides in trying to resolve this
problem. Of course, the real eval-
uation of a program is based upon
whether the individual coming
through the program gets a job.
That's the best criterion.

Willis Dugan

Lowell, I would say, being a ne-
ophyte in Washington and having
just one year behind me, that one
of the very pleasant and produc-
tive experiences has been to as-
sociate with people like you in
AVA and other professional or-
ganizations and people in govern-
ment service. This has been a very
stimulating and rewarding ex-
perience.

I would also like to say that
the kind of things we have talked
about here we often talk about in
each other’s offices or over lunch.
So this is not a one-shot conver-
sation, but is a continuation of
what happens regularly in Wash-
ington.
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Seventh General Session

RESOURCES FOR VOCATIONAL GUIDANCE

Panel:

Chairman: Dolph Camp
U. S. Regional Office of Education, Dallas, Texas
John G. Odgers, Director
Division of Guidance and Testing, Ohio
Merle E. Strong, Division of Vocational and Technical Education
U. S. Office of Education

Merle Strong

I think I might start in a gen-
eral way—T'll be conscious of gen-
eralities and let John Odgers talk
about the specifics of where and
how the work is being done. This
morning I mentioned briefly the
Vocational Education Act and pro-
gram, but I would like to make
the point here that in terms of a
resource for training, vocational
programs have grown tremendous-
ly. This is true in virtually every
gtate in the nation, providing a
real resource for training op-
portunities other than those re-
quiring a baccalaureate.

Six or eight years ago if we were
to point the finger and look in some
states for training programs of this
kind, we wouldn’t have been able
to find them, in any great num-
ber at least. But we are now talk-
ing about a national enrollment of
somewhere around 6.8 million in
1967. We are talking about an
enrollment that is divided about
50-50 between programs for in-
school youth of high school age
and programs for out-of-school
youth, mainly post-high school
youth and adults. We are talking
about new developments in the
area programs for disadvantaged,
one of our areas of real concern.
We are talking about programs for
a broader range of occupations.
Traditionally, vocational programs

were centered pretty much around
agriculture, home economics, and
trade and industrial education;
but for the gainful employment
ones, they were at skilled level.
Well, we have moved rapidly in
both directions in terms of pro-
viding programs at very high
levels—technical levels—and at the
game time developing programs
for those who might not qualify
for highly skilled jobs, but who
need training to enter the labor
market. We are also talking about
a broad span in terms of occupa-
tional areas . . . there’s been great
growth, for example, in the health
occupation area. Until a few years
ago this was primarily practical
nursing. It is growing and it needs
to grow much more.

Distributive education is expand-
ing; the whole area of office oc-
cupations to be funded first under
the 1963 act is growing trem@n-
dously, and it is growing in many
directions other than typing and
shorthand, such as the data proc-
essing area and so forth.

There is a tremendous growth
in terms of the kinds of institu-
tions which it provides. We've had
programs traditionally in all the
kinds of institutions that we pres-
ently have them. In one state the
programs would tend to be high
school programs. Perhaps in an-
other part of the country it would
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tend to be post-high school pro- -

grams. I think the real new direc-
tion is that there seems to be
rather universal acceptance of the
fact that programs need to be of-
fered at all levels or at various
levels. In states like California,
Oregon and Utah, where programs
were predominantly at the post
high school level, they’re working
hard to put programs at the high
school level. Some of our Midwest
states and Massachusetts, where it
was previously stated that if you
do « good job at the high school
level you don’t need programs at
the post-high school level, now are
scurrying very. hard to develop
post-high school programs. There
is a tremendous concern across
the country now for the training of
people for occupations requiring
less than a baccalaureate degree
and these programs will continue
to expand undoubtedly providing
a resource that we did not have
before. I think I'll stop here, John.

John Odgers

Right in line with that, Merle,
we can see changes in vocational
education that reflect the shift
from a program emphasis to a
people emphasis. For example, in
Ohio we have programs which re-
quire a second look to tell whether
they’re agriculture or business, or
T and I or home economics. It
really doesn’t matter, if they’re
serving a need.

‘With this topic I chose to limit
my thinking in two ways. One is
by looking at community re-
sources. Included in the materials
each of you received is a paper,
“Coordinating Community Re-
sources for Guidance,” which I
prepared for delivery at a seminar
at Ohio University this summer.
The seminar, funded through the
Ohio Council for Economic Educa-
tion, was made up of 50 per cent

school counselors and 50 per cent
social studies teachers. This ap-
proach is a good method for bring-

'ing the guidance concept and the

occupations concept into the reg-
ular classroom. v

The state department of educa-

tion is frequently in a position to

serve as a resource for counselor
education and I would like to make
three or four points which, I think,
illustrate this fact. Number one,
with the current emphasis that
we’re getting on vocational edu-
cation and vocational guidance,
state departments need to provide
services which help to up-date
counselors who are already on the
job. When I say state departments
I'm thinking of divisions of guid-
ance and testing or guidance ser-
vices or vocational guidance ser-
vices. I'll come back to some of
these with an example later on.
Second, I feel state guidance peo-
ple have an obligation to com-
municate continuously with the
counselor educators in their state,
to interpret counselor education
needs and to influence changes in
the counselor education program
which will reduce a need for a
“mop-up” type of in-service edu-
cation later on. State guidance
personnel can introduce new pro-
grams, or ideas through in-service
education either by the state guid-
ance staff or by people they call
into help; but in addition to this,
they need to communicate with the
counselor educators so that the
good of what gets developed, or
introduced, this way can be built
into counselor education programs
at the pre-service level. We must
do this. Third, state departments
need to give active support to
counselor education projects or
counselor-educator initiated proj-
ects in the state; and to cooperate
on such projects, whether they are
of a pre-service, in-service, evalu-
ative, or research nature. I think
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I'm saying here that the state
guidance unit and the counselor
education staffs throughout the
state, either as individual institu-
tions or as a professional group,
need to be working hand in hand
in research, evaluation, in-service
education, and program develop-
ment. The state department staff
can help to identify and to clarify
the things the counselor should
know and the skills he should have.
But the state staff needs to go
one step further than this. Fourth,
the state staff needs to provide
informational materials and to
identify, contact, and motivate re-
sources related to counselor edu-
cation, both of a pre-service and
in-service nature. The resources
that the state staff either develops
or locates and utilizes in connec-
tion with in-service education can
very well become valuable ad-
juncts to the pre-service education
programs that counselor education
institutions are conducting. Here
I'm thinking of things like hand-
books, statistical studies or audio-
visual materials, as well as peo-
ple, who play an important part
too. '

To perform these functions,
these four responsibilities; state
department staffs need money for
staff, for studies, for publications,
for sponsoring seminars and for
similar activities. I feel very
strongly that most of the states
have been too generous in distrib-
uting NDEA money, and to a cer-
tain extent, the vocational educa-
tion money that they've had, to
local programs. In Ohio we have
found from discussions with ad-
ministrators, pupil personnel ad-
ministrators, our state adminis-
trative staff and others that local
schools would rather have con-
sultative services, in-service edu-
cation, research, evaluation, mate-
rials, and service than a few extra
dollars per counselor. Let me put

it this way—we have a staff in the
division of Guidance and Testing
in Ohio of about 43 people, includ-

ing 21 professional staff members.

Of the 21, three are paid by voca-
tional funds, five are paid from
the income from the sale of tests
developed as part of our state
testing program, and the other 13
are supported primarily by NDEA
funds. In a state where we have
a million, three hundred thousand
dollars in NDEA money, we’re
spending roughly $300,000 of that
at the state level. We: are also
spending approximately $300,000
of vocational education money, or
will be this year, at the state level
for services. In addition to that we
have about a $300,000 income
from the sale of tests. This, of
course, goes back into our testing
program. Our division of guidance
and testing is operating on a budg-
et of just under a million dollars
in addition to administering an-
other million and -a quarter
through reimbursing local schools
for approved guidance programs.

Dolph Camp .

You say there ought to be dia-
logue, between the state staff and
the counselor educators in a state.
Who's primarily responsible for
initiating this dialogue?

John Odgers -
That’s like who comes first, the
chicken or the egg, I guess, Dolph.
I could go back over the last 20
years and prove about a 50-50
break on who started dialogue on
specific projects. I can recall, for
example, back in 1960 when Dr.
Herman Peters of the Ohio State
University: camped on my doorstep
until we finally came up with $32,-
000 for a state-wide evaluation of
guidance services. It was his idea
and it gave him $32,000 for grad-
uate assistants and other man-
power to produce the study; but
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it was terrifically valuable for the
state. We worked together that
way.

Dolph Camp

I wonder if there’s ever any
feeling on the part of counselor
educators that the state depart-
ment may be telling them what to
teach.

John Odgers

I think there could well be. I
think the real challenge is to get
communciation channels in a state
open enough so that if somebody
doesn’t like, or is disturbed about,
what somebody else is doing he'll
go to the source of the irritation
and talk about it. I think we've
reached that point. In Ohio per-
haps some of the newer counselor
educators feel that two or three of
the old timers there can tell us
off in the state department a little
more than they might, Sometimes
some of the criticisms or sugges-
tions we get come in through
George Hill or Dwight Arnold a
little more than through some of
the newer people—but it does
originate some where else. We're
happy for constructive -criticism
because we all grow by it and this
is a very important aspect of com-
munication. If you can’t develop a
four-way communication between
your state guidance people, your
state vocational people, your coun-
selor educators, and your teacher
educators in vocational education,
you’re sunk. I don’t see how coun-
selor educators any more than any
other teacher educators can expect
to meet real needs unless they use
all the resources available to help
identify those real needs. That is
one of the jobs of state super-
visors.

Dolph, I've got a whole list of
specifics here. I'm going to sneak
one in earlier than I planned but it
ties in at this point. Dr. Anne

Pruitt is in the audience. She’s on
a committee with Dr. Russell Get-
son from Kent State University and
two or three of us from the state
office. We have planned a three
day seminar at one of our state
resorts in mid-September on this
very topic, “The Vocational As-
pects of Guidance.” Our keynoters
will be Dr. Gysbers from Missouri
and Dr. Carl McDaniel from
George Washington, We're going
to discuss thoroughly, ideas that
can be built into our pre-service
and in-service counselor education
programs in Ohio. I have a hunch
that if the counselor educators
disagree with some of the projects
the state staff is planning they’re
going to tell us. Together we
should come up with some produc-
tive new ideas.

Dolph Camp

Well, you answered what I
hoped would be brought out when
you mentioned about Herm Peters
camping on your doorstep until he
got some money from you. I was
just hoping that we could come
out with this idea that it is the
responsibility of both the coun-
selor educator and the state de-
partment of education to provide
a counselor education program
that will meet the needs of the
kids in that state.

John Odgers

Well, the reverse of this is true
as well. One report I think you
have in your pack of materials is
the “Report of the Vocational
Guidance Seminars for 1966.”
Three years ago we camped on the
doorstep of three of our universi-
ties and said, “Look, we need to do
more to upgrade our counselors in
the skills related to vocational as-
pects of guidance.” Together we
set up five thrée-week seminars
on the vocational aspects of guid-
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ance to run that summenr,
we didn't have any money for
them we appealed to our Division
of Vooational Education. So again
it was a three-way operation, vo-
cational education underwrote it,
te counselors who attended were
paid travel costs and living ex-
penses and the counselor educa-
tors ran the under con-
tract with the State Department
of Education. They took so well
that the next year we had 15 sem-
inars and this year we again have
15. So we have about 600 already
practicing, supervised, experienced
school counselors who have been
through these seminars. The voca-
tional division now requires that
anybody reimbursed as a voca-
tional guidance coordinator must
have this as pre-service training
for that particular program,

Merle Streng '

I would just like to mention a
few other dollar resources with
which I think you ought to be
familiar. First of all, I would say
that in the Vocational Education
Act of 1963 we are starting to talk
about significant kinds of dollars.
This next fiscal year we're talk-
ing about $270,000,000 in federal
funds. You put this with state and
local funds, resources from the
manpower training act and you're
talking about something around a
billion dollars. The staff in the
manpower division, Bruce Ander-
son is representing a division here,
is really concerned and interested
in creating a greater impact in
the guidance area and in doing a
better job in the guidance area in
manpower programs than they
have in the past; and they are
willing to write guidance and coun-
seling services into each project.
Now I think the drawback in get-
ting the job done adequately is
the lack of personnel. It’s tough
to identify the number of person-

nel needed in the manpower area.
There is another source of funds
not only for the possible upgrad-
ing or training of counseling per-
sonnel, but also for helping pay
the bills to get the counseling job
done that needs to be done. One
other point I would make in terms
of expenditures—there is consid-
erable research being done under
Section IV of the Vocational Edu-
cation Act of 1963. The Office of
HEducation sees the area of coun-
seling and guidance as one of the
important areas in which we need
to concentrate research. A number
of studies have been completed
and I assume that most of you are
getting some feedback from that
research through the ERIC Cen-
ter. Is this true? Are all of you
getting some kind of ERIC re-
ports now? You all know what
I'm talking about. I assume you
do.

John Odgers
We're feeding them in but we're
not getting much back yet.

Merle Strong

Well, John, I think the system is
taking a little bit longer to get
really geared up than the optimists
had expected. Here is a source of
information in terms of research
results and here is a possible
source of funds for doing some re-
search studies that may help find
some answers they need in devel-
oping the program.

John Odgers

Another area in terms of re-
sources for counselor educators in
the state department of education
is that of publications. The extent
of this service will vary from state
to state. Again it is directly re-
lated to money and staff and, of
course, staff is directly related to
money. I'd like to mention three
or four items which are annual or
biennial publications of our office.
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We have found in the last few
years that there are several things
counselors would rather have than
a few more dollars per counselor.
Every year we put out an Ohio
College Notebook which lists the
freshman class profile and all
other detailed information with re-
spect to every college in the state.
We think college information is an
important aspect of vocational
guidance. In addition to the Col-
lege Notebook we have a coun-
selor's notepbook on .Ohio Public
Technical Education programs
which gives the same type of in-
formation for all of the public
technical schools, the two year and
other post-high school programs.
Althc :;gh Ohio does not license
private vocational and trade
schools, we have still found a
means of gathering similar infor-
mation on these schools. We use
our professional associations and
our APGA branches as a vehicle.
We set up the techniques and in
the various areas of the state all
of the private trade schools are
contacted and asked if they would
like to have their schools listed in
our directory of speciality schools.
If the answer is yes, we give them
an outline of the type of informa-
tion we want. The outline covers
some tough items like refund poli-
cies and so forth and some of them
drop at that point. We have been
able to develop about six such area
. directories. I have just one sam-
ple here. This is a 1967 Counselor’s
Notebook of Speciality Schools in
Central Ohio and it was co-spon-
gored by the Central Ohio Guid-
ance Association and the Colum-
bus area Kiwanis Clubs. It was
spearheaded by our office but,
again, would not have been pos-
gible without the involvement of
area resources.

Delph Camp

Let me give you a little sup-
port on that. John Docker and I
had the privilege of attending a
meeting at Ghost Ranch in New
Mexico which practically all the
counselors in the state attended.
The director got up and said, “Now
we are thinking in terms of taking
all the Title’ V-A money from the
districts, since it’s not much any-
way, and putting it into meetings
like the one you're attending and
other seminars that will be &4 re-
gsource for you. How would you
feel about that?” There wasn't an
objection among the assembled
counselors.

John Odgers
'The average expenditures in the
various states for state supervision
under the NDEA Title V used to be
around 10 or 11 percent I believe.
We're spending about 25 or 26%
for supervisory services. We used
to be quiet about the percentage
but as we’ve seen the results that
have come from it, we're shouting
louder because we think more
states would bé far ahead by doing
the same thing. '
Incidentally, we found we
needed two more notebooks in the
series I mentioned earlier. One of
them was about the apprentice-
ship programs in the state; we
have spent a good bit of time on
it this past year and have just
come out with this publication, a
copy of which is in your ‘loot,”
“The Ohio Apprenticeship Note-
book—Building for a Greater
Ohio.” This publication was done
in cooperation with our Ohio- Ap-
prenticeship Council and the Na-
tional ‘Bureau of Apprenticeship
and Training people and lists ev-
ery apprenticeship training pro-
gram in the state, including the
nature of the program, the en-
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trance requirements, and related
information. As those of you
who are fairly familiar with ap-
prenticeship will note, it doesn’t
state for the plumber or plasterer
or sheet metal worker that you
have to have an uncle in the trade
to get in, though in some particu-
lar local situation this may be
true, but it does give the basic in-
formation on all apprenticeship
programs. For our vocational edu-
cators who say, ‘“Well, you’re do-
ing everything for everybody out-
side of high school; why don’t you
do something for high school ?”,
we developed OVEN. A prelimi-
nary edition was available this
spring, and the new one is in press.
We may get seventy copies here
before the end of the week if they
got off the press in time. OVEN
is the “Ohio Vocational Education
Notebook.” It lists every single
type of vocational education in-
school offering in the state, show-
ing, for each, the nature of the
program, vocational objectives,
skills, admissions guidelines, em-
ployment opportunities, usual
places of employment, resources
for use in orientation and counsel-
ing, and a blank section so each
counselor can add his own local
information.

Let me mention one other point
here. All of the state department’s
tappable resources don’t have to
come from within the state de-
partment itself. We've already
mentioned that much help comes
from the counselor education in-
stitutions. Quite a number of the
things that we do we have de-
veloped cooperatively with some
other agency. For example, “Coun-
seling Minority Group Youth”
was produced on a 50-50 basis
by Dean Hummel when he was
acting director of the Division
of Guidance and Testing and Wil-
liam Briggs from the Ohio Civ-
il Rights Commission. This report
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has been through about six print-
ings. Over fifty thousand copies
are in use throughout the country.
As another example, we use grad-
uate students, or perhaps it would
be better to say, graduate stu-
dents and counselor educators
used us a few years ago. Together
we developed a dictionary of guid-
ance terms which was updated and
revised in January of this year.
The dictionary was a needed pub-
lication that we didn’t have time
to do ourselves, so it was done by
some graduate students at Ohio
State University. We have this
type of working relationship, Also,
when we find good materialg that
are available from other sources
but not in adequate quantity, we
seek permission to reproduce them
for distribution to Ohio School
Counselors. The most recent one
involved considerable coordination
on the parts of Drs. Carroll Miller,
Don Blocher, Bill Dugan, and oth-
ers. With permission, we repro-
duced Veocational Guidance, A Re-
conceptualization; which is a pre-
liminary report of a study that is
still in process by an NVGA study
commission. We got permission to
reproduce it and you have copies
of the report in your seminar ma-
terials. This publication was done
entirely by somebody else and re-
produced with permission, for the
meeting of our counselor educa-
tors scheduled for mid-September.

Dolph Camp
Who paid for this?

John Odgers

We did. It came out of our pub-
lications budget. ‘

Let me discuss one other state
service which I think is very im-
portant to counselor educators.
There is not a major expansion of
vocational education at the area or
local level in Ohio without some
involvement from our guidance




staff. This is what we were dis-
cussing yesterday, the guidance
implications for curriculum.

For the past 12 years, whenever
there has been a major expan-
gion in vocational education the
state guidance staff has been in-
volved. If a city school board de-
cides it wants a new vocational
school or vocational program, or
if it is determined that a new area
vocational school may be needed,
a survey is conducted. (Recent
state legislation requires that ev-
ery school system must make vo-
cational education available to its
students.) Every sixth survey is
conducted by our guidance divi-
gion, every other one is done by
Agriculture, T & I, Home Econom-
ics, Distributive Education, Busi-
ness Education, and the other vo-
cational services. In each case, we
go in and staff a project in a com-
munity with state staff, district
gtaff, and local staff to make, I
guess you'd call it, a feasibility
study. All cases involve a four-
pronged survey to determine:
Number one, what is the occupa-
tional pattern of the community
or the labor market area served
by this program or potential pro-
gram? Number two, what is the
attitude of employers toward the
end product of vocational pro-
grams? Will they hire graduates
of vocational programs and will
they hire co-op students if there
are co-op type programs? Num-
ber three, what are the facilities
or potential facilities of the
school? Do they have the room to
house various types of programs?
Can shops be provided or must
programs be limited to those
which can be handled in a regular
classroom? This would affect de-
cisions regarding shop versus co-
op programs. Finally, what are the
attitudes of the students? If all
these other things tie together, do
we have a potential student body

for the programs being consid-
ered? When such a survey is
made, (we’'ve made several hun-
dred of these over the last 15
years), we gather a tremendous
amount of data which will justify
vocational programs or fail to jus-
tify them.

An example of a community
where everything was ripe for a
program, except the student body,
can be found in one northern Ohio
community, a big foundry center,
where they were planning to build
a new vocational wing on the
school. The local foundry industry
would furnish the equipment, but
there wasn’t a kid in the school,
or a parent of a kid in the school,
who wanted that kid to take a
course in foundry. So of course,
that program didn’t materialize
due to the student interest as-
pect of the feasibility study. This
is an excellent example showing
the need to help students develop
realistic attitudes toward occupa-
tions.

As we summarize community
survey information, we develop
statistics which are particularly
pertinent and potent, I think, for
counselor education. Some of this
information comes from census
data and some of it comes from
our own studies. We know for ex-
ample that for every hundred pu-
pils entering the first grade, 76
graduate from high school, 32 en-
ter college, and 14 graduate. This
forms a real logical basis for rais-
ing a question as to whether 85%
of our high school pupils should
be in the college prep program, for
example. Although some of the
figures we have gathered seem
hard to believe, they’ve held up in
surveys made in Colorado and in
other states where similar studies
have been made using the same
instruments. Of Ohio high school
sophomores and juniors surveyed,
72.6%, of almost 60,000 pupils in
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the year 1965-66, said, ‘“We would
like to take vocational education
in high school.” Of that group
12.8% had no post-high school
plans, 33%9% planned post high
school training other than college,
and 269% planned college. Then
there are 27% who don’t want vo-
cational education in high school,
199, of these plan college, 4%
plan other than college, and 3%
have no plans. What we’re saying
is that although 729 want voca-
tional eduecation in high school and
8314 % plan some type of formal
training after high school. What
we're also saying is that the kids
are smarter sometimes than our
college admissions officers and our
college administrators. They say
we want vocational education in
high school and also want to go to
college, or technical school, while
the higher education people make
it difficult to enter college without
a straight academic course.

Incidentally, I brought 75 copies
of an updated study by Dr. Collins
Burnette at Ohio State University,
entitled ‘“Studies Dealing with the
Relationship Between Prescribed
Patterns of High School Units
for Entrance Requirements and
Academic Success in College.” The
study goes back to the 1930’s, in-
cludes the eight-year study, and
lists some 20 studies that have
been made since that time, all of
which indicate that the pattern of
courses taken in high school does
not affect how well a student does
in college.

A couple of quick additionals.
Occupational patterns in Ohio look
like this (Referred to A/V charts)
with a large per cent being crafts-
men and technicians. Our voca-
tional education pattern in Ohio
looks like this (Referred to A/V
charts) with a large percent being
in the academic or college prep
program, with the trade and in-
dustrial program just a small slice

down here. These charts are in the
material you got in your box. I
won’t take any more time, but I
want to stress that this type of in-
formation is practical stuff, show-
ing what is going on and what
your problems are in your state.
And you can get a graduate stu-
dent in training to develop such
materials for you.

Dolph Camp

We had a presentation from the
state department regarding re-
sources and Merle has given us
something about vocational eduica-
tion. I'm wondering if we should
say something about what re-
sources we can get from busi-
nesses and industries. Would ei-
ther of you like to talk about that
for a minute.

Merle Strong

Let me make a comment about
that. I think we will have business
and industry very interested in
trying to help if we can find and
identify ways for them to be of spe-
cific help. I previously mentioned
the National Restaurant Associa-
tion and the hospitality industry.
Here is an industry that is growing
very rapidly; while they have a lot
of jobs that aren’t what they
should be in terms of pay and so
forth, there are some very good
opportunities in the hospitality in-
dustry. They are interested in put-
ting money into the development
of guidance materials. H. J. Heinz
Company has been doing some-
thing along this line and we need
to find ways to provide assistance.
They’re moving ahead on it.

Another example of an indus-
try’s interest is evidenced by the
film some of you saw last night.
Another film is in progress with
the Federal Aviation Agency, an-
other federal agency, but the film
is designed to highlight opportuni-
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ties in the whole aircraft aviation
industry. A number of other in-
dustries are interested in this area.
The electrical mechanical area is
planning a program that is to be-
gin this fall. IBM was instrumen-
tal in creating this interest. Some
years ago IBM made some projec-
tions about the number of techni-
cians they would need for the ser-
vice part of their industry. At the
time they felt the need for two
year post-high school graduates.
Later they became more realistic.
The numbers increased faster than
expected and they decided that
their expectations were not realis-
tic. It was not possible to supply
their demand. They then banded
together with a number of other
industries and beat on our door.
We met several times with some
of the major industries in the field.
As a result this fall there will be
about twenty schools across the
nation starting out with a pilot
program supported by the major
industries interested in electrical
mechanical service people. There
is a tremendous resource here in
terms of things that may already
be available, particularly in terms
of interest in making materials
available, or even in helping to fi-
nance the materials if we can
identify the kinds of things that
are needed. It seems to me one of
the frustrating things is to find
the best media or way to package
a kind of material so they can
really be used.

John Odgers

The proceedings from last sum-
mer’s Seminar, you have a copy,
contain two papers, one is by a
representative of the U. S. Cham-
ber of Commerce and one is by a
manufacturer, that cover these
points quite adequately. Another
paper on resources that I men-
tioned earlier contains a listing of
gpecific examples. I would like to

make two suggestions. If you are
not already doing so, you coun-
selor cducators or state supervi-
sors should start working with in-
dustry right now, and also train
or encourage your counselor
trainees to do the same thing. It's
very important to identify for
your counselors in training the
value of starting at the top when
working with business or industry.
Top management in business and
industry frequently jump at op-
portunities to be of service to the
community in this way. Down in
the personnel department or some-

_ place else they may not be so hap-

py about it because it's going to
take their time and energy; but if
the boss says “Do it,”’ they do as
they are told.

This year’s January issue of our
State Guidance Newsletter and
some of the enclosures, which in-
cluded a copy of last summer’s
training program for counselors
at the Goodyear plant in Akron,
was printed with 1500 extra cop-
jes. We mailed these to 1500 key
manufacturers in the state so that
they would know our interest in
this type of relationship. The
Newsletter article and the edito-
rial on the front of the Newsletter
said to every counselor in the
state, and to the industrialists who
got it, that cooperation is the an-
swer. As a result, we got a great
deal of business-industry assist-
ance that we could not have gotten
if the Executive Director of the
Ohio Manufacturers Association
had not spent his time, energy, and
money to help us. This year the
Goodyear program has been ex-
panded and extended into the Cleve-
land area where now the Thomp-
son-Ramo-Wooldridge Company,
the Ohio Bell Telephone Company
and two or three others are also
involved. In addition, this summer,
graduate students who were in
this program and wanted to sign

—84 —




up for the course credit and a re-
lated seminar could do so at Ak-
ron University, This combination
program involved local guidance
administrators, counselor educa-
tors, and business and industry all
working together.

Merle Strong

I was wondering, do you think
it would be amiss if we talk about
industry cooperation without rec-
ognizing Dusty Rhodes from Gen-
eral Electric? I suspect that most
of you are familiar with the pro-
gram of General Electric but I
think it represents a program of
some real significance and a real
contribution by industry. If you're
not familiar with the General Elec-
tric program, you ought to corner
Dusty Rhodes sometime during the
conference and talk to him about
the program. I just wanted you to
recognize him.

Dolph Camp

One of the most interesting
things it has been my privilege to
see recently has been going on
down at Houston for the last three
summers. Dr. J. B. Jones, who is
Dean of Students at Texas South-
ern University, has conducted a
workshop for 50 counselors each
summer. The first time 25 busi-
ness executives, the next time 35
business executives, and this sum-
mer, about 53 of them were en-
rolled. They represent the largest
businesses in the Houston area.
If you want something that’s real-
ly inspirational concerning what a
local community will do, especially
a large community, write Dr. J. B.
Jones, Texas Southern University,
Houston, and ask him for the pub-
lication explaining last summer’s
workshop. The one for this sum-
mer is not off the press yet. Hum-
ble Oil Company printed it. The
most inspirational thing was to
see the counselors sitting there,
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50 of them or more, and these 53
executives sitting around and con-
froating each other with their
problems. They were mostly Ne-
gro counselors. They were saying
to each other, “This civil rights
law says that this must be done.
If you aren’t doing it, why aren’t
you doing it?” And the man from
Shell, who was presiding, said,
“Who wants to take a crack at
that?”’” Well, the man from Monsan-
to would get up and answer it very,
very clearly and concisely and on
and on. It was one of the most
beautiful and outstanding things
that I know of happening in this
area now.

Our time has nearly run out
here. I'm wondering if there’s any-
one from the audience who would
like to ask either one of these pros
on my right a question?

Audience

John, how do you support these
programs with business and in-
dustry?

John Odgers

We don’t really; we have rela-
tively little to do except to be a
catalyst and many times industry
supports them. Let me take the
Akron program as one example.
Goodyear employed school coun-
selors, primarily from the inner-
city schools in Akron, and they
placed them in jobs throughout
the industry where high school
graduates, or possibly even an oc-
casional dropout, might be em-
ployed. They weren’t put in easy
spots. They were paid the going
rate for the job. In addition, the
company conducted seminar or
group meetings one half day a
week, for which participants were
paid regular time. There was no
cost to the school. The industry,
1 presume, chalked it up as com-
munity relations venture. I'm not
sure the counselors paid off in
productivity but they were ex-




posed to various jobs throughout
the industry and are now doing a
more realistic job of vocational
guidance and counseling.

Audience

John, in the last two issues of
the NVGA Quarterly there is a
section that probably will be get-
ting reactions from the employ-
ment community. These will be
non-research articles from non-
professional fields of counseling,
which will give us reactions in our
own literature, to illustrate these
types of programs. And at your
local level I would encourage you
to seek lay reactions to our ser-
vices through the vehicle of this
professional literature.

Dolph Camp

The workshops in Houston were
supported by business and industry.
Each businessman paid $200 a piece
to be allowed to participate in the
workshop.

John Odgers

There is one other resource that
I think we should mention. That
is the assistance available from
state departments through ESEA,
Title I and Title III. We have a
little publication written by our
Title I people, “Meeting the Guid-
ance Needs of Educationally Dis-
advantaged Children Within Title
I of the Elementary and Second-
ary Education Act” in which they
give a lot of specifics and some
statistics. It is very interesting.
Of some 1,100 projects reported,
318 had guidance related services
as their major emphasis. In Title
II1, the sky is the limit in terms of
innovation, and we could identify
some outstanding programs that
are guidance oriented. In Cincin-
nati, for example, a work oriented
Junior high school program is in
progress.

Audience

John, in moving toward pro-
gramming any of that material,
will the computer be used for coun-
seling help?

John Odgers

We aren’t that far yet, but we
do have a man on our staff who is
listed as a guidance data system
consultant. He is finishing his
Ph.D. in Guidance at Ohio Univer-
sity and has a special interest in
the field of data processing. He is
working with us now, primarily,
on the development and validation
of a new Ohio Vocational Interest
Survey. It will be published this
next year for out-of-state use by
Harcourt, Brace and World. It will
be published by our Ohio Testing
Services for use in Ohio. It is a
new vocational interest inventory
or survey based on the D. O. T.,
and utilizes cubistic approach to
vocational interest based on the
relationship of the worker to data,
to people, and to things. It fol-
lows the organization of the new
D. O. T. and we think that it real-
ly has promise. The employment
service is very much interested in
it. Our guidance data systems con-
sultant is currently completing
some of the validation work so we
have him tied up with some other
things, but as soon as these are
completed we hope to move in the
direction of developing pro-
grammed guidance materials.

Audience

You were speaking of industry.
I would like to call attention to
what RCA and their auxiliaries
have done. They are doing a ter-
rific amount of work in counsel-
ing and guidance.

John Odgers

One other thing I should men-
tion. In the last years we've de-
veloped three sound filmstrips
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which were produced professionally
by Guidance Associates. You can
get them through our T & I lab at
Ohio State University. One is,
“Your Future Through Vocational
Education,” and the second is
“Your Future Through Technical
Education.” These are both aimed
at the student level for guidance
purposes. “Vocational and Tech-
nical Education for a Changing

World of Work” is geared to adult
education, parent-education and
teacher-education. We have copies
of all three of these with us.

Dolph Camp

Well, ladies and gentlemen, our
time is up. Merle, let me thank
you, and John for participating in
this panel.
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Panel.

Eighth General Session

RESOURCES FOR VOCATIONAL GUIDANCE

Karl Kunze, Manager, Training and Management Development
Lockheed-California Company .
Fred Featherstone, Employment Service Advisor
U. S. Employment Security

Karl Kunze

I would like to start with three
assumptions: (1) there are indus-
trial resources available to coun-
selors, (2) they are good and us-
able, and (3) they are being un-
der-utilized to a considerable ex-
tent. There is also 2 communica-
tion problem. I try to avoid using
that term because, at least in in-
dustry, communication problems
are mixtures of symptom and
causes so that when you say some-
thing is a communication problem
it really doesn’t mean a thing. It
is like a doctor saying to you,
“Joe, you've got a fever.” But
here, I think we have some specif-
ics that we can mention, and one
is that counselors really don’t
know what questions to ask indus-
trial people. They just don’t know
enough about the industrial scene.
Also, industrial people give the
wrong information to counselors;
the information they give is often
much too particularized to be ap-
plied to a larger segment. I have
the feeling that counselors and
personnel people look at the same
subject from different frames of ref-
erence. That is, a counselor might
say to himself, “How can I inter-
est this client in an optimum num-
ber of appropriate occupational
possibilities?” The employment
man in industry will say, given a
specific job opening, ‘“How can I
first, out of a group of applicants,
eliminate those who in my opinion
have the least possibility of suc-

cess? Then, from the remainder,
how can I select the one who
would represent the strongest can-
,didate?”’ So the counselor’s think-
ing is in terms of the person, and
that is his focus. It is just the re-
verse with many people in indus-
try.

As one other example, it has
been said that many counselors
lead from weaknesses when they
attempt to interest a young person
in a vocational or trade curricu-
lum. Yet those weaknesses may
be just the ones that would bar
that person from employment in
his field or at least from upgrad-
ing in his field. It is for these rea-
sons that I think we very much
need a continuing dialogue between
counselors and personnel people.

The topic I prepared consists of
four subjects: occupational infor-
mation, motivational programs, fi-
nancial aid, and research. Thesge
are four of the major resources,
in my opinion, and I would like to
comment on these.

For many years I have been
close to the Bureau of Labor Sta-
tistics and the other occupational
information sources in the Depart-
ment of Labor. In fact, the Bu-
reau’s recent vacancy study has
been particularly helpful in my
own company’s manpower plan-
ning. I am also familiar with the
work being done by HEW in us-
ing manpower forecasts for tech-
nical education planning and for
curriculum development. I think
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these are excellent activities;
much progress is being made and,
in my opinion, we must depend on
the federal government for na-
tional manpower forecasts. How-
ever, I think that counselors can
gain much from communicating
with industry—and by industry,
I am referring to all employers.
Let me give you just a couple of
examples. You undoubtedly have
heard of the numerically con-
trolled machine which represents
the first breakthrough in 50 years
in the machine tool field. It will
have a real impact on the compo-
gition of the work force of com-
panies having anything to do with
the machining field. This machine
is operated by a tape in essential-
ly the same way a perforated mus-
ic roll activates a player piano.
This process is going to have a
revolutionary effect on the work
force distribution. Instead of a
highly skilled machinist there will
be a semi-skilled monitor operat-
ing this machine. However, the
machine itself will require a sup-
port crew. There will be a need for
an especially trained, design engi-
neer who prepares designs for ma-
chines, a crew. of electrical-me-
chanical maintenance technicians,
and specially trained program-
mers, among others. This new
process then will cause a complete
change in the kinds of people that
will be utilized. This trend is deep-
er, in my opinion, than the vacil-
lations that occur in supply and
demand from week to week, and
from month to month.

Certain other developments have
great implications for the work
force. For example, lasers are now
being used to measure within one
millionth of an inch. Miniaturiza-
tion, transistorization, the use of
printed circuitory are all fairly
new developments and they are go-
ing to require the use of women
for a time, until some of these
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processes become automated. Mod-
ular and nonrepairable parts have
come into greater use. When you
take your automobile to a service
station they don’t clean the filter,
they take it out, throw it away,
and put a new one in. This proc-
ess is going to take place in a
much more extensive way for
home appliances, such as radios
and television sets. The use of
non-repairable parts will have
quite an effect on maintenance
and repair activities in the ser-
vice field.

In addition, there are a few
trends that I think will have great
impacts. One is not only a grow-
ing acceptance of equal employ-
ment opportunity, but an affirma-
tive effort to recruit, train, and
upgrade mincrity and disadvan-
taged people. Fll use of the labor
market has been emphasized for
several years now. There is more
thoughtful consideration for em-
ployment of persons with police
records. There is a mounting dis-
satisfaction with present school
vocational training programs, and
industry is really concerned about
this. Industry is aware of the lag
between present technology and
the competency coming out of the
technical schools, but it's not
aware of some of the excellent
work that is being done. This is
probably because many in indus-
try haven’t seen the results of it
yet.

There is an upswing in trainee
development in training. A few
years ago the American Society of
Training and Development was
just a fledgling organization. Now
it boasts over 6,000 members.
There will be considerably more
training and development in in-
dustry than ever before and there
appears to be a switch from ele-
mental and analytic testing meth-
ods to a consideration of the whole
man. Because of recent Congres-




gsional investigations, actions of
state FEPC organizations and the
federal Equal Employment Op-
portunity Commission, and a re-
cent order from the Department
of Defense concerning the use and
validation of testing, we will find
a considerable amount of new in-
formation concerning test con-
struction and validation. I think
yowll find this development very
interesting over the next five
years.

The second subject that I men-
tioned has to do with motivation-
al programs. I think industry gen-
erally realizes that counselors
need all the help they can get
from parents, from educators, and
from employers in convincing stu-
dents that they should stay in
school. Many sources must be used
to help youngsters in the develop-
ment of proper vocational goals
and also in creating at least an
initial interest in some of these
high demand occupations. There
are several kinds of motivational
programs that industry can pro-
vide.

The third section on financial
aid I think is of less importance.
I included that one because it is
my feeling that many of the stu-
dents really don't know of the
vast amounts of money, the vast
opportunities for economic aid
that are available to them. They
can’t get the information from the
universities or the high schools,
and the counselors at the present
time don’t seem to be giving this
information.

Finally, there is the subject of
research. In my opinion it is insuf-
ficient for a counselor to be high-
ly competent in the assessment,
counseling, training, educating of
students up to the point of gradua-
tion and to know very little about
what happens to them after they
leave this terminal point. Much of
the information concerning the

practices used in industry would
be of help to counselors, and I am
sure that industry would benefit
considerably from knowing what
you folks are doing in the way of
various guidance techniques and
in counseling. Research in areas
such as interviewing, attitude de-
termination, motivation, and so
forth should be shared for there
is very little counseling being ac-
complished in industry now. I feel
that a continuing contact—a work-
ing relationship—between counsel-
ors and personnel representatives
would be of mutual benefit.

Fred Featherstone:

I have been asked to speak to
you about the resources available
to vocational guidance by the em-
ployment service. This sometimes
becomes difficult to do because
what the local or state employ-
ment service may do in one area
may differ somewhat from what
it does in another area. In other
words you may get one kind of
service in one place but you may
not get it in another.

One of the most significant re-
sources that the state employment
services have been providing to
vocational guidance is a supply of
rather well-trained counselors.
What I mean by this is simply
that during the last four or five
years the employment service has
redefined and reset the specifica-
tions for counselors and the vari-
ous levels at which they would
function. Since our salary struc-
ture is not able to compete with
the schools and vocational rehabil-
itation agencies, many of our peo-
ple move up our counselor ladder
and then out to better paying
agencies.

In training there has been an-
other development or two that has
been of mutual benefit to the
employment service and to the
schools. In the last two or three
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~ summers it has been possible for

the state employment services to
hire school counselors for the sum-
met. These counselors come in and
work in the employment service
offices to provide, for the most
part, replacements for employ-
ment service counselors who are
attending summer school. In turn,
the school counselor receives a
much better idea of what goes on
in a local community so far as the
employment situation is con-
cerned. It helps him understand
employer expectations and enables
him to talk realistically with
youngsters about employment in a
particular locale. In other in-
stances we have worked out ar-
rangements with colleges and uni-
vergities to have counselors placed
in the local employment service
office for practicum. This was
done quite extensively here at the
University of Missouri this sum-
mer and in other states. Counsel-
ors, and I believe this extended to
more than employment service
counselors, went out into some of
the locs! employment service of-
fices and did their counseling
practicum.

Another resource for counselors,
whether they be school, rehabilita-
tion, or others, has been the Gen-
eral Aptitude Test Battery. In re-
cent years the states have relaxed
some of their control upon this
test, and the GATB now is pretty
well available to any high school
caunselor through an agreement
between tlie high school or the
state department of education and
the State Office of Employment
Security. _

In addition to these resources,
there has been marked improve-
ment in job market information
service. I think this information
is “inuch more meaningful now at
the local ievel and may be pretty
specific concerning occupations
within a particular area than it

has been. In St. Louis, for exam-
ple, the Employment Service has
recently begun to share a listing
of jobs among all of the local of-
fices in the St Louis area. This
information has also been pro-
vided to the various community
action agencies, to schools and
others with a need for it. Jobs are
listed by occupation, and a state-
ment of the requirements, salary
and other information is given.
The information is revised and up-
dated every two weeks. It is much
more meaningful in working with
an individual than the sort of dis-
cussion that may result about oc-
cupations in general. Local and na-
tional skills surveys, done in co-
operation with industry, provide
some idea of the long term trends
in occupations. They also provide,
but certainly not to be the intent
that we would like, an idea of
some of the emerging occupations.

To attempt to fill this gap we
recently had a contract through
the Missouri State Employment
Service with one of the universi-
ties in the region to study emerg-
ing occupations for women. In do-
ing this the staff from the uni-
versity traveled to large industries
all over the country. Their pur-
pose was to find the kinds of jobs
that industries are using women
today, that they were not using
them in previously, and for what
kinds of jobs they thought they
might be employing women in the
future. This same university under
another contract recently came
out with a publication that is
available from the Superintendent
of Documents entitled, “Counsel-
ing Women and Girls.” Essential-
ly this publication tries to bring
into some meaningful kind of or-
ganization the highlights of many
publications and studies that have
been done concerning women in
the labor force.

In addition to job market infor-
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mation, there are areas we have
moved into in support of the aati-
poverty programs and other legis-
lation. For example, we are at-
tempting, in several different
ways, to try to help disadvantaged
people to move into the labor
market. In workiag with the prob-
lems of people from ghetto areas
and from the various lower socio-
economic groups, there have been
some interesting developments.
Many of these people have some
kind of prison records. They may
not be very significant but often
cause employment problems. Un-
der the Manpower Development
ard Training Act we have been
able to provide a bonding program
for parolees under a contract be-
tween the U. S. Employment Ser-
vice and a national bonding com-
pany. Bonds are provided where
necessary for people in MDTA pro-
grams to obtain a job. The reac-
tions to this have been very inter-
esting. Not very much money has
been used on the bonding. It was
found that the employer, knowing
that a bond is available, will go
ahead and take the person and not
require the bond. Just the knowl-
edge that the bond is available
gseems to make quite a little dif-
ference.

We are attempting to imple-
ment some of the techniques that
were used by the Chicago YMCA
in the “Jobs Now” program by
using coaches or community work-
ers. The function of these people
is to go out into the ghetto areas
and attempt to get residents into
either a community action office
or an Employment Service office.
This is an attempt to get some
idea of these persons’ problems
and then to provide help to them
through whatever means we have
or through whatever means any
other agency may have available.

The use of people who are indige-
nous to the community supposed-
ly offers a kind of security to the
under-privileged person. The coach
has a responsibility of sort of
keeping tabs on these people, for
example, when one is helped to
find a job, the coach follows-up to
make sure he shows up on time,
ete. He is a person who works in
close cooperation with the coun-
selor and supplements his work.

I would like to mention that one
of the mest significant resources
to the vocational guidance services
program are the National, Region-
al, State and Local Manpower Ad-
visory and Comprehensive Area
Manpower Planning System (CA
MPS) Committees. Many of you
in vocational education are al-
ready on these committees and
participate in their work. The
Manpower Advisory Committees
attempt to predict the current and
future manpower needs in an area
and recommend ways to meet
these needs. The CAMPS Commit-
tees attempt to coordinate the pro-
grams of the various public agen-
cies involved in some aspect of
manpower services. The over-all
Comprehensive Manpower Plan-
ning System attempts to provide
some kind of individual continuity
from one service or training pro-
gram that is provided by one agen-
cy to a program that is provided
by another agency.

I have mentioned here some of
the resources that the Employ-
ment Service has that are avail-
able to vocational guidance. We
still have a long way to go, but
in the last five years we have
moved along in many areas and I
think that the State and local Em-
ployment Services are becomihg
an agency which can provide more
services in the area of vocation-
al guidance. Thank you.
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Ninth General Session

RESOURCES FOR VOCATIONAL GUIDANCE

Panel:

Lee Chapman, Educational Representative
International Association of Machinists
George Kester, Associate Regional Representative
Vocational Rehabilitation Administration

The first speaker this afternoon
will be Lee Chapman who is the
Education Representative for the
International Association of Ma-
chinists and Aerospace Workers.
He has several other functions in
the area. He serves as a mem-
ber of the Illinois State Board of
Vocational Education and Rehabili-
tation, Illinois Public School Dis-
trict administrative structure, Il-
linois Extension Division, Illinois
State Advisory Board for Fair
Employment Practices Commis-
gion and the State Commission on
Employment Services. So he has a
wealth of experience that he can
draw upon. George Kester, who
comes to us from the Rehabilita-
tion Center in Kansas City is our
gsecond speaker. His title is Asso-
ciate Regional Representative for
the Rehabilitation Services Ad-
ministration, which is a new title
for their program. Their objective
is the implementation of legisla-
tion in this area, and they deal
with training and research. Mr.
Kester has been with this program
for 22 years and brings to us a
wealth of knowledge.

Lee Chapman

The story of the marbles didn’t
exactly apply to me because I am
not a speaker as yow'll soon learn.
In fact I'm rather insulting you in
telling you something that you
could find out for yourself. But
this little story does apply to me.

It involves a small four-year col-
lege. It is almost time for a new
term to open and they do not have
a professor of chemistry. Every-
one is writing the president of the
college, pushing him about getting
this chair filled. He has been do-
ing everything he knows but final-
ly he runs an advertisement in a
newspaper in the ‘Help Wanted”
columns. He doesn’t think this will
do much good but at least it may
relieve some of the pressure. He
advertises for a professor with at
least a bachelor's degree and a
major in chemistry, at least 40
years old, and with two years’
teaching experience in an accred-
ited college. Several days went by
and nothing happened. Then one
day a man came in in response to
this ad and everybody became ex-
cited. Here’s our professor, they
thought. They gave him “red car-
pet” treatment right up to the
president’s office. After the ex-
change of the platitudes of pleas-
antries the president said, “I sup-
pose I should ask you if you have
a bachelor’s degree with a major
in science?” “No, sir.” “Do you
have a degree of any nature?”’
“No sir.” “Do you have any teach-
ing experience at all?” “No, sir.”
One more question, “How old are
you?” “Im 35 years old.” “And,
now, tell me why are you here?
You meet none of the qualification
requirements we asked for!” The
man’s answer, “I just dropped by
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to tell you not to depend on me.”

So, to such a group of sophisti-
cated counselors I can only say
that if you're depending on me too
much this afternoon, I'm afraid
you’re going to be disappointed. I
would like to give you a short
resume of what this thing called
and known as organized labor is
in our great country. I suspect
from several of the conversations
I have overheard, that some of
you may not be too familiar with
this topic.

The labor movement as we
know it in the United States is, of
course, comprised of 129 national
and international unions which
join together in a federation to
form the AFL-CIO, American Fed-
eration of Labor and Congress of
Industrial Organizations. These 129
unions represent wage earners in
our country employed in all walks
of life and these members build
everything. Undoubtedly, they
built this building that we’ve been
enjoying all week. I suppose they
manufacture everything we use—
from steamships to bobby pins—
from aircraft to locomotives. They
prepare and handle our food; and
today, in some instances, members
of these unions are growing the
foodstuffs that we enjoy.

This is in very brief terms the
American labor movement. These
organizations represent the wage
earners of our country, the em-
ployees of our country, or a seg-
ment of the employee group. I like
to leave the impression in the
minds of any audiences that are
required, in a captive manner to
listen to me, that there are really
two types of employees: a super-
vising employee and a supervised
employee. Just about everyone in
the scope of your acquaintance-
ship fits one or the other of those
brackets. Except for a small
cheese-making plant, an egg-
handling operation, or some similar

small industry, I doubt that any-
one in this room knows the own-
ers of the large corporations, but
we do know the supervising em-
ployees of those corporations. I do
not wish to imply that there are
no warm, humanitarian-type peo-
ple connected with the large cor-
porations for this would be untrue.
I know many people with corpo-
rations who are warm and fine,
but there can be no “heart” in the
corporation and there is not.
When you, as counselors, contact
the large corporations, please do
not be naive enough to think that
you are contacting an organization
that really is warm, human, and
that has a “heart.” The people you
contact may “have a heart,” but
the corporation will not. Also, the
people whom you contact may or
may not be able to do what they
would like to do in order to help
you perform your job. They have
to secure permission from some-
one in a higher position; that is,
the “vice president in charge of
something else.” I say this to you
only so that you will not be dis-
illusioned or disappointed if you
follow the advice of the Task
Force V reporter and still fail to
get results. Their group believed
that if you wanted anything from
anybody you ought to tell them
“what the hell you want!” I don’t
find fault with this but do add
that if you tell some groups of
people in our society “what the
hell you want,” that's exactly
what you're going to get. I know
what they meant, but when any-
body tells me “what the hell he
wants,” that’s exactly what he's
going to get!

We need organized labor if for
no other reason than that through
organization the wage earner can
and does have a vehicle that will
permit him to arrive at a con-
sensus of opinion. The majority of
wage earners in our country are
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not union members. The fact is,
out of about 86,000,000 people in
the American work force, only
25,000,000—at the most—are mem-
bers of any segment of organized
labor. These 25,000,000 wage earn-
ers can arrive at a consensus of
opinion; the remainder of them
cannot for they have no vehicle
by which to do so.

Now, I would like to add to one
statement made by the Task
Forces who worked so diligently
before this seminar. The statement
concerns the “manner” of telling
someone what you want. When
you make a request, be able to
Justify it and if you receive the
answer you want I suggest that
you thank the man and ‘“‘get out of
there,” because you can oversell,
too.

The report of Task Force Num-
ber IV suggested to us that as
counselors and counselor trainers
we might want to use people from
industry, business and related per-
sonnel as resources. Perhaps what
you are doing might receive what
I term more “stable attention”
from people in business and in-
dustry if you direct your inquiries
toward the “top”—the highest lev-
el personnel accessible to you. This
might produce a more “stable” at-
tention to your inquiry and is
more likely to produce what you
would like to have produced and
do it quicker. Assuming that with-
in the general grouping of related
personnel, organized lakor is in-
cluded, it might be well if you, in
your profession, would make an
attempt to interest more of the
executive officers of organized
labor in your programs. I say this
to you with no reflection against
the intelligence, willingness or in-
tent of those gentlemen, but I do
say it in sincerity, believing that
George Meaney probably wouldn’t
have any idea of what you’re at-
tempting to do here this afternoon.

He could not because it is un-
likely that you have contacted him
and given him an opportunity to
learn about you. Not only does
this hold true for Mr. Meaney, but
also for any other top-flight of-
ficers of organized labor. I suspect
that this may also be true for the
gentlemen from industry and busi-
ness. Get to the top people if you
can, because this will broaden your
contacts.

You as counselor trainers and
as counselors may find it to your
advantage to make an attempt to
get your name placed on the mail-
ing lists of some of the good labor
publications. I've heard a great
deal about your need for informa-
tion on the available labor market,
the needs of that labor market,
etc. A pretty good source of that
information could be getting your
names on those lists. I'd like to
point out to you some publications
that I think you ought to have or
that I think you might find valu-
able. Practically every state in our
great country maintains a depart-
ment of labor and that depart-
ment of labor will have a regular
publication—that may be month-
ly, semi-monthly, quarterly, or
semi-annually. But there will be a
publication which will give you
what the employment situation is
within the state. It will not tell
you that Employer “A” needs
riveters, but it will tell you where
the high and low spots on the
labor market are in that state. It
will not pinpoint them but it will
tell you “we have a high and a
low spot.”” The AFL-CIO has a
publication known as the Federa-
tionist that can be valuable in
your library. I'm not in a position
to commit the American Federa-
tion of Labor and Congress of In-
dustrial Organizations but I'm con-
fident that a request on your part
would put your name on that
mailing list. The organization by
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whom I'm employed, the Interna-
tional Association of Machinists,
would be happy to put your name
on our mailing list to receive our
weekly publication, I'm sure. With-
in every one of our fifty states is
an organization known as the
State Federation of Labor. To my
knowledge there is no State Fed-
eration of Labor which does not
publicize a publication. For ex-
ample, the Illinois is a newsletter
published by the Illinois State Fed-
eration of Labor. This publication
will, in an honest manner, keep
you acquainted with what is hap-
pening in the Illinois General As-
sembly. It will keep you reason-
ably well acquainted with employ-
ment conditions and circumstances
in this state and, while again, I do
not commit any state federation
of labor, and you'll not know un-
less you try, I believe your name
would be a welcome addition to
this mailing list.

At city level, one example is the
St. Louis Labor Tribune. Also Kan-
sas City has one and practically
all of the other larger metropolitan
centers have theirs. I think your
name would go on that list and I
also think you might find it nice
to have those. Two professional
publications have some articles
which I'm confident would be of
value to you since they include
some real treatment of many of
the subjects you have discussed
this week. The National Institutes
on Rehabilitation Health Services
publishes one and many of your
state Adult Education Associa-
tions have their own publications.

The gentleman who reported to
us from Task Force Number II is
an employee of the great General
Electric Company. I don’t think he
will resent my referring to him as
an employee, because actually,
this is what he is since, I believe,
he draws a paycheck; in fact, I'd
be confident he does. He wouldn’t

stay long if he didn’'t because he
looked to me like an individual who
enjoys ‘“eating.” He made a very
good suggestion about establish-
ing industry contacts especially
for developing a “get acquainted
with the work” situation. That'’s
where the counselor wants to go
out and do something with his
hands to get the feel of what con-
fronts the people he’s counseling.
But my addition to Mr. Rhodes’
suggestion would be, please don't
wait until Friday evening, contact
one of the General Electric plants
and say, “Can I come out and go
to work Monday because I want to
do this or that.” Give the people
the advantage of some time to
prepare for you, to make room and
to get squared away. In addition
to the various types of employees,
I like to refer to authority as
being in two types: assigned au-
thority and assumed authority.
Now if you and I function effi-
ciently in our assigned authority
we probably will find an outlet
for most of our energies, and we
will be less likely to get into
trouble. It’s only when we begin to
assume someone else’s authority
that we not only get him into
trouble but ourselves as well. I
seemed to detect a desire on some
of the counselors’ parts to operate
the school system. If so, it's all
right with me for you to operate
the school system if you’re doing
it within the scope of your as-
signed authority. But if you're
going to attempt to usurp some-
one else’s authority, you're in
trouble, the school system’s in
trouble, and so is that ‘‘someone
else.” That not only goes for coun-
selors but it goes for anyone else.
I know I use all my energy oper-
ating within my authority.

All of the aids we might ac-
quire could be very valuable to
us. I've heard some exploratory
comments about computerizing
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some of this business. If you are
going to computerize, I'd ask you
to think about two things. When
we in organized labor were making
an attempt to persuade our Con-
gress and Senate to pass a thing
that's known as Medicare one
doctor said, “Oh my, we can't do
that! This is socialized and it's go-
ing to destroy that ‘oatmeal-
cookie’ relationship between the
doctor and his patient.” This was
a big argument, yet I visited a
professionalist whom I refer to as
“my doctor.” He sends me a bill
for 15 bucks and the technician
gave me the shot. I didn’t even
see the doctor. If I need surgery,
T'll not see him until they have me
anesthetized, yet we've got this
fine ‘“doctor-patient relationship.”
If youre going to computerize,
you may lose the personal relation-
ship with the people you're at-
tempting to counsel. I have no
fault to find with the computer—
only a warning about something
that computers might do to you
and your profession.

I'd like to share the answers I
found in response to a question
made by Lewis Anderson. He said,
“I'm going to get the answer, if I
can, before leaving here. Where
does counseling leave off and guid-
ance begin?”’ I'm sure Edward Gil-
bert, a Superintendent in the Mt.
Prospect, Illinois school district,
won’t mind if I quote him. He
says, “Guidance includes the col-
lection and dissemination of edu-
cational, vocational and college in-
formation testing, and the ac-
cumulation of student histories.
This information is shared with
and interpreted to the student and
his. parents. In his opinion, coun-
seling services are, ‘‘those ser-
vices, rendered by a number .of
specialists, which deal with a
youngster’s social and emotional
problems.” These specialists in-
clude counselors, speech correc-

tionists, school social workers,
sociologists, psychologists, and
nurses.

George Kester

I'm not going to belabor you
with any history of vocational re-
habilitation since I'm sure you are
basically familiar with the pro-
gram. Just let me give you a
“sixty second rundown’” on some
of the services because I think it’s
important that we get these in
proper context. I'll give you a
little more background on some of
the programs and activities which
may be able to help you in your
particular preparation of coun-
selors.

Vocational Rehabilitation has
been in operation in this country
since 1920 in some form or the
other, and it provides a wide
variety of rehabilitation services
to disabled people. By “disabled”
we mean primarily physically or
mentally handicapped individuals.
The 1965 amendment to the
Vocational Rehabilitation Act
brought about a new feature clas-
sified as behavioral disorders. Be-
havorial disorders can constitute
almost anything including social
and/or moral deprivation. So our
eligibility requirements have been
greatly broadened. Basically, we
provide medical, surgical, psycho-
logical, prosthetic and orthopedic
devices for handicapped individ-
uals. In addition, educational and
training services including tools,
equipment and licenses are in-
cluded in preparation for employ-
ment and placement in a job. This
is the background of our program.

Basic to all these services is re-
habilitation counseling as a means
of analyzing the disabled persons’
problems and needs; then develop-
ing a rehabilitation plan and
carrying the plan out. We have
been recruiting from school coun-
selors and I use the term “recruit-
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ing” rather advisedly. We are
noticing the large number of
school counselors who are very in-
terested in joining the ranks of
vocational rehabilitation. In talk-
ing to a number of these people
I tried to find out the reason for
their interest in vocational re-
habilitation. The stock answer that
comes back is this, “We under-
stand that vocational rehabilita-
tion gives us a chance to use some
of our counseling techniques and
counseling procedures which we
do not or cannot actually use in
some of our school programs.” I
want to emphasize that point be-
cause I think they have some-
thing there. It reflects back to the
thirties when I was a school
counselor and such creatures were
considered rare characters. Cliff
Froehlich and I were trying to
work out some of the basic funda-
mentals and ideas we thought
should go into counseling. We had
some real “drag-out” fights with
principals of some of our schools
in terms of whether we should be
guidance people, counseling per-
sonnel or whether we should be
strictly disciplinarians. This relates
back to some of our problems
here.

Our program is basically fi-
nanced on a joint relationship be-
tween the state and federal gov-
ernment, and funds are allotted to
the states on a formula basis. In
order to earn these federal funds
state funds have to be available in
one form or another. The current
matching ratio is 25% state—75%
federal for our basic support pro-
gram. We have other facets of
our program such as expansion
and innovation, that are matched
at a 90-10 ratio, a very good ratio
in terms of developing programs.
We have a program of research
and demonstration which is neces-
sarily, by virtue of our agency,
directed to secure new knowledge

and new methods in rehabilita-
tion. It may not be a large pro-
gram in relation to some of the
public health and other related re-
search grants that are currently
available, but our 1968 budget, for
example, will enable us to support
132 new research and development
projects and continue 274 that are
currently approved and in oper-
ation throughout the country.
This coming year our big push
is in the area of prosthetics and
orthopedics. We are now complet-
ing arrangements with two large
centers where we are combining
university medical and engineer-
ing schools with rehabilitation
center personnel in a team ap-
proach attempt to coordinate all
of the research ideas in three
areas in the interest of the handi-
capped. For example, we now have
an arrangement with NASA
whereby some of the research and
adapted equipment they have de-
veloped are being explored and
utilized for the handicapped. One
of the simple little devices, 2 moon
walking machine that would take
an individual over rough terrain,
is currently being used as a wheel-
chair for some of our severely
handicapped people. In the very
near future this may prove very
helpful to many of our more se-
verely handicapped individuals. Be-
cause of the achievements made
possible through NASA’s tech-
nology and specialized regional re-
search centers we anticipate break-
throughs in terms of adapted
mechanical aids, mobility assists
and minjaturized equipment. We
foresee a great future for some of
the severe disabilities that have
been rather difficult to overcome.
One area in which Vocational Re-
habilitation research plays an in-
creasingly important part is in the
development of a series of tests
that are being used for the men-
tally retarded. Let me state here
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that I don’t think we should rely
on tests completely and a story
may illustrate this point, I at-
tended the National Conference on
Indian Manpower in Kansas City
last spring and one thing that I
heard was this—when an Indian
sees a white man coming he runs
and hides because he thinks all
that the white man is going to do
is test him scme more. I think we
can overdo this thing and like one
of my instructors, Paul Munger,
once said, “Look, boys, testing is
nothing more than another tool,
let’s use it judiciously.” For ex-
ample, we have a test of employ-
ability based on the theory of
mental development, indicating the
stage of growth of the retarded
person and his understanding of
the vocational asperts of the job.
One diagnostic device shows the
elements of social situations which
the retarded individual fails to un-
derstand and related procedures
for training in the insights which
the individual is lacking. These
new approaches in training the
mentally retarded are some which
we have found from working with
employers and with other people.
As to research, our program is
flexible and adaptable, and we’re
interested primarily in finding new
techniques, new ideas and then
trying to put them into operation.

One thing I wish to mention
briefly is our long-term training
program. Throughout the country
we have in most of your larger
universities the ‘“so-called” long-
term teaching grant in rehabilita-
tion counseling. Associated with
the teaching grants are trainee-
ships for graduate students. Be-
sides rehabilitation counseling we
have training programs in medi-
cine, nursing, dentistry, psychol-
ogy, recreation for the ill and dis-
abled, social work, sociology,
speech, pathology, audiology and
rehabilitation facilities administra-

tion. This gives you some idea
that our field is not limited to re-
habilitation counseling and that we
do have support in almost every
field associated with all of the dif-
ferent disciplines. We also have
some special grants specifically
geared toward the blind, the deaf,
the mentally ill and the mentally
retarded and the public offender.
This last is our “big push” and we
are currently setting up work
evaluation units in many of your
state reformatories and prisons.
Here we are beginning to work
cooperatively with the prisons in
terms of giving direction—some
idea of the world of work—to
those individuals who will be re-
leased. We find that these pro-
grams are starting to work out
very well.

During 1967, the rehabilitation
counselor training programs turned
out approximately 800 graduates.
Actually, the projected needs right
now are for about 3,000. I don't
have to point out to school coun-
selors that there are shortages—
only that the area of rehabilitation
counseling needs more graduates,
too.

I hope you don’t consider as
“lost from the fold” those school
counselors who are coming into
our field. We find many of them
working as vocational adjustment
counselors and this program has
some tremendous possibilities. We
talked this morning—during our
session—about some of these pro-
grams such as your vocational ad-
justment counselor, special aid,
work experience program, etc.

A program such as this ‘“so-
called’” vocational adjustment
counseling is made possible
through what we call third party
agreements. Such an agreement
means that someone else puts up
the matching money used to earn
the federal support whereby a pro-
gram is established in a particular
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school district. For example, on a
25-75 matching ratio we’ll say that
a local school district decides to
add a work adjustment center or
a vocational adjustment counselor
to work with your handicapped,
your mentally retarded, etc. They
have, say, a few thousand dollars
that they could put into the salary
of this person. That salary or that
part of the time that an individual
actually provides in VR services
to VR clients is matchable as far
as the federal dollar is concerned.
This is one arrangement and an-
other is when a school makes
available, through direct transfer,
some of their local tax monies to
VR so that the matching share
can go into establishment of work
adjustments centers, etec. Just to
show you how this thing can de-
velop, in the larger Missouri school
systems, we started out in 1964
with six counselors and one part-
time counselor. Today, they have
14 full-time counselors in school
systems with about 40 vocational
adjustment counselors.

Some of the superintendents
who have these established pro-
grams indicate that this is by far
one of the best things that have
hit their school systems for a long
time. This is another area that I
think we should prepare some of
our counselors to look at, in terms
of the possibilities of working co-
operatively with VR in establish-
ing one of the units in our school
systems and as a cooperative basis
between your school counselor and
your rehabilitation counselor. For
example, in Missouri they have a
6 sequential grade step, instead of
the customary 12 grades, and in-
dividuals progress through differ-
ent steps on the basis of their
ability and potential rather than
on the basis of a formalized type
of program. We see more and
more similar adaptations taking
place in our school systems to meet

the needs of some of these handi-
capped people. This is all done on
a cooperative basis, it’s a much
more meaningful program, and
we’re “holding’” these individuals
in our school program a lot longer
than we did under the old system.
One school informed us that drop-
outs had dropped from about 70%
to a “few” percentage points.

One other program may illus-
trate that you can do this on third
party funding. About a month
ago, we were in Minnesota and
visited the Anoka-Hennepin School
District which had purchased a
huge old manufacturing building.
This building was purchased with
the idea of converting it into an
area vocational technical school.
Working cooperatively with the
state VR agency in that state the
school district agreed to turn over
to the agency a hundred thousand
dollars of their local tax monies.
This $100,000 earned $300,000 fed-
eral funds, or a total of $400,000.
VR is making a sub-grant back to
the school district to establish an
area vocational school or a work
adjustment center. The money is
initially being used to remodel
part of the building and to equip
it with a complete evaluation cen-
ter. You can take the different
handicapped individuals and give
them trial experiences in various
job areas to determine the best
training needed. Then, provide that
training associated with some of
the vocational courses that are al-
ready being planned. They an-
ticipate about 500 handicapped in-
dividuals in their center which will
be in operation this fall. Besides
that, they anticipate between 1,800
and 2,000 students also. This work
adjustment center is going to be
the focal point of that whole vo-
cational technical school. In other
words, they are not relegating the
handicapped to the “back room”
and the “back alleys.” I think we'll
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see this trend in terms of a lot of
our developing school programs.
Just last week, Dr. Gardner an-
nounced a new reorganization
called the Department of Health,
Education, and Welfare, Social and
Rehabilitation Service. In this, we
are incorporating under Rehabilita-
tion Services Administration many
of the programs which were for-
merly incorporated in some of the
divisions of welfare, putting them
in “under the umbrella” of the Vo-
cational Rehabilitation Administra-
tion. RE. - |
At the present time, the Vo-
cational Rehabilitation Adminis-
tration does not provide support
for undergraduate programs, as
such. We have some ‘“crasn’ pro-
grams whereby some state agen-
cies are doing some short term
training on a cooperative basis
with the established programs.
Northeastern is alone in offering
a real “going program” for an
undergraduate degree in rehabili-
tation counseling, I believe. Here’s
the way the other programs are
operating. Because of the tremen-
dous push and need for personnel
they have set up a cooperative
program with some university. An
individual is in training from six
weeks to six months, learning some
of the basic precepts and concepts
of the program. Then, they may
be assigned to a field office where-
by they spend another six weeks,
to several months, working in
different hospitals, rehabilitation
centers, etc. During this time,
these individuals are not assigned
any particular case loads. Then,
they are assigned to a district of-
fice where they work with another
rehabilitation counselor or a super-
visor. They do not carry a case
load, as such, but they work with
the counselor in learning the basic
forms and methodology which that
particular agency has to use in
implementing its program. In this

respect, after six months to a
year they have a basic knowledge
of the operations of the agency,
and they are assigned to-a district
office where they continue to
work. Unfortunately VRA has sup-
ported some programs whereby
they have given short-term train-
ing to certain individuals on say,
a six-week basis. Upon the grad-
uation of these individuals, some
think they know everything about
counseling—and they aren’t afraid
to tell you so. There aren’t very
many of these, but it has hap-
pened in a few instances.

As far as any new undergrad-
uate programs are concerned,
there is no money in the current
budget to do this although it's
been talked about. In fact, as far
as new programs are concerned
the only ones we have money for
are in the fields of prosthetics
and orthopedics. We will continue
to support the current VR coun-
selor training program at the
same levels that we are now, plus
increases in the traineeships. We're
trying to get more traineeships so
that we can hopefully add a few
more teaching personnel and
traineeships also to our established
programs, to help meet some of
the needs this way. But, unless
Congress does a radical reversal,
I don’t think there’s going to be
any money for any of the new pro-
grams, at least for this 1968 bud-
get. Incidentally, we still don’t
have our 1968 budget—we’re al-
ready two months into our fiscal
year, and we still don’t know what
our appropriation is going to be.
The Washington office said the
Senate had now appropriated four
hundred million for a basic sup-
port program.

Audience

Mr. Chapman, are you a busi-
ness agent or an official ?
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Lee Chapman

I am not a business agent but a
representative of the ipternational
itself; I am its education director.

Audience

Well, is there a general answer
to this general question as to atti-
tudes of the unions toward the
vocational technical schools that
are training help as opposed to
the apprenticeship program? Is it
local or national policy whether
they will give apprenticeship credit
to the people going threugh vo-
cational technical programs?

Lee Chapman

I can’t answer this because I
don’t know what locals you’re
speaking of and maybe I couldn’t
anyway. But the ideal way for
this to work is to let the kids
“wander around” Industrial Arts
until they reach the age when
they ought to be focusing on the
vocational and interrelated train-
ing for the craft they believe they
would like. 'And where possible,
enter a two year junior compre-
hensive college. Then if an employ-
er in the area uses a formal ap-
prenticeskip training program, the
apprenticeship committee ought to

evaluate these young men, give
them the advantage of their
achievements and place them into
whatever increment in that ap-
prenticeship wage rate scale they
had achieved. Now this doesn’t
work that way; this is “ideal.”

Audience
He can be a journeyman through
a vocational technical program?

Lee Chapman

It’s impossible because you can’t
simulate factory or tool room con-
ditions. What you’re going to ac-
complish there actually removes
from that person’s heart one type
fear and puts in another type. In-
herently, he’s afraid of that ma-
chine, so you remove that fear,
and convince him that he can
master that machine. And then in-
still the fear that if he doesn’t
master that machine he can re-
ceive a physical injury that can
make him a candidate for rehabil-
itation. Does that answer your
question now? If the local unions
are not favorable to the vocational
training program, it’s only because
vocational educators have not
made the program properly
known.
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Tenth General Session

Presentation:

CONFERENCE CHALLENGES

Kenneth Hoyt, Professor of Education
University of Iowa, Iowa City, Iowa

Introduction:

This session has been officially
titled “Conference Challenges.” My
stated assignment is to summarize
the entire conference through re-
lating my personal impressions of
the week’s happenings. Such a
summary is intended to serve as
a basis for reactions from the
APGA Executive Director—Bill
Dugan—and the AVA Executive
Director—Lowell Burkett. This,
then, is my assignment as I un-
derstand it.

Two input resources have been
made available to me. The first
consists of the notes I have taken
during the week. The second con-
sists of the small group reports,
rough drafts of which were
brought to me last night. With
these two kinds of input coupled
with a very few hours for prepara-
tion, the potential for profound
statements here is obviously slight.
With this warning, I will now pro-
ceed.

It seems to me that perhaps the
best approach available to me now
is simply to summarize my im-
mediate reactions to this confer-
ence in terms of what they now
mean to me. By doing so, I hope
other members of the workshop
may be stimulated to engage in
similar kinds of personalized re-
flective thinking as we begin to
think about implementing what we
have learned here.

My reactions fall pretty easily
into three categories. First, I tried
to think about the variety of
things that have happened here

which surprised me. Some of these
deserve brief comment, Second, I
would like to comment on some of
the most significant kinds of re-
inforcements I have received at
this conference; and finally, I
want to say a little bit about the
kinds of challenges for action I
feel now that this confergnce is
over.

Surprises Associated with
this Workshop

Six things surprised me during
the workshop in terms of its con-
tent and our reactions. The first
thing that really hit me was our
apparently great need for those
first three background papers. It
surprised me that the papers were
from the fields of economics,
sociology, and psychclogy. I was
surprised that we had no back-
ground papers on the vocational
aspects of counselor education,
which is the prime topic of the
conference. I couldn’t help but
wonder whether this was meant
to imply that we don’t have any
content to talk about in such a
background paper or whether no-
body knew enough to give one.

I was also surprised that we had
no background paper and no real
concentration in our workshop pro-
gram on vocational education. I
couldn’t help but wonder if it is
assumed that we already know all
that we need to know as counselor
educatcrs about the field of voca-
tional education. Why were those
topics chosen for background; eco-
nomics, sociology, and psychology ?
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Why were background papers on
vocational education and vocation-
al aspects of counselor education
ignored? Now that the week is
over, I find myself feeling sur-
prised by this.

In fairness to the program
planners, let me say this surprise
occurred only after we began.
That is, I had examined the pro-
gram before the conference started
and considered it most logical.
Only now that hindsight is possible
do I find myself raising these
questions.

Second, I was surprised at the
apparent confusion existing among
our members regarding why this
conference was funded and why
we are here. I still don’t under-
stand how some members of this
group could question whether or
not vocational education is un-
happy with counselor education. It
seems eminently obvious to me that
such unhappiness has been clear-
ly expressed for some time. There
have been literally hundreds of
conferences across this country
sponsored with VEA funds de-
signed to help upgrade counselors
on the wide variety of things we
never taught them in our existing
counselor education programs.
That, by itself, should be one clear
indication to us that they are un-
happy. The previously VEA spon-
sored national conferences on vo-
cational aspects of guidance re-
ferred to here should serve as a
second clear clue. I was very sur-
prised that we had to have a dis-
cussion of this topic. I was even
more surprised when we apparent-
ly concluded by saying, “Well,
they’re not really unhappy with
us. They just want us to improve.”
That, to me, was clearly a false
conclusion. Vocational education
has been and continues to be most
unhappy with the content of coun-
selor education. I am surprised
that some seem to have doubts

on this score.

Third, I was surprised at the
difficulty we had in attacking
Question One—in the first day's
Task Groups. Maybe that was due
to the fact that the groups were
just getting started, but I think it
was more related to the nature of
Question One, This question simply
asks what a good operating guid-
ance program, including vocation-
al aspects of guidance, would con-
sist of. It is a question that each
of us has been asked many times
and to which we have responded
many, many times in each of our
states and across the country. But,
when we tried to answer it col-
lectively, we floundered very bad-
ly. Why should this have hap-
pened? We would expect to find
wide variations in proposed meth-
odologies, but it surprised me
greatly to find us apparently lack-
ing in agreement on goals. I sus-
pect the formal conference report
will reflect a greater degree of
concensus than I felt existing. This
in no way alleviates the serious-
ness of the problem.

Fourth, I was equally surprised
at how easily we generalized con-
cepts of meaning associated with
the phrase ‘“Vocational aspects of
Guidance” without ever defining
the phrase in clear, concise terms.
In spite of the fact we apparently
couldn’t define the term, we did
come to quick general agreement
that, whatever it is, it: (1) is de-
velopmental in nature and ought
to be provided in elementary
schools, (2) involves counseling and
depends heavily upon counselors,
(3) involves more than counseling
and has very broad societal and
cultural implications. I am sur-
prised we were apparently unable
to go further towards definitional
goals during this conference.

Fifth, I was equally impressed
with the ease with which we
handled Question Two. We found
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ourselves specifying concrete, spe-
cific, immediate ways of improving
the vocational aspects of guidance
in counselor education. When
asked what things each of us could
be doing to improve our programs,
new ideas came to us very quick-
ly. Almost spontaneously we came
up with a number of new things
that we could be doing—not the-
oretical things, not long range
things, not things that would re-
quire a federal grant to accomp-
lish—but a list of specific, work-
able activities we could be doing
now that we haven’t done before.
1 was equally surprised when we
finished collating a list of the
things that each of us are doing
now in vocational aspects of coun-
selor education. I learned many
things that are going on in other
counselor education institutions
which I knew nothing about. I
think the final list of current ac-
tivities contained in this confer-
ence report should stand as pretty
clear evidence that those who com-
plain about a lack of emphasis on
vocational aspects of guidance in
counselor education are not fully
justified in the criticisms they
voice.

Sixth, my greatest surprise, I
think, was the extent to which at-
titudes appear to have been
changed during this one week
period. I don’t think we are talk-
ing in the same ways now on Fri-
day morning as we did Sunday
night. I don’t think we are feel-
ing the same way about Vvoca-
tional aspects of guidance now as
we did' on Sunday night. Perhaps
this is the most significant thing
that has happened here. That is,
our attitudes about attitudes and
the importancz of their transmis-
sion as an essential part of an
emphasis on vocational aspects of
guidance in counselor education
became an important concept here.
Our attitudes seem more positive

now. If they persist, there will be
a greater emphasis on vocational
aspects of guidance in counselor
education whether or not any
course titles are changed. At this
point, it is only a promise.

Reinforcements from this
Conference

In terms of reinforcements, there
are four that I would like to men-
tion very briefly. By reinforce-
ment, I simply mean confirmation
of biases I brought with me to the
conference. First, I am very much
reinforced in the belief that we
still have much serious thinking
to do regarding vocational aspects
of counselor education. We still
don’t know what our basic position
is. We can’t get collective agree-
ment even in a small group here
on such basic and vital things, for
example, as the extent to which a
counselor should try to impose
work values on students. When we
are supposed to be helping stu-
dents be free to lead their own
lives, to what extent should we
try to make them accept the
values of a work oriented society?
I feel no need to move towards
consensus on how we resolve this
issue, but I feel very strongly this
represents one crucial issue each
of us must face and resolve for
ourselves.

Second, we have not reached
consensus here on the role of vo-
cational education as a part of
American education. This has very
real implications for whatever it is
that we will teach in the vocation-
al aspects of counselor education.
We don’t even have consensus on
the relative importance of voca-
tional aspects of counselor educa-
tion in a total counselor educa-
tion program. We have heard re-
ports alluding to this in each of
the last three group reports, but
these reports do not reflect any
consensus that I can see. The thing
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that is worrying me is not that we
don’t agree: I think it would be
very unhealthy if we did. But the
apparent confusion still with us
on some of the very basic issues
ought to be resolved at least to
the point where we know how we
disagree and with whom we dis-
agree.

Third, there is much that we
don’t know regarding vocational
aspects of guidance. I am not re-
ferring to what we think, but
rather to needed truths that we
have not yet discovered. One of
the reasons we haven’'t talked
more about the vocational aspects
of guidance, I think, is that we
haven’t known clearly what to talk
about. We don’t know many of the
things that we ought to know
about the role and function of the
counselor in vocational guidance.
What guidance methods are ap-
propriate for use with vocational
education students? What counsel-
ing methodologies work better
with one kind of student than stu-
dents from one sub-culture as op-
posed to another? What varia-
tions in counseling methodology
work better with non-verbal as
opposed to the highly verbal stu-
dent? We don’t know nearly
enough about the kinds of educa-
tional motivation that lead stu-
dents toward vocational educa-
tion. In short, we simply haven't
done the kinds of basic research
needed to make this the kind of
substantive field that it ought to
be and that people are expecting
it to be in these times.

Fourth, I find myself reinforced
in a sincere conviction that we
can learn much from each other.
It has been very healthy for us as
counselor educators, guidance
supervisors, practicing counselors,
vocational educators, and people
from industry, labor, employment
service, and vocational rehabilita-
tion to meet together. I think the

interaction we have had here has
been one of the best parts of the
conference. We have again learned
that we have a lot of people will-
ing to help with this job, and this
is certainly reinforcing. More im-
portantly, we have learned that
many of the significant answers to
vocational aspects of counselor
education can be found by asking
questions of people who are not
themselves counselor educators.
The value of listening to and
learning from practicing counsel-
ors—our former students—was es-
pecially reinforcing to me. I hope
it was equally reinforcing to my
colleagues in counselor education
gathered here.

Challenges for Action

I would like to conclude with
some of the thoughts I am having
about challenges for action facing
us now. There are seven Which
seem apparent to me.

First, I am feeling a very dis-
turbing sort of notion right now
about this matter of personal
commitment to the vocational as-
pects of counselor education. I
don’t know exactly where I stand
on it. There have been many reso-
lutions voiced here this week ex-
pressing commitments individuals
apparently feel a need to make. It
is like New Years, in that we have
heard a lot of people say, “Boy,
I'm going to do some things!” I
don’t know if this is good or bad.
I do know I feel a great need now
to go think by myself. Have I ac-
quired some new commitments
this week? If so, how did I get
them? Have I been imposing com-
mitments on others this week? If
so, should I have done so? Is it
good to be committed? What is
commitment? Can we separate
commitment to goals as something
good from commitment to means
as something bad? Is a ‘com-
mitted” person more properly
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viewed as “dedicated” or simply
as “rigid?” I have made a resolu-
tion here to cease using the word
“commitment” until I can figure
out more cleaily for myself what
I mean by this concept. Since I am
supposed to speak on this subject
at the 1968 APGA Convention, I
hope I can work this through by
that time. More important, I hope
some of the worries I am express-
ing now are shared by others here
—that you, too, will feel a need
to think this concept through for
yourself.

Second, I feel a challenge right
now to change my counselor edu-
cation program. I really believe
that too many good ideas came
out of this conference for me just
to go home and forget about them.
1 don’t know if these ideas are
really good, but I want to go back
and try to do some things differ-
ently this year in my program. I
fecl this challenge very strongly.

Third, as John Odgers said this
morning, we have a challenge to
share ideas we picked up here with
others who have not been present.
We are a very small minority.
There are many top-notch counsel-
or educators who found it impos-
sible to come to this conference. I
think they have a right to know
what went on here. It is important
to share with them and with many
others in related fields what we
have been thinking. We need to
communicate our thoughts in an
atmosphere of true sharing. This,
of course, is not to say we should
seek to impose our biases on
others, but only to let them learn.
If we, too, try to learn from them,
we can each do better as a result
of this conference. There is a
great need in this movement for a
lot of people in counselor educa-
tion who think completely differ-
ently than we do. I think we ought
to let some of those people know
what we are thinking, without try-

ing to change their thinking. We
need diversity, but we also need
mutual understanding.

Fourth, I have an increased feel-
ing of challenge to work with vo-
cational education people and to
learn from vocational education
people. I think one of the biggest
things that has come to me from
this conference is the opportuni-
ties to think with vocational edu-
cators. Yet, I don’t know what I
need to know about vocational
education. One of the most ob-
vious things we could do now is to
get a thousand counselors to be-
come members of AVA before the
1957 AVA convention. There are
more than seven hundred members
of the guidance division of AVA
now. If everybody who attended
this conference joined we would be
very close to the thousand needed
to get an AVA division. Those of
you who haven’t been to an AVA
convention and attended the guid-
ance meetings as well as some of
the vocational education meetings
are missing out on tremendous op-
portunities to learn things from
vocational educators. This would
be very healthy for continuing
this dialogue with vocational edu-
cation people and is, I think, one
of the most obvious challenges of
this whole conference.

I, of course, feel very strong-
ly the challenge that we must be-
come more active in research. We
have to quit waiting for somebody
else to do our research. It is time
this field recognized this fact as
something which really exists. We
in counselor education and super-
vision have to assume the major
responsibility for the accumula-
tion and for the dissemination of
the new knowledge that we need
now. We need our own research.
Others have made very clear to us
the dimensions of the problem.
The problem is being made clearer
and clearer. But solutions to the
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problem still escape us. We gimply
must devote time to this kind of
research—now. We cannot wait
longer.

The sixth challenge for me from
this conference is that those of us
in counselor education have to lis-
ten more to counselors. Some of
the most valuable things I learned
at this conference were from the
remarks made by the practicing
school counselors in our group.
Much that we don’t know about
the vocational aspects of guidance,
the counselors out in the schools
are learning because they have to
learn. We spend a lot of time talk-
ing to counselor groups, and it
seems to me we have a real chal-
lenge to listen to the practicing
counselors, Our former students
have a great deal to teach us.
There has been some active re-
search done by counselors who
have had to face up to the prob-
lems to which we don’t have any
answers, and they found some out
in the school setting. We could
learn a lot if we would quit trying
to impress them all the time and
instead let them impress us. When
we learn to listen to practicing
counselors, we will have come a
very long way in the counselor
education field.

Finally, I feel at this point that
I have to do something to make
this conference worthwhile, Lowell
Burkett told me the other night
that it costs about $900 a year
to train a student in vocational
education. We are using about
$50,000 of vocational education
funds for this conference. Be-
cause of this conference there
will be about 55 vocational edu-
cation students who are not go-
ing to receive training in this fis-
cal year. I can’t help but ask if
what we are going to do this year
as a result of this conference will
justify the loss of training to 56
students. If you think the answer
to that question is, ‘“Obviously,
yes,” or if you think it is, “Ob-
viously, no,” then I think you may
have missed the major point of
the entire conference—namely,
how can we better meet the guid-
ance needs of vocational education
and prospective vocational educa-
tion students? This, of course, is
part of the broader question of
how can we better meet the guid-
ance needs of all students in our
schools? We each owe something
to the 55 vocational education stu-
dents whose training cannot be
funded this year because of our
conference here. What will you do
to meet this debt?
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TASK GROUP DISCUSSION QUESTIONS

Bach participant in the Seminar
was assigned to one of five Task
Groups, each with a Task Group
Leader, und the groups met for a
total of about fifteen hours dur-
ing the week. During their meet-
ings the members were asked to
address themselves to three ques-
tions, and were given opportunities
following their discussions to re-
port to the total Seminar.

Listed below are the three ques-
tions each group considered, and
written reports of each group’s de-
liberations are presented on suc-
ceeding pages:

Task Group Question I:
What kinds of services, pro-

grams, and personnel are re-
quired to assist individuals to
enter and progress in the work
world?

Task Group Question II:

What kind of training is re-
quired to prepare personnel to
provide the needed services dis-
cussed in Task Group Question

#17?

Task Group Question IIIL:

What kinds of resources from
labor, the employment service,
business and industry, state de-
partments, etc., are going to be
required and/or are available?

TASK GROUP |

Chairman: Raymond Ehrle, University of Maryland

Education is the responsibility
of the individual and society. As
a person develops, he needs,
among other things, assistance in
handling the vocational develop-
mental tasks of appropriate age
levels. Guidance and counseling
programs must operate as an inte-
gral part of the total educational
program, and will play an impor-
tant part in helping the individual
to develop an adequate self-con-
cept, and in helping him to relate
that self-concept to the world-of-
work.

In the chart on page 110 Task
Group I attempted to identify
gome of the more important vo-
cational development tasks; indi-
cated the educational level where

attention to each task is demanded;
and indicated the personnel it be-
lieves would be necessary to help
effect the mastery of the develop-
mental tasks. The tasks are not
listed in either sequential order or
in order of importance. In addition,
the group independently developed
a possible curriculum model which

would prepare the counselor to as-
gist youth in learning the appro-
priate tasks.

Following the presentation of
the chart and its accompanying
keys is a group of resources which
Group I developed and classi-
fied for carrying out the more
broadly defined role of the coun-
selor.
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1.

10.
11.

12,

Vocational
Developmental

Tasks

Development of
self concept

Development of
concept and at-
titudes towards
world-of-work

Positive attitudes
toward the dig-
nity of work

Career inquisitive-
ness

Habits of industry
and punctuality

. Occupational goal

formulation

Competency in
basic education

Communication
skills

Interpersonal
skills

Self-evaluations

Rights & respon-
sibilities of ex-
amined vocation-
al choice

Adequate use of
leisure time

* 1 Pre-school
2 Elementary
3 High School
4 Junior College
5 College
6 Adult

*Educational

**Helping

Level Personnel

1-6

1-3

2-6

1-6
3-6

2-6

%

2-1-3-4

2-1-3-4

2-1-3-4

1-4

1-2-4

1-3-4

1-4
1-5

1 Teacher
2 Parents
3 Counselor

4 Various specialists

5 Peers
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*¥**Curriculum
Model

13,5911

1-6, 8-11

1-6, 8-12

1-2,5,7,9,11-12

1-6, 8-12

1.2,5,7, 9-12

1, 5-6, 8,10, 12

1, 4-6, 8-10

1, 3-6, 8-10
135,911

1-2,4-5,7,9,11

1,3-5,9,12

*¥%* Key on next
page




#**Poggible Curriculum Model Nec-
essary to Train Counselors in
Assisting Youth to Learn Ap-
propriate Developmental Tasks

1. Behavioral science preparation
in: Psychology, theories of
learning; career development;
social stratification; subcul-
tures, group and organization-
al dynamics; personal assess-
ment (Standardized and non-
standardized), etec.

9. Pre-service (pre-employment)
and In-service (on-the-job)
Laboratory and Field Experi-
ences in world-of-work agen-
cies.

3. Sensitivity training to individ-
ual needs—particularly as re-
lated to occupations.

4. Sensitivity training to societal
needs—as related to occupa-
tions.

5. Research training—both as a
consumer and a producer.

6. Inter-professional relationships
(working with referrals and
occupational sources and per-
sonnel).

7. Technology aids—new techno-
logical developments (compu-
ters, etc.)

8. Administrative Leadership
training—ecurriculum develop-
ment, staff relationships, ete.

9. Diversified practicum experi-
ences—various types of prob-
lems and clients—problem-
oriented.

B A At S ites sl

10. Guidance program develop-
ment.

11. Occupational information and
labor market economics.

12. Training in sources and types
of educational and training op-
portunities information.

In our rapidly changing econ-
omy and society it is particularly
important that counselors, coun-
selor educators, members of the
counseling and guidance team, and
others, make effective use of a
wide variety of resources on an on-
going basis. It is felt that the
“guidance counselor” is in effect,
a personnel worker in a broad and
comprehensive sense who is skill-
ful in working with faculty, par-
ents, community leaders, and other
adults, at the same time that he
performs his basic guidance and
counseling functions with students,
and clients. The ‘“counselor edu-
cator” in turn, should be a broadly
trained professional who under-
stands the importance of prepar-
ing counselors for leadership roles
in the community and in the in-
stitutional setting where he is em-
ployed. The counselor’s function is
not exclusively “counseling.”

Sensing the importance of
“counseling resources’” the group
elected to describe resources in
terms of Types and Sources.

Types of resources are classified
below:

I Informational
S Supporting or sustaining
E Experiential

Following is a listing of main
sources with examples as sub-
heads, followed by the classifica-
tion as to Type.
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SOURCES OF RESOURCE
RESOURES TYPE
I. Employers

IL

111

IV.

S =

VIIL.

Jobs—for students, for
counselors, for
counselor educators

Research

Personnel—as
consultants

Mock Interviewing

Data Processing

Job descriptions
and related

S,E
LE

S,I
E
I

I

Professional Organizations

Research Evaluations

Journals and
Publications

Case Reports

Government
(State Employment
Service)

Placement

Testing

Local Current Market
Information (State
Department of
Education)

Workshops

Rehabilitation

Research

Public Instruction
Bulletins

Nominative
Information

U.S.LE.

Labor

Defense

Agriculture

Labor Unions
Universities

Local School
systems

Community Agencies
and Groups

Service Clubs

Urban League, etc.

Miscellaneous Advanced
Thinking (examples)
Science Fiction

I

I
I

[ |

LS
1S
LS

ILS,E
LE

LS

LS,E
LS

I

SOURCES OF RESOURCE

RESOURCES TYPE
Joint Resources

Committee ILS,E

Career Conferences EI
Developing Occupational

literature I
Interest and motivation LE
Workshops IE
Field Trips EI
Simulated training

resources E
Conventions and

Conferences I
Standards S
Area Voc-Test ILS,E
Directories and Indexes I

Developmental

Occupational

Information I
Consultants I
Data Processing I
Curriculum Guides I
Follow-up I
Audio-Visual Aids

(Federal Govern-

ment) ILS,E
Legislators LS
0.E.O. LS
Census Bureau I
Government Printing

Office I
Religious groups S
Electronic Maps I
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TASK GROUP Il

Chairman: Kenneth Hoyt, University of Iowa

Task Group II began its delib-
erations by attempting to develop
a list of needs related to career
development. By meeting these
needs youngsters are helped to-
ward developing a set of positive
values concerning work and edu-
cation, and thus toward a produc-
tive and satisfying life.

The first of these needs is that
of developing, early in life, a set
of positive values regarding work
and education. The second, devel-
oping a satisfying relationship
with an esteemed adult either in
or out of school. The third need is
that for information about educa-
tion and work.

The fourth need is for experi-
ences with a variety of vocational
models and settings; and other
appropriate activities which will
provide familiarization with the
world of work. In addition, there
is the companion need for assist-
ance in organizing and integrat-
ing these experiences in order to
make them meaningful.

A fifth need is for opportunities
for decision-making experiences
and the realization that one must
take personal responsibility for the
consequences of his decisions. The
last of the needs in this list is
for continuing assistance in career
planning and adjustment.

In stating these needs, the group
realized that there is considerable
overlapping, and that it is likely
that some of the needs are really
subsumed in the statements of
others. However, the goal to be
reached through meeting these
needs is the development of ap-
propriate values regarding work
and education.

In an attempt to share infor-
mation regarding current practices

in counselor education which would
contribute to the development of
counselors who would be able to
help youngsters meet the various
needs listed, the group members
presented the following informa-
tion about practices in their own
programs: '

1. Kenneth Hoyt, University of
Iowa

a. Liberal use of examples of
vocational-technical students
throughout the program—a
kind of attitude which hope-
fully permeates the entire
program. Emphasis on coun-
selor role and function with
ample opportunity for coun-
selors to think about vo-
cational aspects of guidance.

b. Involve counselors in actual
operations of the SOS Re-
search Program—they learn
about research and see and
talk with students in voca-
tional-technical education.

c. Two courses—one in Educa-
tional and Occupational In-
formation and one in either
Theories of Vocational De-
velopment or Vocational Ap-
praisal required at Masters
Level.

d. Make papers on vocational
aspects of guidance required
reading for all graduate maj-
ors—24 of them.

e. Work with Vocational Edu-
cational Division of State De-
partment of Public Instrue-
tion in writing guidance plan
and in conducting in-service
education activities.

f. Conduct research on coun-
seling approaches with non-
verbal youth.

g. Work with industry councils
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to provide summer work ex-
perience for school coun-
selors.

2. Neil Carey, Baltimore, Mary-
land

a. Establish relations with
counselor educators at state
university and state colleges.

b. Help train counselors to be
aware of opportunities that
might otherwise go unnoticed
—specifically developing an
apprenticeship handbook for
counselors. We will help

b. A prepared statement of

functions expected of the
Pupil Personnel Services in
a vocational setting has been
published and made available
to counselors, guidance su-
pervisors, and vocational cen-
ter directors. This statement
will provide a guide for ulti-
mate program evaluation.

c. Three statewide meetings of

counselor educators, state
guidance supervisory person-
nel, and guidance supervisors
have been conducted.

them use it When it is com- 5 c5ppo)) Miller, Northern Illinois

¢ gle;:;g(.)r a conference on vo- University
- OP a. Give didactic instruction in

cational guidance jointly with

state guidance association.

3. Curtis Phipps, University of
Kentucky

a. Vocational education faculty
advisors are advising all vo-
cational education pre-service
and graduate students to
take a course, Vocational
Guidance.

b. The state guidance organiza-
tion and State Department
Guidance Division are joint-
ly sponsoring a three-day
conference on ‘“Vocational
Aspects of Guidance.”

4. James Bishop, Alabama State
Department of Education

a. A summer workshop was of-
fered in the followed areas:

(1) Theory of vocational and
career development

(2) Group Counseling ap-
proaches to vocational
counseling

(3) Expectations of student
personnel services by the
state Vocational-Tech-
nical Adult Education
Division

(4) The role of student per-
sonnel services in place-
ment
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occupation covering two

areas:

(1) The usual sources of in-
formation and how to do
it

(2) Theories of vocational
development

. Provide a collection of edu-

cational and occupational in-
formation

c. Included in the practicum ex-

perience is some experience
working with secondary
school students on occupa-
tional problems.

. Some limited research done

by masters students in fol-
low-up studies, community
services, ete.

6. Warren Rhodes, Ossining, New

a. Summer guidance programs

(6 weeks) at Boston Uni-
versity and University of
Louisville introducing in-
dustry to counselors. Partici-
pants came from 20 eastern,
midwestern, and southern
states.

. Publications and films on

career planning and career
opportunities. Not aimed at
vocational area.




¢. Study is being undertaken

concerning:

(1) Team teaching approach
in summer programs,

(2) Vocational guidance pro-
grams

(3) Three week industrially

8. Herbert Kaiser, Kansas State
University

a.

Practicum including voca-
tional choice, use of tests in
counseling, Kuder and
Strong, and techniques of
interpretation

oriented course b. One hour seminar—role of
(4) Company-wide, two counselor attitudes
nights per week, indus- c. Two day retreat with state
, trial program for teach- vocational director and state
g ers and counselors guidance personnel and coun-
; . Grant at Rutgers for doc- selor educators
| torate program in Vocational d. Directory published by State

Technical Education (17 par-

Department on Junior col-

ticipants) leges, trade and technical

. schools and other institutions
ilégi{enneth Wegner, Boston Col within the state

a. Courses e. Through KPGA we arrange

‘,

(1) Vocational Information
and Placement—focus
on . secondary schools,
educational and voca-
tional information mate-
rials, purposes and pres-
entation; and introduc-
tion to career develop-
ment theory.

(2) Roots of Careers—focus

cooperative Career Days.
Conference on Vocational Ed-
ucation with Kenneth Hoyt
as main speaker, about 200
counselors attended.

9. Charles Ryan, University of
Maine

a.

Industrial personnel men are
resources for my Education-
al and Occupations class.

on elementary school, b. Students do job analysis

how careers are related tapes.

to child development. c. Action research is encour-
(3) Seminar in Career De- aged.

velopment—focus on ca- d. Project Talent Search, not

reer development theory

. General: ‘“‘cultural shock”

treatment of graduate stu-
dents (i.e., visit to Job Corps
Center to see former stu-
dents, and types of pro-
grams). Have counseling stu-
dents take vocational tests
such as Minnesota Vocation-
al Interest Inventory and dis-
cuss why they all score
“high” on such scales as Milk
Wagon Driver.

c. Doctoral candidates doing

dissertations in the field of
career development theory

. Practicums and Field Work

in non-school settings.

limited to college bound.
Aims to beef up Vocational
and Technical Education en-
try in Maine.

After listing current practices,
the group discussed their ideas
and plans for emphasizing the vo-
cational aspects of counselor edu-
cation. These plans for program
innovations and improvement are
listed below:

1. K:nneth Hoyt, University of

Towa
a.
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Insist part of the practicum
be done in an area vocational
school or specifically with vo-
cational education students.




b. Take students on field trips

to vocational schools and to
industrial work settings,

c. Continue SOS research pro-

gram

d. Initiate a first semester, non-

credit seminar aimed at help-
ing students think about
their personal attitudes
about vocational educational
students, vocational educa-
tion and jobs.

e. Teach an undergraduate
course aimed at helping pros-
pective teachers think about
themselves and their subject
field in relation to the goals
of public school education.
Include special emphasis on
the notion of kinds of op-
portunities for students in
the total curriculum and
build mutual respect for all
parts of education.

2. Neil Carey; Baltimore, Mary-
land

a. Provide a program with flex-
ibility to allow for individual
differences and for different
kinds of training programs:

(1) Community or Technical
College
(a) Outreach techn i-
cians
(b) Counselor aids
(2) Two year graduate pro-

gram

(a) Educational special-
ist

(b) Vocational special-
ist

(c) Testing and Re-
search specialist
(8) Four year baccalaurate
degree

(a) Guidance teacher—
one who has eco-
nomics, sociology, or
psychological back-
ground

8. Curtis Phipps, University of

Kentucky

Inaugurate a meaningful course
in which counselor education
students would be exposed to
expectations of business and in-
dustry and employment prac-
tices. Shift the emphasis from
counseling theory, techniques,
and identification of deviates to
meeting developmental needs—
values, career and educational
planning and educational prog-
ress.

4. James Bishop, Alabama State
Department of Education

a. Balanced emphasig in the to-
tal guidance program (over-
emphasis on psychology)

b. Teach socio-cultural and eco-
nomic factors. Emphasis on
environmental factors and
the implication for working
with individuals.

c. Emphasis on group proce-
dures—define limitations

d. Methods and procedures in
developing total school and
community resources for the
guidance process. Coordina-
tion, surveying, collecting
pertinent data.

e. Research, evaluation and sys-
tem analysis.

f. Emphasis in practicum, field
experience.

5. Harold Kozuma, Hawaii Depart-
ment of Education

a. Internship programs for cer-
tification and employment as
counselor requires:

(1) One year of teaching ex-
perience

(2) 75% of professional
counselor courses com-
pleted.

(8) Teacher certification

(4) Program consisting of:
seminar, visitation to
community agencies,
business and industry,
subculture areas, four
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b.

day, in-school seminars

Development of additional
courses in occupational-voca-
tional area. Theory, informa-
tion, resources, development
of materials, visitations.
Integration of vocational ma-
terials and concepts

. Establishment of liaison with

agencies and industry
Requirement of behavioral
science background at un-
dergraduate level.
Participation in in-gervice
training

. Require a course in group

dynamics.

h. Early screening in counselor

education.
Greater use of resource peo-
ple

6. Duane Brown, Iowa State Uni-
versity

a.

b.

c.
d.

Train teachers to be more
sensitive to children.

More emphasis on elemen-
tary counselor training pro-
gram.

Stress practicum at all levels
More sensitivity training—
training student to work
with subculture groups. Ac-
quaint students with other
value systems.

7. Carroll Miller, Northern Illinois
University

a.

Provide and require experi-
ences to help counselors un-
derstand life styles that go
with different types of work,
semi-skilled, skilled, clerical,
ete.

Make some provision for
preparation of sub-profes-
sional as counselor aide at
the undergraduate level
(perhaps an undergraduate
minor)

Seminars in which school ad-
ministrators, teachers and
counselors participate to de-

fine their roles in the voca-
tional guidance functions.

d. Make use of introductory
course to assist students in
examining their commitment
to the profession of coun-
seling.

8. Richard Melloh, Indiana Uni-
versity

a. In seminars alert doctoral
students to their responsibil-
ities concerning the vocation-
al area.

b. Increase attention to leader-
ship and management skills
and study of the process of
change.

c. Identify potential counselors
at the early undergraduate
level. Try to add a guidance
minor to the undergraduate
program. Arrange placement
in summer and/or semester
and/or part-time jobs with
industries in the area and
state in which the counselor
will work.

9. Arnold Freitag, Florida Depart-
ment of Education

a. Provide for updating and re-
training through summer
workshops and seminars.

b. Use a regional resource per-
son as an aid to curriculum
design in general and voca-
tional subjects.

10. Warren Rhodes, Ossining, New
York

a. Establish a Relations With
Industry group to facilitate
counselor/counselee work ex-
perience.

b. Work with National Asso-
ciation For Industry Educa-
tion Cooperation.

c. Rewrite and update commu-
nications (publications, films,
filmstrips, video tapes) to be
used in counselor/counselee
training.
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11, Herbert E. Kaiser, Kansas

State University

a. In-servict experiences to in-
volve teachers in occupation-
al information through com-
munity survey.

b. Early experiences in counsel-
ing and guidance as an aid
to selection of counselors.

12. Paul Fitzgerald, Florida De-
partment of Education

a. Live experiences with specif-
ic work responsibilities on-
the-job and in the personnel
selection department. Sem-
inars should study the specif-
ic employment requirements
—‘“How realistic are these
requirements, do they do an
adequate job of selection?”
Personnel department mem-
bers should be included in
this seminar as well as the
counselor education staff.

b. Experiences, with specific re-
sponsibilities, relating to ini-
tiating, developing, and dis-
seminating job information.

13. Kenneth Wegner, Boston Col-
lege

a. Train counselors to coordi-
nate and become trainers of
para-professional and sub-
professional.

b. Summer refresher institutes
for counselors in the field—
work experiences included.

¢. Refresher courses for experi-
enced counselors.

d. Increased emphasis on vo-
cational testing and assess-
ment.

14. Charles Ryan, University of
Maine
a. Increased video taping of
counselor trainees in sessions
that include teachers and
vocational education people.
Discussions should center
around common problems in
guidance and counseling as

they affect career decisions
of youth. These tapes could
then be used in training
other counselors.

b. Require counselor trainees
to work closely with a teach-
er in their school in case
study analysis.

¢. Require counselor trainees to
do at least five audio tapes
of job interviews with work-
ers.

d. Counselor training must be
broad—inter-disciplinary ap-
proach ought to be used.

e. Make greater use of College
and University Counseling
Centers to identify college
dropouts and counsel them
regarding vocational-techni-
cal programs.

It was interesting to note that
in a very short period, this group
could list a large number of cur-
rent practices as well as sugges-
tions and proposals for additional
methods of emphasizing the voca-
tional aspects of counselor educa-
tion. The discussions implied that
the preparation of counselors is a
multi-faceted job.

Counseling has as its purpose
aiding the individual in making
wise choices in his career, not just
attempting to place him in a slot.
While some argue that the school’s
only function is to teach the child
to read, write, and compute, coun-
selors and counselor educators are
committed to helping youth be-
come better able to make respon-
sible and satisfying choices and
decisions.

Recommendations:

In each state a standing com-
mittee of counselors, state depart-
ment personnel, counselor educa-
tors, school administrators, and
employment service personnel
should be formed. Such a com-
mittee could assist in the co-
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ordination of monetary and per-
sonnel resources in order to maxi-
mize the state-wide opportunities
of youngsters.

Sufficient personnel gshould be
provided to carry out school re-
gponsibilities in vocational guid-
ance. Such personnel may include
counselor aides or vocational spe-
cialists to assist and provide sup-
port to the school counselor in
arecas such as developing and
maintaining occupational informa-
tion and developing contacts with
employers.

Programs of counselor educa-
tion should include information
about the counselor’s responsibil-
ities for vocational guidance and
placement.

Contacts and cooperation be-
tween schools and the employment
gervice should be developed and

maintained. This may be accom-
plished through workshops and
conferences at the local, state, and
national levels.

Counselors should encourage
the involvement of vocational co-
ordinators in the placement proc-
ess, but all school personnel should
remain aware of the fact that the
student’s interests are to be given
primary emphasis.

The concept of a guidance teach-
er should be explored. Such a per-
gon could teach many of the skills
which students need in order to
make the transition from school to
job or further education. These
gkills might include such specifics
as completing application blanks,
conducting oneself in an employ-
ment interview and availing one-
gelf of various employment ser-
vices.




Services, programs and person-

Goal: to meet individual needs

in individual ways.

A. Individual Appraisal.

To identify individual differ-
ences and organize such data B
cumulatively.

B. Diagnostic Assessment and

Remedial Services.
To assist in prognoses and
in proper utilization of re-
ferral agencies and support
services.

C. The Development of Funda- C
mental Skills and Knowl-
edges.

To equip counselees with sal-
able skills and life skills in-
cluding social skills.

D. Work Experiences.

The reality of “try-on” ex- D
periences and contact Wwith
adult workers in the work-
acculturation processes.

E. Information Services.

Both the internal (school) E
and external (non-school)
information provided in a
timely and understandable
fashion.

F. Counseling Services, Individ- F
ual and Group.

The development of self-
awareness.

G. Consultative Services.

The orchestration of the im-
pact by, of, and on parents,
teachers, employers, admin-

cillary services.
H. Placement Services.
The placement in education-

The entry into training or
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istrators and all of the an- G.

al and vocational settings. H.

TASK GROUP Il

Chairman: Paul Munger, Indiana University

initial employment.

nel which are required to assist in- II. Programs

dividuals to enter and progress in Goal: to meet individual needs
the work world are listed below: in individual ways.
L Services A. The “classical” agencies and

programs: eg: Human Re-
sources Development; The
Employment Services; Youth
Opportunity Centers; Voca-
tional Rehabilitation; etc.

. The distribution of counsel-

or-time availability. e.g.:
staggered work-days (to al-
low qualified ‘housewives”
to counsel other than full-
time) such as 8-5 p.m., Noon-
8 pm., 4-10 pm. extended
weeks, years and days.

. Career development materi-

als into the curriculum.
Study the curriculum and
change it as necessary to be
in phase with career-devel-
opment conclusions and en-
vironmental conditions.

. Involve the total community.

For example: The Chamber
of Commerce, the Kiwanis
Professions, Workers and
the Employers, and others.

. Develop a constant ‘“‘do-loop”

for feed-back; counselors to
counselor educators; coun-
selees to counselors; indus-
try to schools; etc.

. In-service versus pre-service

program of counselor train-
ing. Counselor educators
need to visit counselors in
their work setting. Counsel-
ors need orientation to all
forms of training and devel-
opmental experiences.

Group and peer-group experi-
ences and programs. Utilize
peer and ‘‘near-peers” in ef-
forts to make contact.

“Labels” restrict develop-
ment. Terms like “College

P i NI I S
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Prep” predated -counseling
services and now such terms
are not needed; in fact, they
restrict development and
change.

I. “What do you want to do?”
is the career-development
question not “What do you
want to be?” which is a re-
trictive question.

J. Support personnel (Para-
professionals) to help with a
vocational development pro-
gram for youth interest con-
stellations.

K. Work experience for school
counselors during the school
year (paid regular salary)
and in the summers (paid
by work setting). Need gen-
eralizations from such ex-
periences but must avoid lim-
iting the conclusions to spe-
cifics about one industry in

* one operational setting.

L. Supervised field experiences
(other than practicum)
scheduled throughout coun-
selor educational program.
These field experiences may
be in industry, youth groups,
and generalized guidance
activities.

M. A complete assessment of
the population to be served.
This is needed before we can
react with programs of total
services to meet such identi-
fied needs.

II1I. Personnel

Goal: To meet individual needs

in individual ways.

A. Priority registration to those
students in sequential and
committed programs.

B. The counselor must work at
times in settings outside of
his office if he is to be ef-
fective and aware.

C. Support personnel in the per-
sonnel services can assist in
vocational development and
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in helping youth adapt to in-
creasing increments of lei-
sure time.

D. By shifts in work-time sched-
ules, counselors can be avail-
able at times the counselees
are available.

E. Counselors in the various set-
tings need to work with
peers in other counselor set-
tings.

F. There is a need to formalize
our influence with pre-ser-
vice teachers toward the
guidance point-of-view and
services.

Discussions of preparation pro-
grams for counselors centered
around (1) Requirements, (2)
Course Content and (3) In-Service
Programs. Ideas in these three
areas which were considered im-
portant by Group III members are
outlined below:

I. Requirements—Selection & Re-
tention for Counselor Education
Programs.

A. Counselor should possess
warmth, dedication and in-
terest.

He should identify himself
as a ‘“school”’ person,

He should be ‘“committed” to
counseling.

The counselor should be a
“communicator.”

Student peer prediction is
probably the best prediction
of an effective counselor.
The base from which poten-
tial guidance personnel will
be drawn should be broad-
ened.

II. Course Content
A. Undergraduate Preparation

1. Heavy behavioral sciences
content may be a good
supplement or replace-
ment for teaching experi-
ence.

B. Graduate

m Y Q W
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Preparation—Pre-




1.

Service Training

“T” Group and sensitivity
training was suggested,
i.e., learning how to enter
environments of all types
of counselees.

Behavioral science courses
should be an integral part
of counselor education
programs.

Counselors should be
aware of evaluations of
vocational education pro-
grams.

™eald service should be a
part of counselor educa-
tion programs, both prac-

need to look at counselor re-
sponsibilities in the schools and
relate counselor education pro-
grams to what is actually being
done.

Counselor educators should
have more direct contact with
counselors on the job.

Suggestion for regional ACES
meeting: Invite counselors and
counselor educators to partici-
pate in a panel discussion of the
relationships between counselor
education and the real world of
the counselor.

Discussions of resources for vo-

a variety of counselors ¢tpe

5. Programs should have a
seminar using resource
personnel (Uses person-
nel, employers, recruiters,

formation course teaching.
There should also be out-
of-class experiences.

6. Ideally, counselor educa- 3
tion programs should be
two years. First year—
core program, concentrate
on the relationship (coun-
seling). Second year— 4
field service in specializa-
tions.

7. Research information on
development of children 5
and adolescents should be
an important part of
training.

8. Areas instead of courses
might be taught.

grams should give empha-
sis to learning adminis-
trative and consultative
skills.

III. In-Service Programs
Many feel counselor educators
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ete.) for occupational in- 2.

9. Counselor education pro- 6.

1 Y . cational guidance centered more
ticum and internship ex- ypon their effective utilization
periences should provide than upon their sources. Some of

concerns regarding methods

and a variety of settings— ang techniques of using resources
broad range of experience. gre listed below:

1.

The availability of materials
in counselor education set-
tings is often limited.

Coordination of the services
of school counselors and li-
braries (both school and pub-
lic) should be improved.

. More effective services could

be provided through better
administration and organiza-
tion of group occupational in-
formation programs.

. The formation of parent

study groups could enhance
the parents’ influence on ca-
reer development.

. Real-life problems oriented

involvement between indus-
try and education could fa-
cilitate communication and
cooperation.

Plans for research and eval-
uvation need to be built into
any guidance or counselor
education program, and more
specific provisions for contin-
uing evaluations of the vo-
cational aspects of these pro-
grams need to be made.
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TASK GROUP IV

Chairman: W. Wesley Tennyson, University of Minnesota

Group Four directed its efforts
to discussions of activities and in-
novations in vocational guidance—
practices that were familiar as
well as those that ought to be
tried. It was from this kind of dis-
cussion that the following ideas
regarding services, programs, and
personnel were formulated. The
discussions considered vocational
guidance in all settings, both
school and non-school, and agreed
that vocational guidance should
be for all.

The following were considered
to be some ‘‘fundamental compo-
nents”’ of services, programs and
personnel: (1) Information that is
up-to-date and attractively pre-
sented (e.g., Project View in Cali-
fornia), (2) Exploratory activities
that expose the student to the oc-
cupational world, (3) Placement
that is adequate, and (4) Coun-
scling. The question of the “hidden
agenda” (a la Striner) in voca-
tional counseling arose in regard
to its possible restriction upon
freedom of choice.

Programs were viewed as ex-
tending beyond the twelfth grade,
and it was stressed that future ef-
forts not be solely remedial but
rather developmental. The curric-
ulum was seen as a neglected but
potentially useful medium for fos-
tering vocational development, The
idea of team teaching with a coun-
selor as a team member appealed
to the group. Also, the notion of
an occupations curriculum was
considered, i.e., spiral, sequential
treatment of vocational develop-
ment concepts and career develop-
ment skills at successive levels of
the life span.

The group’s major concern in
considering the problem of per-
sonnel was that counselors need to

be innovators—perhaps their most
difficult job. How free are they to
be innovative ? Might not the coun-
selor educator be the one who will
have to bridge the gap between
the ivory tower and the school
system? The group was of the
opinion that counselors must in-
volve all who can -contribute—
teachers, industry, state employ-
ment service, parents and support
personnel—and that the counselor
must be prepared in his pre-ser-
vice education to participate as a
team member and facilitator of
other’s efforts.

Rcactions to the problems of
counselor preparation were many
and varied in nature. The task
members thought that counselor
preparation should be broadly
based in education, psychology,
and the social and behavioral
sciences. Many suggested methods
and innovations for preparing
counselors were included in the
discussions, but the following
guidelines summarize much of the
thinking of the members. These
guidelines constitute a present
stage of thinking but by no means
are considered final or exhaustive.

Counselor educators should de-
velop a list of priorities which con-
stitute major aspects of knowl-
edge, skills, and attitudes in voca-
tional guidance which they believe
that counselor trainees should
possess.

Members of the group expressed
a desire for counselor educators
to take a positive posture toward
the criticisms which are directed
at counselors by professionals in
related vocational fields. Counsel-
ors cannot have all the experi-
ences and knowledge which some
critics propose. A list of priorities
is needed to insure that counselors
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are adequately prepared to deal
with the vocational aspects of

. guidance.

Counselor educators should util-
ize resource committees composed
of business, industry, labor, and
related personnel to develop pri-
orities of knowledge, experiences
and attitudes which should be in-
corporated into counselor prepara-
tion.

This suggestion is as applicable
to school counselors as it is to
counselor educators. Many persons
in our state and local communi-
ties are willing to serve in the ca-
pacity of resource person if the
counselor or counselor educator
will initiate and give direction to
their potential contribution. One
such contribution could be in the
members expressing their opinions
regarding the kinds of activities
and attitudes counselors need to
achieve the objectives of vocation-
al guidance.

Innovation in counselor prepara-
tion will likely require that coun-
selor educators consider the expe-
riences and knowledge which are
desired in counselors rather than
the course titles and credits that
they will earn.

There seemed to be a consensus
that counselor education may sti-
fle efforts to innovate if it con-
tinues to rely solely upon tradi-
tional classroom methods.

Non-credit seminars, projects,
field experiences, etc., may be prof-
itable avenues to explore. The util-
ization of video tape, films and
sound tapes for activities both in
and out of the classroom may add
new dimensions to counselor train-
ing if utilized creatively. There is
implied in this suggestion that
counselor educators should set the
example as innovators and change
agents.

There is a need for pre-service
and in-service involvement of coun-
selor education staff with other

teacher education personnel pre-
paring teachers and specialists for
work in the schools.

Too frequently we give lip ser-
vice to team work and cooperation
but do not practice them ourselves.
Counselor educators, vocational
teacher educators, teacher educa-
tors who prepare psychologists,
reading specialists and related per-
sonnel need to explore cooperative
training opportunities for their
students. There would seem to be
a greater likelihood of team work
in the field if counselor educators
set the example for their students
while they were still in prepara-
tion. Teachers should be high on
the list of persons who are to be
exposed early in their training to
concepts and activities relating to
vocational guidance. Counselor
candidates should also have work-
ing experience with other pupil
personnel trainees while pursuing
graduate education. Counselor edu-
cators may invite other pupil per-
sonnel trainees to participate in
seminars and class activities which
could enhance cooperative rela-
tionships.

Counselors-in-training should be
prepared to assist culturally, so-
cially, and economically different
populations who experience special
problems in their career develop-
ment.

Considerable discussion was de-
voted to delineating the counselor
educators’ responsibilities in this
area. Suffice it to say that seg-
ments of our population experi-
ence special problems due to sex,
race, nationality, disabilities, or
other factors which may affect
their career development. Because
many of these people feel alien-
ated by the majority of society,
the counselor needs to be alert to
means of improving communica-
tion with them. Both pre-service
and in-service experiences in sensi-
tivity training, sociological studies
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of a community, and similar activ-
ities may be helpful. Such activ-
ities will need to be extended
throughout an individual’s training
experience. This is chiefly an ex-
tension of the desire that counsel-
ors be able to perceive the unique
aspects of each person by develop-
ing his ability to listen, observe,
analyze, and communicate effec-
tively.

Counselors should learn first-
hand the points of view held by
employers and employees regard-
ing the nature of work.

The extent to which each coun-
selor should experience work in a
business or industry is a moot
question. Training and in-service
programs, however, should provide
opportunities for counselor candi-
dates to explore the feelings,
thoughts, and attitudes of workers
and employers in a variety of job
situations. One example would be
the assignment of employer and
employee resource consultants to
each student. Career development
theory and career patterns of the
consultants could be examined in
relation to consultant attitudes
and ideas regarding themselves,
their work, their relationships
with others, etc. In every case, ex-
periences of this nature should be
followed up with seminar presen-
tations and discussions to examine
attitudes and impressions which
the students have gained from
their experiences.

There should be continuous and
regular appraisal of counselor at-
titudes regarding work in its many
facets.

If we assume that learning is
cumulative in nature, the impor-
tance of summarizing, reapprais-
ing, and clarifying attitudes re-
garding work and workers is ap-
parent. Not all experiences will
contribute to positive attitudes re-
garding work in a particular set-
ting or vocation. Small seminar

groups, for example, could provide
opportunities for examining coun-
selor attitudes to determine the
extent of their insight and under-
standing of different work envi-
ronments.

Counselor educators should de-
sigh means for providing trainees
with students and/or clients re-
garding their perceptions of the
vocaticnal guidance services avail-
able or needed by them.

This suggestion is intended to
encourage counselor educators to
set an example for their counselor
candidates by providing for peri-
odic appraisal and reaction to vo-
cational guidance activities by per-
sons served by the trainees. Stu-
dents, drop-outs, and graduates of
schools and colleges could provide
valuable information regarding the
impact of vocational guidance ac-
tivities upon their career develop-
ment.

For the purpose of general dis-
cussion of resources for vocational
guidance, Group IV considered
utilizing resources in the (1) prep-
aration of counselors and (2)
counseling of students for voca-
tional directions. Within this con-
text the group tried to think crea-
tively about the resources avail-
able within the related agencies
which presently exist and the need
for agencies and resource services
which do not presently exist.

Vocational Education was seen
as a vehicle to provide some of the
real and laboratory experiences
necessary in the preparation of
counselors and for continued in-
service training. The need to con-
tinue in-service training for coun-
selor educators in the vocational
aspects of counseling was stressed.
It was recommended that industry
be drawn upon to provide real
work experience for in-service
training through summer work-
shops.

The seminar created an aware-
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ness of the need for counselors
and counselor educators to assume
continuing responsibility to reach
out and bridge communications
within the many vocational agen-
cies on the national, regional and
local levels, and therefore, pro-
mote a higher level of occupation
information gathering and dis-
semination that has been previous-
ly provided. In reference to the
specific ways of accomplishing this
goal, Group IV discussed specific
programs to implement and fund
these services,

Realizing the task of occupa-
tional information dissemination
as an essential but only one facet
of counselor preparation and coun-
selor role, the group emphasized
a continuing development of ex-
ploratory programs to help each
individual broaden his perceptual
field within the context of his in-
dividual needs and the social con-
text in which he lives and will ul-
timately work.

Group IV formulated the follow-
ing recommendations for consider-
ation of APGA and AVA.

1.
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Explore and initiate critical
action to effect and increase
in the budget of the Depart-
ment of Labor to gather and
disseminate up-to-date, read-
ily available, accessible occu-
pational information in con-
junction with a resource
board whose duty would be to
translate the information and
anticipated labor needs to re-
gional and local settings.
Continue to reach out to la-
bor and industry in order to
secure and support increased
scholarship aid for training
in vocational guidance and
vocational education. This
recommendation can be trans-
lated into a cooperative pub-
lication discussing the avail-
ability of scholarships and aid
for technical schools and
training programs.

Consider opening opportuni-
ties within the professional
association for those persons
who are interested in the
area of vocational education
and career development, but
who are not in professional
counseling positions.




TASK GROUP V

Chairman: Frank Wellman, University of Missouri

It is recognized that in most set-
tings there needs to be an expan-
sion of and improvement in voca-
tional guidance and counseling
services to youth and adults. Im-
provement in these services will
allow individuals to plan more
realistically for their futures. This
increased effort must be based
upon sound principles of personal
and vocational development, of
counseling and guidance theory
and procedures, and of democratic
processes.

In order to provide for the im-
mediate needs of the majority of
students it is essential that tradi-
tional guidance and counseling ser-
vices be continued and expanded
and that further study and experi-
mentation be encouraged to find
new methods and techniques for
dealing more adequately with vo-
cational guidance and counseling.

Current programs need to be ex-
tended in depth and scope to give
new direction and added empha-
sis in the following services and
programs.

1. Realistic needs and potentials
of individuals need to be de-
termined by the most effec-
tive and efficient ways. Prop-
er testing at all levels—in-
cluding the use of non-verbal
testing material—is essential
for proper guidance and coun-
seling.

2. Improvement is needed in the
development of cognitive edu-
cational skills, Workers need
to understand and know how
to use the basic reading, writ-
ing and arithmetic skills.

3. Programs need to be provided
to assist in the development
of the adaptive skills. Indi-
viduals need to have an ap-
preciation for work and to
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know how to work, how to
get along with people, and
how to understand and adapt
to routine.

. Individuals need opportuni-

ties to study the world of
work. Emphasis needs to be
given to the integrity of vari-
ous occupational endeavors
and to the acceptance of the
worth of the individual. Op-
portunities need to be pro-
vided for occupational expior-
ation, for work involvement,
and for the acquisition of
knowledge about occupations
and occupational changes and
adaptations.

. Individuals need the realiza-

tion of some successful expe-
riences. This can be achieved
by more effective self-under-
standing at all levels and es-
pecially at the lower levels
with realistic occupational
choices. Students with better
self understandings of mo-
tives, capabilities, interests
and potentials should be able
to make more realistic and
satisfying occupational deci-
sions.

. Relationships among stu-

dents, teachers and staff
need to be developed to pro-
mote understanding, accept-
ance, self-development, and
personal worth and recogni-
tion. Persons with special
needs should be sought out
and assisted through individ-
ualized programs (learning
situations) to meet the spe-
cific needs of the individual.

. Educational programs for po-

tential dropouts should be ex-
tended to ‘‘off campus” situa-
tions where individuals can
be assisted in understanding




and appreciating the world
of work. Personal interest in
and assistance to students at
home, at work, at avocation-
al endeavors, and generally
in the out-of-school situation
would be desirable.

The special needs and activities
described above, require that at-
tention be given to personnel to
implement programs.

1. Persons with special under-
standing of and sensitivity to
individual differences in ca-
pabilities, understandings, po-
tentials, etc., need to be se-
lected as teachers and coun-
selors.

2. For “special need” students,
personnel need to be selected
who have an appreciation of
—if not firsthand knowledge
of—their special require-
ments.

3. Teachers and counselors need
to be selected who can work
cooperatively in the structur-
ing and implementation of
programs to train students in
the world of work and sup-
portive endeavors.

Special consideration was given
to the image of vocational educa-
tion. It was felt that the public
image of vocational education pro-
grams and various aspects of the
world of work could be improved
by:

1. Establishing proper under-
standing and appreciation for
all occupational endeavors.

2. Providing information and
enlightened interpretation to
parents, employers, unions,
and lay citizens concerning
vocational education objec-
tives and programs.

3. Developing more realistic un-
derstandings on the part of
parents and other adults re-
garding the total picture of

employinent, job patterns,
and job requirements.

The discussion of the kinds of
training (and selection) required
for the preparation of +workers

deemed necessary to provide effec- -

tive vocational guidance at all lev-
els of education, and at the vari-
ous sociceconomic levels is based
on the following general premises.

1. Counseling at all levels has
generally operated with an es-
sentially middle-class orien-
tation. The less advantaged
students have largely ceased
to care or left the school be-
fore any organized attempts
at vocational guidance by ei-
ther group or individual ap-
proaches have been begun.
Most consumers of the tradi-
tional offerings have been
students from the more ad-
vantaged segments of soci-
ety.

2. All students at every level of
education need effective ori-
entation to the world of work
and enlighten~d vocational
guidance.

3. The vast majority of teach-
ers and counselors in the
schools, and of students mov-
ing into the fields of teach-
ing and counseling, lack ade-
quate information about the
world of work and emphatic
understanding of what it
means to earn one’s living in
occupations unlike their own.

The training (and selection) of
personnel to provide for varied as-
pects of occupational orientation
and vocational guidance involves
three categories of people. Persons
selected for all three classes of
guidance work would be distin-
guished by concern and sensitivity
and by self actualization sufficient
to permit working closely with
others while avoiding emotional
entanglement.
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1. The first, and perhaps larg-

est, group of guidance per-
sonnel are professional coun-
selors in the schools and col-
leges. Task Group V was con-
cerned with both the pre-ser-
vice preparation of counselor
candidates and the in-service
education of persons already
active in the field. Suggested
enhancements to contempo-
rary counselor preparation
and professional competence
would involve both the broad-
ening of knowledge about the
rapidly changing and some-
what unpredictable world of
work and the deepening of
understanding of what it
means to work in the non-
academic fields of employ-
ment. The specific recom-
mendations for improvement
of the preparation and in-
service advancement of coun-
gelors in the area of voca-
tional guidance are:

A. There should be greater
emphasis on occupational
orientation, vocational
guidance, and vocational
counseling in the basic
preparation of counselors
at all levels.

B. The practicuras should in-
clude considerable specif-
ic emphasis upon gaining
information about the
world of work, participat-
ing in it, and counseling
within vocational situa-
tions. These experiences
could be built into practi-
cums for both the mini-
mal preparation of coun-
selors and second-vear
programs designed to ex-
tend the competence of
people who have been
trained at the one-year
level.

C. A promising approach to
the further preparation of
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counselors already on the
job would be paid work
experience programs of-
fered by business and in-
dustry. These programs
have been functioning in
a limited fashion for many
years but could be vastly
extended with proper
planning. The opportunity
is limited only by lack of
energy and ingenuity on
the part of counselors,
counselor educators, and
counselor  organizations.
Mr. Don Bastemeyer
stated that the building
trades in Omaha, Nebras-
ka would welcome this
sort of arrangement. Mr.
Karl Kunze, in an address
to this Seminar, said that
his industry could provide
many more such experi-
ences than are actually re-
quested by the counseling
profession.

2. The second category of train-

ing applied to cooperative
personnel from other pro-
fessional fields. Task Group
V agreed that these resource
people—social workers, psy-
chiatrists, sociologists, an-
thropologists, clinical psy-
chologists, aconomists, physi-
clans, and others—should be
exposed to training in the
area of vocational guidance
and counseling. An excellent
way to accomplish this would
be through use of the case
study method with the focus
on vocational-educational
needs and problems rather
than on the usual personal-
social problems.

. The third category of train-

ing involves the selection and
preparation of sub-profession-
al personnel who could might-
ily increase the effectiveness
of professional guidance and




counseling workers through
outreach into the community,
and through other channels.
In general, all such persons
should meet the broad stand-
ards of selection in terms of
personal characteristics which
were stated earlier in this re-
port. These sub-professional
guidance workers, obviously
necessary at present if an
adequate job is to he done,
might be drawn from many
sources. Among them are:
A. VISTA enrollees assigned
to school districts
B. Teacher aides employed
under Title I of ESEA
C. Housewives and retired
persons
D. Volunteers from colleges
and universities
E. Counselor aides supplied
by local school funds

Task Group V agreed that these
sub-professional workers should
never be used without some train-
ing and an adequate program of
professional supervision. Selection,
training, and assignment would
vary from situation to situation.
Hence, no formal and specific
ground rules are presented. In this
report, sub-professional personnel
are considered to be under the di-
rection of professionals in guid-
ance and counseling who are op-
erating from the base of a school
district and dealing with superior
students, average students, pre-
dropouts and actual dropouts.
Maximal communication with such
agencies as the Neighborhood
Youth Corps, the Job Corps, Com-
munity Action Programs, and
Work-Study Programs would be
mandatory.

The Group discussed use of
these workers at various levels of
education and in varied situations.
Reasonable agreement was reached
with respect to the thought that
outreach programs would be most

useful with the less-advantaged
populations of the schools. There-
fore, if and when possible, out-
reach personnel should be re-
cruited from persons who had ex-
perienced or learned to compre-
hend truly the subcultural pres-
sures of this country. Very care-
ful selection must be made of sub-
professional workers who would
carry job information and meas-
urement feed-back to potential or
actual dropouts in their own sub-
communities.

With the more advantaged stu-
dents, on the other hand, the same
sort of outreach would not seem
likely to be effective. The function
of subprofessional personnel in
middle-class and upper-middle-
class settings would be *¢ assist in
all possible ways with the improv-
ing and developing program of vo-
cational guidance. Only persons
supported by local or state taxes
or unpaid volunteers could under-
take such a mission since most
Federal aid of this sort is desig-
nated for use with disadvantaged
citizens. Still, there is a need to
reach all pupils in the schools with
extended programs of vocational
guidance. The sub-professional
guidance workers could make such
contributions as:

A. Gathering, filing, and pro-

viding information about jobs

B. Assisting with group guid-
ance projects
Helping with programs of
assessment
Preparing special vocational
guidance materials
Presenting films and other
audio-visual materials to in-
terested community groups
such as women’s clubs, ser-
vice clubs, and churches

In the discussion of resources,
certain basic principles were iden-
tified:

1. There are numerous re-

sources available to the coun-
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selor and the counselor edu- 1.

cator which they fail to use.
We need to identify these re-
sources and train in their use.
2. We need to classify resources
in a manner to make them

identifiable and usable. Prob- 2.

ably the best classification
system is a functional one
(e.g. Informational Resources,
Referral Resources and “Eri-
ergy’ Resources).

3. We need to consider re-
sources boih for local guid-
ance programs and for coun-
selor education. These are not

always the same and may not 3.

be used in the same manner.

4. Resources become resources
only as they are used.

5. Adequate use of resources, at
either the local or the coun-
selor education level, can
greatly enhance services pro-

vided within a limited budget. 4.

6. Counselor educators and
counselors need not only to

identify the new and innova- 5.

tive, they also need to com-
municate so that each gets
ideas that have worked else-
where but are new to the pro-
gram in question. In addition,

however, we need to be on 6.

the lookout for the complete-
ly new (e.g. computerized re-
sources, gaming techniques,
etc.)—ready to identify and
use resource ideas that will
work in typical situations or
with special groups or prob-
lems.

Recognizing that they would be

examples only, Group V discussed 7.

some of the resources available to
guidance and to counselor educa-
tion. This discussion included some
specifics and some clues to the
identification of resources.

Vocational Education can
contribute many things, in-
cluding information, staff
participation, funds for spe-
cial projects, research and
publication, etc.

Guidance Services can be
called on to keep counselor
educators posted on new and
available resources; to pro-
vide staff to work with coun-
selors in training or to co-
operate in in-service training
programs; to provide re-
search and evaluation ser-
vices, publications, etc.

It was recommended that the
newly organized regional of-
fices of the USOE be urged
to serve as a clearing house
and communicator to coun-
selor educators and state su-
pervisors—to serve as a re-
source information center.
USES and the State Employ-
ment Services were discussed
as having much to contribute.
CAMPS (Cooperative Area
Manpower Program Ser-
vices), a new training coor-
dination service was dis-
cussed, with some concern
being expressed.

ERIC should grow in effec-
tiveness as a resource. Some
more adequate means need
to be developed to dissemi-
nate abstracts of what is
available through ERIC, par-
ticularly at Ohio State Uni-
versity (Vocational Educa-
tion) and the University of
Michigan (Guidance).
Vocational Rehabilitation has
services and funds to offer
which are unknown or un-
used by too many guidance
workers and counselor edu-
cators.

Federal and state agencies and No attempt was made to list re-
programs were identified as major sources from non-governmental
resources and several were dis- agencies, yet it was recognized
cussed in some detail: that many key resources for guid-
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ance and counselor education come
from non-governmental scurces.
Some ideas discussed in this con-
nection include the following:

1. In-school as well as out-of-
school resources need to be
identified and used. (Other
pupil personnel services, au-
diovisual and other special-
ists, teachers, etc.)

2. Do not just look to the pro-
fessionals; most human re-
sources will be non-guidance
trained, lay people and those
experienced in many cther
fields.

3. Business, industry, and labor
have much to offer by way
of information, opportunities
for exploratory experiences,
and energy to apply on guid-
ance projects.

The group discussed resources
which are needed but not current-
ly available or not in adequate
supply. Examples included:

1. Local, county, or state lists
(directories) of resources

2. Abstracts of new projects or
programs—available either
routinely or upon request by
topic (or both)

3. More awareness of the types
of hardware that are becom-
ing available—and what

needs to be done to acquire
adequate input date. to make
it useful

4. Research coordinating ser-
vices in vocational guidance

5. Some states need intermedi-
ate service units between lo-
cal schools and the State De-
partment of Education, to
provide vocational guidance
and other services not now
available in smaller systems.

6. We need to know what has
been tried and has not
worked.

7. We need more and more re-
sources to help us do the spe-
cial kinds of things that are
being initiated through some
of the innovative programs
now under way and are being
found valuable.

One of the important by-prod-
uct values of the use of resources
is that of improved public rela-
tions. Any community or agency
or individual that is actively in-
volved in some guidance related
project is actively interested in
youth and in education.

One of the keys to the adequate
use of resources in any school sys-
tem or counselor education insti-
tution is staff continuity. Many
programs which fail, do so because
of staff turnover.
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Room 220, Curtiss Hall, Iowa
State University, Ames, Iowa
50010

Lowell Burkett, Executive Direc-
tor, AVA, 1025 15th Street,
N.W., Washington, D. C. 2005

Dolph Camp, Program Officer,
Pupil Personnel Services, U.S.
Office of Education, Region
VII, 1114 Commerce Street, Dal-
las, Texas 75202

Neil Carey, Supervisor of Voca-
tional Guidance, State Depart-
ment of Education, 600 Wynd-
hurst Avenue, Baltimore, Mary-
land 21210

Lee Chapman, Educational Repre-
sentative, International Associa-
tion of Machinists, 1149 West
Monroe Street, Springfield, Il-
linois 62704

Siegfried C. Dietz, Assistant Pro-
fessor, Department of HEduca-
tion, Psychology and Guidance,
University of Tennessee, Knox-
ville, Tennessee 37216

Willis Dugan, Executive Director,
American Personne! and Guid-
ance Association, 1605 New
Hampshire Avenue, N.W., Wash-
ington, D. C. 20009

Don Duncan, Program Director of
Counselor Education, Oregon
College of Education, Mon-
mouth, Oregon 97361

Everett Eiken, Director of Coun-
selor Education, Psychology De-
partment, Winona State College,
Winona, Minnesota 55987

Royal Embree, Professor of Edu-
cational Psychology, V Hall,
Room 101A, University of Tex-
as, Austin, Texas 78712

Walter O. Faulkner, State Office
Building, State Street, State De-
partment of Education, Mont-
pelier, Vermont 05602

Paul Fitzgerald, Director, Pupil
Persornel, State Department of
Education, Tallahassee, Florida
32304

.Donald Forrest, Assistant Profes-

sor, 35 Education Hall, Univer-
sity of Wyoming, Laramie, Wy-
oming 82070

Charles G. Foster, Director, Guid-
ance Services, State Department

of Education, Jefferson City,
Missouri 65101
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Arnold Freitag, Consultant, Voca-
tional Guidance, Florida State
Department of Education, Talla-
hassee, Florida 32303

Donald L. Frick, Associate Pro-
fessor of Education, Colorado
State University, Fort Collins,
Colorado 80521

Robert Hage, Director, Counseling
Center, University of Alaska,
College, Alaska 99701

Raymond Henjum, Assistant Pro-
fessor, Montana State Univer-
sity, Bozeman, Montana 59715

Robert P. Hopkins, Chairman, De-
partment of Guidance and Per-
sonnel Services, School of Edu-
cation, University of Hartford,
West Hartford, Connecticut
06117

Hugh Houghton, School of Edu-
cation, State University of New
York at Brockport, Brockport,
New York

Wellborn Hudson, Associate Pro-
fessor of Education, School of
Education, University of South
Dakota, Vermillion, South Da-
kota 57069

Ralph Iverson, Vice President for
Student Services, Stout State
University, Menomonie, Wiscon-
sin 54751

Hermine Jeremias, The School
District of Philadelphia, 2l1st
Street and the Parkway, Phil-
adelphia, Pennsylvania 19103

Delbert R. Jerome, State Super-
visor of Vocational Guidance,
Arizona State Department of
Public Instruction, Phoenix, Ari-
zona 85013

Herbert E. Kaiser, Assistant Pro-
fessor of Education, College of
Education, Holton Hall, Kansas
State University, Manhattan,
Kansas 66502

Bernard A. Kaplan, New Jersey
State Department of Education,
225 West State Street, P.O. Box
2019, Trenton, New Jersey
08625

Harold Kozuma, State Officer, De-
partment of KEducation, Box
2360, Honolulu, Hawaii 96804

Karl Kunze, Manager, Training
and Management Development,
Lockheed-California Company,
Burbank, California

Pat Lawlor, American Personnel
and Guidance Association, 1605
New Hampshire Avenue, N.W,,
Washington, D. C. 20009

Ciifford R. LeBlane, Assistant
Professor of Education, College
of Education, Norman Hall,
University of Florida, Gaines-
ville, Florida

Phelon J. Malouf, Associate Pro-
fessor of Educational Psychol-
ogy, University of Utah, Salt
Lake City, Utah 84112

William H. McCreary, Chief, Bu-
reau of Pupil Personnel Ser-
vices, California State Depart-
ment of Education, 721 Capital
Mall, Sacramento, California
95814

Richard Melloh, Assistant Profes-
sor of Education, Indiana Uni-

versity, Bloomington, Indiana
47401

Carroll Miller, Professor of Edu-
cation, Northern Illinois Univer-
sity, DeKalb, Illinois 60115

Francis Morin, Director of Guid-
ance, Salem High School, Salem,
New Hampshire 03709

John G. Odgers, Director, Division
of Guidance and Testing, State
Department of Education, 751
Northwest Boulevard, Colum-
bus, Ohio 43212

Curtis Phipps, Associate Professor
of Vocational Education, 46
Dickey Hall, University of Ken-
tucky, Lexington, Kentucky
40500

Anne S. Pruitt, Assistant Profes-
sor of Education, Department
of Education, Case Western Re-
serve University, Cleveland,
Ohio 44106
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Harold J. Reed, Project Director,
National Planning Association,
1424 16th Street, N.W., Wash-
ington, D. C. 20036

Fred G. Rhodes, Professor of Edu-
cation, Guidance Department,
California State College at Los
Angeles, 5151 State College
Drive, Los Angeles, California
90032

Warren Rhodes, Consultant, Edu-
cational Relations, General Elec-
tric Company, P.O. Box 151, Os-
sining, New York 10562

Ila Rooks, Assistant Professor,
College of Education, 212 Bald-
win Hall, University of Georgia,
Athens, Georgia 30601

Eldon Ruff, Coordinator of Guid-
ance Services, South Bend Com-
munity School Corporation,
South Bend, Indiana 46601

Charles W. Ryan, 114 College of
Education, University of Maine,
Orono, Maine 04473

John Seymour, Associate Profes-
sor of Counseling and Guidance,
University of Alabama, Box
5431, University, Alabama 35486

Frank L. Sievers, Principal Spe-
cialist, Office of Education, 400
Maryland Avenue, S.W., Wash-
ington, D. C. 20202

George Small, Professor of Edu-
cation, Lorton Hall, Tulsa Uni-
versity, Tulsa, Oklahoma 74114

George L. Spinelli, Chairman, De-
partment of Counseling and
Guidance, Indiana University of
Pennsylvania, Indiana, Pennsyl-
vania 15701

James A. Sorensen, Counselor
Educator, Creighton Counseling
Center, Omaha, Nebraska 68131

J. Lewis Stevens, Guidance and
Vocational Counselor, Spokane
Community College, 3403 E. Mis-
sion Avenue, Spokane, Wash-
ington 99202

Edward Stormer, Coordinator, De-

partment of Counseling and
Guidance, Ogleboy Hall, West

Virginia University, Morgan-
town, West Virginia 26506

Merle Strong, Division of Voca-
tional and Technical Education,
U.S. Office of Education, T7th
and D Streets, S.W. Room 6002,
Washington, D. C. 20202

Thomas Sweeney, Associate Pro-
fessor of Education, University
of South Carolina, Columbia,
South. Carolina 29208

Jeanette E. Tamagini, Assistant
Professor of Counselor Educa-
tion, Rhode Island College,
Providence, Rhode Island 02908

Forest Tate, Director, Testing and
Counseling Center, 901 South
National, Southwest Missouri
State College, Springfield, Mis-
souri 65802

John Teigland, Assistant Professor
of Education, North Dakota
State University, Fargo, North
Dakota 58102

Ray Thompson, Associate Profes-
sor, Box 656, North Carolina
College at Durham, Durham,
North Carolina 27701

Edward J. Thomsen, Associate Di-
rector, Iowa Union Rehabilita-
tion Project, Des Moines, Iowa
50309

Walter Ulrich, Acting Director,
Vocational and Technical Edu-
cation, Utah State Board of
Education, 136 E. South Temple,
Salt Lake City, Utah 84111

Sam Valla, Associate Professor,
Morris Avenue, Newark State
College, Union, New Jersey
07083

Kenneth W. Wegner, Associate
Professor, School of Education,
Boston College, Chestnut Hill,
Massachusetts 02167

Robert A. Williams, Director of
Guidance, Oakland Schools,
Campus Drive, Pontiac, Michi-
gan 48053

Richard Wootton, President-elect
ASCA, Brigham Young Univer-
sity, Provo, Utah 84601
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Director—Norman C. Gysbers, Paul F. Munger, University of
University of Missouri Indiana
Assistant Director—Joseph A. W. Wesley Tennyson, University
Johnston, University of Mis- of Minnesota
sourl . Frank E. Wellman, University
Program Chairman—John L. of Missouri
Ferguson, University of Mis-
souri Executive Planning Committee
Seminar Proceedings Editor— Lowell A. Burkett, Executive

Leeman C. Joslin, University

Director, AVA

of Alabama Willis E. Dugan, Executive Di-

Task Group Leaders

rector, APGA

Raymond Ehrle, University of Merle E. Strong, Division of Vo-

Maryland
Kenneth B. Hoyt, University of
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