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- . PREFACE
§

Here at ERIC/CAPS (the Counseling and Personnel Services Clearinghouse
of the Educat1ona1 Resaurces Information Center) we hdve become increasingly -
aware of the international interest in’ guidance and student services, an
interest that has shown itself both in requests for documents and in mater-

. fals received from people a]leéround the worlt. The dinvitatiop to act as
Program Advisor for the Asian Regional Aséociatiqn for Vocational and Educa- -
tion Guidance (ARAVEG) gave me éhe obpoftun1ty to share first-hand in the
progress and thinking of Asian centers as they work to establish their own
programs of guidance services. ' ,
S Two mpajor impressions resulted from the experience. The first concerns
the commonality of problems that exist in-all nations for which help is
being sought from gUidance specialists, such as career planning, decision-
making, values clarification, employability skills, and.the articulation
between school and work. A second major impression is the strong emphasis
given in each of the Asian countries to devé]oping its own indigenqus guid*~
ance objectives and programs. While Asian guidénce personnel are greatly \\\
1nterested in the conceptualizations and experiences of Amer1$an guidance
speC1alist9 they look to American guidance programs not as something to
*  copy but as experiences to learn from. -

As Program Adz1sor for the 1977 ARAVEG conferénce, I had the opportun?ty
to make several ma#or presentations on quidance concepts and practicé% and :
to discuss the role of ERIC: a§ a broker of international Qs-ﬁance resources.

I also had the p]eqsure\of participating as a discussant in many of the .
.open forums which followed each presentation, and of meet1ng and interacting
personally with part1cipants from the seven different Asian countries. After
the conc]us1on of the ARAVEG conference, it was also my distinct honor and
‘ p]easure to offer the first Philippines-wide workshop in career guidance
) under the sponsorship of the Phi]iﬂ%1ne Vocationa]/6u1dancé/ASSOC1atﬁah and
the PVGA President, Mrs.-Josefina Santamar1a—~a;ﬂost stimulating and profes-
sionally rewarding expefience. I will retain a lasting and ghérished  impres-
sion of the warmth, the vivacity, and the gracious hespitality of.our Philip-
pine hosts. All of thé'Asian‘de1egates were honored and impressed by the
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reception and the caring expressed by the‘ihi]ippfne conference leaders and 72(
organizers.
with‘this‘pub]ication of the proceedtngs from the ARAVEG conference, -

we h6Be to streﬁgthenfour ties_with'yOU who are guidance specialists not

only 1n'A51a but also around the world--by bringing ERIC closer to you, by °©

sharing what ERIC has to offer with you, and by asking that you share with

ERIC what would be of interest and use to others. If this volume serves

to strengthed these ties; then 1t has achieved its major purpose. < We would
. be delighted td learn of your responses to this volume as well as to respond

to your 1ideas aboyt how ERIC can be of use E?gyou.

¢ Garry R. Walz
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FOREMORD . |
by . ‘ (

Joset1na 0. Santamaria

The 4977 Conference-Workshop of the Asian Regional Association on
Vocational and Educational Guidance (ARAVEG)‘was attended by 60 guidance
personnel, manpower specialists, and counselor &ducators from the Philip-
pines, Japan, Maiays1a Hongkong, Indonesia, Taiwan (Republic of China)
and India. The holding of this conference was a further expressiom of the// \\\
growing interest and desire of Asians to promote and ‘Strengthen the practice
of vocational and educational guidance in Asia, and to promote mutual under-

[N
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standing, cooperation, and assistance through ercnange of information and
sharing of experiences, knowledge, and expertise. )
The theme of the Conference -Workshop--Vocational Guidance for Manpower .
jDeve]opment-~was very re1evant to most of the governments in Asia, except
that of Japan, which has been w4e5t11ng with the cHallenge of deve10ping
and utilizing manpower resources for the welfare of the individual and °

the community.

‘The Asian Situation ‘

The unemployment of youth and adults has always' been both a problem

Bnd a challenge to the governments of the Third WOr1d coun?r1es in Asia.

In Malaysia, unemployment has reached such a serwous ma§n1tude that unem-

ployed youth'are considered to be a "social time bomb _ * School .leavers,

as well as those with secondary school certificates and/or co]]ege d1plomas,

find no jobs wa1t1ng for which they can qua71fy In spite of this sad

state of affairs, young people cont1nue W) pursue educational programs that

they assume will 1ead them.to what are extreme]y scarce wh1te collar jobs.

?n the other hand, business and industry continue to experience an acute  ,

ghortage o# skilled and technical manpower. . Although vocational "and techni- '

: ta1 schools. pro]iferate, ano access to free training in'the vocational, and

| ftechnwca] trades offered by government and civic agenc1es is practically
run]1mrhar jouth‘continue to choose profoss1ona1 courses. Employment in

\‘; white collar jobs continues to be perceived as the one Sure way of attaining .
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economic betterment and moving upward soc1a11y

The Philippine government has tried to restrict the entry of students
into professional and degree courses by requiring students to obtain quali)
fying scares in the National CoTlege Entrance Examination (NC[E) This
move, howéVer Ha's only served thre1nforce the bias against the technica]
and vocational courses: and strengthen the desirability of professional
degree programs. Having students take examinations to qualify, for certa1n
professional degree programs is also a policy of, and a practice in, India,
Taiwan, ROC, Singapore, Malaysia, and Thailand.

Status of Vocationa] Guidance

N
ssing need

Vocational gquidance in Asia developed in an '
to help students choose edqcationa{ and training yrograms that would help .
to fulfill the manpower requirEments of business, [industry, and agriculture.
In schools and other formal settings today, vocatfonal guidance consists of
helping students identify éducationdl and traininy programs that are in line
with their measured abilities, aptitudes, ahd inferests. The services
enphasized are counseling, testing, and occupational information. In non-
formal settings,.vocational guidance consis}s of helping youth and adults
who have been trained through skills and trade courses become placed in Jobs.

The services emphasized are testing, referrals, and placement. Some agencies

follow up those whom they have p]aced in jobs; others are only concerned with.

placement.
In Japan, vocational guidance is provided in three stages.. In the first
stage, homeroom teachers or guidance teachers help students decide which

educational and training programs to pursue. In the second sfage, students

receive information on potential employers and guidance in selecting spe-

cific places of employment, as well as assistance in preparing themselves
for job interviews. In the third stage, guidance personne] follow up the
young workers to help them with adjustment problems.

In other countries 1ike Thailand, Malaysia, Taiwan, and the Philippines,
governments have mandated that certain agencies ﬁroviqe vocational guidance
to unemployed youth and adults. Very little has been accomplished by these
agencies, however, primarily because of the lack of qualified and -competent
personnel to provide the vocational guidance. Training of persbnne] for =

.
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vocational guidance continues to be one of the important reasons Why voca-
tlonal duidance has neither had any significant impact nor achieved the
v major strides that might have been expected.

> The ARAVEG )
o The need to train new personnel and to update the skills and competencies
of existing guidance personnel in vocational guidance was the impetus for
the organization of nationa] vocational guidance associations. The o]dest

I of such organizations- is the Japan Vocational Guidance Association (JVGA)
which celebrated 1tg fiftieth year in 1977. The Chinese Guidance Associa-
tion, the Koréan Vocational Guidance ﬁssociatien the Ma]yasian Vocational
Guidance Association (MAVOGA), the a]] India Vocational Guidance Assqciation,
the Philippine Vocational Guidance Association (PVGA), and others, were
established to improve the quality of vocational guidance services in their
respective countries. The training and upgrading of skills of guidance per-
sonnel were seen as an 1mportant step in improving the quality of such
services. .

The need’for closer cooperation among guidance personnel in the As;an \\:
Region led to the establishment of the Asian Regional Associatrion for ¥oca-
tional and Educational Guidance (ARAVEG). In-1967, to celebrate its for-
tieth year, the JVGA'hosted the First Asian Regional Conference on Educa-

" tional and Vocational Guidance, and was instruﬁenta] in forming the ARAVEG. '
Guidance personnel, educators, and manpower specialists from the 13 Asian
countries who participated in the conference pas§ed\h resolution to estab-
lish such an association. ) L A :

In November 1970, Taipei, ROC,. through the thinese Gdidance Association,
sponsored an Asian regional conference with the theme, "Vocatjonal Guidance
Functions in Youth Employment”“ Delegategs from seven Asian countries parti-
cipated. After the conference, on November 12, 1970, the ARAVEG was forma]]y
established. The Repub11c of China was elected to be the first gre51dent1a1 p
country, and Japan and Thailand were elected to be vice-presidential coun- '
tries. The first member countries 1nc1uded the Republic of China, Japan,
Thailand, Hongkong, Ma]ays1a, Singapore, and Vietnam. ‘

The ARAVEG Materials Center was es%ab]1shed in Ta1pe1, ROC, wh11e the ,
ARAVEG Training Center was set 9p~1n Tokyo. The first ARAVEG workshop was

a~
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held ineTokyo in 1971, the theme being, “Effective Use of Psychological
Tests in Educational and Vocational Guidance.' N

In 1974, the ARAVEG and the Japan Vocational Guidaﬁée ﬂsseciation
hosted an Agian Seminar on the theme, "The Roles and Cooperation of the
Employment Security Offices and Secondary Schools in Educational and Voca-
tional Guidance." The Second General Assembly, held immediately after the
seminar, elected Japan as presidential country and the Phi]ippines and -
Thai]aﬁd as vices=presidential coun}ries. Four additional membeé countries
were added: Korea, Afghanistan, Iran, and Sri Lanka. India had been admit-
ted earlier.

~y

The 1977 ARAVEG Conference-Workshop N
The Philippines, through the De La Salle Untversity, the local Asia

Foundation field office, and the'Philippine Vocational Guidance Association,
played host to a epecia1ist group ef 60‘Asians from seven countries on
October 3-7, 1977. The Conference-Workshop provided opportunifies for
quidance and manpower specialigzs from governmental and nongovernmental
agencies and educational institutions to share their expertise on currént
career guidance approaches, methods, and strategies for manpower development
and utilization. & _ .

" Dr. Garry R. Walz, Professor at The Uniyersity of Michigan, USA, and
US program advisor, shared with Asian participants the major and current
philoébphy and practices in career guidance in the United States. He intro-
duced and explained the Life Career Development System (LCDS) and described
myterials, resources, and services of the Educational Resources Informa-
tion Center, CeunSeling and -Personnel Services Clearinghouse (ERIC/CAPS)
at The University of Michigan. S . |

The keynote. address of the Hon. Blas F. Ople, Minister of Labor of the

Republic-of the Philippines, and the address of Dr. Abraham Felipe, Presi-

dent of the leading educational .foundation in the Philippines, provided

partic{pahts with background information which enriched their group discus-
sions during,the workshops.

The participants, through their country reports, shared experiences
and curreht practices ih-the areas of testing, counseling, information
resources and utilization, research, placement, and training, as well as

1)

vi



/

»

materfa] reSOurces Mutua] exchange of knowledge and experiences occurred
between the payticipants and speC1a11sts from the government and nongovern-
ment sectors, and among the different Asian countries, serving to promote
mutual understanding among the resource persons and participants. Through
resolutions~drafted during the workshops, participants proposed ways and
means of 1mprov1ng vocational, educational, and employment gu1dapce in thefr.

hrespective countries ‘and work settings. FEvaluations of the Conference-

Workshop revealed the participants’ positive and favorable reactions to the
major addresses, the country reports, the group discussions, and the work-

shops, and, in general, to the overall management and coordination of ‘the

-Conference-Workshop and the Th1rd General Assembly, which elected the Philip-

pines as president1dﬂ't0untry and Malaysia and Thailand as vice presidentia]
countries.

- . The 1977 ARAVEG Conference-Workshop was truly a significant experience

-for the participants--a gathering of Asians on a theme of major concern,

manpower development and utilization.
i
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THE- ROLE OF PRIVATE EDUCATIONAL INSTITUTIONS

: ' IN MANPOWER DEVELOPMENT
i Abraham I. Felipe, Ph.D. :
President, Fund for Assistance to Private Education .
X }
.Introduction . 3

Edqgation.has long been rggogn1zed as the process for sustaining
civilization through the transmission of informed tradition and:the main-
rtenance‘of a ‘'social and cultural consciousness. Today, however, societal
changes have almest demanded another activity from education--that not only
of, sustaining and conserving cultural-traditions but also criticizing.and
revising their development. It is within this context that the role of
private educational institutions in the Philippines can be meaningfully
discussed. | | |
In t;e process of cultural revisions and development, educational (
institutions, whether public or private, have been looked at -as potent
forces for indu£ing afd impTementing changes. Rightfuf]y 50 or not, educa- uﬁ .
tional institutions are seen as the vehicle by which societal goals are A
attained. ‘The di]emma“that educat;pﬁal institutions face in this parti- -
cular role stems from the fact thé%,these societal goals may often con-
flict with individual, personal yoals; the ways and means by which goals
may be attained are not always clearly def%ned; the bases from which these
goals emanate are obszure or weak and therefore misunderstood or misinter-
.preted. Déépite these problems, educational institutions in our society--
» perhaps in any society for that matter--sti11 constitute the biggest single
force by which culturai revisions and develogment fﬁke place.

In the Philippines, education is regarded as the means Dy which na-
tional development can be accelerated, géﬁera]]y‘through the educational
enrichment of the masses, particularly through red}rectiOn of education to
meet national manpower need%.' The promulgation of'educational'decrées~to
hasten the transformatioh process in the New Society, and the institution
of certain checks on education, such as the National College Entrance

12
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Examination, éttést to the effort to curb excesses and to create a balance-
in manpower stock. . o . e '
How do private educat10na1 inst1tut1ons come into the picture of
Ph111pp1ne national deve]opment7 Stat1st1cs show that approx1ma£e1y 90“
of higher education is in the hands of private edycational 1nst1tut1ons
47% of secondary education and 10% of elementary education rests with’ such .
institutions. Private educationa] 1nst1tut19ns, indeed, educate a 1arge |

portion of the Filipino manpower stock. -1

¢hanges or redirection occur, pr1yate edu at1ona1 institutions can sub-

Mechanisms for Change

Vocational Guidance Programs

L 3

Mhile several strategies may be spec1f1ca11y eveloped by private

educational institutions to meet ‘the Chdl]enge for thange or redirectios,

three specific areas can be_identified- solid vocath nal guidance pro-

T

grams, curricular offerings to meet 1ndustr1a1 needs and reg1ona1 and na-
tional manpower deve]opment priorities, and adequate p]acement procedures
These three groupings overlap in some aspects of the1r'ph1losoph1ca1
bases and implementation mechanisms; however, each may be treated sepa-"*
rately to point out evalving specific processes that more efficiently

attain the objectives of the creative activity of education.

- ¥ A

Vocational guidance programs, as already seen in some of our schools,
have tremendous opportunities for increasing student awareness of their
individual potential and initiating school activities that can enhance
these emergent potentia]st Guidance counselors, through individual and
grdup coun%eling techniques, have been able tq}focu; on students' needs.
So strong has been the recognition of the role of guidance counselors that
within the last five years or So mostz.if not{a]l, schools in the country
have included at least one guidance cbunse]d?.on their staff. Some |
schools carryia ratio of three or'fourjguidance counSeloré, providing at
least one counSe]brofor every 300 to 500’§tudents‘

Vocational guidance programs have been able to reach a sizable num-
ber of students and have helped to increase awaréness, of their individual

~



potgntia]k as well as. their weaknesses o def1c1enE1es. Adninistrators

have 1ikewise benefited from guidance programé that provide them-with a

systematic-base %or instituting borrections of weaknesses or deficiencies.
In addition to the above act1v1ffes, orientatién or- re-orientation

. >——=oF career opportunities may give students the chance to explore the world

e

“of work more objective1y and systematically.- Biases and long-standing
prejudices against certain types of occupational endeavors may be modified
or eradigated 1in the‘face of enlightenment and renewed commitment to- the
emergent needs of a developing Filipino society. . National priorities can

'ﬁﬁﬁ jﬁet%&? understood as a new perspective is presented alongside individ-

ual feeds and concerns. The stigma that has 1n the past been associated
with vocational and technical training pnograms may. diminish at an accel-
erated rate as studéﬁts begin to realize the dignity and worth of all
occupationa1 endeavor. = Ties esattitudinal changes can be attained by‘th; '
eff1c1ent management-of vocatioha]'guidance programs that should start
during the earliest years of formal education and continue into adolescent
and adult training. Vocational guidance programs should be seen as a con-
tinuing, ongoing pr%cess and not as a last minute remedial or crisis-
oriented measure; vocational guidance programs should be as efficiently

-

and deliberately planned as the other training activities in the curricu]um'

normally associated with formal education. Onﬂy through the acceptance of
this philosophy can we guarantee that private educational 1nst1tut1ons will
contribute to the mandate for redirecting, rev1s1ng or credting cultural

T~

traditions.

Curricular Offerings and Yraining Programs
A second area where private educational institutions play an 1mportqﬁt
role in manpower development is in the structuring of their curricular

- offerings or training agenda. Because of their flexibility, private edu-

cational institutions are in a better position to meet chéng1ng needs
arising from new market needs. Théy can provide programs which will
develop needed skills, and adapt these programs to market innovations.

-Many short-term training programs are geared toward meeting immediate mar—

ket needs. On the other hand, long term training programs, or degree

3 1g

o



programs, may be strurtured to. have more 1evahc9 to the worlid ou;sidé |
the school. Because curricu]ar offerings can be rea119ned with industrial

sector needs, schools can become an effective conduit to work satlsfaction,
contrﬁbut1ng to the adjustment and well- being of members of society The
trend toward: ski]]s deve]qpment and cogn1t1ve .development. shou]d be ‘accom-

panied by development of humanized fraining programs; .

Since manpower 1s a basic resource of society, especially in the-;
Philippines with a rapidly expanding population now numbering 48 mi1lion,
it 1s expected that effective training prog}amS (thosé that develop the ‘
total person) can kap the

ST
perhaps where conflicts apd problems arise. Critica] observations point

vast reservoir of manpower. potential. This is

to the fact that aurrjcu]br change is not keeping pace with the complex
needs of the occupationa]iwbr]d. There seems to bg a gap‘between manpower
development and manpower ytilization; there exists a terdency toward heavy
traihing in a few professions whose graduates the market is unable to
absorb \ |

Perhaps bécause of longstanding expectations that educational 1nst1—
tutions exist to conserve tradition and culture, schools are. hesitant to
make abrdpt changes .in their training agenda. Perhaps other economic or
psychological factors prevent schools from undertaking novel approaches
that can hasten change. In the Philippines there are fewer schools that
offer first-rate technical-vocational training programs as compared to
those that offer'prbfessiona1 courses in commerce, education or liberal .
arts. There seems to be a propensity for private educational institutions
to engage 1in a]réady—saturated traditional four-year programs, e.g., com-
merce, law, education, and nursing. There are few excellent 1ow~ and
mwdd1e Tevel sk111s training programs. '

This current situation is not totally una]terab]e Nor does it negate
the fact that pr1vatp educational institutions can do much in providing
different levels of training, adapting training strategies to make them
more relevant, and developing ladder-type training programs to strengthen
fower and middie level mahpoWer skills. The reasons for the curricular
‘lag and the imbalance of various skills should be explored fully if we
are to expect schools to contribute to restructuring. There must be some

L3



. “ ‘ ¢ .;
r measures undertaken to motivaje private. educational 1nst1tuf10ns to unleash
their capacities for ordering change.

-
<

Adequate Platement Programs\ : v A
Concomitant %n the mechan™ms for vocational. guidance programs and \
training aQEnda is the development of adequate placement programs. This

spectalized network system should serve as a two -way conduit for effeqting
an efficient inflow of trdined personnel into the occupations and the dis-
_ semination of information regarding occupational needs for the training
agenda We11 managed placementfbrograms should almost ensure graduates
systematic knowledge of job opportunities, if not actual job placement.
Unemp]oyment and)undéremp]oyment should be reduced as app]icants to train-
ing programs have a better-picture of market needs. Highly saturated ‘
occupations may no longer be as enticing to students when they know that
other fields can give equal if not better chances of employment and better
economic remuneration. Regiona] market demands, job opportunities and
apprenticeship requ1rements may be the types of information needed by
.student} in making dec1510ns‘%h1ch will eventually lead to a balance of
manpower stock. The laws of supply and demand may be used as a gauge of
marketability of skills, and, in turn, may accelerate the development of
better or new training programs. An adequate placement program requires
a closer coordination batween private'pducationa1\institutions as tﬁk means
for-developing skills and business and industry as the end users of skills.

Assists to Private Educational Institutions

Obtaining an education is an expensive process. - Costs vary, depending
much on the quality of education. While tertiary education in the Philip-
pines is largely in the hands 6f the privata educational sector, this
apparently -has not deterred a good number of sttudents from getting an edu-
cation.” It is to the credit of the system of higher education that this
Tevel of education has been accessible to a large proportion of families,
despite the scarc1ty of scho]arshtps and financial assistance. A UNESCO
report on a comparative study of fourteen cduntries showed that, in 1965,
the enroliment of college-bound youth in the Ph1]1pp1nes, in proportion to
its population, was second on1y to the Un1ted States and even higher than
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that of Japah .and Israel. Considering that the Ph111pp1nes belong to the
Third World countries, and considering thé low per capita income in com-
parison to h1gh1y 1ndusfr1a112€ﬁ affluent nat1ons like the United States
and Japan, this phenomenon is rathé spectacutar. This situation-if made
p0551b1¢ in a system-where the annual cost of college is rouéhiy géﬁi!a]ént
to PS5O0 (or $72). ‘ . |

In recognitién of the societal rbie that private educational 1nst1tui
tions play, government has assisted private endeavors by creating the - ~
Fund for Assistance to Private Education (FAPE). FAPE has assistgd many

\

private schools in strengthening tﬁéir faculty and physical facilities
through support of various training programs, staff development projects,
and grants-in-aid progects F
A particu]ar area in which FAPE has recently committed itself is in

_the area of student recruitment, assessment and guidance. In response to
the expressed needs of the private éduéationa] sector, FAPE has launched
“the Centralized Testing Program and 1s commi tting ite research endeavors
to the development of measurement instruments necessary for improving the
quality of education. Thus far, FAPE has developed four tests- to assist
schools in generating differential information about students for admis-.
sions, placement and guiﬂdnce, 1nc1ud1ng diagnosis of weaknesses or defi-
ciencies. All these tests were 1oca]1y developed and normed for the
Filipino student body. '

Another source of assistsnce to private education 1s a FAPE propdsal
for financing private education. The b]an involves creating ; caﬁital
poo], seeded by government but composed largely of funds raised from the
genera] public, including business and 1ndustry, through a variety of

~ voluntary and forced savify schemes. Financing qf educat1on will thus be,
shared by many sectdrs and this capital pool will be used to ensure every
Filipino family, particularly the poor, educational opportunity, induce
self-reliant qualities and increase productivity. Certain mechanisms will
have to be created, among them the establishment of an Education Develop-
. ment Bénk and a BOI mechanism for education. .

The Education Development Bank will serwice the following publics:

1. Students and individuals, through loans under a massive Study Now
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Pay Later Prog?ami to be funded from the capital pob]. The psﬁfntfal size
.bf the capital pool will tnable us, in time;.to support literallly every )
Filipino who seeks some edu&%tiona] opportunity in accordance with our '
aspirat1on to dFmocratize @ducation A - ,
2. §choo]s and other EBucationaT 1nst1tut10ns, through‘]oans or
equity participation for capital 1mprovements or 1nvestments in aux111ary
business enterprises Schools, both public and private, will be assisted
in setting up auxi]iary enterprises to enable them teo rdise revenues for
school operations frOm sources other than tuition fees and to prime them
to participate in productive ventures, e.g., food production.
The BOT type of mechanism will ensure that Toans and grants for insti- “
tutipnal development go to priority areas.: It will have measured capacities
of "priority Qccupations and skills" cavering three- and five-year per%ods
for each sector. o ‘ ’ < o
The”FAPE proposal offers exciting bossibi]jties for rejuvenating and
activating private educationa inétitut{bnaf ‘Hopefully, FAPE will success-~
fully perform its function 1n assisting private educational 1nstitut1ons in

the challenging task of” redir ction and change v
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The Bureau of Emp1oyment Services

The Bureau o Employment Services is one of the bureaus in the Depart-
ment of Labor. It is a Tine bureau whose major objectives are to:

1. Help maximize human resource utilization through effective and
systematic matching of jobs and skills.

2. Help safequard the interest of Filipind workers through close
supervision of the recruitment activities of private agencies and

the entry of aliens into the labor foqfe

3. Provide accurate and timely information on the labor market situa-
tion for use in planning and decision making.

. To meet these objectives, the Bureau has set up a network of 36.public
employment offices in major labor market areas of the country. The employ-
ment offices provide the framework by which workers can find challenging
~and rewarding employment and'employers can obtain qua]ified workers to meet
. their manpower needs. Individual choice is the central theme of the employ-
ment service.

Undér the New Labor Code of the Philippines, the measures to promote
employment are explicit. These measures are needed immediately. An effec- -
“tive employment service will help maximize emp]oyment through vocational
guidance and employment counseling--functions wh1ch are v1ta1 for achieving ~
and maintaining full productivé employment, occupy1ng workers to the fullest
measures of their skills, and groviding industry with qualified workers. jhe
social overtones of the manpodzt problem are obvijous since participation in
national development and the. status that comes with risiog skills and steady
work-contribute significantly to individual dignity and independence.

Vocational Guidance

In preindu&ﬁ%ia]_communities, the number of occupations was relatively

8 N ~l¢?



small and the young person had fairly clear ideas about the s;rt'of work to -
Ca engage in, including pay,. social status, working conditions, and prospects
[t was easy to shift him to other jobs 1if necessary.
N\ _With the growth of Tndustria]ization, ‘the number of occupations multi-
‘plied rapidly. There s now difficulty in classifying or even simply in _
1ist1ng‘them- Specia]izatfgh\has occurred so rapidly that even the educa- .

”tional system cannot keep pace. Moreover,gboc1a1 and geograph1ca] mob111ty

ha§ 1ncreased——hence, the need for more guidance. ~

Vocationa] guidance-is the assistance given to an individyal in solving
%thentfon

given to occupational opportunities. It is based on the free<and voluntary

prob]ems re]ated to occupational choice and progress, with due

\
choice of the individual and is a continuous process throughout an indivi-

dual's lifetjme. _ . _
In 1977, the Bureau of Employment Services and the Division of City
Schools of Manila entered into an agreement covering three areas of coopera-
. tion: wvocational guidancé job placement, and student-trainee training
programs. A pregraduat1on sugvey was Conducted of 17, 000 high schools 1in

. #Few,
Manila. Students who chose to pursue h1gher education were referred for

further counseling interviews with sch@o] guidance counse]orgr Those who
- sought assistance for. job placement and temporary jobs, as well as for on-
the-job training in industries, were handled by the bub]tc employment offices
in Metro-Manila. These aré the Manila, Makati, and Caloocan Employment Offices
which are under the direct supervision and control of the Bureau of Empry—
ment Services.
Vocational guidance services are'cérried out jointly by the Bureau
and cooperating schools. These services involve such activities as the
dissemination of occupational information, testing of interests; evaluation
of abilities, ahd‘organization of visits to places of training or emp]oyment
- A1l these are provided to students to help them make rational career cho1ces
N\ and carry out apprOpr1ate behav1or leading to success in the world of work.
In this process, 1nd1v1dua1s are assisted, through their own efforts, to
discover and deve]op their potential both for personal happiness and social
» usefulness.
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Employment Counseling
This activity involves the development of techniques and the collec-
tion and 0rgapizat1on of a subst§ht1a1 body of vocatfonal information #E*
sources which are designed to assist individuals to arrive at a vocational
choice, or to solve other problétiywhich might affect their ability to =~ °
‘as the presenge—of a phj%ica] handicap) .

undertake or hold employment (su
For its effectiveness, this activity relies heavily upon basic interview-

ing techniques, octupational information and references produced through

Job and worker éna]ysis, and information regarding the 15cat10n and number .
of job opportunities resultihg from an active placement prégram and sound
labor market information. Targets of this activity are long-unemployed
and/or inexperienced job seekers who register with the ﬁab}ic employment

affice. ,

hY t

An innovative approach, devised for workers whp are ready to accept
immediate referral to job opportunities, is called "self- service"‘through
job information. This marketing approach enables employment counselors
to inform potential employers of applicants' skills. Through this method,
applicants, particularly those experiencing difficulties in finding suitable
employment, are assured that their skills, work experiences, and persona]

- traits will be highlighted in a personal interview with the employer.
¢ The counseling services are supportive -in the sense of advice and
information. Employment counselors do not impose their will on the.applia "
cants. There is sharing of information; decisions affecting applicants are

* pade by counselor and client together.

0ccupat1ona1/Emp1oxment Tes%ing,Serv1ces
The underlying purpose of occupational-: test1ng is effect1ve place-
“ment of individuals in jobs where their qualifications (i.e., their skills,

N

knowledge, and abiiities) meet the requirements of the_ job.
The testing services are used primarily in vocational guidance and
,gmg]dyment counseling, in se]égting individuals for admission to vpcationa]
 training courses, and in selecting individuals for employment in specific
jobs. |
Ny, Some of the tests administered by the public employment offices are:
| THe General Aptitude Test Battery, Purdue Non-lLanguage Test, SRA Verbal Form,

A ~

o o : 10

|




‘C“

z

< 4 > .

Culture Fair Intelligence Test, Supervisory Index, Survey of Inter~Personal
Values, Guilford-Zimmerman Temperament Survey, Minnesota Multiphasic Peérson-
ality Inventory, Sixteen Personality Factor Quest1onna1re, F]annagan Indus—

trial Tests, Oral Trade Questions, Sho?t‘Test in Clerical Abi1ity;‘?nd "

. Shorthand and Typing Tests. \

Tests -are used where appropriate to obtain a better assessment of the

applicant's interests, potentials, aptitudes, and skills.” An applicant does

not pass orsfail tests. The purpose of a test is to show the applican
"where he is" so that the counselor can he1p him make the best possiﬁf”{
occupational or career decision. A variety of skills tests such as typing
and stenography are used to assess an applicant's current level of perform-
ance in a given skill in relation to existing and po%gntjal employment oppor-
tunities. _ '

To provide the highest &ua]ity testing and counseling services the

~Bureau of Employment Services continues to train-and develop counselors

~1In the administration and interpretation of the tests listed above.

Vocational Guidance Libraries
Participating.schools angd public employment offices are buiM™ing

their own vocational guidance libraries for use by young people and others
seeking information about jobs. Materials for the library include occupa-
tional guides, career monographs, brochures provided by 1nd1v1dua1 firms,
charts, occupational out]ook pamph]ets, 0ccupat10na1 handbooks, employment
s1tuat10n reports, labor market indicators, and other career references.
This year the Bureau of Employment Services set ﬂp labor market informa-
tion units in eight major labor market areas of the country. These units

. have developed information on employment trends and the occupational out-

Took in specific labor market areas. Establishing and making labor market
units OperationaI in all public informatton employment offices is expected
to equ1p vocat1ona1 gu1dance libraries with adequate and up-to-date occupa-

tional referenceés on both local and natidnal levels.

. Problems and Needs ' _ ‘ o

Some factors are contributing to an implementation fag in the _voca-

tional gu1dance program. The lack of trained guidance counselors is:a
major problem, especially in the public employment. office network. The
[} '}‘T’ \ . N
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selection and tra1n1ng‘of vocktional guidance counseloMs should Be encouraged

. and regulated by certain general directives. \

Apathy still-exists among school administratdLs and offigials t0wgrd
the vocational guidance program. Greater emphasis an vocational guidance
1s urgently needed from. the e1emeﬁtary grades through higher education.
Careers teaching should be part of the hkgh séﬁoo] curriculum.

Professional vocational guidance organizations can ™o much to help
plan and implement meaningful vocational guidance programs. But such
organizations are fairly hew and have not had a chance to deve]op solid,
1ohg—term programs. It islhoped that these organizations will work with
the Bureau of Employment Services. . ' .

_ Lack ofadequate,up—fo—date,‘and reliable occupational and employment

information has gregily handicg ped the program. JEfforts of the Bureau
in operationalizing labor market information units all over the country .‘E'-
Should answer this need in part. Establishing career Jinformation centers B
1nitia11y/?n the major labor market areas of the cou try has been considered.
We hope to do this in cooperatﬁon and coordination #ith business and civic
organizations under the management bf the public employment offices. These

centers will then serve as the major outlets for all occupational and

employment information.

Conclusion .

The fact that there are serious deficiencies 1in fhe.existing labor
force (as evidenced by the numerous want ads in the daily newspapers for
skilled labor) makes vocational guidance and the aQCETE?qtion of formal
and informal training programs all thé more neceséary. This is particularly
true in a rapidly changing environment. This -task has been greatly magnir
fied by the fact that many young people entéring the labor force have
neither the appréprjate vocational guidance nor the technical ttaining
necessary to meet4aavancing industrial requirenients.

‘Awareness 1is growing of the need for strengthened employment servicé; é& ~
capab]é of functioning effectively in a broad range of career areas, to . 7
SUSFain economic well-being and promote employment growth and stability. . ~°
Intensive emphasié should be given to how government emp]oypent services, '
including vocational guidance, can contribute best to the g6al of optimumJ

12

0D



-
~
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MANPOWER DECVELOPMENT PLANNING IN THE .
e - REPUBLIC OF CHINA h
by . _ -

. Tien-chih Yen
- Manpower Specialist, Economic Planning Council .
Associate Professor, Nationa]‘greng—chi University
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Foreword \ 7 \
Manpowérfdeveloﬁhent 1s a newly emerging part of pub]ié admipistration

encompassing the cultivation and training of the young and the e?*egtibe

utilization of manpower. Manpower is the main resource in economic develop-

ment; -it 1s the primary force in the exploitation of natural resources. The

- proper matching,of manpower quality to quahtity is the key to speeding up

economic development. The purpose of social development is to seek an envir-
onment conducive to work and 1iving. Therefore, modern nations put great
emphasis on education forcultivating the various kinds of manpower to develop
the economy and to promote social prosperity. The cultivation of manpower,
however, is a lengthy process which cannot a]ways meet practical needs, hence
there is én imbalance between manpower supply and demand. The various kinds
of manpower needed in coming years should be carefully projected and manpower
planning should be based on those projections in order té\balance supply and
demand and to avoid the waste of manpower. Therefore, the formulation of
manpower development p]anslhas become an important part of public administra-

‘tion. Another important purpose of manpower development planning™is to enable

individuals to select the proper path of development dependihg on their intel-
ligence, aptitude and interest so that their potentials can be fully realized
while they make the greatest contributions to the sociefy. Manpower planning
has great impact on economic development, social progress, and individual
development, and it 1is prerequisite to the effective development of human
resources and full manpower utilization.

Taiwanris an island with Timited natural resources, but with bountiful
human resources. In order to effectively develop and fully utilize human
resources the government has emphasized manpower development in recent years.

A manpower development unit was set up as part of the central economic planning
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agency as early as 1964. I would 1ike to report briefly on the practices
of manpower planning, the policies and measuras taken, and the important
achievements concerning manpower development in this country in the past

~

years.

The Beginning andﬁthe Evolution of Manpower Development Planning in the
Republic of China ”

-~

In 1953, Taiwan béga to implement the Four-Year Economic Debelopment
Plan. By the early 1960's\, the Third Four-Year Economic Development Plan
was nearly completed. Duripg that time the policies of economic construction
inclyded developing labor-intensive industries, expanding foreign trade, and
cont1nuipg-deve1opmenf‘of agriculture. The ¢onditions noted in the manpower
development sjtuation were: the surplus qf’inskil]ed workers, the great
shortage of ski%1ed manpower, the. high unemployment rate, and the increase
in the dependent population caused by a high birth rate. The feeding of so
large a dependent pobu]ation offset.much of the gain from economic deveTopment.
Although the R.0.C. had sik—y%ar compulsory edyéat on, and the efirollment rate
of children aged six to eleven had reached 96%8% in 1964, the percentage of
primary school graduates was 55%. Since required education was only for six
years, the quality of manpower in general was rather low, yet begkﬁﬂe of
Timited capacity of Tower secondary education, bitter competition existed
in the entrance examination for junior high schools. At the upper secondary
Tevel, most youngsters preferred entrance into senior high school, leaving
the number of students in vocational schools low. During that time the ratio
of students enrolled in these two kinds of education was six to four. Addi-
tionally, senior high graduates planned to enter colleges and universities,
again cauwsing bitter competition in the collegiate entrance examinations.
In order to solve problems in manpower development, a unit for planning man-
power development was needed. The.govern%ent accepted suggestions from the
experts as well as interested publics, and set up, in 1964, a manpower unit
at the Council for Internatioéa] Economic Cooperation and Development. A
manpower Development Committee was established a short time later. _The former
was responsible for clerical work for manpower planning, the 1att® for the
approval of manpower policies and measures. Since its establishment, the
manpawer unit has reviewed and analyzed tanpower s‘ituat’ions,‘nd has begun to



Study serlous problems concerning manpower devedopment.

' The evolution of manpower planning may be divided into three phases:

-  1964-1966 - The mafn work dn this phase was to introduce manpower
development ideas, to shape manpower policies, to lat the public -
know the 1mportance of manpower planning and the various manpower
deve]Opment conceptiohs, and to- perﬁuade peopbe to accept and sup-
port the policies and measures which: were to be implemented. Since
manpower developmenit requires complicated and diverse public rela-
tions administration, the cooperation of other agencies was vital,
Therefore, coord1nat1oh was an important aspect in’ manpowér p]anning

v | In addition to collecting and analyzing material concerning manpower
deve]opment from other countries §hd 1ssu1ng manpower pub11cations,
the unit stud1ed various ‘problems of manpower deve]opment in<this
country and established basic data which were ‘used in formu1at1ng
manpower -development plans. - The First Manpower Deve]oﬁment Plan

& v owas promu]gated in 1966. ‘ L o ‘\_~

] . -

1967- 1973 -~ The main work .in this phase was Coorghnat1ng the,
agenC1es to implement - tﬁg policies and measures prescribed in the
. manpower plan, collecting and anaJy21ng mater1a1 concerning man-
S power plans accoré?ng to the present condit1ons, and projecting
future developmengs During th1s per1od the manpower plan was re-
viewed thrde times The first rev1s10n, enfft1ed the Second Man-
power Deve]opment Plan, was completed in 1968. This plan was in-
cluded as a chapter;jn the Fifth Four- Year Economic Development Planﬂ
Henceforth,'manpowerp1anning was formally jncludeq/inﬁthe system of

economic planning. The second revision was completed in 1970 and

?% was known as the Thirt Manpower Development Plan. The Fourth Man-
' power Deve]opment Plan was formulated in 1972. Because of .the
| reorganizat1on of CTECD into the Economic Planning Council in 1973,
& the Mappower Deve]opment Unit was dismantled and some manpower '
;’ \ specialists assigned to the Overall Planning Department of the EPC.
The fourth manpower plan was not promulgated. & | |
P 1973~ 1977 - This ‘phase may be divided into two §tages Before 1975
- e manpower planning was 11m1ted to the stuﬂy of special prob1ems, tﬁe }
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. e important manpower aspects concerning education; training and man-

'xmk agencies concerned.
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establishment of basic data, and the planning and coordtnating of
power utilization. During this periad, in order to deal with the

‘ shortage of skilled workers‘tn big canstruction projects, a coordin-
ating comnittee for ski1led manpower was set up at the Ministry of
Interior, which was responsible for planning the training and utili- .
zation of skilled manpower. In 1976, the Executive Yuan accepted the
suggestion of the National Education Conference to strengthen the
esponsibi]ity of the EPC for manpower planning .In addition to the
formulation of the manpower development plan of the Six-Year Economic
Plan, a Special Manpower Deve1opment P]an covering siy years from
1976 to 1981 has been formulated and ts. being 1mp1emehted by the

4 -

—

. The Procedures of- Formu]atimg Manpower Development Plans

As the administratign of manpower development 1is wide]y 1nc1us1ve, the
deputy ministers of the related ministr1e3 the commissioners of the provin-.-
cial government and munictpa] government and scholars and experts were
invited to the Manpower ‘Development Committee to formulate the First Man-
power Development Plan. - According to the,ov/ralt'COnoept of manpower plan- -
ning, the Manpower Unit was divided into eight workinéigrOupS" manpower
statistics, manpower recruiting, training, manpower secupﬁty and stability, ‘

manpower allocation, ut111zat1on, guidance and educat1on; Scho]ars and
experts were~1n;ited to the eight groups to.study problems concerning man—
power deveTopment Several conferences were held to discuss the results of

these studies and‘?1na1 reports were worked out. 'A general report was -

. written by the manpower unit on the. basis of the reports presented by the -

groups. Finally, a draft of the manpower development plan was formulated
by the- manpower unit‘éccording to the general report and forecasted needs.
The draft was presented to the Manpower Commjttee for discussion, and it was
decided that a'seminar for discussing the draft should be held in hopes that

" the public wou]d understand and support the plan. A five-day Mgnpower Devels

opment Seminar was held.in August, 1965. Representatjves invited to the
“seminar included the section chiefs of the related agencies of both central

and local governments, represéntatives from public and private enterprise,
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Taboruprganizations, trade unlons; training Institutions, and schools of
. secondary and higher education. . The draft of the manpower plan was revised .
according to the opinions and suggestions: which resulted from the semipar.
The revised draft was submitted to the Executive Yuan for approval. The
Execut1ve Yuan promulgated the draft as a formal plan and directed the agen-
. Cles related to imflement it. The CIECD was authorized to review the plan
once a year. ' .
, At the promu]gation of the first plan, biignnua] revision was antic1~
pated. The revision of each plan was based on the results of annual review
by the related agencies, the conclusions from the studies on 1mportant prob-
Tems by the manpower unit, the objectives set forth in the previous plan¥
and future needs. A new plan was drafted by the manpower unit, and presented
to the National Manpower Development Seminar for discussion (The ensuing
procedures were mentioned above. )

The Special Manpower Deve]opment Plan was formulated to meet the man-
power needs of the Six-Year Economic Dewelopment Plen. The formulation of
this plan was different from those mentioned above. Except for projection
of popu]aiion‘and labor force and the in-put-and out-put of education made
by the EPC professiona1§, all the sectional p]ans-were formu[ated.to flow

. from the Jocal to the central agency level. After the plans made by the

related agencies were sent to the EPC, they were reviewed by manpower experts
according to overall needs and the(ménpower-policies and measures set forth
in the Six-Year Ecenomic Development Plan. Priorig\es were established and
decisions made regarding the feasibllity of various plans, and how to finan-
cially 1mp1ement them. Finally, advocates of these plans were invited to
discuss the policie®™\and measures related to their agencies. For example,
the deputy m1n1sze;/9nd the directors of the departments of the Ministry

of Education were™tnvited to discuss matters concern1ng educational -develop-
”ment ‘The discussions resulted in the revision of the general plan. The
final plan was presented to the EPC Commission for approval and then sub-
mitted to the Execut1ve Yuan for promulgation

-

The. Long Term Objéctives Set Forth in the Manpower Plans
AIthough the contents of the four manpower plans were different, the

formats were similar. Each was divided into three parts: 1ong~term objectives,

e
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mid-term plan--the manpower policies . and the short-term plan--the manpower
development programs. The long-term objectives set forth in the First Man*
power Deveﬁopment Plan are as follows:

1. to relieve population pressure and improve age structure,

2. to 1mprové manpower quality and exploit manpower potential,

3. to increase rate of employment and accelerate economic development,

4. to introduce an employment security system and achieve full employ-

ment,
5. .to introduce the concept of occupational balance in order to improve
% - the manpower structure, :
6. to encourage technical innovation and productivity,
7. to establish labor standards and provide an incentive to warkers. BN
The ‘mid-term manpower policies and the short-term manpower deve]opmept pro- ‘b

Qr&ms were derived from these objectives. The first Manpower Development
Plan as well as the rematning plans were formulated in this manner. v

The Coordination and Implementation of the Manpower Plans

The effective implementation o )manpower'p1ans relied greatly on
the coordination and cooperation among the related agencies. The Manpower  °
Deve]opment Unit shouldered the respons1b111ty for coordinating the imple-
menting of manpower plans in the following manner:

1. Routine coordination. The manpower unit keeps close contact with

agencies such as the Ministry of Education, the Ministry of Interior, the
related departments of the provincial and municipdl governments, the'tégin-
ing institutions, etc. Unit experts often consult with the related agencies
concerning manpower problems and visit these agencies to help them solve
any d1ff1cu1t1es they may have in implementing the manpower plan.

. 2. Coordination by meetings. The manpower unit ;?ten invites repre-

sentatives from various agencies to discuss manpower policies and measures
whiéh require the coordination and cooperation of several agencies, a%d fo
decide joint]y the means of 1mp1ement1hg the plan. - The related agencies
<. also often invite manpower experts to meetings concerning plan implementa-
. tion. THi%ygh such participation mutua] understanding among the agencies
- can be enhanced, and approaches toward work unified.
3. Coordinatiaon by seminars. National or regional manpower seminars
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were held before the estab]fshment'of new po]1é1es and measures. Represen-"
tatives from government agenciles, schools, and private organizations related
to manpower development attended the seminar._ By means of the seminar, not
only are various ideas and opinions 1nterchangeqs but unified approaches and
conclusions to important problems obtained. Some of the seminars.held are:
The "National Manpower Development Seminars," "Seminar on Vocational Educ§~
tion and the Cooperat1on Between Education and Induystry," “Seminar on the
Entrepreneur1a1 Management and Labor Relations,” and the Regional Seminar

©on Emp]oyment Vocational Training and the Cooperation Between Education

and Industry."

To 1mp]§meht the manpower plan, the related agencies must work out de-
tailed means according to the policies set forth 1n the plan. Beécause the
manpower plan ds based on overall points of view, somg¢ of the policies and
measures may be impractical, a]though the related agencies part1c1pated in
‘the formu1ation of the plan. Therefore, the agencies cannot always implement
the plan in 1its entxrety because of different cond1t1ons or lack of money.
Nevertheless, since: the tmplementation of manpower use plans, a number of
social” programs, including population and family planning, educational devel-
opment, training, and emp]oymbnt sérvice, etc., are based on thé policies of
the manpower plans. In order to attain full impTementation of the manpower
plans, the Manpower Unit has to review them each year to ascertain their
merits and weaknesses.

Important Measures Taken and Major Achievements Obtained in the Implementation

of Manpower Plans

Twelve years have passed since the implementation of the first manpower
plan in 1964. The first pl?n aimed at the establishment of foundations for
manpower development, changing public attitudes tofvard population, education,
and selection of employment, and the formation of manpower policies. In the
period of the.second manpower plan, employment service systems had been set
up, the techniques and tools of vocational guidance had been developed, and

‘the in-plant manpower plan had been initiated in the public enterprise. The

poTicies for changing the educational structure had been undertaken, thus
the marpower requirements of economic and sbcial developments could gradually
be met by the educational output. During the time of the third manpower plan,
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emphasis was an the cultivation of Lechnical manpoyer, 1mprovement of voca-
tional education, strengthening of vocational tra1n1ng, and improvement of
labdr statistics to‘make the data used_1n plannjng more complete and precisa.
Since 1973, one additional work was conducted on the expansion of vocational
training, the improvement of education, the study ef specifit probiems con-
cerning manpower development, and the formulation of a speciai manpowey plan'
to meet the new needs in implementing the Six~Year Econsmic peve]opment Plan.
The important measures taken and major achievements obtained in the~o35t
twelve years are, brwef1y _
- 1. Promotion of family planning to Tower the natural birth rate.

To reduce the growth of the popu1at10n, the government has promu]gated
"Population Policies of the Republic of China," "Readjusting Programs ¢f Pop-

ulation. in Taiwan,
Planning in Tafwan" (RGIFPT). Family planning has been taking place since
1949, but the naf}ona1 emphasis wés begun in.1968 when the government pro-
mulgated the RGIFPT. 1In 1972, the "Five-Year Plan for Strengthening Family
Planning" was enforced. AS family planning has been carried out successfully,
the birth rate in Taiwan decreased from 2.88% in 1964 to 1.83% in 1975.
Because of the superstition of the people "to have dragon-sons 1in the Dragon-
year" (1976), the natural birth rate increased to 2.12% in that year. This
is a special'phenomenon, and in one or two years the birth rate should return

and "Regulation Governing the Implementation of Family

to normal. The age structure of the popu]ation has undergone great change
in recént years. The percentage of the dependent populat under fifteen
decreased from 45.5% .in 1964 to 34.7% in 1976, and the percentage of the
population fifteen to sixty-four 1néregii: from 51.9% to 61.7% in the same
period. The reduction of dependent pobu tHOn and the increase of potential
workers are favorable to economic development. *

2. Readjustment of manpower utilization to'improve the structure of the

| employed population.

To promote the modernization of the economy, specialization of employment

should beencouragedin order to 1mprove manpower structure. The structure of

.civilian employment by 1ndustry in 1964 was 49% for primary industry, 21.8%

for secondary industry, and 29.1% for tertiary industry. Because of the, fast
development in industrial and business sectors, employment opportunities

.greatly increased. The mechanization .of agriculture and the measures taken
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to encourage the surpilus workers in agriculture to seek employmené in other
Industries, has.significantly altered the structure of the employed population.
In 1976, primary industr) dropped to 29.1%, while secondary &nd tertiary indus-
try increased respectivel to 36.4% and 34.5%. The structure of the employed
population is gradually approaching that of the industrial nations,

‘ : 3. Implementation df nine-year free education to raise the quality of
manpower, " |

In ogder to raise the quality of manpowér, speed economic deve]opment

eliminate the crowding of primary schools yet secure the health of the chil-

dren, and extend compulsgry education as in other nations, the government
extended the six-year compulsory education to nine-year free education in 1968.
A1l primary graduates who are willing to study in junior high schools are {
given the opportunity to do so without entrance examinations or tuition. Since
the 1mp1ement&t10n of nine-year free education, not only has crowgding been
eliminated in primary schools and the health of the children significantly
improved, but the quality of mardpower has been extensively raised. In 1976,
the enrollment rate of primary school graduates increased to 91%. The imple-
mentation of the program of nine-year free education caused expansion at other
levels of education: higher education 1ncreased‘t0 6%, secondary education
to 31.7%, primary education to 47 6%; the percentage of 1111terates decreased
- to 12.1%.

4. Limitation of quantitative expansion of general education and expan-

'sion of vocational education at the secondary educat1on level to increase the~

supp]y\of skilled manpower e n

At the beginn1ng of manpow?r development planning, the ratio of students
in senior high schools and vocational schoo]s was six to four. The number of
students in senfor high increased the pressure on higher education, while the
quality of general educatfon remained static. The structure of vocational
education was not approprigte to meet the manpower demand. In 1964, student
compositionﬁ1n the six types of vocat1ona1 schools consisted of 19.2% in agri-
culture, 19‘5% in industry, 47.0%-in commerce, 4.3% in marine products, 2.5%
in nursing and midwifery, and 7.2% in home economics. The percentages.1n

A agriculture and commerce were high while the percentage in industry was rela-

*

tively low, thus resulting in a shortage of skilled workers. -To change this
and to Timit thé quantitative expansion’of general education while expanding

.
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vocational education, programs of transforming agricultural schools into indus-°
trial schools, setting up industrial classes 1n'agk1cuTturaj ahd commercial
schools, and slowing the quantitative expansion of commercial education were -

P undertaken. The ratio of students in sentor high and vocational schools .is

now 3.5 to 6.5, and the composition of vocational educatjon'1s.4.7% for ag;§~

" culture, 45.2% for 1ndustry, 42.7% for Commé}ce, 2.3% for marine products,

3.3% for nurs1ng and midwifery and .1.8% for home economics. The increase of

students in 1ndustr1a1 schools has improved the supply of skilled manpower

I
1

5. Readjustment of departments in universities and colleges to speed

|

up the cultivation of high level professional and technical manpower.

The development of higher education in earlier years was geared toward
the expansion of ‘humanities and social departments, as in many. other.countries.
In 1964, the ratio of students in the humanitiegf
6@ ) to 39.6. Finding employment for graduates of the former was getting ‘more
d1f¥1cu1t, and output from the Tatter ¢ould not meet the manpower demand. In

and socfal departments was

order to solve the imbalance of high level nmnpower, the departments and their .., -
enrollments were readjusted each year according to practical need%. The in-
crease of new entrants into higher education has been limited to within 5%
since 1973, with priority given to engineering, agr1cu1ture,_scientifié and -
medical students. In.1976, the ratio of students in these two arqas'of educa- IJJ“
tion was 53.9 to'46.1. The supply of high Tevel technical manpower has been.
greatly increased. |

6. _Establishment of a technical education system to develop technical

and vocationa] education.

- Vocational and technical education was, for the most ' part, considered as

t tenn{nal education, with most of the graduates seeiing employment. Because
most students sought a géneral education in preference to a vocational educa-
=t1on, enrollment in vocational schools was low. To encourage students to pur-
sue vocational education and so Tncrease the supply of skilled manpower, it
became important to create a sound system of technical and vocational education
énd’to enable students to have opportunities‘to pursue such advanced education.
' Therefore, a technical college named National Taiwan Institute of Techno?qu .

was established 1n 1973 so that graduates of related vocational schools and I/j>//—\

technical junior colleges could pursue additional education. Since then, a
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system of technical andﬁbocationé] education has been established. The gra- '
duates of vocational schools may go to technicay Junior colleges and the ‘Insti-
tute of Technology for Advanced Study, and the gpaduates of the technical junior

~co]]eges may study for degrees in the two-year programs at the Institute of '

Techno]ogy Many students now apply to the Taiwanm{nst1tute of Technology or '
to other vocational schools and technical junior co]]eges L
7. Strengthen1ng of student guidance to help students select an appro-
priate future direction. , ’
Guidance of students s of primary 1mport9nce in manpower deve]opment ‘
In grder to effectively help them select an individyalized direction for

edlucation and employment, special emphasis has been placed on the guidance

of junior high school students sinc¢e the implementaRion of nine-year free
education. In the Junior h1gh besides the guidange activity included in the
curriculum and the regular guidance on Ttving,. Tearning and vocation se?ection,
a‘committee for guidance‘actjvitigs and a studerit guidance office for plan-
ning, coordinating and pursuing guidance work were established. In the senior .
high, student evaluation and guidance have been established in 50 schools since
1974.  Various mental and achievement teg;s are used to evalyate the students.

If they are found unable to continue successful]y in an academic learning

track, the school will help them enter vocational schools or five-year junior
colleges; or receive vocétional training. If this experiment is successful,
student evaluation and guidance will be exfénded to all senior high schools.
In most vocational schools, junior colleges and universities, the employment
service for graduates and the vocdtional guidance for students are undertaken
by the employment‘offﬁce in each school. .The strengthening of student guid-
ance has gradually encouragéd students to select an individualized program

of development. Competition is thus reduced whiFe individual potential can

be more fully developed.
‘8. Expansion of vocational training to increase the supply of skilled

orkers |
Although vocational industrial education has undergone rapid expénsion
in recent years, because of the heavy demand for skilled worﬁ“s, graduates
of industrial schools still were unable to meet the demands of the employ-
ment market. To expand vocational training, the government, in éddition to
the establishment of public vocational training centers, promulgated the

4
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"Vocational Train}ng Fand Act® to collect funds for vocational traiing from
business entérprfseso and set up the National Vocational Traiping Fund Govern-
ing Board to iake‘responsib111ty for vocational funds and for cbnducting voca-

“tional training. If a business enterprise could conduct its own training, its
share of the vocational fund could be offset by those training expenses. In
order to accentuate vocational training, the government has budgeted ekpendi-
tures to conduct vocational training of crucially needed skilled workers .
Furthermore, the government 1is fbrmu]ating the Vocational Training Act, estab-
lishing the system of vocational training, and setting up a unified vocational
training agency in order to effectively conduct vocational training.

9. Establishment of an employment service network to strengthen the

employment service to the people.
To realize full employment and reduce the unemployed population, the

government §stab1ished s1x regional employment service centers in Taiwan and
12 employment service stations in the industrial areas. These centers and

* stations are responsible for registration of\job app]iéants and job orders,
and placenient of both adults and junigr high graduates seéking emp]o}ment.
Moreover, to match job appticants with job orders, to promote the éxchange
of job opportunities, and to enhance the quick dissemination of employment

. - information, the government selected one of the employment service centers
for an experimental local employment market information disseminating program
in 1970. Since the efperiment proved successful; the program has been extended
to all other areas of employment service. This system of information dissemin-
ation is he]pfﬂ] to both job seekers and employers. In ]964, the number of job -
. applicants was 53,845, that of job orders 34,560, and the number of persons

employed through the employment service was 11,552. The percentage of ‘the
employed to job appl?cants was 21.5% and employed to job orders 33.4%. In
1976, there was an increase of 211,105 in job applicants, 498,470 in job
orders and 134,171 in persons emp]oyed- The percentage of the employed to
job applicants increased tq 63.6%, and employed to job orders decreased to
26.9%. The work of the employment service centers is directed mainly to
the. employment of persons whose educational attainment is under the secon-
dary level. Employment serviﬁes for those who pursue higher education is
undertaken by the National Youth Commission. In addition to offering employ-
ment help to graduates of universities and colleges, the Commission is also
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responsible For vaeational training of senor high school graduates who
have comp]eted m111tary service, and for making loans to youth who plan to
start their own businesses.

‘Conclusion

Although manpower deve]opment in fhe Republic of China has been very
successful,, there are several serious problems which must be solved and
seme weak areas which must be strengthened. Vocational ‘guidance requires
the utmost priority from the manpower development agency. That the Confer-
ence workshop selected "Vocational Guidance in Manpower Development" as the
topic for discussion is not only meaningful in 1tself. but also a timely
appea] to member nations to further strength\n their own vocational guidance
‘in manpower deve]opment, a focus long neglected in many countries in this
region. This workshop will no doubt provide much new knowledge in the field
" of ybcational guidance which I, for one, will use to strengthen vocational
guidance in the nmnpower development of my country. N

&
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CONTEMPORARY CAREER GUIDANCE IN JAPANESE
SENIOR HIGH SCHOOL

.by

T. Séenzaki : s,
Bunkyo University, Japan S

Preface

Due to the popularization of democratic education and the improvement
of income Tevel after World War IT, our educational needs are rapidly increas-
ing. The percentage' of students who receive secondary schoo] education 1%'
a]so increasing. . |

~ The data since 1950 show that about half of the junior high graduates
entered senior high in 1955, a percentage that has ‘increased every year
until in 1975 it reached 90%. The national average was 92.6% in 1976 (the
highest prefecture 97.5%, the lowest 81.1%). Senior high school education
has almost become compulsory. In 1956; 16% of the students entered colleges
or universities, in 1963, 20%; in 1965, 25%; ‘and+in 1976, 33.9%.

This rapid increase in the educational popu1a£1on~might be termed an
"equcational explosion." Owing to the increase, and inevitably, educational
quality has become diversified, which makes an impact upon the entire educa-
tional §ystem ~ Career guidance ought to stimulate students to enhance their
career development and career maturity. I -am therefore going to analyze
contemporary trends, various problems, and future goals of career guidance

in secondary schools. \
- L )

Current Practices o _

The definition of career quidance im Japan. The main aims o% secondary
education as evidenced in the school education laws of 1947 are appropriate’
" career choice g%d increased student ability. The Ministry of Education
defines career gu1dance practice in the Teachers Manual of Career Gu1dance
(formulated in 1955, revised in 1961) as follows:

Career Guidance means a process whereby the student designs
and chooses his' future career through personal material, career
information, and experience. On the other hand, the teacher
should continue to guide the student because of the development




of his api]ity to adjust and improve his way of 1ife. The teacher
should continue follow-up after the student has completed school.

The position of, career guidance in_the COUrse of study. A "Curriculum

Council” composed bf scholars, teachers, and businessmen, was formed to
1mprove the curriculum to comp]y with societal values. It {is an advisory
body to the Ministry of Education. Since 1974, the Ministry of Education
has gi?en the New Course of Study in secondary schools. One of the aims is
the cultivation not only of the student's mind but also of the student's
personal qua])ties and abilities. The Ministry of Education proposed that
each subject be redesigned so as to shorten school hours

Position and activity of the career guidance teacher.: The career guid- _

ance teacher is a rteacher-counselor who should be responsible for the career ol

guidance of each student. There are approximate]y 4‘800 senior high schoo1s
both public and private. Each school has one career guidance teacher who
has the responsibility for providing career guidance as well as for serving

LI

as advisor to homeroom -teachers.

Career_ggtdaoce in long-time-homeroom activity. Toere is aglong-time-
- homeroom hour 50 ﬁinutes a week (35 hours per year) for grades 7 through -
12. The 1ong—tfme—homeroom is the nucleus of career guidance in the senior
high. In general, the homeroom teacher takes charge of homercom activities.
But in conformity with the subjects taught, the homeroom teacher may take .
the advice of a gareer guidance teacher or another subject teacher.

10th grade:

Purposé: Student develops an understand1ng of his apt}tuge and ability,
and bgsic thinking about his future career.

Content: Mental aptitude of student; future p]anning, making a 1earning
plan; -developing self-awareness; need for counseling; career
choice and career p]ann1ng, know]edge of careers; making a
career plan.

Psycho]og1ca1 tests: Intelligence Test, KraépTin Test, Y-G Test, Survey.
11th grade: ‘ '

Purpose: Student develops se]f -awareness; engages in reality- testing.
of career planning and attitude toward career choice.

~

Content: Job or college; developing self-awareness; solving problems;
learning about world of work; world of education; training
opportunities after graduat1on, reading letters from.graduates;
learning about careers and aptitudes.
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Psychological Tests: Work Value Test, Vocational Readiness Test, Self-
Analysis, Vocational Interest Test, Career Survey.

12th grade: ‘

~ Purpose: Student takes intensive preparation and develops ability for
self-actualization in future 11ife.

Content: Making decisions; intensive preparation; deciding on school
11fe after career; thinking-about life style; self-actualiza-
tion in future life. !

Psychological Tests: GATB, Personality Test, Career Survey.

The homeroom teacher should prepare information in advance of long-time- .
homeroom hour so that the student may receifve full attention in the homeroom
activity. The teacher should complete one theme each hour. The teacher
bhen makes an evaluation for each hour and at the end of each term puts togeth-
er the results of evaluation, utilizing them to improve career guidance.

Inservice Training. It is.generglly said that educational public ser-

vants must engage in lifelong training in order to perform their duties
~effectively (Educational Public Servant's Law, Article 19). As the impor-
tance of career guidance in senior high increases, the training of senior
high teachers for career guidance becomes 4fore necessary. There are five
kinds of training: n&tion-wide training .under the auspicg§ of the Ministry ,
of Education; local training under the Local Board of Education and Educa-
tional Institute; private tréining by teachers' groups; training by teachers
within a’single sdhool; and lastly, training by an 1nd1§1dua1 teacher.

1. The national seminar of career guidance is held at two locations
Tn East and West Japan. Participants (two teachers, each prefec- -
ture) recommended by the Board of Education attend a week-long
seminar held by university professors and directors of Boards of
Education. Participants later become leaders in each prefecture.

2. The local seminar of career guidance involves training of the
participants, under the auspices of each prefectural Board of
Education, for 3 to 6 days. Since 1975, subsidies have been pro-

. vided by the Ministry of Education. There is also training by
the teachers' group in each prefecture.

3. The training within a single school includes guest lecturers,
" readings, and inspection of other schools, with the aid of career
guidance teachers.,

4. There are also conferences by teacher groups of each ﬁrefecture,
and sumier workshops by the Japan Vocatiohal Guidance Assocfation
and various publishing comgiziii; For example, during the summer

\ -,
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of 1977, J.V.G.A. held seminars dealing with career development
and pupil understanding ang more senior high teachers participated
than were expected ;

Various Problems !P" c
There are three specific problems. First, theke is the problem of

careerlgﬁidance and structure witptq sefiior high. Career guidance requires
the cooperation of each teacher, but in reality some’ teachers think that
career guidﬁhce is unnecessary, fhat subject-Tearning is more important

than career guidance. Usua11y, each schoo] has one guidance teacher appointed
by the principal. That teacher carries 4 to 6 hours 1ess than other teachers
(high school teachers have an average of 18 hours). Although the guidance
teacher has fewer hours, he is npre'burdeﬁed, for he teaches stibjects in
addition to guidance'work,_ Therefore, guidance teachers in.some schools’

‘rotate duties every year. Guidance ehomeroo'm activity 1s handled by home-

room teachers. But homeroom teachers do not have any.profess1ona1 guidance
training. Furthermore, there is little time allotted to career guidance in
the homeroom. ’ '

Second, there is the problem of the high school students themselves.

~ Generally speaking, they have 1ittle interest in- thgir future career and

are uncertain about career planning. The Ministry of Education has inves-
tigated the "11fe needs and access1b111ty of high ,gchool students. The
results indicate that 61.3% want to enter college, while 33.1% want to take
jobs. The standards regu]at1ng their cho1ce of colleges, were four: apt1tude,
high school achievement, tuition fees, and job after graduatﬁon They iden-
tified five p01nts which interfere with their enter1ng colleges: high school

achievement, self-understanding, Financ1a1 problems, educational information,

and their parents’ opinions; When asked whether they had a clear decision

about their future career, 50% weregundecided, 14.7% were decided, -and 35.3%

were uncertain.. Those who had decided were pgedominately female, pursued -

mo;e vocatiognal ccourses than academic ones, were largely from rural locali-
ties, and preferred jobs rather than co]]égeﬂ One out of every. two was
uncertain about plans after graduation;'concentrating only on-entering col-
1egé. o |

Finally, we have problems with family and society. ,Many parents are
interested in their Chdereps' academic achievement, bhut not in "a good
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way of 1ife" and se]f—actua]iiationwfor their children. Because of this,
Japan has extra. schools in addftion to the reqular ones, from peimary

through secondary. This 1is Iérgely due to tradittonal "degreeocracy," as
demands fdr higher education steadily 4ncreése.

Future Trends

1. Today, ipterest in career guidance is increasing. <Career education
in America has had an impact on career guidance in Japan's senior high
schools. Parents and teachers have recognized the necessity for career
guidance. : N _

2. Career guiaance theory and practice hiave become integrated. For
example, a senfor high may implement a career guidance practice in order to
promote career development. : ' -

3. The National Or?anization of Career Guidance is being formed) the
Organization of Senior High Schools.was formed last year, and that of Jugior

High Schools is to be formed this autumn.

4. The unified entrance examination of governmental ‘colleges 1s to be

held in 1979, on the model of ACT and SAT. It is expected that this new
examination system will put &n end to the severe competition of entrance

examinations.

5. Both the Ministry of Education and the Ministry of Labour'are making
an effort to develop career guidance. T .

6. New reseakch on career %uidance is being promoted energética&lg.
The sequential follow-up study of junior high graduates was undertaken by_

the National Institufe of Education, and the career pattern study and the
development of vocational-maturity tests.are being handled by .the Voca;iona]
Institute. A o . : i

Conclusion |
When Dr. Super visited Jahan in 1961, he said: "The theory about

vocatiénd] guidance in Japan is’ the same as in America, but guidance tech-
. niques are’ ten years‘behind that of America. And'g&idanéé systems, in schools
are twenty years behjﬁd:"' T ‘

. During the last severé1'yéars I visited America and Europe to research
career guidance. My opinion is that the theory of career guidance 1n-Japan
is the same as the most advanced theory in other Settinds, but the techniques

b of delivering career guidance are'fivp years behind those of the most
' ideé]ized country, and guidance systems in the schools are ten years behind.
Since 1970, the educational and vocational problems of youhg peop1e
have come to be questions of national priority in every country. Llast year
I attended the IAEVG Conference 1in Italy, and this summer I attendéd the |

A
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TAEVG Seminar in West Gerﬁany I firmly believe that the ‘development of
education and the future. prosperity of a country cannot be achieved with-
out cdnsideration for career guidance .

Perhaps.each Asian country .is making cgﬁ:er guidance efforts suitable
for its special condition. ~-Through this cOnference let us study the prac-
tice and efforts of each country and endeavor to develop career guidance
that will Tead to the happinegs of young peOp]e and the development of
Asian society.
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VOCATIONAL TRAINING SCHEME: A PROJECT TO IMPLEMENT > N
" VOCATIONAL GUIDANCE AT THE
UNIVERSITY OF HONG KONG

] by
Leung Kai Hung

Appointments and Careers Counselor .
University of Hong Kong

Introduction
Vocational guidance, as defined by Dr. Donald E. Super (1957) is:

- . a process of helping a person to develop and accept an
1ntegrated and adequate picture of himself and of his role in
the world, to test this concept against reality and convert 1t
into reality with satisfaction to himself,
The Appointments Service of Hong Kong University provides career
cougseling and placement services to its undergraduates and graduating
Students. The Service's four main objectives are that students witl

deve]ob self-understanding, gain knowledge of the world of work, have work

“experience that will help in decision making, and find jobs upon gradua-

tion. Apart from individual cbunse]ing; the Service organizes various pro-
grams such as career exhibitions, seminars, workshops and prerecruitment
talks to disseminate career information and promote employment opportuni-
ties. , ‘

‘While the importance of these career development activities is fully
recognized, it is obvious that vocational guidance can haFd]y be regarded

‘as complete without providing individuals an opportunity to "test [their]

o

self-concepts against reality.", With this aim in mind, in 1972 the Appoint-
ments SerVice of Hong Kong Univék§1ty organized a Vocational Training
Scheme to complement other career development programs. The essence of the
scheme 1s"to arrange for students to receive a_ period of on-the-job
training éo gain working experience during sumTer vacation. g/
Aims and Rationale of the Scheme :
The aims of the scheme are fourfold. First, it attempts to enable
students to gain some working experience and thereby develop a better

L
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understanding of the world of work. Transition from study to work often
comes as a shock to someone who has no prior work experience. Failure to
adapt to a new environment often gives rise to frustrations which may

cause dissatisfaction among employegs and lTower their efficiency. A

period of employment in the real work environment enfbles trainees to get
the "feel" of the place of work, and helps them discover they may have to
make certain physical and mental adjustments. .They may find that working
in an organization is quite quferent from studying. Individuals are no
longer working on their own, but as part of a team: Trainees-experience
and come to appreciate the 1mportahce of responsibility and cooperation.
They may also have to pay attention to things which have never been of
serious concern. For 1instance, they may have to assume more conventional
physical appearance and conform to a set of working rules. They may find
themselves working with a group of people whom they consider poorly educated
or rough in manners. However, the }rainee must learn to accept them and

to win their acgeptance A1l this can only be Tearned from an involvement
in the working 1ife of an organization. A period of training before gradu-
atipn 91!@5 students h chance to experience what working 1ife is 1ike and
thus facilitates their future adaptation.

Secondly, the experience helps deve]op the trainee's self- ~understanding.
In the course of work, trainees may have to reassess their own potenttals,
capabilities and 11m1tat10ns._ They have a ®ance to test their self-
toncepts against. reality, and exp]ohe their vocational interests actively
so as to set a realistic career goa] | '

Thirdly, it is hoped that the trainees will be able to retate the1r
summer work experience to the curriculum at the Pniversity, and apply their
knowledge in discerning and tackling problems. It is not unusual to hear
comments from employers that thertd is a gap between the academic and the
working-woh]ds. Normally a new graduafe has to undergo six to twelve
months' training before being entrusted with specific respensibilities. !
This may pose some problems to an employer who has neither the staff nor
‘the time to organize a training program for new recruitiE‘ These employers
prefer to engage experienced or thained personnel. Graduates who héve
good common sense and some practical knowledge of the job ‘they are applying
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for are often preferred. Generally spedking, few employers will use paper
qualifications alone as the criterion for selection. In Ehoo§1ng an
eamployea, the employer will, more often than not, take into account fac-

" tors such as how much the candidate knows about the job, and whether‘he

or she can easily adapt to the new environment and cooperate with others.
It 15 expected that'a period of training with an employer will enable the
trainee to realize and appreciate what qualities an employer usually 16bks
for. Hence, the experience and knowledge that trainees gain in the
Vocational Training Scheme will enhance their employment opportunities upon
graduation. 8

Fourthly, the Vocational Training Scheme provides employers with an
opportunity to discover and assess the potentials and capabilities of the
trafnees. Understanding may develop between employers and students and
this {pteraction promotes a better .relationship between them.

-’

Administrative Procedures

Students who are interested in the scheme are invited to register
with the Appointments Service. They must fi1l out a form providing name,
sex, address, faculty, year, subjects of stUdy, working experience, and
the type of job preferred. Every applicant is interviewed by a counselor
to clarify his or her aims and career objectives. The purposes and working -~
procedure of the scheme are also explained during the interview. In the
meantime, letters are.sent to emp]oye}s' associations, government depart-
ments and enterprises in the fommercial, industrial, and service sectors
to appeal for their support. Whenever a vacancy is found, the counselor
tries to match the‘emp1oyer's requirements with the basic data and interests
of the applicant.

| In arranging interviews for students, the Appointments Service adheres

to certain principles. Students who are halfway through their university
courses and those who have definite ideas of the type of training they want
are given preference. If the number of suitable applicants exceeds the
number requested, the criterion of “first come first served" is observed.
Normally &n emb1oxer interviews several candidates.

In the p1acement of students for summer training, the Appointments
Service maintains close 1{aison with teaching departments. The



recormendations of academic staff are sought whenever necessary. Before
students are sent for interviews, they are briefed on such things as the
nature of the job, the allowance paid, and their obligations as summer
traihees, so that they will have a proper and, realistic understanding of
the training positfons‘ The,nvérage training period 15 two to three
months, and the allowance aVerages.HK$600 to $800 per month.

Participating Organizations and Tra1n1ng Positions
Organizations which partic1pate in the Vocational Training Scheme in-

clude government departments, audit firms, broadcasting companies, trading
firms, publi¢c utility Companies, banks , engineering firms, architecture
firms, shipping companies, market research companigs, and hotels. The”
types of jobs offered are many and varied. They normally fall into thé
following categories: accounting clerks, audit trainees, bank trainees,
library clerks, survey intervfiewers, research nssistants, social welfare
case warkers, community workers, summer school tutors, engineering assis-
tants, afchitecture assistants, sales proffotion staff and project assis-
tants. ’

Sometimes, trainees take up very interesting and challenging jobs.
For instance, in last year's Vocational Training Scheme, a number of
female undefgraduates worked for the 1976 Miss Universe Pageant as chap-
erones and assistant chaperones.- Their duties included providing care for
beauty contestants, accompanying them in various official and social func-

‘tions, informing them about Hong Kong and assisting in general ad@inistra~

tion and Tiaison work. A1l these duties provided extensive and useful
training to the students.

Adninistrative Difficulties

Because of factors such as time, money and manpower, few organizations
can afford to run .a specially organized training program. In most cases,

. trainees are ass1gned to work in the oréan1zat10n and are expectéd to pick

up knowledge and experience through practical work. Some of the trainees
find the work dull; most would prefer jobs which demand greatér responsi-
bilities and offer more opportunities for them\to meet people, to work
independently and to exercise their 1nitiative.ﬁ,lgg main difficulties are
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the prgblem of sécuring more training opportunities for students, and that
of training students in the qualities required by the positions. An effec-
tive balance must be maintained for the scheme to be successfully operated.

Response and General Evaluation n
The Vocational Tréining Scheme has been well received by both employers

and students., This can'be T1lustrated by a comparison of the figures for

the }ast few years. |

No. of Organiza-
No. of Students tions Participa- No. of Students

P

Response Registered ting in the Scheme Placed
Year

- 1974 682 30 - 149
1975 582 36 202
1976 792 56 332
1977 951 81 424

. At the end of the vocational training period, employers are invited to
write assessments 6f the trainees' performance. The Appointments Service
0 has designed a standard appraisal form for this purpose (Appendix I).
Counse]oré also visit employers to collect opinions and comments on the
students' performance. On the whole, the feedback information obtained is -
favorable. Some employers indicate that they would like to see the summer
trainees come back to work for thei; fims after graduation, because they
e have seen clear evidence of the student's suitability.

Student trainees are required to write a report on their training
experience, for which a report form has been designed by the Appointments
Service (Appendix II). Information gathered from students reveals that
many of them are anxious to get a summer job through the Appointments Ser-
vice becaqse of its training value. They realize Ehat some sort of prac-
tical working experience before grgduation is an asset to them, in terms
of both personality development and prepafation for future job searches.
The majority of them view the scheme as an effective means to bridge the
gap between gown and town. Through on—fhe-Job training they can glimpse
working Tife as well as the way an organization is structured and how it
functions. This facilitates their eventual employment and ensures that
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they can more readily adapt fhemse]vés to working Tife. A xomment from
one of the trainees may best summarize this view: "The Vocational
Training Scheme paves the way for me to.adapt myself to working in soclety."

References
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APPENDIX I

PERFORMANCE APPRATSAL /\
(Vocation Trainge)

Name of Trainee:
Name of Firm:

1.

@e) ~J (@) o1 E= [T [a V]

(Yol

10.

Knowledge of work:

Quality of work:

Initiative:

. Co-operation:

—

Judgment and common sense:
Reliability:
Pufictuality:

Absence from work:

P N

|

Trainee's suitability for
the post:

{

Adequate grasp of essentials /. /
Requires considerable supervision / /
InAdequate knowledge / /

Accurate, no mistakes / /
Acceptable, occasional errors / /
Often unacceptable, frequent errors / /

Very resourcéful / /
Shows initfative occas1ona11y [/
Rarely / /

Gets along we]] with people / /
Acceptable / /
Poor / /

Above average / [/
Average / /
Below average / /

Above average [/ /
Fairly reliable / /
Poor, unreliable / /

Always on time / / .
Occasionally late -/ /
Always late / /

Has never been absent / /
Now and then / /
Very frequently / /

Very suitable / /
Suitable / /
Not suitable / /

Comments or remarks (if any):
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APPENDIX II .

;»79 APPQINTMENTS SERVICE~-UNIVERSITY OF HONGKONG
R Student's Report on VTS 1977

Note: If possible, please have your report typed.

I. Name: . ‘ Sex:

Faculty: Year: 4
Course:
Name of firm/establishment in which you received training:
No. of undergraduates undergoing training:
From HKU . From CUHK 7~ From bther colleges
Duration of training — months, from L to
Working days and hours: day§ a week. hours a day
Salary: L : " P .

[IA. [The Job e
Your position in the firm: .
Duties:

Have you acquired any particular skill from the job? Please specify.

IIB. The éombany r

- Business of the organization:

[

Structure of the organization:

I11C. Career Fields Available in this Establishment

Name the career fields available (e.g., personnel management, mar-
. keting, office administration, accountancy, etc.)

<
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[IC. Career fields avatlable in this establishment (continued)'
Which one or ones do you aspire to most?

As far as you know, what qualif?cat1ons are required if a person
wants to pursue that career?

— - = A

What kind of personality do you think suits that career most?

ITI. Training

Who 1s responsible for training you for the Job you were assigned to?
(Name and position)

How did he teach you?

e L

Was there any literature about the job or about the company avai]ab]e?
Did you read them?

&

et

Did you “approach your supervisor oracolleagués when you have queries
or doubts?

e

IV. General Impression

How would you rate the value of the summer job experience? (From
0 to 10: O = no ‘value ‘at all, = average, 10 = extremely valuable.)

In what ways did you benefit from the vocational training?

would you recommend other students to undergo such training as you

have had?
) ) t

V. Other Comments
¥

~




RESEARCH STUDIES IN VOCATIONAL GUIDANCE BY THE
NATIONAL INSTITUTE OF ‘VOCATIONAL RESEARCH

by

Agnes Mieko Watanabe
esearch Specialist

The purpose of the National Institute of Vocational Research is to
support'the development of career guidance in Japanese educational insti-’
tutiong at all levels from secondary school through college, and to enhance
emp]oxﬁent security services for workers.

in order to achieve these purposes, theoretical as well as.practical
resedrch studies on workers and occupations have been conducted by educa-
tiona], psychological, sociological, and economic specialists. Since 1969,
about 40 members of this-institute have been engaged in studying vocational
abilities of the average person, the mentally retarded, the physically handi-
capped, and educational and vocational guidance and.-counseling for youth and
adults.

Besides these research studies, the NIVR is responsiblie for deveigbing
training programs fof guidance workers as well as conducting the inservice

\

training of employment counselors in the Public Employment Security Offices
of Japan and school vocational counselors. These activities are sponsored
by both the Ministry of Labor and The Ministry of Education, Science,. and

Culture. .
This report regards only the research studies of the vocational behavior
of Japanese youth. In order to establish a rationale for career gufdance,

the fb]]éwing series of research projects has been conducted.

Studies on the vocatienal readiness of school students

The purpose of this research series was to discover student attitudes
toward vocational choices. As a result, the Vocational Readiness Test (VRT)
has been developed and published (1971) by the NIVR for the use of career

guidance at the secondary school level.
/Th1s VRT helps students understand self-concept as it relates to voca-
tional choice.; The VRT consists of three subtests which measure vocational

'
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\
-interests (A-test), ganeral interests (B-test), and the level of self-
confidence in pursuing particular occupational situations (C-test). A-test
is interpreted in relation to eight job clusters, and B-test is tnterpreted
in terms of basic vocational orientations, i.e., Data, Peopla, and Things.
The rationale of the VRT s that since  interest (vocational and general)

is an aspect of a person's vocational self-concept and fs dynamically
related to one's perception of oneself, vocational choice should be under-
stood by integrating these aspects. .

The cognitive structure of vocational behavior has also been pursued,
especia]]y through the perception of vocational fitness, 1in secondary
schoqQl students (Miyazaki,*1975; Watanabe, 1975, 1976). to the
present the following trends were found: fy

1. Girls showed more 1nt1macy with "People oriented" occupations

“than boys, who had"more intimacy with “Thing oriented" occupations

2. A1l students considered academic abilities and character traits
to be important factors in all occupations.

e drdjng Job requirements, senior high students were able to dis-
riminate more precisely than junior high students, regardless of

sex
4. In a]] the "students, a dimens1on of "Technical-Mechanical (mascu-

~ line) oriented vs. People (feminine) oriented" was seen as a
definite discriminating factor between jobs.

5. The senior high subjects showed s1i ht]y h1ﬁher disérimindtive
© abilities between interests and apt1tudes than the junior high

subjects.

A ten-year follow-up study on ﬁne vocational adjustment of young workers

This longitudinal study, which started in 1969,Jattempts to inve¥ti-
gate the processes of vocat1ona1 choice of Japanese ado]escents and their”
career patterns. Th1rty tive hundred forty-five students--1455 in 1969,
1380 in 1970, and 1710 in 1971--who were randomly sampled from seven dif-
ferent prefectures, have been used.

Two sets of questionna1res, one re]ating to psycho]og1ca1 factors of
yocat1ona1 behvior, (sUch’as ‘vocational aspiration, attitudes toward careers
and lives, and future plans), and one relating to occupational factors of”
life status (such as wage, position, and job-change experience) have been
administered to the subjects in interviewing sessions every three years.
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Between the first and second interviews, anu1r1es were made by najl in

. order to keep close contact with the-subjects.

In the interim report (Adachi, 1976) the results of this study on male
subjects were presented. . The study comeared junipr high schoel graduates
(JHSG) with senior high school graduates (SHSG) who were in the early stage
of career Tife as young workers (aged 19). The JHSG is a group whose sub-
Jects entered the world of work after graduating from junior high and the
SHSG s one that consists of male subjects who entered into the labor mar-
ket after graduating from senior high. ~ It was concluded that the vocational
self-image of the 19-year-old subjects was unclear, and that there were no
differences between the vocational self-images of the JHSG and the SHSG.
However, there were some subjects who had clear self-images in both groups.
Those in the JHSG who were apprentices of artisans or craftsmen showed the
"Job oriented" self-image. Some of the SHSG who were employees of public
services and large enterprises also showed clear se]f—1mage$ which were

"Company oriented."

-
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.CROSS~-CULTURAL STUDY OF "VOCATIONAL INTERESTS
.. MEASURED BY THE STRONG- CAMPBELL
bl INTEREST INVENTORY

-~ o o

- by,

-

& | Ping-Hsing Chu
Changhua Provincial Jaldege of Education

v

Introdugtion .

The Republic of China has a great need for vocational counse11ng
While public officials as: we]T’as educators are fully aware of this need,
very few valid counseling tools are available to them. |

The basic tools of vocational counseling are the inventories of voca-
tional interests. Within the Tast 50 years, the Strong Vocational Interest
Biank (SVIB) has gained a predominant position 1n the United States. Since
its first pub]ica%ion in 1927, the SVIB has hecome one of the most thor-

) oughly researched, highly respected and frequently used tests in the psy -

chologist's repertoire.

: David p. Campbel] is Strong s most prominent successor and his Hand-
book-for the Strong{Vocational Interest Blank, published 1n 1971, was a
landmark in the f1e1d .Since 1972, Campbell has been deyeloping a new form
of the Strong by combiniﬁg the men's and women's forms into a sexually
neutral version. This new version is called the .Strong-Campbell Interest b
Inventogy (SCII). The manual related to this version was published in |

July, 1974. The present study was undertaken in-Order to pave the way for ‘U/

a future standardization of this inventory for use on Chineaf’youth.

The Strong-Campbell Interest Inventory (SCII) »

The materials of the SCII include the inventory booklet, an answer
sheet, and a profile form. Hand scoring stencils are not provided. The
inventory booklet, which is the core of the SCII system of assessing voca-'

tional interests, contains 325 items, which are divided into seven sections.

The first section, a list of 131 names of occupations, is considered to be
, »
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the strongest in terms of measurement power. The second ;ection Includes
36 schoo]l subjects covering a wide range of_éducat1ona] situatjons; Most
people have 1ittle trouble deciding how they feel about a giVén,subject,
even though they may never have studied it. The third section contains a
diverse collection of 57 activities, such as "Doing research work,"
"Teaching children," and "Saving money." People in different occupations
differ widely in the percentage‘of their "Like" or "Dislike" answers to
these tems. )

The 39 items of the fourth section cover a variety of leisure acti-
vities such as "Fishing," "Bridge," qnd'"Playing chess." The fifth section
1ists 24 types of people and asks whether the respondent would like to work
with or associate with them in their day-to-day work situation. The 30
items of the sixth section contain 3Q pairs of activities or cirbumstances_
such as “"Taking a chance" vs. "Playing safe" or "Having a few close friends"
vs. "Having many acquaintances." Respondents decide which is more appealing
to them or whether they feel that both are equally attractive. The last
section has only 14 items which describe personal characteristics. Resbon—
dents are asked to indicate whether each of the statements is true for their
selfldescription by filling in "Yes," "No," or a question mérk.

The answer sheet is fed into the computer and the answers are calcu-
lated on scales and administrative indexes. The results are printed on
preprinted profile forms. Each answer shbet provides special instructions
for the respondent to fill in name, age, and answers,

* The SCII profile is a preprinted form upon which scores are entered by
the computer. The layout of the SCII profile has been guided by the occu-
pational taxonomy devised by-Holland, a scheme that organizes the world of,
work into six basic patterns of occupational interest: Realistic, Investi-
gative, Artistic, Social, Enterprising,. and Conventional. ‘

Like the SVIB, the SCII provides two major groups of scales: the
Basic Interest‘gcales and the Occupational Interest Scales. There are 23
Basic Scales which are normed against the general reference sample that is
composed of 300 men and 300 women, For each scale, the mean and étandard
——— deviation of this sample were set equal to 50 and 10, respec%ive]y. These
data were used to create the men's and women's norms shown on the profileﬂ
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The SCII Occupational Interest Scales wera normed by scoring the SVIB.

g original occupational samples and using their raw-score mean and standard

deviation in the usual T-score transformation formula, yielding for the
criterion sample a mean of 50 and a standard deviation of 10.

" | ' .VaHd'igy of the SCIT

In the SCII there {is no single index.of validity either for the Basic
Interest Scale or for the occupational interest scales. FEach scale of the
SCII focuses 0n\0ne content area and the items reflect this focus. For
example, the "Science” scale contains Ttems 1ike "Astronomer," “Biologist !
"Chemist," and ”w0rk1ng in a research laboratory," 0bv10us1y, these 1temsv
have a great deal of‘hOntent validity.

The ‘concurrent validity of the Basic Interest Scales can be checked
by comparing scores of people who are current1y in different occupations.

A substantial body of data, Stored in the Strong Archives at the University
of Minnesota, demonstrated that these scales separate those who are in the
occupation and those who are not by about 2.5 sthndard dev1at1ons
(Campbell, 1974, p. 39). 0 o _

Concerning predictive validity, ihere is é]so'considerab]é agreement
between the scores earned by respondents and . their. eventual océﬂpat1ons
Detailed documentation can be found in the SVIB Handbook. “Since the SCII
is to be used to help people make Jong-term dec151ons the predict1ve
validity of occupat1ona1 scales 1s an 1mporﬁeht attribute of the inventory.
However, some of the scales are less accutate than others. Scores on the,
Adventure scale, 1in particu]ar,edecreasevwith age and do not Seem particu—
larly related to eventual occupations. .

Inasmuch as the new SCII is anm adaptat1on of the - SVIB the repont on
predictive validity of the SCII is.completely based on the SV;B 1tself.

The SVIB has a long history of reseakch on predictive Validity; beg1nhing
with E. K. Strong in 1930.- 1In generai, the results ind{cate that between
half and three-quarters of college $tuden§s enter occupations that were
predicted from their earlier scores. Later studies 1nd1cate that "Harvard
students from wea]thy families are less pred1ctab1e than other Harvard

L



students." Brandt and Hood (1968) found that students who have severe emo-
.tional problems are less predictable by the SVIB than normal students.

Johnson and Johansson (1972) found that the higher the consistency there 1s
between the occupational and basic interest scales, the more specific the
prediétion, Campbell's final conclusion is "all things 60ns1déred, the

hit rate looks to be about 50%." |

The eanlier SVIB Basic Interest Scales were thorough]y studied with
respect to their test-retest relfabflities, and the results reported in

the Handbook. Generally, the correlation ranges from .50's for 16-year

olds retested 36 years 1ater to 90 s for samp]es tested and retested

‘over periods as short as a'few weeks .

\ With the SCII, the test-retest statistics were collected fram two
samples. The first contained 102 adults retested after a 30-day period,
while the second included 180 teenagers retested after two weeks. In the
30-day sample, the test-retest correlations for the Basic Interest Scales
ranged from .79 to .93 with a median of .88. In the two-week sample, the
correlations ranged from .83 to .93 with a median of .91. Tables can be
f$und on page 44 in the SCII Manual.

Since Chinese students do not read English as well as Americans, the
inventory has to be translated and reprinted in Chinese. In doing this,
one must find the most equivalent literal translation of each item and then
make these translated equivalents understandable to Chinese and meaningful
in' the Chinese culture. '

In order to be faithful to the original SCII test, two principles
have been set as guidelines in the Chinese translation. First, priority
is given to a 1{teral translation; and second, understandability of items
is maximized. The ten SCII ittems mainly related to religion and languages
Have been somewhat modified in the Chinese translation. Similar modifica-
tions have been found both in French and German translations.

Méthod

amg]
Sﬁ\' The sample for this study was taken from the 1973 freshman groups at
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the University of Wisconsin, Madison and the University of Fu Jen, Taipei.

The total sample consisted ofv 3,538 freshman students: 1,044 fema1e
and 1,134 male students from the Univers1ty of Wisconsin, and. 700 fema]e
and 660 male students from Fu Jen. The number of students who completed the
inventory was approximately 50% of the freshmen class in the University of
Wisconsin, and in Fu Jen, the percentage.was a 1ittle more ﬁhan 60..

Information about students' intelligence was not sought. According
to a previous study, the average 1.Q. of Fu Jen students was 115, with a
standard deviation of 10 on the Chinese edition of the Qtis intelligence
test. From a random sample of 100 CQT, scores from the Wisconsin group who
took the SCII, Dr. Richard W. Johnson estimated that the average 1.Q. of
Wisconsin freshmen should be close to 115.

The age Tevel of the Chinese students was 18, nominally the same as
that of the Americans; but actually, the Chinese were about one year
younger because for them, a nine-mponth period in the mother's womb is also
counted into their ages. ’
Procedure )

For the American sample, the Strong-Campbell Interest Inventory was
administered to entering freshmen males and females at the University of
Wisconsin, Madison as part of the Placement Testing Program in the spring
and summer of 1973. Students were enc0uraged but not required, to take
the Inventory. A total of 1 ,044 female and 1 134_ma1e freshmen completed
the SCIT. Test administration was carxied out by experienced personnel
from the State Testing Center. ’

For the Chinese sample, the test, adm1n1strat10n was ach1eved through
the cooperation of the Fu Jen University administrative personnel.
Announcementjpf.the te;ting program was made one month before the testing
date. Only freshmen were given the opportunity to participate. About.65%
of the female and 62% of the male group took the fnventory. From the o
answer sheets collected, 10 were fougd incomplete and these were eliminated.

" The answer sheets for Chinese students were the same as those used by
Americans, except that a few lines of Chinese instruction had replaced the
original English text. -

After the collection of answer Sheets, the first step .in the data
l,,> t
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processing was the optical scanning of all sheets using the computer
system of the State Testing Center of Madison. The response of subjects
to each of the 325 items was recorded on IBM tape. The second step was
to summarize the "Like," "Indifferent," and "Dislike" responses by each
group (American female, American male, Chinese female, and Chinese male)
to each SCII Item. The totals for gach type of response to each item
were then converted into percentages. Theoretically, the total responses
to all three alternatives of each item should have equaled the number of
individuals in each group. The three percentages should have summed
exactly to 100. However, in the large groups of 600 or 700, there were
always one or two subjects who skipped one or two items. Therefore, a
separate column on the output sheet was provided to register thé number
and percentage of omissions. The complete data sheet containing results
for all seven sections of the SCII for all four groups can be found 1in
the Student Counseling Center of the University of Wisconsin, Madison.
After optical scanning, all answer sheets were sent to the
Research Center of the University of Minnesota for scoring. Thus, all
participants' .answer sheets were scored and their respective profiles
prepared.

Data Analysis

Stnce significant differences between American male and female re-
sponses to the SCII ifems have already been found by Johnson (1974), it
was'considered necessary, in making comparisons between American and
Chinese, to subdivide the samples into male and female groups. Consequent-
1y,“1t should be understood that whenever a comparison is made, it is made

" efther between American and Chinese male or between American and -Chinese
female groups. |

In making comparisons, the researcher followed a guideline which had
been developed by Campbell and %o]]owed by Johnson. This guideline sug-
gested that for any item, if the percentage difference for either the "Like"
or the "Dislike" responses between two groups differed by 15% or more, the .
difference be considered practically significant. Based on this guideline,
the first task of the researcher was to single out every item which showed

ol
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a 5% or more reéponse difference between two concerned groups, either on
"Like" or on "Dislike."

In the first step, response differences on "Like" and "Dislike" were
compared. Then comparisons of similarities on "Like" and "Dislike" wete
made. According io Campbell, 10% or less response differences are not to
be considered statistically significant. Following this guideline, the
researchar took items with less than 5% response differenées as indicators
of response similarities between two comparison groups.

The third comparison was made between items most "Liked" by American
and Chinese groups, and the fourth between items most "Disliked" by Ameri-
can and Chinese students. The fifth was a comparison between American and
Chinese responses to "Indifferent." The next comparison was made between
the General Oucupationa1 Themes, Basic Inxerest Scales and Occupatwonal
Scales of American and Chinese male and female groups. The final compari -
son was made between American and Chinese responses which are in direct
opposition to one another. )

In the process of data analysis, one important step was the Chi-square
stest of homogeneity. Four different sets of Chi-square tests homogeneity

(between American female and Chinese female, American male and: Chinese

male, Chinese female and Chinese male, and American female and American
male) were performed. A total of 1,300 tables, together with the test
results, were produced. Findings include the following.

‘1. The results of the Chi-square tests indicate that. American and
Chinese female group responses are homogeneous on 70 Ttems (21.54%) and the
responses of American and Ch%nese mg]e groups are statistically homogeneous
on 63 items (19.38%). |

2. The responses of American:females to the SCII were statistically
different from those of the Chinese female group on 255 -ttems (78.46%) ;
and between the two male groups, differences with statistical significance
were found on 262 items (80.62%). ' _

3. When differences of practical significance only are considered,

138 items (42.46%) between the two female groups and 127 items (39.07%)
between the two male groups were identified.
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_ Statistical Differences

1. Among the female groups, there were 108 items of 325 (33.23%)
which differentiated the "Likes" of American and Chinese by 15% or more.

~Among the two male groups, 84 (25.85%) items carried 15% or more response

differences. \ .

2. Among the 108 items on which females differed, 43 were found in
Sectfon I, 11 in II, 15 4n IIT, 11 4n IV, 13 in V, 11 4n VI, and 4 in VIL.
The respective percentage in each section was 32.8,-30.6, 29.4, 28.2,
54.1, 36.7 and 28.6. '

3. The distribution of 84 items on which males differed included 32

. in Section I, 8 in II, 17 in III, 9 in IV, 7 in V, 9 in VI, and 2 in VII.

The respective percentage in each section was 24.4, 22.2, 33.3, 23.1, 25.9,
30.0 and 14.3.

4. On "Dislikes," the responses of Chinese females differed by 15%
or more on 103 items (31.69%) and those of Chinese males differed to the '
same extent on 85 items (26.15%) from those of their American counterparts.

5. Among the 103 items in which females differed, 43 (32.8%) were

- found in Section I, 9 (25%) in II, 11 (21.6%) in III, 14 (35,9%) in 1V,

7 (29.2%) in V, 12 (40%) in VI and 7 (50%) in VII. _

_ 6. Among males, the distribution of the 85 items in which they di¥-
fered included 41 (31.3%) in I, 6 (16.7%) in II, 12 (23.5%) in 1II, 8
(20.5%) in Iv, 5 (20%) in V, 10 (33.3%) in VI and 3 (21.4%) in VII.

The response differences between the two male groups were genéra1]y

#
L4

J1ess than those between the two female groups. .
7. On "Dislikes," from the items which carriéd 15% or more response

differences between groups, Chinese male and female groups showed more
"Dislikes" in Sections 2, 3, 4, and 5. On preferences items in Section 6,

i Ameriéans, both male and female, preferred Teft items more than Chinese

groups. In Section 7 on characteristics items, Chinese male and female
groups expressed more "NO" preferences than both American male and female
groups. . '
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Content Differences ’

1. For Anerican females, photographer carried t highest percen-
tage of "Like" responses (74.4%) and for Chinese females, 1t was interior
decorator (78.1%).

2. Flve occupations which American males liked most are inventor,
photographer, Jet pilot, criminal lawyer, and professional athlete. Five
occupations which American females Tiked most are photographer, musician,
foreign correspondent, psychologist, and artist.

3. Five occupations most Tiked by Chinese males are factory manager,
inventor, photographer, office manager, and jet pilot. Five occupations
most "Liked" by Chinese females. are interior deco?ator, psychologist, cos-
tume designer, college professor, and musician.

4. The number of occupation items 1iked by American male énd female
groups are fewer than those Tiked by Chinese groups.

5. Five occupations which American males "DisTiked" most are béauty
and haircare consultants, housekeeper, women's style shop manager, home
economics teacher, and typist. Five dccupations which American females
"Disliked" most are 1ife insurance agent, maéﬁine shop supervisor, machin-
Ist, auto sales, and traveling salesperson.

6. Five occupations most “Disliked"” by Chinese males are- dental
assistant, professional gambler, fashion model, courtroom stenographer,
and nurse. Five occupations most "Disliked" by Chinese females are 11fe
insuranice agent, professional gambler, auctioneer, professional athlete,
and dental assistant. ‘

7. In dealing with people, both Chinese male and female groups
-»ﬁ , "Disliked" aggressive people, people who daydream a lot and physically sick

people, while both American groups did not show "Dislike" toward any par-
ticular type of people except military officers.
8. In regard to personal characteristics, Améri;an females checked
" "Yes" more often than their Chinese counterparts.

Similarities in Number

1. On responses to "Like," American females had reactions similar

. o3 -
-{i.e., less than 5% response differgnce) to those of Chinese females on
95 items. American and Chinese males responded similarly on 102 items.

-
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2. On responsas’ to "Dislike," 99 1tems were found to carry similar
responses from both American and Chinese female groups. Between the two
male groups, 108 were found.

3. Five out of six General QOccupational Themes of both American male
and female groups were found to have T scores similar to the respective
Chinese male and female groups. '

4. Of the Basic Interest Scales from American and Chinese female
groups, 20 out of_23'sca1es were found to have similar T scores. For the
two male groups, 19 out of 23 scdles were similar. | : ,

"5 From the whole Tist of 124 comparable 0ccupat10€a1 Scales, 104'
were found to have less than 5-point T score differences between American
and Chinese female groubs, and 83 between the two male groups. Summary

data related to this comparison are provided in Tables 1 and 2.
1

Similarities, in Nature

1. The item most "Liked" by American and Chinese female groups was
musician, and the item least "Liked" by these same groups was 1ife 1n§urance
salesperson.

2. "The item most "Liked" by both American and Chinese male groups was
inventor, and the one least “Liked" by both groups was courtroom steno-
grapher. |

3. The item which both American and Chinese female grayps most
"Disliked" was 1ife insurance salesperson, and the item 1east “Disliked" by
these groups was outspoken people with new ideas.

4. Between the male groups, the most "Disliked" item was fashion
model, and the one least "Disliked" was also outspoken people with new
ideas. h ' ' : ;
5. } e item photographer was "Liked" by all four groups. Two school
subjects, psychology and nature study, were also 1liked by all.

6. Both American and Chinese female groups Tiked.art, literature,
modern languages, dramatics, zoology, and botany. Thesg same groups
"Disliked" military drill, bookkeeping, ca]éukus, and stétistics.

7. Both American and Chinese male groups “"DisTiked" m111tdry drill,
bookkeeping, and home economics. '

54
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Opposite Directions )
1. Actress, criminal lawyer, fashion model, professional dancer, and

Surgeon were five ftems "Liked" by the majority of American females ahd
"Disliked" by Chinese females.

2. ijrar%an and private sécretary were “Liked" by Chinese females,
but "Disiiked" by American females.

3. American males “Liked" actor, auto racer, criminal lawyer, pro-
fessional athlete, ang surgeon. Chinese males "Disliked" them all.

4. Fourteen items (cashier 1in bank, factory manager, interior decora-
tor, machinist'; . .) were "Liked" by Chinese males and were "Disliked" by
most of the American males.

¥
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Discussion and Conclusions

"It can be anticipated that cultural factors will have some influence
on the vocational interest of individuals, yet to what extent cultural fac-
tors cam or do exercise influence on an individual's vocational choice is
not known to most counselors. :

Using American norms, Lonner (1968) did a cross-cultural study between
American and German-heaking psychologists and accountants from Germany,
Austria, and Switzerland. In his dissertation, Lonner concluded: "German,
Austrian and Swiss psychologists, and to a slightly smaller extent, account-
ants, generally share the same‘vocgtiona] interests with their U.S. counﬁgr—
parts." Based on this result, CmnﬁBe]] confidently believes thit:

"American noriis have been found usable.in othef countries is representa-
tions of the interests of specific occupations."

Before undertaking this research project, the p%esent investigator
shared that belief, but,since such. large and extensive reponse differences
were revealed between American and Chinese college students to the same
set of SCII items, doubts are now raised.

Since Lonner, Shah and Stauffer did their investigations Qith the
American scoring keys, 1t must be asked to what extent American norms are
valid for other cultural groups. The’aﬁgument is that once the responses
are scored with the American scorfhg keys, the original differences have




already been blurred or twisted. This could certainly account for differ-
ential response'tq,items being larger than mean scale scores, as Lonner
discovered. And 1f this argument fs valid, then'Campbe11's statement 1s
questionable. )

" Answer sheets for the present research project were also scored using
the American keysl 15 can be predicted from previous studies, the general
profiles of both Chinese male and female groups are very similar to the .
general profiles of the American groups.

If the comparisens in the present study had been based on general
profiles, general occupational themesy basic interest scales and occupa-
tional scales derived from the American scoring keys, the conclusions would
have not been at variance with previous studies which relied on profile and
scale level comparisons. The general profiles of both American and Chinese,
male and female groups are not presented in this paper.

From the summarized findings, there is 11tt1e doubt that the response
differences both between American and Chinese females and between American
and Chinese male groups to SCII items are great.

According to Campbell, the main reason for creating a merged form of
SVIB T399 and SVIB TW398 was to have a sex-fair inventory of vocational
1ntere§t. But from-the findings of this study, Campbell's effort does not
seem to have been very successful. If the intention of combining two
forms of the SVIB was to bring a wider variety of items for eijther male or
female réspondents, the length of the test booklet would, perhaps, have J
been increased instead of being reduced. The present list of school sub-
jects seems somewhat outdated. Many new br@nches of science have not been
incorporated. ' q

The item "life insurance salesperson,” which was "Liked" by 2% of both
American and Chipese females, and the item "orderly," which was "Liked? by
4% of American males and 3% of the Chinese male group, both seem to have
little discriminating power.

The item "outspoken people with new ideas," which was "Liked" by

'93.7% of Chinese females and 91.4% of Chinese males, also had 1ittle dis-

criminating power among Chinese, but 1t did not discriminate Americans
from Chinese, (68.8% of Am-F and 67.2% of Am-M). The present social

] —
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- sttuation seems responsible foq the hiig percentage of responses to this
particular ftem from Chinese male and female students.
From the shmmarized findings, 1t 15 reasonable to conclude that:

- 1. The response differences between American and Chinese college stu-
dents, to the SCII items indicate that cultural factors pfay an important
role in 1nf1uenc1ng vocational interests.

2. From thg response similarities between American and Chinese col-
lege students of the same sex to the SCII {tems, it should be concluded
that the sex factor also makes an important contribution 1n influencing
vocational intérests.

3. The Strong-Campbell Inte?est Inventory, in its present form, can-
not be used to measure the vocational interests of Chinese.
4. In counseling Chinese college students, following the-xesults of
SCIT answer sheet$ scored with keys prepared for Americans can be mislead-
ing. | .
////“/ 5. For use by counselors in €hina, the SCII should be carefully
_ revised and standardized according to Chinese norms.
The SCII as a counseling tool has been produced by serious efforts of
experienced researchers. It is therefore desirable that further investi-
gation with Chinese subjects be made, with the intention of achieving re-
vision and standardization for use in counseling Chinese.

Since the present study is only the first step for future standardi-

zation of the SCII jn Chinese, the researcher makes thé following recom-

mendations:

1. Use the data collected in this study to represent college ma]é
Studentsain_géneral and co]]eg% female studgntskin general. Gather data
from senior classes of different departments, and establish different
norms for each department. -

2. Make an item analysis of each Basic Interest Scale of the SCII
profile and eliminate irrelevant items in measurtng vocational interests
of Chinese students. |

3. Develop occupational norms sfep by step, from data collected from

Chinese professional groups.

o : 57 6§




_ 4, While waiting for further investigations, consider a "Backtrans-
latton" study (for the validation of the Chinese translation).

5. 'Start 1ndfvjdua16counsel1ng with those ﬂ,éGO students who_have
taken .the Strong-Campbell Interest Inventory. Record and analyze their

A\

reactions to test results.

i

f‘g
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, Table 1 _
General Occupational Themes and
Basic Interest Scales

Y
[%]

Theme Diff. Am-F  Ch-F Diff. Amn-M Ch-M
Realistic 2 . 43 45 0 51 51
Investigative 0 48 48 N 51 50
Artistic 1 84 53 1 48 49
Social 0 49 49 ® 3 - .45 48
Enterprising 1 46 45 3 49 52
Conventional 6 45 51 // 6 47 53

Scale ‘ Diff. An-F  Ch-F Diff. Am-M  Ch-M
Agriculture 3 - 51 48 2 51 49
Nature 1 53 52 1 47 48
Adventure 0 50 50 3 57 54
Military activities 4 47 51 7 49 56
Mechanical activities 3 42 45 T 52 51

“Science: - 0 48 a8 2 52 50
Mathematics <~ 1 46 45 1 50 49
Medical "science 4 51 47 4 51 47
Medical service 6 54 - 48 2 49 1 47
: . y .
Music/Dramatics . 1 56 55 1 - 48 49
Art R 2 55 57 4 46 50
Writing L 1 52 . 53 2 47 49
Teaching | 3 49 52 2 46 48
Social service - 1 52 51 2 46 - 48
Athletics 5 48 - 43 3 53 50
Domestic arts / 4  — 55 59 2 43 45
Religious. activities 2 47 45 1 44~ 43
" public speaking BT 48 49 1 51 52
Law/Rolitics 3 48" 45 3 52 49
Merchandising i} 0 47 . 47 6 46 52
Sale . 2 46 48 6 50 56
Business Mgmt. 6 43 49 11 46 57
0ffice practices 4 49 53 5 46 51

6Q ”7'1
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' Table ¢ .
Comparisons of Gccupational Scalas Between
American and Chinese
. : prd
..
Occupational Scales of Am-F, Ch-F, Hi-M\,. Ch-M [ ,

Sex Std  * Vary - ' Ver
Code Scale Norm Score Oissimilar Dissimilar Ave Similar Simd 1yar
RC Farmer m 0 18 18 2 24 22
RC Instrumant Assembler f 5 26 3 1 3 32
RCE Voc. Agric. Teacher m 0 7 7 1 15 14
REC Dietitian m 0 36 36 5 29 34
RES Police Qfficer m 2! 19 17 0 28 28
RSE . Highway Patrol Officer m 1 12 13 2 26 24
RE Army Qfficer £ 1 30 31 0 3 - 43
RS Phys. Ed. Teacher f 8 29 . 21 6 X} 25
R Skilled Crafts m 3 16 19 1 27 26
RI. Foraestar ' m 1 23 22 2 28 26
RI Rad. Technician {X-ray) » f 7 34 27 4 34 30
RI Merchant Maring Officar m 1 32 33 2 49Q 38
R1 - Mavy Officer m 5 15 20 5 27 32
RI Nurse, Registarad m 4 36 32 0 28 28
Rl Veterinarian ° m 3 24 2 5 23 18
RIC - €artographer m 9 29 20 12 39 27
RIC Army Qfficer m 4 18 22 6 26 32
RiZ Air Force Qfficer m 3 18 21 3 27 30
PIA Occupational Therapist f ] Ja 35 i 30 29
R Enginger ,f 0 22 22 2 35 33
IR Engineer’ m 1 24 25 1 13 34
IR” Chemist f 0 10 10 4 29 21
IR Physical Scientist m 0 25 25 5 26 21
IR Medical Technician f ? 27 25 3 35 RY4
IR Pharmacist £ 3 . 28 25 3 33 30
IR Jentist f P 26 25 2 23 N
[R centist . m d 3 . 27 3 kY 28
R Dental Hygienist f 6 34, 28 2 23 26
IRS Physical Therapist f 7 35 28 3 36 33
IRS Physician : m 3 27 24 1 7 26
IRS Mach-Science Teacher m ( Q 28 28 4 33 29
ICR Math~Scienca Teacher f 1 29 30 z 38 16
i Dietitian f 2 n 33 3 27 30
IRC * Medical Technician m 1 20 19 2 24 22
IRC Optometrist o m 3 25 ° 22 2 28 26
IRC Computer Programmer f 2 25 ) 27 3. 36 33
[RC Computer Programmer m 0 25 25 1 34 35
[ Mathematician £ - 2 19 21 5 31 26
I Mathematician m 2 28 26 « 6 26 ¢ 20
[ Physicist f 3 7 4 4 26 Z
[ Biologist m 1 33 34 0 25 26
I VYaterinarian f 0 28 28 4 36 12
[ Optometrist f 2 2 27 0 36 - 36
I Physician f 2 27 25 5 36 N
I Soctal Scientist m 1 38 37 1 31 30
A College Profassor f 2 31 29 3 34 31
IA College Profassor m 2 40 36 o ., 3 30
IS Speach Pathologist f H 35 36 2 42, 40
[$ Speech Pathologist m 1 43 42 4 39 35
AS Psycholagist f 1 23 22 2 29 26
TAS Psychologist . m 0 34 34 4] Z 29
A Language Interpretor f 4 31 35 2 32 34
ARI Architect , . m 2, 21 23 Z 20 18
A - Advertising Executive t 3 32 15 d 36 4
A Artist *f o 29 29 1 30 29
A Artist n 4 38 34 4 < "26
A Art Taache i 3 19 22 3 12 15
A Photographer m 27 36 kP 1 28 27
A Musician . f 2 N 16 . 38 4 - ) 26 30
A Musician m 1 a7 . a6 2 39 37
A Entartainer f 1 36 37 i 27 28

~ W. N
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Tab e 2 (Continued)
Comparisons of Qccupational Scales setwgen
American ana Chingse

Occupational Scales o* Am-F, Ch-F, Am-M, Ch-M

Sex Std Vary , Ver
Cade N Scale .Norm.  Score Digsimilgr CIS3IFIlar  Ava Similar Simi?&r
AL interior Dgcorator f 4 15 19 6 11 17
AE Interior Jecorator m 2 38 J6 1 24 28
AE Advertising Executive m d 35 13 2 29 . N
A Language Taacher f 1 32 k)| 4 18 22
A Librarian f 5 28 33 4 28 32
A Librarian m 2 35 37 4 23 27
A Reporter f 1 32 K} ) 32 3
A Reportar m 3 39 36 2 30 29
AS English Teacher f 0 31 k) 3 21 24
AS English Teachar m 1 38 37 2 29 3
Si Nurse, Registerad t 5 13 28 2 26 24
SIR Physical Tharapist m 5 27 2% 1 28 27
SRC . Nurse, Licensed Practical m 2 41 39 1 Jo 3
S Social Worker f 3 27 24 5 22 27
S Social Worker m ! 29 28 7 20 27 .
S Priest m 2 35 33 5 24 29
S Oir., Christian Education f Q 22 22 4 12 16
SE YWCA Staff f gg 33 N 3 30 33
SIE Minister m 28 24 2 21 23
SEA Elementary Teacher m 0 35 35 4 27 31
S¢C .tlementary Teacher £ 3 29 32 5 20 25
SCE School Superintendent - m 0 4 24 7 22 29
SCE Public Administrator m 3 28 3 8 30 38
SCE Guidance Counselor m ] 26 25 5 22 27
SER Recreation Leader f 2 32 30 4 27 31
SEC Recrgatior Leader m 3 24 21 3 23 26
SeC Guidance Counsalor f a 27 27 ~& 20 25
SEC Social Sciance Teacher f 0 31 3 2 30 32
SEC Social Science Teacher m 2 30 32 5 28 13
SEC Parsonnel Director m 2 2 30 ™~ 9 29 37
£SC Dept. Stora Manager a ! 20 19 8 22 28
ESC Home Economics Teachar f 5 2i, 26° 7 3 10
ESA Flight Attandant f .5 n 25 2 23 25
£S Ch. of Cogm. fxec. n 1 29 30 7 29 36
£s Sales Mandger m 1 13 17 6 20 26 .
£S Life Insurance Agent m 1 7. 16 7 18 25
£ Lifa Insurance Agent - f 0 22 22 6 25 31
£ —Lawygr . f ] 29 28 0 37 37
E Lawyer m 0 32 32 5 28 33
IE Computar Sales m 4 13 13 6 13 24
IE Investment Fund Manager m 2 29 3 4 30 34
£iC Pharmacist m 4 25 21 1 26 27
EC Buyer f 3 21 24 ] 23 30
ECS Buyer m Z i8 20 10 18 28
ECS Gredit Manager m 5 22 27 9 25 34
ECS Funeral Oirector m 1 26 25 4 .26 30
ECR Realtor m 2 20 18 1 27 728
ERC Agribusiness Manager, m 3 N 14 8 17 S
ERC Purchasing Agent m ] 21 22 4 29 - 33
ESR Chiropractor, m il 32 28 ] 32, 33
e Accountant T m 5 5 12 3 15 23
CE Banker, : f 6 24 30 5 29 34
CE 8anker ° ] ] 14 21, 6 23 29
CE Credit Manager f 7 22 29 9 2 37
CE Dapt. Store Sales f 6 20 2 7 16 » 23
CE .. Businass £d. Jeacher - -f 6 15 21 6 15 21
_CP§ _ Business Ed. Teacher m 5 23 2 9 24 3
“TCSE Exes. Housekeeper f 4 .23 27 7 13 25
> Accountant f 5 . 17 L 4 23 32
C Secretary f 4 - 30 4 7 25 32
cR. Sental Assistant f 0 2 28 2 24 25
CRI Nupse, Licensad Practical f 3 24 21 J 19 19
CRE 8eautician : f 3 1 32 2. 29 th
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EXPRESSED AND MEASURED VOCATIONAL INTERESTS OF
COLLEGE-BOUND STUDENTS

by

Dr. Esperanza R. Limcacgo, Head
Division of Counseling and Guidance
University of the Philippines System

b

Vocational counseling and guidance has been one of the service fupctions
of the Division of Counseling and Guidance (DCG) of the University of .the
Philippines (U.P.) since the early 1950's. Over the years, this office has
worked with thousands of clientele, not only students but also faculty,
the administration, and the community. In counseling one has to work with

~tools. The U.P. DCG utilizes both Tocally developed instruments as well as

standardized ones published mostly in the United States. We make use of both
cognitive and noncognitive measures. While most of the research work in
scientific test construction and development has been done along the cogni-
tive or intellective indices, we have not yet ventured far into the develop-
ment of instruments fhat measure so-called noncognitive.or nonintellective

-factors that affect a person's progress and development; specifically, there

are none relating to interest and persona]ity* eésures., It 1s the lack of
funding resources and especially the absence of ¥dequate human resources
that prevent suych research. To quote a German sdying, "The siﬁgﬁtion is
serious but not hopeless." ‘

This baper reports the findings of two studies making use of one such
measure, the Strong Vocational Interest Blank (SVIB). The study is con-
cerned with finding out the expressea vocational interests of-college-bound
and riewly admitted students at the University of.the Philippines and whether
their measured interests are related to their exprésséd fqterests. The find-
ings reported here make use of simple descriptive statistics.

Subjects

Two groups of population were used in this study of.the "Expressed”‘ahd‘
ymeasured" interests of qg11egefbound_and first-year college students. The
first group consisted of 913 student‘app11cants to the U.P. Government

] £
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Scholarship Program in the academic year 1970-71. The second consisted of
1,927 newly admitted first-year stuflents in the same University in the aca-
demic year 1976-77. _

The first group was 1imited to sStudent applicants who belong to the
upper 20% of their respactive graduating.classes. In this year, there were-
about 11,000 student applicants who took the College Admisson Test (CAT)
adninistered by the then Admission Office of the U.P. Of these, only 1,278
qualified to take the U.P. Govérnment Scholarship examination administered
by the DCG. ' ) ' '

If awarded this scholarship, each scholar is generally free to choose
his own field of study. However, the -awarding is subject to two limitations:
the number of scholarships available each year, and the internal regulations
based on the statutory allocation of 60% of the scholarships in the fields
of natural and physical sciences, engineering, agriculture, fisheries, forestry,
economics, and public administration. The remaining 40% of the scholarships
are limited to the professional social sciences or humanities.

The scholarship award of P4,200.00 per academic year covers the cost '
of tuition and other fees, books and school supplies, living, travel, and
other expenses. To qua]ify, the applicant must be healthy, a citizen of the
Philippines, and in the upper 20% of his/her graduating class. ‘

The second group is l1imited to the first-year students who qualified
for admission to the University for academic year 1976-77. ‘This group of
first-year students was the subject of L. A. Torres's recently completed
doctoral dissertat1o:,'”Career Choices of the U.P. Freshmen and Their
Correlates.” They were selected from over 15,000 applicants who took the
CAT for that academic year and from over 350,000 high schogl graduates

who took the National, Entrance Examination (NCEE).
\
Instruments Used )
The instrument used was the Strong Vocational Interest Blank £SVIB) Men's
form, 1966 edition. This SVIB consists’ of questions on hundreds of activities
both vocational and avocational. Most of the 399 items in the 1966 edition

form for men, require a “11ke~1ndifferent—dis11ke" response to activities.

or topics such as botany, fishing, being an aviator, discussing the purpose
of 1ife, etc. (D.P. Campbell, 196G). Students take about 30 to 45 minutes
to complete the questionnaire. ' )



Both groups were administered the SVIB: the first group in the
academic year 1970-71 before admission to the University; the second group
after they had already been admitted to the University. Of the first group,
only 200 qualified for the scholarship awards and only 176 finally accepted
the scholarship grants. < |

Before the SVIB, the second group was also given a questionnaire
designed to obtain information on personal, socioeconomic, and some intel-
\Jectivs factors affecting the career choices of first-year students. The
second group's data (which will not be reported in this paper) was subjected
to a more intensive statistical analysis.

Procedure .
 Answer sheets of the population of the first group ( U.P. government

aﬂb]icants) were machine scored through the U.P. Computer Center. The

correction was especially progranmed for this purpose. The second group

of answer sheets were hand-scored at the DCG. ‘

Those who are familiar with the SVIB will note that the raw scores of
this inventory are converted into standard scores which in turn have corres-
ponding Tetter grades as follows: ' '

» . a
A : 45 and above ;! B-: 30-34
. B+: 40-44 C+: 25-29
B,: 35-39 J C: below 25 - .

As explained in Strong's Manual révised'by D. P. Campbell, a person
with an A rating on a given scale has interests similar to those of people
successfully engaged in that occupatfon and would likely enjoy that work;

a C rating means that although he probably has those occupational interests,

we cannot be sure of it as we‘can with thg A ratings. Particular emphasis
should be given to the C ratings, as these clearly identify occupational
areas where the individual has few interests. To quote Campbell:

a person with a C rating on a given occupational scale is

rarely engaged 1in that occupat?on, or if so engaged, is often

an indifferent success who will soon drop out or who is doing | ~
the work in some more or less unusual manner. A follow-up s
study of former Stanford University students that lasted 18

years (Strong, 1955) showed -that the chances are 50-50 that a

man will enter an occupation for which he has a B rating. The
chances become greater for occupations where he Ras scored

with the B+.and A ratings, and they become less where he has

made scores in the B- and C ranges.

1
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For the purposes of these two studies, A ratings were considered "high,”
B+ and B were considered of.“medium” interest and B- and C were considered
of "low" interest. In determining whether their measured interests were or
were not-related to their expressed interest for certain vocations/courses,
the letter ratings were considered in that particular vocation chosen and/or
its related areas. Students who had ratings classified "high" and "medium"
which corresponded with the expreSsed {nterest were described as having
"related interest" to their "expressed" interest; and those Students whose
ratings were B- and C were described as having "measured” interest not
harmonious with or "unrelated" to expressed interest. These results are
.reflected 1n Tables III and IV. Table 11, however,1s based on the selected
scholars only.

Out of a total of 1,927 first-year students in Group IT, a 30% sample
was drawn for determining relationships among other variables that can
~affect vocational interest. Thase included intellective indices and socio-
economic factors. While the study of Group II population also tried to
discern whether the measured interests were related to expressed interests,
this was done for only t*e sample of 600 representing 30% of the tqth]
population. It is to be noted further that the business courses group
was not included in the fina] sample because of_the criteria used in the
statistical treatment of the data which looked into other relations as
meritioned earlier.

Results \
The results of these two studies are given in Tables I to IV. The

expressed vocational-interests in career choices df the first group are

given in Table I. Of the 913 usable papers of the applicants considered.

in this study, 227 or 24.86% expréssed vocationa])interest in the field

of engineering; 203 or 22.23% in the meﬁicalsciences;]39 or 15.?%% in

the social sciences; . 135 or 12.38% in the natural sciences, physical,

and biological. : - e
_Tab1§éjl~give§ thg number and percent of first year students (Group II

data) expressing vocational interest in the different course offerings at

" U.P. For this group, natural science is the most popu]ér vocational choice,

followed by engineertng, business, medical, and social sciences.
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Looking at the measured interest of the Group I population, 1t is notable
that not all scholarship applicants registered measured interest in the
vocation or courses which they have chosen or in which they have expressed
interest. The greatest number of students whose measured interests are in
harmony with or related to their expressed interests are in the fields of
soctal sciences and arts (72.66%) and in business (62.96%). Two-thirds of
the students who expressed a preference for a vocation in engineering and
more than half (57.63%) of the students in medical sciences have measured
interest not related to their expressed interest. This is more true of the .
subjects who expressed a vocational interest in the field of the physical
and biological sciences including mathematics, chemistry, statistics, agr?—
culture, blolagy, forestry, fisheries, etc.

In spite of the fact that to some extent the final aQarding of the
scholarships took into consideration the applicants' measured interest as
related to their expressed interest, a number of those who finally
qualified had unrelated measured interests to their expregéad vocational
interests (Table III).

Discussion

In the Philippines, the need of the college-bound high school graduate
foghiizzissiona] and systematic assistance 1n ypcatlona1 planning is great.
Al the greater majority of the college- bound students have decided ,
what course or occupation to pursue when they register at the U.P., it

was found that there is no scientific or logical basis for making such
decisions. The impact of science and technology on almost all aspects of
Filipino national life does not seem to affect student vocational chéices.
It is not surprising.that results of measured interests are not in harmony
with'expressed vocational interests. We in guidance work have suspected
this, but we had not done a study on a large scale, such as this one, to
convince us of i1ts reality.

High school graduates are still oft@n«attracted to the "prestige"”
occupations as mentioned by Secretary Blas Opie in his talk during the
opening day of the Conference-Workshop. He reported that high school

”dropouts hdve unﬁea]istica1]y high career aspirations, a majority of them
sv'anting to become doctors, engineers, lawyers, and nurses. We do not want
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to add to the vast number of unemployed, or unemployable college dropouts
and/or co]1ége ﬁraduates Peﬁhaps the best contributioh this paper can’
make is to call to the attention of the guidance counse]ors the fact that
~as in the past, there is still a great attraction for the "prestige”
occupations. Guidance counselors, educators, pdrents, and leaders seem
to be failing in helping youth to plan for the future,.for living productively
and satisfactorily as useful, contented members of society. " v

,Data from the first group in this study revealed that efen with the-
assurance, of scho]arship support throughout their co]]ege education; there
were few, ‘1f any, awardees in the fields of fisheries, forestry, geology,
metallurgical engineéring, mining engineering, and other less "prestigious"
occupations. Yet these oécupat?ons or areas are the 6nes most ﬁecessany
for the country's economic growth and development. _A]though the U. P. follows
.rigid screening and admissions procedures, it registers'a high rate bf
student attrition. One wonders whether many of these failures are not
caused by unrealistic vocat%ona] goals, where one's interests, inclinations,
and aptitudes aré not exp]ored to the fullest.

We know that the choice of a vocation is one of the most, 1mportant
decisions one has to make. Yet it is often made with 1ittle thought or
assistance. Many influences that’comefégto play, as.revealed in the second

study, fnc]ude "parental desires," "frfends," “relatives," "media," and
“@uidance cbunse]ors " Of these influences, only the guidance cohnse1ors
if théy are professionally qualified, are 1n a better position to effect
desireable changes in attitudes towards Lareer choices and planning.
Career-p]anning should be started as early as possible. _There is a need
“to explore inét}uments that can help guidance counse]bré do their jobs
Wg]] and to conduct research in the field of the noncognitive or affective
domain of the individual. The SVIB is only one of the many instruments
whose use can be further explored. At this point,iit is pertinent to give
Strong's summary (1943) on the nature of interest: ‘

1. An interest is not a separate psychological entity but merely
one of several aspects of behavior. Copsequently, measurement
of one interest is hot a complete measurement of a unit of
behavior.. / _ e

2. An interest is an expression of safisfaction but not necessarily
~ofsefficiency. “That a person likes golf does not ‘necessarily
mean that the person plays well. .

2’ B



3. Saying one likes a certain thing supplies indefinite {nforma- _
tion regarding what has been done in the past and what will be
- dane in the future.

4. Khowledge of several hundred Tikes and dislikes provides a much
better basts for estimating what has been done in the past and
‘ what will be done in the future.

5. Such estimates can be better made by an experienced counselor
than by an amateur, but they can stil1l be made accurately when
based on the statistical analysis of hundreds of cases.

*

“ 6. Estimates based upon many interests indicate what the person .
wants ta do but only indirectly what he is capable of doing.

7. Although the results of research indicate that there is some
relationship between interests and abilities, it is evident
that abilities should be measured directly and not by interest
tests.

8. Interest tests supply information not g1veh by ability tests;
they indicate what the person wants to do, the general direction
he should go in order to obtain enjoyment and satisfaction in
life. R

y

At no other time in the guidance history. of the Phiiippines are
counselors called upon to play a more active role as the change agents
referred to by Dr. Walz, the consultant in this Conference-Workshop.

[t has to be recognized that it is the guidance counselor who plays the
ke} role in initiating, building, and coordinating career guidance and
counseling. The term and concept of vocational guidance is fast going
out of fashion - the newer concept 1s career guidance, career counseling,
and/or career education. In this connection, there is a need for a
"retooling" (to borrow a term of Dean Williamson, the "grand oTd man"

in guidance and student personnel work) of guidance counselors. Facili-
tating change$ in the direction of career planning and development and
changes in attitudes and value orientations, cannot be done effectively
without the guidance counselor's expertise. With the anticipated changes,
the guidance counselor's functions and responsibilities are chang;ﬁg and
multiplying; we can no longer be secure and effective in the traditional
functions we learn in the early years of graduate work. The scope of

the work is changing; new approaches are many and varied. However, if we
conceive of our roles as flexible and open-ended, we can continue to grow
and develop and absorb new trends as fast as they come along.
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Tanlg 1 N e
Number and Parcent of Stucant Aoplicants meup I)
Undar Each Exprassed Yocationai Intarast & tha .
Reltation of These to Their Measured Interest

'S . .

Measurad Intarest

Unrelated

. Total Related
Exprgssed Vocational Interest F 4 F $ e F 4
A. Enginearing (227)  (24.96) (76)  (33.48) (s (66.52) 7
1. Chemical : ~ 76 S P 20 8.81 56 24.87
2. Civil ' 31 3.40 10 4.4 21 9.25
3. - Electrical 3 3.40 14, 6.17 17 £.49 ~
4. Mechanical 16 3.94 l; 7.49 19 37 '
5. Cthers (Mining, 4; Geodetic, 53 5.80 : 6.61 38 16.74
7; Industrial, 13; B.S., : :
13; Agricultural, 7; o \
Aero, 2; Met., 7) _ \\
8. Medical Scienceas {203) 5£22.23) (86) (42.37) Sy o (57.63)
1. Medicine ’ 101 - N1.06 42 20.69 ) 59 29.06
2. Nursing 80 8.76 - 37 13.23 43 21.18
3. Others (Occupational i 22 2.81 L7 3.45 15 7.39
Therapy, 3; Hygiene, 4; T . :
Pharmacy, 2; Mad. Tech.,
9; Vet. Med., 4) ) o .
€. Social Sciance/Arts (139) {15.22) (79) (56.33) - .(60).  (33.17)
1. AB Pol. Sciance 23 2.52 14 10.07 9 6.48
2. A3 English 16 1.7% 7 5.04 9 6.48
3. Law 15 1.64 10 7.19 5 3.60
4.  Education 2 2.41 13 9.35 9 §.47
. 5. Others.-(Foreign Service, 12: 63 6.90 35 2.52 28 20.14
jﬁh‘ History, 4, Humanities, 1;
. Journalism, 14; Mass Comm., . “
8; Philosophy, 2; Social
dork, 2. Speech and Drama,
4; Economics, 13; Fine
Arts, 3)
0. Business Courses (135) {14.79) (85) 162.97) {50) T (37.03)
1. Accounting 102 11.17 61 45.19 41 30.37
2. B.5.B.A. 25 2.7é 19 14.08 6 d.44
3. Others {Marketing, 2, 3 0.88 5 3.7 3 2.22
Banking, 5;
Public Adm., 1) - .
™ £ Natural Scfences ) (12.38), (21) (18.58) (92) (81.42)
(Physical & Biological) ' .
1. B.S. Chenistry 37 4.05 4 3.54 33 29.20
2. B.S. Mathematics 2 2.41 <3 2.65 V9 16.82
3. Others (Agriculture, 6; 54 5.62 14 12.39 Rl 35.40
Agri-Cham., 2: Biology, 1; :
Botany, 3; Forestry, 8: -~ . ‘
Fisheries, 3; Geology, 1:
Nutrition, 3; Physics, 7;
Psychology, 5; 8.5,
Science, 1; Ioology, 3,
Statistics, 33
Architecture, 7,
Agriculrural Eco., 1)}
F. Undeciged : ' 96 10.51
TOTAL 913 100.00 348 35.12 473+ 31.43
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Table II
lumber and Parcent of First Year Stuagags .
Under Each Arga of the Expressad IntGrest
‘ Academic Year 197§-1977 ?
\ 1
Expressed Intsrest F N=1,927 ]
A. Natural Sciences (Physical and (721) 37.93
Blological)
/s 1. Statistics 127 6.59
2. Biology 124 6.43
+ 3. Psychology 122 6.33
" 4. Zoology 95 4.93
5. Fisharies 72 3.74
6%, Gewlogy 51 2.65
.7. Mathematics 43 2.23
8. Botany . 4] 2.13
9. Chemistry 30 1.56
10. Others (e.g., Physics, 26 1.35
v Architacture)
8. Engineering (412) 21.38
. Industcrial ) 142 7.37
2. Chemical . \ 7 9.10
3. Civil \ 51 2.65
4. Elgctrical 39 , 2.02
5. Mechanical 35 . 1.82
\ 6. B.5. 32 ., 1.66
‘ 7. Others {e.g.. Geodetic, 34 1.76
Mining, Metallurgical, etc.)
C. Business Courses ) (262) 13.60
1. BA . ©MS , 7.52
2. HRA 110 | §5.71
3. Tourism . . 7 8.36
0. Medical Sciances : ’ (261) . 13.60
1. Pharmacy - ' 30 4.15
2. Hygiene %0 2.59
3. Mursing ’ a2 2.18
4. Dentistry , . 33 1.1 !
5. Others (e.g., Vet. Med., :
Medicine, P.T./0.T., etc.) h
E. Social Sciencas/Arts : (257) . 13.34
1. Economics 87 , 4.51
2. - Home Economics ‘ 2 1.51
3. Foreign Service 28 1.45
‘4. (thers (e.q., Pol. Sc., 113 5.86
. Mass Comm., Fine Arts,
Law, Music, etc.)
E‘ Undecided ] -4 0.21
TOTAL AL9er 100.00
7/
«
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" Table IIT i

Number and Percentof UP-Government Scholars

Showing Lavets of Hgasured Intere$t as Compared .
To Thelr Expressed Interast
. S ' . Measurgd Interest
. Total " High " Middle * . Low or Rone
. Expressed Voc%tional ) . . \
Intarest F pd F - F b F K
U . _
o _ N - .

A. Engineering ~157)  (23.50) (40) (70.18) (8y (8.7  (12) (21.05)
Chemigal 23 11.50 15 26.32 -3 5.26 .5 $.77
Electrical . i0 5.00 6 - 10.53 2 3.51 2 3.51
«Others: , : 24 12.00° 19 33.33 - - 5 8.77

. - Mechanical, 7; . o, \ -
Industr"ial x5 ; ’ o . o . .
Civil, ' : (
Wetaﬂu,rgicﬂ 3; ¢ : A
B.S., 3; : \ £
\ Gmedatic,s2 ‘ . ) X‘ .
B.. Medical‘Sclences (28)  (14.00) ¢ (57,14) -~ “(7) (25 b " (5) 417 36)
: ‘Pre-Medicine : 22 .00 % . .64 6 u§_.43g" 4 «3& “*1(5 72~

e Other%‘: ) . 6 3.00 o L1071 1 T 3577 J. 1

Nuriing, 3; - ) - e “(4 Y / 'Q; '
s Occupational , ) T “ , A '
Therapy, 1; - ) T ' o
Med. Technology, 1; . ' ’ . N e *,‘ .
Vet. Medicine, 1 ° “ . . g ) - . y
" . -« .

C. *Business Courses C(er) (13.50) - (3s) Fssess) T (s)  (2222) - (6)) (22.22)

Business Ad., 13 9.00 . W 37.04 . 6 - 22.22% 2 7.4
. Others: . 9 4.50 FRRY 18.52 "+ - - M 14.81%
Economics, 8; | B -t _ .

Hotel & Rest. A T

Q& Adm., 1 . . . " ' ¥

3
0. Physical Sclences .  (35)  (17.50) '23)\\"(% n ) (20.00) (3) (14 zfﬁ
2 B.S. Chem. 12 $.00 7 _ 4 11.43 1 2.86 .
B.S. Math/Stat 11 5.50 6‘ ‘_ 11. M 1 2.86 4 11.43 -
B.§. Physics 5 2:.50 4,57 2 5.71 -
Others: -~ 7 3.50 7 . 20 00 - - - -
BS Botany, 1; . : . -
‘ BS Food .Tech., 1; ) _ LN . e .
Biology, 2; e s Do _ LI
BS Architecture, 3 SR e o ' \ -
T » . o ' b % ' ~\;“ ~f N\ -
. E.. Social Sciences i 17 - 8.50. 120- 70,59 2 . 1176 3 1765 .
Undecided 29 ,14.50 . “a v ar
’ Mo Record ot 7 3.50 . < e X ' - .
g ' RN e M ?‘; . ‘ f "
~ & . N RS
S 70 AT TOTAL ) , 200 100.00 © 7106 .. 53.00 % 27 d3.50 \ N 15.50
2 R - ‘f‘ — . ” * ' M TR - ~
» | . ¢ ’ e ~ o
) ) } > 1 ! -~
. y *' § " .4
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oo Numb\\r and Perf,’eﬁt of UP First Year Students Showing ©
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P Their Expressed yoca€1Q1a1 Interest
.,.* -
s o ..
) T ) .\*ngﬁured Interest . RE—
; Intere ‘Fo, “%‘ . F % Foo- %,
% o T ‘f - " . . . < . - .
- Y. cy e - _ e )
s LT .{\_- Naturaﬂ Sciences - ' Ry 1‘ .
, ~ {Physical &=». o ? C _
.. Bio]ogica,.]) > 7.(303) ‘;.(50‘50)- . (96) (3]..68% (207) (68.32)
;. 1. Biology 7)Y, 64 -%0;.67 o 27 8.91+{ T 377 2.2
2. Statistics. v .64, 0,68 = 1.65. 7 .89, 1947 -
3. Chemistr‘y T 87" 9.860 28 tr9.%4k 7 29 | . 8,57 *
4. 7Zoology. 49, - 8.17 7 .15-.-.4.95 34 "11.22 -
5. Geology .‘-_2‘8 467 T3 4.29 »+ .5 4.9%
6. Mathematics 2177 3,50~ 3 20 . 18 - 5.94
.7- Botany 20" "73.33 . -5 1.65 15 7] 4.95 -
BT“ Medical Services ~ -133 22.17° . 65 ° 48.87 68 - 51.13
(e.g., Medicine, ' ; ¥y -
, - Phaymacy, etc.) R
I e ’ )
C. Engineéring 104 17.33-- 57  54.8 47 45.19
© DI Social Sciences s . 66 . 1i.00 315\' 18.18> 48 72.73 '
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THE CQVOTEP- EXPERIENCE

L)

‘ Lot by

¥

- Mrg Sa]ud Evange1ista Director
Cooperative Vocational Testing Project

.
- ’ - 4
i .
. . .
. - .

Bl

~"  COVOTEP stands for Cooperetive'Voéational Testing'Project This month Sk
1t completed its fourth b hday [ts reason for being-has been the develap- '
ment of 1nd19endu$ vocation tests yith the support and cooperatfon of

various sectors, educational, fndustria] and governmental, the project has

been under the leadership of the Guidance .and Counseling Department of
De La Sa]le University Graduate.Schoo] otvfdugit1on | #

\

Rationale '_ | \\\ o : '

~

Like any developing nation, the Ph111ppines s 1n the procesé of ex-
periencing increased 1ndustr1aliza§\on which demands the deveTopment not
only of its natural resources but also its humdd resources. While indus-
tries are confron%ed with problems of recruitment and high Tébor turndver,

 educational institutions, cogn1zant of their ro]e in manpower development
'and training, are faced with prob1ems of 1dent1fy1ng those student apti-
tudes.required«py var1ous programs in prepar1ng younq people for the ﬂuture.
-Government agenaies involved #n the training of manpower and out-of- schoo]
youth are also beset by similar problems. In all_ tﬁese sectog§, the 1mpor—
. tance of identifying those who have necessary levels of trainab111ty or
. aptitude subsequent to their placement is a crucial tssue. There 1& con- '
g sensus in various sectors on the need for effective screening and placement
P 'instruments in both educat1on amd emploYment. ‘ 3@ . _ .. .
It was in.response to'this need that COVOTEP was organized witk the « | - -\
endorsement cooperation and funding of the Asia Fopndat1on, the Depart t . !
s ™9Of‘Labor, the National ManpOwer and Youth Coungil, the National Science ..
Deve]opment Board, var1o S sectora] essoc1at1ons of 1ndustry and a/few pri-
(vate flrms The praject was initiated tb provide»a mechanism for studyin
more thoroughly testingein the Ph1]1pp1nes in order to develop adequate t§st
*1ing instruments for selection and p]acement within schools, oyt- of school
ce tra1n1ng programs and industrial sett1ngs \WTth"the deve1opment of va11d

o | .o ST




measuring” instruments, it was ﬁzped that wastage of manpower resources
stemming from nonidentif}cation of petentials, improper selections and
misplacement of personneJ would be lessened, 1f not tota11y eliminated
(Satlazar, 1977).

r

Activities b , .
The schedu]e of activities was dividedﬁﬁnto four phases. Phase [
involved a Se’tora] Conference that brought together representatiyes from

industry, manpower training, the Depdrtment of Education and Cu]tpre; the
Department of Lahor. and educational institutions. This confarence
brough? out the need for developing vocational tests for the*Ph111pp1nes
and the-need for evaluating existing vocational test materials.

Phase II was directed toward research on tests used in industry as
well as Ti'_ cational schools. After consultatjon with othér agencies
invoNed in\testing, it was decided that COVUTé%‘ihould concentrate on
tests for industries while other agencies would wOrk toward the develop-
ment of a vocational aptitude tesg‘battery'for schools. In this phase
studies were conducted to determine the factors and ski]]s required of
workers in 1ndustr1es and to gather data on the, manpower force. Research
was a]so made on the content construct and criterion- re]ated va11d1t¥ of
a set of local vocdtiona] tests, the Roxas tests. ' fa

Phase II1 a1me¥ at the completion of job ana]yeis that had been
started in PhaseIl,. and the construction of items, for the pre11m1nary
form of the COVOTEP multi-aptitude test Rattery (MARB)..

¢ The JOb ana]ysis conducted in. var1bus§iorm; tD obta1n 1nf0rmat1on -
regard1ng worker qualifications and done ‘through direct obserhgtions '
and interviews revealed that Tower:leve] jobs require ma1n1y f1nger and
. manual dexterit/, spat1a1 abjlity. -and motor coordination, while h]gherw
. level jobs require verbal, numerical and clerical apt1tude§ énd‘Form.ben«.f
cept1on 1n vgneying dagrees . o) . @" -

o It Was also foﬂnd that genera11y w0rker or an apprenticd”ﬁEeds to

have morethan one apehtude in order t be successful , It would seem .

hat a great var1ety€of tests would therefore be - needed to measure var-
1ous ski]]s expected of workers '/ Howevér, severel factprs d!%ar?y eme?ge
N From h]l the §Eem1ng]y n %semy teéts, a d. ﬂt 1s(possﬁblo to - group many6

h!»
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_occupatfons éccording'td sjmiiarities in the skills required (Dvorak, 1956).

Therefore, the same battery of tests may be used to measure abilities For
various bgcupations. LA C |

With the completion of these studies., COVOTEP hirected 1ts efforts
towards the development of a multiaptitude test battery sultable to Fi]ipino ‘
workers in the Tndustrial setting. The following tests were developed:
Verbal Aptitude, Numerical Aptitude, and Clerical Aptitude Finger and
Manual Dexterity Boards were Tikewlse prepared. The Roxas Form Perception,
Space Re]ation§ énd Motor Coordination tests, with revisions, completed the
battery. The manual of instructions of test administration was likewise
prepared. These eight.tests, plus the General Aptitude Test Battery (GATB)
developed by the United States Employment Service, served as a model. _

Phase IV was devoted to field- testing, revising and vé]idafing the pre-
]1m1nary form of the MATB and setting norms for spec1f1g groups: trainees
in out-of-school youth programs, students in technical schools, applicants

‘and” workers in some industrial sectors. Thus far, the staff has organized

the revised test ¥orm and field-tested the same 1in seva;a] regions of phe
country. At present, the final and technical reports are being prepared.
Statist1c.1 stud1es are being condugted to establish the va11d1ty and yeli-
ability of the tests. Some'more criterion measures are being developed for
various groups. “

After the completion of. the validity and re11abi1ity studies as well
as the development of norms for specific groups, the final test form will

. be Qrgéhjzed and'phb11city and accessory materials prepared.

Prob]ems

The deve]opment of a MATB has brought about some problems which might
be of interest to those who intend to work in similar prQJects

1. Fund1ng To develop a test costs money and in the “four, years of
COVOTEﬁ s existence, funding has been a problem. With a limited budget ,
COVOTEP has been opyrat1ng with a Timited administrative and- research staff:

‘Initial funding was obtained from the Asia Foundatibn and some tndustrial
| firms for the first two phases{gﬁ the prOJect P1edge5 of support from
:_.other companies and sectora] assoc1at1ons have to date’ rema1ned unfu1f111ed



7 The third phase was funded solely by the National Manpower &Hd Youth Council
(NMYC) while the present phase was fygged jointly by the National Sc1ence
Deve]opment Board and the NMYC.

© 2. Sampling. Another difficulty was obtaining samples, especially
from industry. Few firms permitted us to test their workers on company time,
and those that did usually did not have proper testing siteg for use by
their workers or would not aliow testing times conducive for proper test
atmosphere. | |
' 3. Lanqudge. The problem of communicatinq instructions to the .exam-
gi ing®s surfaced in our field-testing in severa1 provinces in the Visayas and
"’ = Mindanﬂo regions. [t Is, necessary to trans]ate the English instructions,
part1uu1ar1y for the nonverbal tests which are given to the unskilled and
semi-skilled workers, into the local dialect. As an initial 5tep to remedy
the problem'we have come up with the Filipino translation for the nonvérba]
tests and we look fd?ward to having the igstructions translated into major
dialects. in the future. | . o : . .
- % 4, Criterfon measures. The seleciion of appropriaté criteria against
which towxalfdatL the MATé has;been another problem. Grades obtained‘in

_ B 9hop c0urses and performqnce ratings of supervtsors have thus far been used
PR INET A

as cr1ter1on measures for eur stUdent and trainee samp]es and for our {dindus-
s f}1a1,samples However, the latter were not always readilyavailable;

B th re Was also the concerd that these criteria might be 1agk1ng in objec-
tiv1ny qr might be contaminated by factors other than apgltude
oo A ] ,
Th uture of COVOTEP ) ' -

By the end of this year we hope to have ghe final form of the Multi-
Aptitude Test Battery organized, comp]ete with its accessory materials. But :
in a prOJect as extensive as COVOTEP the pub1ish1ng of theé final form of
" the t@st does not necessarily mean the end of the job. A test is never a
f1n1shed product. A cpnt1nua1 process of evalyating, revising, and
rewriting--in other words, continuous research and study on the MATB--15
expected even after the end of Phé%e IV." In some sense, "a test is similar
to wine; as 1t ages, it becomes more valuable and more useful " When the.

test is emp]oyed by others for research durposes and 1tsfresujts aRe re1ated

[ Jand
. “”‘
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to other phenomena, the value of the test becomes more widely established
and 1ts applicability and validity further extended.
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PHILIPPINE PSYCHOMOTOR APPARATUS
o
by

e A Manuel G. Roxas
Management Consultant L

&
Introduction

Any- successfu] business or industrial enterprise requires superior man-
power. At the recruitment and selection stage, candidates are subjected to
intensive psychological test batteries to gauge mental ability, personality
charaeterist1cs, and aptitudes. Apb]icaﬁ§s are likewise interviewed to
probe into behavioral and attitudindl patterns.

Are psycho]pgfca1 tests rea11y'v511d measures of a persof's potentials
and can they assess'reQUired abilities and aptitudes? Or can they lead to
misjudgment of a candidate for e job or promotion? ”Severa1 factors 1nf1dence
their validity and thus lessen their usefu]ness: Most companies overlook a
vital condition-~the individual's psychomotdr ski]l This factor is appar-
ent]y taken for granted if not comp]efe]y 1gnored Fhe prphibitive cost .
and limitation in scope of foreign psychomotor or. dexterity tests have led
to restriction of their use in a. great number of firms in ‘the country tqday

In response to business and 1ndustry S need fax a more adapt1ve and -
comprehensive too] to measure ‘the psychomotor and dexterity quot1ents and
to ensure the - required competence and efficiency in app]icant/workers the

Philippine PSychpmotor Apparatus (PPA) was devised.. This pre]iminary manua]

_serveg as a guide.to the Phi]ippine Psychomqtqr Apparatus wh1ch can-be an

1nd1spens§b7e‘management tool.

i

Description of the-Test - T [- ”

’try.

The Philfppine Psychomotor Apparatus is a finger and nmhual dexterity

test. designed to assist .in the select1on of emp]oyees in§business and 1ndu§-
\ |

ments such as arm-hand: movements in man1pu1at1ng fair]y‘1arge objects under'r‘

speed cond1t10ns, as well as f1nger movements in manua]ly opefating sma]]

B3

The PPA attempts to 'measure the degree, of coordinat1on .0f physical move- 1’

objechs The PPA may also be used as a!co]or dwstlhctTOn tast. An 1nd1v1dua[



may be asked to identify and manipulate four basic colors (red, yellow, blue,
and green) which are applicable in the operation of automatid-and semi-

automatic industrial machinery. S &

Administration and scoring are quick and easy. This is a “Level A"
test. The only equipment-necessary besides the apparatus is a stop watch,
and only a small space is needed for carrying out the test. Adhinistration
and_ scoring take just 10 minutes. .

The. fpparatus is a rectangu]ar, leather-covered wooden board which is
~divided into two portions The inner portion contains slots and s1its with
colored plastic tiles and fis referred to as the Manual Dexterity Board. The
outer portion is called the Finger Dexterity Board. It has an aluminum %Qeet.
on the center where rivets and washers are assemb]ed When folded and Tocked,
the entire case can be carried and stored convenient]y .

The PPA has been administered to a large number of applicants, as well
as to employees on the job, such as bank tellers, cashiers, electronic |
assemblers and welders, operators for automatic and'semi—automatic machines,

press operators, waiters, garment sewers and cutters, general factory workers,
and the 1ike. « At present, the Appuratus is ytilized with other app1icant3/

Y.
workers in-specific operations in séveral industgies.

-

;;{f,' - The ‘normy presented ‘on the last pages of this manual are based on -workers
' and app]icants 1n four manufacturtng Firms. S1nce the motiuation of workers
in takfng the tests may vary considerab]y from the metivation of app11cants,.
- the normps are presented*onTy as guide]ines in 1nterpret1ng test scores.

» Ind1v1dua]s scoring at or above the 90th percent11e are found to be
compefent and producttve workers, who ~contribute guore effective}y to a com-
pany than-do low scorers. Ihd1vidua1s who score between the- 79th and B5th
' percenti]es can be expected to perform moderate]y and give sat1sfactory |

resu1ts Those whose scorbs: range w1th1n the 50th to 65th percentiles-are

'i ‘.~“11ke1y to 1mpr0ve ‘their momentum as soon as theychave magtered the JOb
) ‘Individugls seoring be]tw the 45th percenti]e tend to be accigent prone and
J . unsat1§factory workers. . : ‘ ‘ .
/>/ | :Companiés are urged to bu1}d<the1r own norms and to conduct fol]ow up
. ?; ~‘_‘ya11d1ty stud1es 1n~order to determine the most effect1ve te§t score standards
Y- . : v - AR .
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to use in selection and placement.* However, as data are collected on the
Ph1]ipp1ne Psychomotor Apparatus, this manual will be revised to present

more definitive and Juseful norms.

»

Validity :
The validity of a test is a measure of {ts effectiveness in identifying

those peop]e who eventually will succeed and those who eventually fail
Va11d1ty studies in four manufactur1ng firms yield evidence that the P ilip-
pine Psychonotor Apparatus can be an effective aid in the selection and 1ace—
ment of workers. This claim is strengthened by the fact that, in these
studies, an efficient and productive worker, once selected, remained consis-

_tently effect1ve throughout the production process.

It takes time, however for a test user to aceumulate enough data to -
conduct his/her own validity studies. For this reason, the expériences

- of others 1n using the PPA are- presented as evidence of the test's validity %
;1n spec7f1c situations. . These studies are encouraging and-may provide help-

fu? information for prospective PPA users. ,

¥

Reliability . A

.18 to 26 years with a mean age of 21.

One 1mportant test characteristic is its refiability, or the consis-

'tency with wh1ch it measures ability, aptitude, or dexterity, Its relative

consistencyr the degree to which individuals matntain the same relat1ve

‘standing in a group from one administration to another——is called the coef-
‘ficient of reliability. | . S

Table 1 presents the correlation coeffic1ents of mean total scores in

four manufacturing firms which indicate s1m1]ar1ty in meah total scores and

standard deviations. Selection’ jd the textile and garment firm appears high »

. as shown in their mean total. scores of 30.05 and 30.31.

» Table 2 shows significant correlation coefficients of FDT total scores
that yie]ded ev1dence of strong s1m11ar1ty in mean total scores Standard

. deviations are relatTveTy Tow except for that of male workers in a semi-

conductor firm (14.75).
Intercorrelations 1n the industrial setting between the MDT and FODT of

- the PPA were calculated for_1459 preduction workers. The age range was from

. ¢
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Table 1 Correlation Coefficients of MDT Total Scores \'ﬁ
variables o C N _Mean ___S.D. r
Sem1~C0nd$2tor v ,

femaTe - 100 25.16 8.8 .16

male . 43 24.16 19.8 .39 -
Car Manufacturin - 589 28.91 7.33 14 .
Textile & Garmen

female~male 142 30..05 . 4.78 .26

male 32 30. 31 5.9 .20
'Tablé 2 Correlation Coefficients of .FOT Total Scores
Variables | F Mean S<D. r
Semi-Conductor o '

.female . 120 28.8%6 6.2 12
‘ male 43 -~ 25.6 14:75 .29 jg
Car Manufacturing 114 23.91 4.78 9 L
Textile & Garment . -

female ' 143 23.81 . 3.6 .08 .

male _ ' 83 21.75 6.8 .047

{
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TESTING PROGRAMS AND MANPOWER DEVELOPMENT
IN THE PHILIPPINES ‘

| by
- Mona D. Valisno, Ph.D.

Executive Director
National Educational Testing Center -~

S

v

N .

For the Philippine education and manpower deve]opment sector, the 70's
have been a period of redirection, adjustment, and innovation. Since the
promuTgation of martial law on September 21, 1972, a number of reforms in
the country's educational system have heeén instit__uted~ The government's
policy views education as essential to the attainment of national dé9e7op-
mental goals. N

Lack of human resources 1s a key prob1em 1n developing countries, and
the Philippines is no except1on There are no easy Temedies for the wide-
spread unemployment. Productive use must be made d every available fac111ty
Developing countries cannot waste resources by training people who may turn
to less crit1ca1 occupa;gons after graduation _

Prevﬁous1y, the general open system of co11ege and university admission,
Created a swe111ng college enrollment, This produced many more college
graduates than the. 1abor market could absorb. The Crucia] need todéy is .
not for .college 'graduates, but for trained M1dd1e Tevel manpower. " Thus* | '
the need for a nationally adm1n1stered co]]ege entrance examination became

clear. F

A

The Natfona] College Entrance Examination (NCEE)

‘In response to this need President Ferd1nand E. Marcos issued Presi-
dential Decree No. 146 on March 9, 1973. The objectives of this decree
are to upgrade the qual¥ty of education and to maintain a healthy and viable
balance of manpower stock. Also, it requires all high schosl graduates

~ seekin adm1ssion to postsecondary degree programs to take the NCEE. A~

passing score on this exam is used as a national criterion for college - .

*admission. . .
The NCEE is a gehera]'scho]astic aptitude test deveJOped in the Philippines.’

+ v ) +
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It measures a student's developed ability to cope with the intellectual tasks
necessary to do college work. Scores on this test indicate the student's
proba6§1ity,of succeeding 1n degree programs.

During the initial years of implementation, the educational community
and the genera]lpub11c expressed misgivings. The National Educationdl Testing
Cénter's first task was to establish its credibility and develop public con-
fidence in its new service. This has required a steady effort to meet the
real needs of students and institutions, to explain the Center's purposes
as clearly as possible, and to do dependable work which was clear in its
‘structure and open to public control. ‘ )

"This work has had good results. The NCEE has proven to be E 1egit1nmte
predictor of academic success. The results of studies of the Natidna] ‘Educa-
tiona] Testing Center and other individual research aw consistent. * By and’

) 1érge the higher a student's test scores are on the NCEE, ‘the greater the
/ probability is of sucqeed1ng in college. The NCEE scores, when used in com- ,
bination with high school grade point average, are even better predictors
of college success. The test is about equally predictive for low, hiddﬂe,
and high -income groups. v \
CL Thé™impact of the NCEE is obvious. Overall, college enro]]ment is
reduced. Studies on the trends of postseCOndary freshmen enrollment’ covering
the period of 1973-77 (using 1973 information a baseline data) show that
the decrease of enrollment in degree programs was evident in a majority of
the schools included in thg study. Enrollment in academic priﬁrams with ap

~

L3

oversupply of graduates (such as teacher training and liberal arts) decreased

drastically, while a noticeable increase occurred in enrollm nt for short- #™
" term postsecondﬁry'coursés or-the so-called vocationalriechh?éa1 courses.

Whilée the initial evidence seems to indicate that the NCEE objective

of maintaining'a viabﬁe'ba1ance of manpower resources is slowly being attained,

training the right. number of students in each field of spec1alwzat1on has

not yet been achieved. This reflects the 1ack of a sound updated educational

and manpower plan. The Nat10na1,Educat1ona1 Testing Center is attempt{ng to

respond to this need by developing the Philippine Specific Aptitude Test

Batteny to compkement the National.College Entrance Examination for occupa-

tional or career guidance. It will be administered to students in the third

Y
N




year of high school. N

-

Assessment Instruments for ACCreditation and Equ1valency
As early as 1972, the Secretary of Education and Cu]ture began to give
1ncrea51nq recognition to nonformal education“’/ﬁducation was Seen as the

essentigq factor for achieving the soc&a]lsoal of equality, for in educatidn
an "underprivileged" individual is given opportunity for vertical movement )
jn our society. President Ferdinand E. Marcos expressed the same 1dea 1in
his call for the 1nst1tutfon‘of a coordinated effort at manpower development,
for both inschool youth and those who drop out. ‘He'emphas1zed the roles of
the school and community in continuing educat1on,
As of 1976, it was estimated that over 5,000,000 Filipinos of school
age were out of school for various reasons, 'mostly economic.- The most
recent data on dropouts show phat only 45 out of every 100 who enroll in
first grade finish e]ementavy school. Thus more than half: of first grade
enrollees join the ranks of school dropouts. R
In Tine with the government's efforts to deve]op and ytilize to the
fullest, huhan resources at dll age levels, school dropouts‘are'encburaged
to continue their education, formal or informal, or to train fon apprOpr1ate
Jobs. The educational placement test has been.ﬂeve]oped as .an 1nstrument e _
to assess knoW]edge and work experfiences in various areas for which academic . 1
credit will be given. This equivalency may be Msed for grade/year placement |
in the forma] school system, for manpower training, or for job placement.
- In brief the instrument is designéd first, to retrieve school drop-
outg and place them in the formal educational system, if they wish; and
second, to accredit and validate work experiences of school dropouts for
_promot1on, entry to training, employment, and self-fulfillment."
" In the effort to offer every-Filipino the maximum benefits of: educat1on
from all possible entry points,. equality of opportunity should not be con-
: fdsed with identical opportunity. The‘programs that the Philippine educa-
tional system offers must be in tune\WJth the changing needs of society and §, .
with the varying desires and capabilities of each individual through the
national testing programs. An earnest attempt is be1ng made to show that

o

equality and indivfddality:can co-exist and that learners with different
- competencies can complete dppropriate educational progréms. ThiS'approac‘h ’



to huma? resource development is essential for national progress.
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VOCATIONAL COUNSELING IN THE PHILIPPINES .

. by

'\‘ 13 *
Or. Lily Rosquete-Rosales
President, Philippine Guidance and Personnel Association *
Professor and Officer-in-Charge, Dept. of Counselor Education

University of the Philippines

g

e . -,

I would 11ke to underscore the complexities of vopcational counsé]ing
jn ihe Ph{]ippines caused by The necessity of dealing with the present '
society as siudents Prepare for the world of the future. Additionally,
there is the diff{culty of taking into acceunt both personal psychalogical

v data and occupational data while developing understanding of the individual-

N
N >

as a.dhole,
Many have argqued that "counseling 1s counseling,” denying the separate
existencg oY, "vocational counseling,” or the assistance a person is given
for entry into work or for help in making work adestments. I was one who .
argued this until the Fund for Assistance to Private Education in the Philip-
pines and De La Salle Universiky undertook a joint project on ewcbuﬁaging
rational career choice in the Philippines. I became_ﬁhe Project Consu]té;t.
.The result was the Marual for Career Counseling (produced under the super-
vision of Prof. Josefina 0. Santamaria)-which:took the view that career

counseling was not an isolated activity. The Manual toék a broad overview, -
concerning‘itself with eddcationa] plans, choice of an occupation, and

life style (married or single, full-time homemaker‘or employed wife and
| mother, etc.). . ) -

Why vocational counseling in the Philippines? Social scientists have

described the Fi{?pinq.as a unique'person. He 1s an enti}y by himgelf, but
\hisflife—style'has been influenced by the "baranggay" or old values, by
Wesﬁern, and by Asian values. - These value systems may conflict with one, -~
another. o - '
' - Let me give a brief historical perspective on guidance in the Philip-
pines, fn the hope that Ehfs will explain the difficult but progressive
stéges dhring which professional counSe1i;g evolved in our country.

. &7 99
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. Guidance as it is now thought of was practica]fy unknown in our country
before 1925. In 1932, Op. §inforoso.Padilla started a psychological \
clinic, 'and the intellectual. basis for counseling was introduced.

. Psychological testing and counseling were used in thé Bilibid Prison,
the country's national penitentiary, in 1934. - In 1939, psychological
testing and counseling were used in Welfarayille. ¢ )

. During 1939-49 the-Division of City Schools of Manila recognized the
need for school cognselors and appointed the deans of boys and the deans
of girls to serve in this capacity.- ) - .

. In November 1945, the first guidance institute was held in Manila at
the Natignal Teachers College with United States Army psycholqgists- as

" resource persons. A direct result was the organization of the firsf
association of guidance counselors, called the Guidance Association of

4

the Rhilippines.

. In 1951, the Joint Congressional Committeg on Education stated that
every secondary school should have a functional guidance and counseling
program. The Philippine Association of Guidance Cbunselors was organi-
zed in 1953. Both associations are now defunct.’

In the early 1960's, Brammer was the leader of{the guidance movement -
in the Philippines. By the middlf‘of the 1960's, the Philippine Guid-
ance and Personnel Association, Inc. was born. Its membership ha§

now surpassed the 2,000 mark.

s - In the early 1970's, the University of the Phi]ippines'Guidance System

was created after Dr. John Krumboltz's visit tp the University: In the
middle 1970's, the Philippine Vocational Guidance Association was
organized. The name to remember now is Dr. Garry ﬁé]z.

~

What is cbunseling in the Philippines today? Whenever I am teased by
my students at the U.P. into prioritizingsguidance techniques, I insist,
"Number 1, of course--client-centered counseling! And no behavioral object;
ives!" I like the’ Carl Rogerian philosophy and I ljke and I use the growth
forces theory. ' ) @}_%-

Vocational counseling in the Philippines 1is not only a 1970's concern.

-
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It is an old, old concern--as old as the primary fnst}tut1on in the Phtlip-
pines. Choosing a child's occupat1on and the place to obtain preparafory
training is a fam11y affair. It invelves the Sfamily¥¥finances for the dura-
tion of the training and education and affects the prestige and’ soc1a1 mobil-
ity of the family. Data have indicated that parents often put preSsure on

their ch1ldren to take up law, medicine, or engineering, regardliess of

. ab114t1es or apMttudes, because these professions wodld provide economic -

security and give social status to the fami]x Parents also put pressure

on their children to follow the occupat1ona1 pathways that they, themselves,
failed to take, or the vocations of wealthy or“ipfluential people in the
community. . ‘

Students do not generally make Eheir own decisions. Child rearing
practices kn the countrySideldo not emphasize self-reliance and the develop-
ment of decision-making‘skills. There are limited opportunities to develop
decision-making competencf The authoritarian atmosphere in many schools
and the "I know better than you because of my age and exper1ence” attitude
sti&]es initiative, self- responsibility, end the opportun1ty to set Qne's
own gqals.

The famity' S welfare usually has priority over 1nd1v1dua1 choices.

Older children are expected to “sacr1f1ce“ their des1res S0 that younger
«1b11ngs can’ go to school by entering a two-year certificate course which .
will lead to gainful emp]oyment rather than a 4 or 5 year curriculum for a
bachelor's degree, or by postponing further studies, or marriage plans,

This picture s not as dreary as it seems; it has the advantage of proabt1ng
close family ties and family responsibiii%y.

Vocatiohal counseling in the Phil1pp1nes can hardly proceed without )
taking into consideration the socio-cultural context within wh1ch the
counselee and counsglor operate. In spite of the increasing pressure on &
the Filipina (the femaTe of the Philippines) to “11berate“ herse]f from the
traditional roles of wife and mother,. she 1s sti1f expected éven if she
has a full- t1me Jjob to put the family and home above her own desires for
career or vocatwona] deve]opment The prevail1ng attitude affecting cho1ce
of vocation is that formal education is, even in the 1970° s, felt to be an

avenue to social mobi]ityq A prospective employer may say, "If it takes

-
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-tudes toward vocational p]anninh ”Bahala na,

a long time for the office of the registrar to issue your transcript of

records, just bring me:your diploma." .

In addition, there are certain cultural concepts which influence atti-
" which means "leaving things
to chance,” discourages or even destroys dec1<10n -making and analytical

thinking. A student says, "I.will enroll in fisheries."” His friend says,

“Are you sure you like to go out {n the open sea, catch fish, and do research

on tpem?" He wifl answer:  "Bahala na."

[t s said‘fhat regardless of aptitudes and abilities, one can succeed
in any endeavor if he has “tiyaga" (a combination of endurance, patience,
and ability to suffer) or if one just prays hard and long for blessings

from heaven (' magdasa] ka araw-araw- 31guradong pak1k1nggan ka ng Diyos,”

‘which means “Pray every day; surely the Lord will hear you.")

"Hiya" is a Philippine value that also influences one's choice of a
professién or vocation. It literally means "It is embarrassing.” It is
"nakakahiya" to be a carpenter if one's father is an exeCUf¥§e {n a big
business firﬁ. [t is "nakakahiya" to be a classroom teacKer if one's
mother is an outstanding lawyer. It is "nakakahiya" to be a psychologist
if one's parents are separated or if one's brother is mentally ill. Such

concerns put pressure on a person’'s dec1s1on -making and make ¢ounseling

" even more difficult. B

In addition; counsiling s dif%\cu]t because it requires skills and
competencies which take some time to learn. It is further complicated by -
having to deal with today's society as well as what the world of work will
be Like ten or -twenty years hence. The Fund for Assistance tb‘Private
Education has undertaken the development and product1on of material$ which
_provide a comprehensive p1cture of the outlook) prospects, and Opportun1t1e!"
in different careers and occupations in this cquntry

We examine the indiv¥dual in his tota]1ty‘ We anaTyze the'ﬁsychologica}rw
data--academic aptitudes, special aptitudes, strengths and weaknesses—-and )
.then the social data which prévide a framework Sn which to Jnterpret the

psychological datd. These are facfgrs such as QCcupat1onal Tevel of parents;

"vocational achievements of the subject's brothens and sisters, industrial

and cultural resources of the home and the commubity, educational experience
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of the inﬁiviaual, and 1eisure7tfwe:act1v1ties. ‘

With the improvement of testing techiques, it has become passible to
measure an increasing number and variety of important psychological charac-
teristics. = But the psychological study of a personfs abilities and person-
a]ity‘traits requires more than testing techniques. OQur primary goal is not
o match people with exisfing Jjob vacancigs in the cqmgunity or in the coun-
try. We seek to understand the obstacles to growth amd development in the

- person, to assist the person in understanding and réMbving these obstacles,

and to encourage psychological growth. If the growth force in the indivi-
dbal is released from all, restrictions, he will be bettef able to adjust to
his environment . ' )

The increasing migration to the Metro Manila area presents extreme
problems. « Living conditions, labor prob]ems,‘anq schoo! problems have

become complex. Thus, there is an urgent need to help people who have come

here to'make vocational adjustments and facilitate smooth functioning of

the econgmy through the effective use of manpower. There is ah~1ncrea5ing
need to focus attention on countryside ‘development and. the world in which

Filipinos ]3vé, as well as on the research findings such as the diséavgny

of a shOrtdge of labor in our ]ouer occupational groupings like farming,

‘fishing, logging, and mining. This is why some guidance counselors are more

impressed by exploratory activities in school and on the ij‘than by appraisal
and counseling. They have more faith in the ability of the individual to
“find- himself" as a result of exposurefto,a'Vﬁriety.df experiences.

The effective vocational guidance counselor is one who knows when and
how to use the various techniques of counseling, and whén and .how to help
the counselee engage 1in ;ctiVitiesfthat.will help him obtain insights and
information. Counse]ors’in the Phi]ippibes'have used diffgrent approaches
in vocational counseling, such as trait and factor, person-centered, psycho-
dynamic, developmental, and behavioral. Counselors either use one approach

.exclusively or evolve their own counseling style. They have freedom, but

it is a freedom that includes responsibility. So mJéh depends on tha coun-

»

~selor's phi]bsophy of ]ife,\philoSOphy of counseling, belief in the nature

of man, tevel of expertise, skill in counseling, and time available. Much

depends on the person being counseléd, and his social environment.

#*
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Counsé]ops are éncouraged to make use of the Information Materials
Pool--sdurces of occupational information, - manpower projections in the
Philippines, overseds employment trends, career clusters and trends, clas-
sified occupation career surveys, checklists, psycho]ogiga] appraisals,
and counseling models for references.

In Tight of the-needed reforms in our educational systém we are shifting
from thé traditional concept of crisis-oriented and test-oriented services
to one of a service tHat 1s concerned with groﬁth and development of the
total person. Counseling is now oriented towards life careers. Counselors
will now have to consider things of the future, things not under theirs or
anyone else's exclusive control. It is a preparation for{tomorrow's world,

a world that is difficult but not impossible to predicf.

}
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¢ VOCATIONAL SERVICES FOR THE SEVERELY HANDICAPPED IN JAPAN

by

Naoki Tsukuda
Ibaraki University, Japan

Employment of the Handicapped ' }

While physical handicaps do not always mean vocationa] hand1caps the
fact is that the job opportunities for the physically hand1capped are quite
11m1Led in Japan.

According to the 1ate>t survey,’ the tota] number of the physically
iindlcapped 18 years old and over _1s 1,314, 080 while the number of handi-

pPed employees is 579,000 and the emp]oyment rate of the handicapped 13'
44.1%.  We have 735,000 (55.9%) jobless handicapped. Among the hand1capped
workers; the number of full-time employees is 211,000 (36. 5%).. Sizes of
employees’ agencies are as follows: 45,000 (21.5%) for the handicapped
wor(prs who are emp]oyed by large pr1vate agencies with more than 1,000 .
emp]oyees and public agencies, and 242 ,000 (41.8%) for se]f—emp]oyed handi -
capped workers. The majority of those self-employed (205,000) have no
employees working *under them. Those in management work number 16,000 (2.8%),
while the number of part-time employees and day laborers is 26, 000 (4.5%).

"~ Among the physica]]y hand1capped, cerebral palsy victims have the
most limited job opportunities (see Appendix), and the most urgentf task for
vocationé] rehabilitation workers in Japan is to find suitable jobs for
them. .

In” add1t10n to the cerebra] pa]s1ed the numbers of handicapped suﬁfer-
ing from cerebral vascular accidents are increasing, and as most of them /

‘are older, their job chances are as limited as the cerebrﬁ] pa]sied cases,

The Services for the Unemp]oyab]e Physica]iy Handicapped

Job opportun1t1es for the employable hand1;apped will gradua]]y in-
crease due to the amendments to the Physica]]y Handicapped Persons'
Employment Promotion Law as wél11 as new Jjob developments.

- But there remajn thosg.hand1capped who are unemployab]e due to the’

severity of their handicaps, and even though thgy receive vécatjoha]

» »
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evaluation 'and traihing se?bices, they are not able to benefit from mén-
£ .5owqr development programs. It will be necessary to adopt different

approaches to solve the needs oflthgse severely handicapped.

Although the cencept of community care is rather new to us, the em-
phasis_ of services to the handicapped has gradﬁa]ly shifted froT institu-
tional care to community care. For exahple, the sheltered workshops, long
regarded as one type of institutional case, have been required to have dor-
mitories attached'td\factorie&. Recently there has been a trend toward
workshops without the dormitories--quite a new phenomenon in the vocational
rehabilitation field. At preseng,'these new workshops are operated by
parents who have handicapped children, without any government supports. In
the long run. this new workshop movemeht will become the mainstream service
for the severely phys1ca]]y handicapped. The range of income for the handi-
capped workers in the néw type of workshops 1§ widé, but the dverage is

quite low. The pu}pose o% the workshops is not to provide a livable ‘
income, but to make 11*e'mean1ngfu1 through work.

New Direction of Vocational Rehabilitation for the Severely Handicapped

In the past, é]igibi]ity for vocational services has been decided 5y'_
economic need. We shoulg change this system in order to respond to the
vocational needs of all severely physically handicépped.) Even though they
cannot achievelindependence through theip incomés,they can be provided '
with vocational services. The most important problen for vocational reha-
bilitation workers is to guarantee suitable work opporthnities for the
severely handicapped so that theyigan™ live their own lives within community
settings. |




APPENDIX

Employment of the Cerebral Palsied

There is little question that cerebral pa1sy frequently. presents a num-
ber of divergent problems. For examp]e, problems in speech, dexterity,
ambulation., and not 1nfrequent1y low measured intelligence, etc. Employment® -
for the cerebral palsied (C.P.), as for all persons, is dependent largely
on funct1ona1 ability. As many Jobs require a premium of ability in manual

'dextenity and communication, the C.P. , a% a group, are at a greater disadvan-
tage than many other handicapped groups. Jobs which were ¥Felt to be suitable
for C.P. in the past are now coming .under closer scrutiny. Questions are
now being ra1sed relative to 1) "the Tinfited number of Sob opt1dﬁs for th]S

' group, 2) the possibility of the retarded C.P. in ‘the Tabor market, and

3) just how satisfy1ng or rewarding are the jobs wh1ch employed C.P. are
engaqged in. | : . - .
According to a *survey conducted in 1965, the employment rate for C.P.
was found to be 32%. Angther survey conduoted n 1970 shows an increase to
55%. 50% of the persons in the later survey were sg}ar1ed wh11e the remain-
ing were either operat1ng their own business or engaged in housekeeping at
home or for others. .The employment rate for the female C.P. im~the former
survey was only 7%, hoWever, it did increase to-37% in the 1970 sdrVey
Very few women, however, were receiving sa]én1es Vocdt1ona1 tra1n1ng for
‘the female C. P has long concentrated on sewing, even though there has been
a decline in JOb options in this area. Further, these surveys showed that
the female C.P.s who were 1in permanent emp]oyment were less handicapped
compared to their male counterparts and also a majority of thgﬁrwere ab]e
-~ to write. The second survey revea]ed that some female C.P.s were engaged in
' . clerical work or manufactur1ﬁ@ These surveys indicated that the families
of C.P., as well as thezr schools did not 1ook closely at this pwoblem,
nor at what the future world of work would hold for this group. Accordinge
to another survey , relative to jobs held by C. P S, only 3 were working
in serv1ce industries, whiTe 69% were either engaged in sk1]1ed work or in
some manuzacturing process. Service’ jobs usually involved care-and maintenance

\
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“of buildings. ‘ /

-

Cited from: Tsukuda, N, et al. A study on the suitability of elevator

operation for the terebral palsied. Bulletin of the Tokyo Metropolitan

Rehabilitation Center for the Physically and Mentally Handicapped, 1973,
.39-40. R '
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" VOCATIONAL COUNSELING FOR THE DISABLED

by
V1ctor J. Baltazar, Di&ector
- Bureau of Rehabilitation, Department of Social Servicks
’ and Development, Republic.of the Philippines
* . .

. Since the last wor]d war, more attention has been givpn to the woca-
t1ona1 aspects of rehabilitation and in part1cu1ar to deve]oping vocational |
guidance and assessment as well as work preparation for the disabled. In _';
various developing countries, special centers have been set up highlighting
such activities 1in éomb1ndtion with medical, para med1ca1, educat10na], and
other rehabilitqtion $ervices.

Philosophy ° . )
. If the disabled are to take advantage of their inalienable right to

an equal share of employment opportunities with the nond1sab]ed Hois
essent1a1 that every effort be made to ensure that the employment they are
offered is within their phys1ca] and mental capacfty This w111.1nvoIve a’ ,
process of total evaluation of the ‘disabled person, tak1ng into consideration
not on]y his vocational training and employment potential, but alse other

-

related.factors ..

The Vocational Gdi&ance Process

Vocational guidance of the disab]ed person is gssentially no different
from vocational guidance of the able- bodwed However, because of the
un1queness of "his disability and—thejvariable environmenta] circumstances,
the process becomes more elaborate or more time- con3um1ng, |

The process 1s a continuum of ser412§s and activities which assist an
individual in solving problems ef occupation taking into consideration his
personal characteristics and their relation to emp]oyment opportunitiges.

It is based on freedand vo]untary choice on the part of the client. Its
prlmary objective 1is to give him full opportunity for personal develapment .
and work satisfaction with due regard for the most effective use ‘of national

ma npower‘ rasources.

' e 97 Lng. .
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The vocational counselor plays an‘important role in the vocational

rehabilitation process. He must use “inter- personal sk11ls to he]p the

client deal with problems in the wor]d of work.

" Vocational guidance is .the process of gathering, interpreting, analyzing,

and synthesizing all vocationally sighificant data (médical, social, psycho- |

]og1ca1) regard1ng an individual, and re]atipg it tp occupational requd?ementﬁ"

and opportun1t1es The process includes some or a @ of the following:
1.

©

The initial interview to help the édanse1 undgrstand as much about
the applicant as may be necessary to assisi him~p his vocational
adjustment. 4 )

The review of the client's vocational history in order for the

counselor to acquire an understanding of his aptitude Q\Effupational

~skills, and work habits developed through past employment, as well

as his vocational interests and ambitions.

The evaluation and assessment of the educafiona] level at which the
c]ient 15 functioning and his potential for further education ‘and
training, in addition to the formal level completed.

A careful examination of the medical evaluation in order to establish
the nature and extent of the disability, an appraisal of the genera]
hea]th status of the individual to determine his capab111t1es

and limitations.

Study of the psychological evaluation to endble the counselor to

help the client understand himself and gain better 1ns1ghts into

his re]at1ve strengths and lTimitations.

»

_Study of data relating to the client's social re]at1onsh1p with

peers, family, and community. o

Exploration of ranges of employments ava11ab1e and suitable to the

skills and ¢apabilities of the client.

With the above mentiohed data the counselor and the client ‘now

plan the rehabilitatdon services needed tg effect the client's

preparation for the adjustment to a job.

An exploratory per1od is prov1ded for the c]ient to experience

actual training or work situatigns. his enables him, with the
he]p‘of the counselor, to decide on his vocational goal.

) ’Jf | | . _ ‘1{]59
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10. Permanent scheduling in a vocational course or on-the-job-training
~ S eln a particular trade is provided.
\ ]T\\yFollow ~up through observations on the Job or tra1n1ng

The Vocationa1 Counse]or

The nature oft the activities of the vocational counselor encompasses
various skills in the vocational areas, as well as the generic skills of
those professionals concerned with rehabilitation. He should be able to

- conduct meaningful interviews:; and he must possess the sensitivity to recog-
nize the measures of interpersonal relationships. He should also have a
complete understanding of 51fﬁat10na1 psychodynamics, as well as the ability
to use appropriate therapeytic measures. More importantly, the counselor
must be able to channel these-ahilities into dealing with'problems of work
and vocational choices of the disabled. )

Vocational counse]in§ does not take place in a vacuyum. |[n mak1ng
appropr1ate vocational p]ans, the Counselor also makes certain that.these
p]ans are implemented when it is most appropr1ate for the client. The
expérienéed counselor recognizes the effects of diverse life situations
upon a client's own aspirations when planning for his 1n%egrat10n into the
community and the labor force. Sudden]y shoving the client into 1ndependent
living after a recent traumatic experience, such as the loss of a Toved
one, or release from a halfway house, may be inappropriate a;a overwhelming.

The counsalor must be aware of his crucial role in vocational rehabilita-
tion and his contribution to the placement of the, client in the labor market. _ \/
A practica]—service such as job placement may sometimes involve dialogues ‘

~with employers in acquiring a thorough knowledge of the labor market. Here
the qua]1ty of his services may be measurab]e in quantitative terms,

namely thé‘humber of clients he has he]ped become successfu]]y emp]oyed

The Ph111pp1ne Experience ,
In vocational rehabilitation in the Ph111pp1nes .the task of vocational

counseling is the responsibility of the guidance psycho]og1st who functions
both as a vocattonal counselor and a psychologist, and when necessary even
as a placement officer. The merging of these roles became necessary to
maximize the services of qualif1ed staff, to ensure continuity of serv1ce

? and to overcome personnel and logistic 11m1tat1ons - .

A\ } . ] ) L u,
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. Most, if'not all, of the guidance psychologists in the rehabilitation
facilities af the Depattment of Social Services and. Deve] pment are
psychology graduates equipped with adequate-knowledge of p;ychological
testing and counseling, This knowTedge 1s further enhancéd by intensive
on-the-job tratning provided by DSSD to enable them to develop the necessary
skills needed 1in rehab111tat1on

The gu1dance psycho]ogist S contributions to vocational .rehabilitation
are his special training and ability to combine medical data from the phy-
sician, data on social relatibpships in home and community frbm the social
worker, trade skills from the instructor, psycho-vocational data based on
his own training in testing'and counseling, and relevant information and
exposure to the world of work obtained from the placement service and other
sources. He transmits these data to the client or trainee through the

. : 'counse11ng'process, thus enabling him to arrive at a vocational plan which
is acceptable to both the client and himself. This proMiées the client
the best possible chance of achievihg job satisfaction and vocational
success. Thé counselor, with the help of the placement officer, tries to
fit the right man to the right job. .

The counselor utilizes several counseling and asgessment processes,
methods, and techniques to enablé him to assist the client achieve his
vocationa]'goalz ) ' .

1. A one to one counSel%ng relationship--the counselor conducts indi-

!

“vidual counseling to help.the client acquire insight into his
capacities, aptitudes, interests, and bersona1 characteristics
related to his vocational rehabilitation.

2. A pre-vocational unit which is a vocational evaluation laboratory--
| the ciient has a trial in the performance of a wide variety of
work experiences, within a specific period of time. The progfam
for each. individual is planneg according to his physical capacities,
mental outlook, emotional adjustment, and other services provided
to him by the center. The basic‘§kills and job operation evaluated
in the undt are fundamental to qccupational areas such as garment
trades, clerical, practical electricity, vending, semj—ski]]ed
jobs, etc. The evaluations are based on standards which have
direct srelationship to employment requirements. ‘
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3.‘-Group coun§e1ing~*the couﬁselor working with a group of clients,
prompts them to share their expdriences in vocatianal’ rehabilitation.
Vocational adjustment problems are discussed, and solutions are
"suggested by the peer group. Information on the: job availability,
job application, and other activities re]ating to Job preparation
and entry are thorough}y discussed Their experiences are compared
and evaluated. Group pressurewnnd support is provided.

4. Parceptual. Motor Skills Training--in this latest technique, a ’

' set of manual tests is utilized, particularly with the blind, to
improve gross manual and bi-manual coordihation, finger dexterity,
tactile discrimination, speed of arm movement, single memory, and
memory development. This training takes as much as ten dgys or' e‘/J
more, depending -upon the capacity of the client. It helps prepar
individuals to assume work operations requiring these sk111s Among
the b\ind, the PMST provides the counseling team with a guide to .
or1en§£t1on and mobility skills, daily Tiving skills, and social
and communication skills. For an example of the Perceptual Motor

“Skills Training, refer to the Social Case Study at the end of this
essay. .

Conclusion "
The goals of any rehabilitation program should be clear and 1ts 1imi-

tations accepted.’ Any actions taken within the perimeter of the rehabili-
tation praocess will depend on the needs and c1rcumstances of the prevailing
social and economic conditions. Our traditions, culture and politics, and
the circumstances in each commun1ty shall spell out the pr10r1t1es The
progression involved in a rehabi]itat1on process is certainly a h19h1y com-
plex and demanding oné, but the rewards are great. ‘It is our professional
-responsibility to determine strategies that will utilize the disabled--

. the vast storehouse of untapped manpower. Then we can truly say that the
disabled have become contributing partners in the deve]opment and progress
of our nation. . - »
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NATIONAL VOCATI@NAL REHABILITATION_CE*TER

\\g/’ . ! Bureau of Rehabilitation d s
{ Qepargment of Social Services & Development

. Republi;ﬁof the Philippines
{ v Barrdhca, Quezon City

-

& SOCIAL CASE STuDY

Identifying Data Re: Rudy Perez .

Sex: Male Age: 33. “Civil Status- Married
Religion: Roman Cabhijc_ ‘
Educational Atfainment; First: Year Cb]]ege‘Pre—Med
Nationality: Filipino k
Disability:” Visuallysimpaired (B11rid)" _
City Address: No. 2 Ca]]ejonfd. P. Rizal,‘Project 4, Q.C.

7

.

Provincial Address: Concepcion, Tarlac

Lase Study _
' Rudy began suffering from blurred vision=in 1963, and totally lost his ///

" sight in 1968. “In January, 1975 he availed himself of the services of the
National Vocat1ona1 Rehabilitation Center of the Department of Social Services
and Development (DSSD), and became an active trainee for one year.

Massage was his major course. While in the Center, he active1y part1c1-
- pated in all activities. ‘One of nis greatest accomplishments Wgs an
inspiring song, "NVRC March," an original composition. He is also a versa-
tile writer, and was awarded the Big Gold Trophy which he won as a writer

+ in October, 1976 during the Metro Manila Balagtasan contest. He won three
gold.medals during the Philympics '77. He graduated as most«yﬂstanding »
trainee in Massage with a gpecial award, a braille watch, from the Bureau
of Rehabilitation Director. He was one of the Philippine de]egates to-the
International Games for the Blind held in Jakarta, Indanesia, March 15-19,

— 1976, . a ; o
After hi's graduat1on he volunteered as a massage 1nstruct0r under Mr .
Ibanez, the regular 1nstructor Because of his satisfactory performance,
.he was employed in the same Job by the Department ai a cash assistance
. worker from May to Deqember, 1976.




In Januari 19?7{ b was given Perceptual Motor Skill} Testq for ten

days. His .per ormance was satisfactory, and he was recommended to Floro

] ‘ - Photo. He was hired as a film processor 1n Rpri] 1977. After a probat1onary‘
« . - -period, he waS’Q?ven a permanent appoinfméntyon Septeniber 23 11977 Tat
' " P10.00 a day ‘with P110.00 allowance dbr month He also earns P400.00 a
;monih thr0ugh massage home service. His groﬁs income has reached about
P800.00 a month. o
Rudy is married to{a physicaf1y handicapped woman, who 1s employed as
a secretary to the Bureau of Rehabilitation DirectOY. They now have a baby

girl, born in August 1977.

L

a

His personal and pkoﬁessional growth provide a good example of rehabili-
tation effort. Effective counseling and guidance played-an important role
in his development., '

(SGD.) Judith Isican’
Senior Social Worker

NOTED» o
(SGD.) Teregita S. Brazil o S
[[- SAS Supervis1ng Social worker. |
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N GUIDANCE INFORMATION WEEK FAIR
AN . -
by
w . Swasd1'5$wanaagsofn, Diractor o
Centre for Bducatfonal and Vq qtional Guidances .
v o - Departlent of Educational Techniques *

Ministry of Education, Bangkok, Thailand

At the end of every school yéaﬁ;a great number of Thai students 1in
grades 7, 16; and k2 face the cruciaT’p}oblem of deciding where and how
to continue'their education or what oqcupatién to pursue. The problem 1is
made worse by the lack bf avai]ab]eiinformqﬁion about the educational and
vocational wo%lds- Counselors themselves then_lack information, and there-
fore are unable to help. The result s a great human and economic loss.

To solve these prob]ems,‘the Cente;\for Edugationa]hand Vocationé]

R ¢
‘Guidance of the Ministry of Education in Thailand has worked with several

governmental and nongovernmental agencies £B~organize the Guidance Informa-
tion Week Fair for students and. the general public. The main aims of the
Fair are: ‘

1. to provide educational and vocational ‘gaidance to students who
need to further their studies or to choose a career;

~O

to exhibit educational and vocational data, charts, tools and infor-
mation useful to both students and the general public; and

3. to unite educational and vocational agencies at various levels to
prevent needless waste of humqn and economic resources.

The annual Guidance Information Week Fair lasts five days. Activities
are designed to attract the students' interest. Thay include discussions by
educational and voc tional‘expérts, chart displays and demonstrations by
various agencies, a‘testing service to measure educational achievement aﬁd
vocational aptitudes, an 1ndiyidua1 cohn;eling service, and movie and slide
shows on educational -and vocational activities. ;

Besidgs a8 number of governmental departments and agencies, participants
Include all the vocational colleges in Bangkok and all the-colleges and
universities of the Higher Edu&ation Bureau. These participating agencies
provide their own budgets and activities for the Fair. .The Center for Educa-
tional and Voc4tional Guidance acts as. executigi coorginator, providing

\ R )
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discussion programs, display boards, re?reshmentb and all necessary services.-

Each day at least 5, OOO interested youths from Bangkok and nearby towns
attend in ordeﬁ‘to get information and enjoy the activities. The Center for
Eﬁucationgl and Vocational Guidance is now working to popularize the concept
of the Guidance Information Week Fair in other parts of the country, so that
the importance of guidance information-servites will be recognized throughout
Thailand. ’ . \
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CAREER.INFORMATION RESOURCES 1IN THF PHILIPPINES: .

o THE CAREER MATERTALS DEVELOPMENT PROJECT p
V. » \ b
M by : X ki
Professpf Jésefina 0. Santahar1a
. - \ Director, CMDP ‘
De La: Salle University, Manila =

The Career Materials Development Project (CMDP) 1s one of the projects
of -the Department of Guidance and Counseling, Graduate School of Education,
De Lta Salle University. It is geared toward the development of indigenous
career materials for use bykstudents, including the field-testing of the
materials to determine their comprehensibility, practicai1ty and appropri-
ateness, and the distribution of these materials. The project was organized .
in 1973 under the joint sponsorship of the Graduate Center for Guidance and
Counseling of the De La Salle University and the Office of Vocational N
Preparations of the NatiOnél Manpower and Youth Council (NMYC).] The Fund
for Assistance to Private Education (FAPE) was also a Cco-sponsor in the

initial two phases of the project.2

Conditions that Provided Impetus for the Creation of the CMDP
Prior to 1973, when the Graduate Center for Guidance and Counseling of

this University conceived of deve]oping materials to support its Counselor
Education Program, there was Tittle, if any, Toca]jy—produced information

on the world of work in the Philippines. There was no organiiéd‘infonnqpion _
’ about career opportunities available for use in career planning and~decision—

making. It c&u]d be inferred that the career choices of youth did not
\ .

| 'Created by Republic Act 5462 in 1969. the Nationa] Manpower and Youth
Council (NMYC) I1s entrusted with planning,- programming, and impTementing
accelerated skills training. It is the central authority and policy-making
body charged with manpower planning and .development programs in the '
Philippines. )

2The=Fuhd‘for Assistance to Private Education (FAPE) was- created by
Executive 0rde4 156 in 1968 to proyide financial and assistance services
to the Private|Education sector in the Philippines. :

&
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, include a consideratign of the empfoyment market and manpower trends or of
occupational prerequfsites--training, skills, aptitudgk, and ?nteﬁests. \
The unemploym nt problem has a]wqy; posed a challenge to our govern-
ment. Th? problem of the “educated unemployed" 15 particularly serious.
The Ranis RepOrt considers the Ph111pp1nes as an "overeducated country"
with the highest literacy rate in Asia. 3
As expected, the Philippines also has a ‘higher rate of unemployment
among the educated than any other As1an country, with unemployment heavily
concentrated among youth ages 17- 25 Colleges and un1vers1§1es produce
about 10,000 college graduates every year, of which only an estimated 40%
are able to find employment within ) year after.graduation Even among
those who f1nd employment, many ac&ipt Jjobs that do not ut1112e their
abilities and training. Thus, we have enfjineers working as technicians,
.wh11e graduaees of law, education, liberal arts, business administration,
medical technology, and dentistry -work as clerks and galesmen. The
,Ppnemp1oxment of "highly educated"'persons co~exists with the dearth of
K manpower in the mechanical, electrical, chemical, and communication fields,
yin\a§r1CU}ture and fisheries, and in other industries which have been
identified as vital to the cpuntry s social and economic growth.

‘The Presidential Commission to Survey Philippine Education (PCSPE)
cited the following reasons for the absence of an effjcieﬁt ;hdice proces§
among Filipino students: lack of guidance and couﬁse]ing in the early
years of high school and lack of 1nf0rmat1on concerning job a]ternatives
and the incentive scales for JObS e _

One of the PCSRE's recommendations was the "establishment of an infor-
mation service to provide students with adequate and .reliable information’

/

g_.k

, 3Dr. Gustav Ranis of the Yale Economic Growth Center, USA, was com-

. missioned by:-Philippine President Ferdinand E. Marcos to study employment
problems and policies in the New Society. His paper entitled "Technology -
Choice, Employment and Growth" was published in September, 1970.

41bid.

5Created by Executive Order 202 in 1969, the Presidential Commission to -
Survey Philippine Education (PCSPE) undertook a thorough study and assessment
of Philippine education, particularly with reference to its re]evance to
national development goals.
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on (1) schob! offerings and possible measures of the quality of those offer-
ingg; and (12) expected emp]oyment Gb%ortunities and income potentia]s corre -
sponding to educationa],programs.“6 The~purpose of such an information
system is tqQ promote the voluntary streaming of students into relevant
employment opportunities as a means of eliminating the imbalance between

the outputs of the educational system and the manpower demands of business-
and industry under the New Society.

Nature of Career Materials Deve]opéd by the CMDP

On the assumption that career choice is a process that spans a period
-~ of time and that this process @enera]]y includes career awareness, identi-
fication with role models, career motivat1on, and career exploration, the
CMOP has developed indigenous mater1als for students in the elementary,
secondary, and tertiary school levels as well as for out-of-school youth.
Weitten .both in Epglish and Filipino, these matéria]s include:
1. Coloring books on the Filipino farmer and fisherman for Grade 1.
pupils which provide information on what the farmer and fisherman
..do for a living, what tools they use, the products they get from
their tools, etc. ¢ ’
- 2. Readers on the F111p1no farmer and fisherman fgg Grades 2 and 3
pupils. These readers give additional information by bringing
in the concept of career requirements in terms of aptitudes,
abilities, interests, education, training, etc.

3. Biographical readers for Grades 4 through 6. These .readers describe
how several Filipinos developed awareness and motivation for work,
how they explored*their interests and abilities, and how they made
their career decisions. 7

4. Occupational monographs describiﬁg career opportunities in agri-
culture, fisheries, accounting, enéineeriné, technical and the
mechanical, e]ectr1dh1, chemical, secretarial, and marketing fields.
Each monograph contains 1nformat1on on the nature of the work at
the skilled, technical, and professional levels of the occupation;
actual working conditions including_occup§t1ona1 risks and hazards;

Ibid.
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salaries, wages and benefits; education anditréining needed for
each }eve] opportunities for advancement' des1rab16 attitudes, =y
aptitudes,- abilities and interests; ﬁresent manpower ' demands Jor .
the occupation; trends of employment in the occupation forsthe =

next 5-10 years, etc.

Industrial monographs. These material® contain information about:
industries that are given varjous incen¥ives by the government
because they contribute to economic gpowth, Each,monoéraph describes
job opportunities at various levels, including educatfon and

training required for entry and for advancement, actual working
conditions, manpower demands, emp]oyment prospects in the

industry, etc. The CMDP has developed materials giving 1nf0rmat10n
on career opportunities in the textile, shoe-making, drug manu-
facturing, graphic arts, hotel and resﬁaurant; minihg, ceramics,

and transportation industries.

. Occupational briefs. As the term implies, each of these materials

contains a short description of a Specific'occupation, such as
mechanical engineer, mechanical technician or mechanic. In
question-and-answer form, the brief gives answeré to such questions
as: What does he do? How does he get a start? What' qualifications
are needed? What educational preparation is required? Where is
employment available? 'What are the working conditions? How much
does he/she earn? What are the possibilities for advancement?

To date, the CMDP has developed briefs on 15 occupat1on§ such

as electr1c1an5-sheet metal worker, welder, mining engineer, etc.,
all of which require only printing before they can be used.’
I1lustrated, or comics pamphlet. Available in Filipino, this

pamphlet, which is entitled "Hagdan sa Tagumpay," gives true-
to-1ife accohnts of six out-of-school youth who obtained useful
skills” that enabled them to be self-employed, help their families,
and provide employment for other out-of-school youth in their
community. | .
Sound-s1ide presentation. This audio-visual material in Filipino

is entitled "Pare, Trabaho Ito." It gives information on employ-

_ment opportunities in the mechanical and electrical fields which

do not require a college education.
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9. Handbooks for high school teachers® se provide the teachers
of Social Studies, Communication Artst?bhglish), and Filipino
w1th~§uggested strategies and techniques for making their Subjects
vocatIOnally relevant. They show how career information can ‘be ) -
¢ integrated in E se thred areas of Study fg(’the entire school year,
from the first t#Fough the fourth year of secondary school.
10. Handbook for guidance counkelors. This handbook shows how to set
up é career guidance progra 3 how to 1dent1fy and use local communjty
resgurces; the approa%hes methods and té/)jiques for use in deliver-
ing reer 1nfof®ation within the context
program, _»  /
1. anchures fpr students and guidance counselors. These present in

f an existing guidance

b d

outline form the various Jobs which require a high school education
and those which do not; jobs*which require vocational and technical
training; as well as jobs requiring college education.
Appendix A of this paper glves a list of all CMDP career materials y,
developed since 1973, most of which have been field-tested, revised, and N

mass printed for general distribution.
\

3

Research Methodoloqy

The CMDP maintains a small staff of full- t1me researchers and part-
time interviewers. In its produrt1on efforts, it contracts the services
of professional writers and editors for the level of the target users.
It has a board of consultants who evaluate career materials at various
stages of production.
The procedures the CMDP empToys in gathering the data for the occu-
pational and industrial-monographs are:
1. Identification of priorities‘in manpower needs.
2 Identification of 1ndustr1es‘and occupations for research.
N 3: Review of Tocal literature on industries and occupations. -
4. Identification of professional and trade organizations and schools
from which to draw_technical consu]tants as well as companieggthat
represent the 1ndustry and 1ndiv1dua1s representing the occupdtions
at various 1evels s
5.. Field research--interviews with. personnel and production managers
etc.; observing actual working conditions.

.' .
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Validation of interview data by 1nterv{ewees.
Organization of data and preparation of a Summary

.o 7

6
7

8. Evaluation by technical consultants. |
9. HWriting and editorial work. . RN
0

. 10. Preparation for printing. : '
The flowchart (Appendix B) shows the CMDP godel in the productton
process. | | ' : ' ’

Present and.Future Activities - o ooy

The CMDP is presently involved ngt only in the‘produgtion of additional

career materials but also 1n promoting uti]ization of caree¥ materia]s,bf
“students., out-of-school youth and parents" In ‘éarly 1977, the staff of

the EQDP gave several career education workshops to high sohool teachers .-

of Communication Arts-English, F111p1no, and Social Studies.(and to their
ischool administrators)qin order to help them integrate career\jnformétion’
and career.education concepts into .their-teaching units. Students are
enc0uraged as part of the c]assrooP activities not oply - to be” aware of the
need for career information but also to get it -from primary sources, 1.e.
from persons in their oM communities. The CMQP staff also conducted
career guidance workshops for guidance counselors and school adm1n1strators
to train them in setting up career guidance programs and utilizing career
inforation in counseling. The CMDP:p1ans to conduct research on the impact
of career information after such prograus of dissemination and utilization
are %%pertaken ' . i ' ngv'l

~The CMDP is a p1oneer1ng project in the Philippines. Filipinos,

in general, are not cognizant of the need to use career information to
make rational vocational decisions.? Attitudes and values need to be changed;
this 15"% slow and painfu1 proceés. Certainly, & start has to be made.
The De La Salle University, the Fund for Assistance to Private Education,
the National Manpower and Youth Council, and now the Natiopal Educat1ona1
Testing &enter believe in® the necessity of the Career Materia]s Deve]opment
| Project In #nvesting funds in the. Project,- 'these 1nst1tut1ons know that

- eventually career information wi]] play a role in helping Yyouth 1dent1fy and-

; pursue careers with high emp]oyment potentials and oppbrtunities for self-
fulfitlment and $ocial service. The avai]ab111ty of valid and aCCurate

“' | ‘?“ l: . . l g ) ” e -
h ‘ 2 s N

= L "

<=

%

. &

L

~

-



*

career information may help create a climate conducive to human
‘development and utilization.
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CAREER MATERIALS DEVELOPED
- ) s B Y l -
" THE CAREER MATERIALS DEVELOPMENT PROJECT (CMDP)*

Elementary Level : )

Title ' Nature " Target Readers

. 1 am a Farmer | - Coloring Book Grade 1 pupils
. Ako'y Isang Magsasaka ‘
. 1 am a Fisherman

. Ako'y Isang Mangingisda
. The Farmer I : . Reader Grade 2 pupils
. Ang'Magsasaka I . N ' *

.. The Fisherman I
. The Farmer II - - Grade 3 pupils -

. Ang Magsasaka II | " ~ - |

. The Fisherman 11~ o K S

Sarao: The Jeepney is co ] ; \
Human . Biography reader Grade 4 pupils

— O W VNN Y W N =

12. Sarao: Ahg.Dy1pn1ng
Tao ' : !

13. Slow Growth Toward the

Sun n " Grade 5-6 pupils

- 14

-

) ]
.

) Sécondary and Collegiate Levels o
Title ey | ‘Nature Target Readers
14. Cgreers in Accounting. Occupational monograph Students, parents,
' ' , teachers, and gui-

! dance counselors

© 15: Mga Karera sa
Accounting

-

16. Careers 1nlAgr1cu1ture,

17, Mga Karera-sa
© Agrikultura

5*A'projéct3oint1{ funded by the National Manpower and Youth Council (NMYC)
and the De La Salle University Graduate School of Education. (ﬂ~
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_'secondary and Collegiate Levels

(ContTgued) |
Title Nature o Target Readers
“1s. Careers in Engiheering Occupational :mopograph Students, parents,
_ teachers, and gui-"
_ dance counselors
19. Mga Karera sa
$nhenyeriya " : N
20. Careers in Fisheries L o "
21. Mga Karera sa ‘
. Fisheries " - "

22. Career OQpportunities in
Industry as a Technician

23. ANG TEKNIKO: Ang Makabagong
Manggagawang Pitipino

24. The Shoemeker: A Unique‘ ' ,
~+ Filipino Worker ) !

25. ANG SAPATERO: Ang Natatanging ‘ .
Manggagawang Pi]ipino ! : "
26 Careers in the Drug ! .
Industry = Industrial monograph "

27. Mga Karerang Kaugnay sa
Industriya .ng Gamot
(Orug Industry)

28. Career Opportunities - 1n
Advertising

29. Mga Karerang Kaugnay sa , ]
.Advertising : oo ! &‘

30. Career Opportunities in the
X Graphic ris Industny

+ 31. Mga Karerang Kaugnay sa :
< Graphic Arts ! . R

32. Career Op$orfun1t1es in
“the Textile Industry

33. Mga Karerang Kaugnay sa
Industriya ng Tela

34. Careers in Architecture Occupational monograph

.35, Careers ‘in the Chemical
F,{e‘]d . " . 1

36. Careers in the ETectr1ca] .
Field " ) < " '.
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87,

38.

39.
40.

“47.
42.
43.

44.

45,
16.

47,

48.

- 49.

50.

Secondary and Collegiate Levels

(Continued) ‘ B
Title . Nature | Target Readers

Careers in Marketing'  "Occupational monograph Students, parents,
' ' teachers, and gui-
dance counselors

Careers in the _ _
Mechanical Field o . "’

Careers as a Secretary

Career Opportunfties {in
the Ceramfcs Industry Industrial monograph

Career'Opportunitfes in

the Hotel and Restaurant
Indpstry

Career Opportunities in -
the Mining Industry

Career Opportunities in
the Transportation &

Industiy ! . o

Information Guide on

the Use of CMDP Career
Materials Brochures

Know Yourself
Jobs for which a College

‘Education is-required ' .

Jobs for which vocational/
technical training fis

required n "
Jobs for which a High School
Education is requirad " , / wo

Jobs for which a High School
Education is preferred, but

not essantial

Professional Level®

Title _ . Nature : Target Réaders
Career Handbook in Com- ,Handbook -~ High school teachers
municgtion Arts (English): of Communication
A Guide to the Integration ~Arts (English)

of Career Information into
Communication Arts (English)
First to Fourth Year*



Professional Level

(Continued)
Title . : Nature
51. Aklat Pamatnubay sa ~ Handbook
Pagtuturo Tungkil sa
Mga Karera sa Sining
ng Pakikipagtalastasan,
Una- Hanggang Ikaapat na
‘Taon sa Mataas na Paara]aan*
52. Career Handbook in Social !
Studies: A Guide to the .

Integration of Career
Information into Social
Studies, First to Fourth
Year+

53. Career Handbook for High "
School Guidance Counselors:

A Guide to the Installation
/ of a Career Guidance Program*

Y

-
3

*Not tyet printed for mass distribution.

o

.
~

for the 0ut~of—3chopl Youth

Title " "Nature
54. Hagdan sa Tagumpay & Comics pamphlet
J
55. "Pare, Trabaho\{fo” Sound-colored
) slide presentation

56 .5 The
56.1

56.2
56.3

56.4
6.5

following manuscripts:

Etektrisista ,
(elactrician) Occupational brief

Latero (sheet
metad worker) "

Makinista
(Machinist) , "

Mekaniko (mechanic) : u
Tagahinang (welder) “

Target Readers
R
Mga guro sa Pilipino

- s4& Mataas na Paaralan

-

High schpol teachers

of social studies

r

Guldance counseldrs’

~

Target Readers

Rural out-o0f-schoo]
youth and their
parents

Urban out-of-school
youth and their

parents

Out-of-school youth



56.

56.

56.8

56.
56.
56.
56.

56.
56.

10
11
12
13

14
15

For Qut-of-School Youth
w(CQntinued)

Nature .
Occupational brief

Title

Afrconditioning and
refrigeration technician

Electrical technician "

Electronic Communica-
tion technician ' SR

Industrial Electronics i
Machine Shop technicfan  ° "
Ceramic Engineer o
Electrical Engineer o

Electronics and Com-
munications Engineer

Mec¢hanical Engineer
Mining Engineer '

Target Readerg

Qut-of-school and
in-school youth
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THE PLACEMENT SERVICE Of JUNTOR HIGH SCHOOLS IN R.0.C.

- by

Prof. Ching-kai Chang )
. National Cheng-chi University

- Taipeti, Tajwan
/\j Republic of China_

The Nature of Junior High Schools _
Since 1968, the government of the Republic of China (R.0.C.) has been

successfully carrying out its nine-year free education program--an extension
from the original six-year program. Thus, the free education program now
1nc1ude$ not oq}y SiX years of'elementary'educat1on but an adqjt1ﬁna1'three
years of junior high education. _ _ -

The nature of and guidelines for junior high education today\have under-
gone drastic changes. The old system was désigned.merely to enable students
Lo prepare for another three-year senior education, emphasizing only fhe
development of ihte]]igence-and knowledge. The new janior high education is
designed to cultivate a sound citizen through the harmon16us develdpment of
knowledge, physical training, and socia]fzat15n.” Hence,  each student after
graduation can be quided to further study or can be employed according to
what the late President Chiang Kai-shek termed "endowment, capability, ability,
w characteristics, and potentia] "

The Major Methods of Vocational Guidance Used in the Junior High Schools
In d%nera], vocational guidance in junior high s two-fold. First,
the school counselor offers vocational guidance during the three school

years. _Secondly, the counselor cooperates with governmental employnient
service institutions to arrange student work opportunitfes prior to gradua-
tion. | p

Quring in~school vocational guidanée: each schopl designs various prio-
grams for the first through third academic years, éﬁbording to governmental
regulations. Fundamental programs are: , _

1. To-apply the "guidance activities” course,. which is designed to help
student recognize their cﬁaracteristics and develop their potentials. This

course, ohe hour a week, 1is undertaken by counselors and teacher-counselors

Eal o
.
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with special training in guidance and counseling. In addition to educational-
and personal guidance, this course contains many units of vocational guidance:

< During the first academic year there are eight units which emphasize self-
“understanding and occupational choice. During the third academic year,

seventeen units are offered, with emphasis on vocational choice and work
opportunities. ' ’

This 1s a required course from the first to the last academic year. A
“Guidance Activities" handbook is providéd each semester by ihe government
and all units must be discussed according to the handbook. There 1s- emphasis
on different activities and performances. No examination or credit is given.
waever, student performance and participation is recorded for counseling
and follow-up studies. ' _
| Through the course of‘"Guidance Activities" and the performances and
activities of the units of vocational guidance; each student will hopefully.
obtain a better understanding of himself and his environment. ,

2. To carry out aptitude and interest tests during the second academic
year, as.well as an Interest test in the last academic year of junior high.
Based upon the test results, 1t is deé¢ided whether a studeﬁt can pursue
further stddy in senior high or a suitable job. The specialists, counselors,
or teacher-counselors in each junior high are responsible for the testing.

3. To collect and introduce the occupational information provided by

~ the government employment service institutions and the schools. Information

is gathered as follows:
a) Introductory occupational courses are offered in the second and .

: third academic years. Thegg courses covef workmanship, housekeeping,
gardening, cartog}aphy, abacus, processing of agricultural production,

. poultry raising, e]ectroteéhno]oéy; bookkeeping, statistics, boarding
management, costume designing, and electronics.

b) Studénts are abie to obtain first-hand information from visiting and
touring factbriés,{tQmpanies, etc.’

c) From social and occupational investigation, undertaken with counselor
assistance, students develop a better understanding of occupational
allocation, work opportunities, and work environments.

d) - Information*is available from publications of governmental and pri-
vate institutions such as the Youth Guidance Committee, Economic
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Device and Planning Committee, Ministry of Interior, and Ministry of
Communicatiqn. ‘In addition, the Oécupational Classification of
Taﬁwgg and 6ccupat10na1 Guidance quérences,‘two books published by
the Taiwan Provincial Government (TPG) also provide valuable infor-
mation.

e) Relevént newspapers, magazines, and TV programs are sources that

provide Tnformative data for student reference. ) :

4. To help students know themselves b%tter by taking these tests and
examining the occupational information. At the beginning of the third
acadeic year, teachers guide the students in choosing occupations. The
procedure requires that the §tudents know themselves and know the occupations
so that with.vocational counseling, they can decide on a'career based upon
pheir abilTties and an awareness of occupational requirements. When a stuc
dent chooses. his/her future goals, Parents® opinions are also taken into account.

5. To make pre-vocational preparations: to teach students occupational
techniques in the school and to apply. cooperative plans involving enterprises,
schools, and occupational training. A1l junior highs provide the facilities
and environment for students to learn and practice basic work skills.

The cooberativé plans between enteﬁbﬁises and schools encourage schools
to cooperate with néarby factories or companies by providing students with
a half-day study and half-day practice program during their academic year.
Occupational training involves the school, permitting some students to accept
vocational training from other tratning institutions. This pragram is gener-
ally applied one ortwo months before graduation, after which students can

~ continue to leafn in certain institutions.

The Concrete and Substantive Means of Vocational Guidance

Educationd! and social administrations have been assisting those students
who graduated %rom the new compulsory edUcation'system §fnce 1971. (The class
of 1968 graduated in 1971.) A chart illustrates the substantive means of the

program in the pa§%'seven years. (See following pages.)

zheAchievémentand Evaluation of Yocational Guidance in the Past Several
rears ' ' T ' :

Under government supervistion, all institutions of vocatioBal guidance
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and junior high schoals have shared the responsibilities of vocational guid-
ance. Under the assistance of vocational gaidante, 256,129 students from
the class of 1968 have found suitable jobs. This hepresénts approximately

- 16.84% of the total graduates. A detailed chart fd11dw5.

N

e raduates . Notbar B N gtk Job Gpportunities
7172 241,428 172,261  71.35 45,268 18.75 80,724
72-73 . 248,017 174,971 70.55 - 40,404 16.29 77,181
73-78 275,480 180,063  65.43 47,468 17.23 90, 450
74-75 280,149 /187,876, 64.61 ° ) 53,305 19.02 58,798
75-76 287,577 202,414 67.06 57,779  18.71 87,506
76-77 306,713 191,599  60.02 59,007 19.24 79,767
Total 1,639,364 1,109,184 66.50 303,231 18.20 474,426
Continuation of chart:
PTaced in Job Others |

Year Number  Percent Number  Percent
71-72 41,004 16.99 28,163 11.66
72-73 41,821 16.86 31,225  15.48
73-74 42,701 15.50 52,716 19.0]
74-75 . 45,466 (16.22 46,807  16.70

. 75-76 48,790  16.96 36,373  12.64 A
76-77 56,347 18.37 58,767  19.16 |
Total 276,129 16.84 255,051  15.55

 The chart indicates that:

1. From 1971 (the year the class of 1968 graduated) to 1977, the total
number of graduates gradually 1ncréased, and the:. total number of those placed
in jobs under vocational .guidance increased as well (41,004 in 197, to 56,347
in 1977). Meanwhile, the percentage of students placed in‘jobs increased
(6.99% 1n 1971 to 18.374 in 1977). The percentage of students who did fur-
ther study after graduation decreased gradually (71.35% in 1971 to 60.02% in
1977). That indicates that youth are more willing to work after §dcepting
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. vocational guidance.

2. The number of work opportunfties obtained by the Institutions of
émployment service exceeds the nhmbe( of students who want to work after
graduation. Only in 1974 did work opportunities decrease owing to the
global economic crisis, but théy still exceeded fhe number of students who
wanted Wrk. Male students sti11 Tack adequate job training. A great dea]
of work remains to be done inethis area. 4

3. The "othe\r"L column in the chart Indicates work with one's’own family,
se1f~employment, not clear, etc. The total in this coTumn 1s-high (15.55%
in the past six years). Self-employed means working with one's own company
or factory. ' "Not clear" probably findicates those who cannot adapt to new
work enyironments and therefore leave the. job. This is a weakness of voca-
tional guidance. l |

4. ‘Schools,femp]oyment services, and the governmént have d much to
carry out this_meéningfu] work. In the past Six’years, more than‘270,000
students have been guided underfthis program. « However, it 15(nu'a1m to
further enhance vocational guidanQe and training in Junior-high. s
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e RESPONS IBI; CO-RESPONSIBLE :
(1) To coordinate . Vocationa]l . Dept. of,fd. of . Relevant depart-
Institution to help | Guidance Committee | .TPG ment of TPG" b fomedia tely
{unior high graduate| of the junior high Dept. of Social
.0 find suitable school of TPG Welfare of TRG
job devises and imple-
. ments the program ‘

. Counties and . Bureau of Educa- . Relevant local

cities may estab- tion bureau <

1ish similar com- TS

mittee . . .
(2) To.hold senfinarsy . Seminars held . Dept. of Ed. of Each Apr%]
for counsglors by TPG TPG, Dept. of Socia“ ’

. Seminars held. Welfare of TPG

by local govern- . Bureau of Educa-

ments tion

. Focus on hand- E

X book

(3) To provide in-
formation on job
opportunities

. Collect informa-
tion on labor mar-
ket conditions and

vocational training|

for students
»

. A1l institut%z;s

related to voca-
tional guidance

-

-

."Junior &igh
-school

April—dune,
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CO-RESPONSIBLE

ties

-

~ RESPONSIBLE -
, ITEM_ » MEANS . , k UNITS UNITS TIMING
{4) To.provide data| . Maintain student | . Junior high - - April-May
—om Students who Tists school : :
want to work fol- ) . | '
lowing graduation 3 Create spudent
ata
(5) To create more | . Work with parents| . Junior high April-August
Job opportunities school* and institu- )
| I"V€St}g?t§ Job | Yions of vocational
opportunitie guidance '
- Work with poten-
tial employers |
(6) To explore job | Encourage stu- | . Institutions of .| June~December
opportunities and dents to partici- vocational guidance x :
provide ottupational pate in occupation
training - | al training o
- Enlarge occupa-
tional exchange
(7) To provide « Encourage regis-| . gunior high August-September
occupational guid- tration of potenk [ schools and insti- ) \ '
ahce to those stuy- tial occupational tutions of voca-
dents not planning Students and pro- tional guidance B
further study - vide information - \ - »
on job opportun- \.
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ITEM

MEANS

RESPONSIBLE
UNITS

CO-RESPONS IBLE
UNITS

TIMING

(8) To trace the
guidance process

-

. Take samp]ersuPH'
vey of those stu-
dents who have jobs

. Trace those
anxious to work

but unemployed

. Junior high
schools and insti-
tutions of voca-
tional guidance

AquSt—DecémbeFr'_

€3) To do a statis-
tical analysis of
the data

. Collect and col-
late data on regqu-
larly working stu-
dents

. Institutions of *

“vocational guidance]

Jul{;danuary

N\
A}

k)
(10) To evaluate
the data and pro-
-gram

. Youth Guidance
Committee of Execu-
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COUNSELOR TRAINING PROGRAM [N MANPOWER DEVELOPMENT
AT DE LA SALLE UNTVERSITY
by |

Or. Emilia del Callar, Chairman
Oepartment of Guidance and Counseling
Graduate School of Education

S (

Introduction SR I C ?
; Guidance and counseling géared toward manpower development is not a
novelty in the Philippines. Its beginnings can be traced to the. early
'50's when the c0uﬁtryfs'neeq foﬁl§chpol.gu1dance"counselors wgs_yoiced
through a directive from the Behaftmen@ of Education) Elementary and ‘
secohdary schools, both public and private, ‘were required to have guidance
counselors--particularly for vocatiohal guidance. The Department of )
Education's directive was prompted by the conditions that normally beset -
a developing country. The nation became alarmed at ‘problems such as the
‘1ack of trained manpower for available jobs; the imba]énce between students'
‘expressed interests; measured~aptitudes, and job realities; school dropouts;
youth unemployment; juvenile delinquency; accelerated cultural transition

§

due to increased travel oppbrtunities; and Increased demand‘for complex
technological know-how. Such prob]em§ affected the nation's economy as

well as other phases of déve]opment;land pointed up the need for educational
institutions to review, evaluate, update, and/or change their current
objectives and currigular offerings, and to add another nonteaching arm
that would be respon§1ble for guidance programs. These guidance programs
were designed to assist students to crystallize their career choices; make
better decisions; and resolve persgnal, social, educational and vocational

\

conflicts.

: Schools began to offer quidance programs and various other student

2;7 services, the extent of which depended largely on their perception of the
Situation. A teacher with (or in some cases, without) adequate preparation’
in the field of guidance and counseling, who also could generate some

appeal to students, was chosen to function as guidance counselor,

¥

) *
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Training Programs
To meet the demands for skilled guidance counselors who could deveTop
viable and meaningful programs, training was necessary. Experts in the
fields of guidance and counseling, psychology, and other related areas
pooled their resources. Degree and nondegree, short- and Tong-term, school-
and/or community-based training programs were organized by col1éges and
.universities The Phi]ippine Guidance Personnel Association and other
civic/educational associations helped facilitate the training of guidance
personnel for immediate positions. Funding agencies such as the Asia
Foundation, the Fund for Assistance to Private Education (FAPE), angd.
the United Board of Higher Education through the Association of Christiar
Schaols and Colleges (ACSE) extended their support to institutions to
_accelerate the training of counselors, including those who worked in remote
areas. Seminars, workshops, conferences, and other guidance activities
were provided for existing guidance courtselors. Side by side with these
projects were degree programs developed by educational institutions. Some
colleges began offer1ng guidance and counseling as a major at the under-
¢ ~graduate level. . Several included this area of specialization at the master's
level. Some selected universities initiated doctoral programs in education
'with a major in guidance and counseling.
As of 1973, the following institutions offered guidance and couns®ling
as an educational major at the master's level:

. Ateneo University, Quezon City
De La Salle University, Manila
University of the Philippines, Quezon City -
Centro Escolar University, Manila 5
Manu€l L. Quezon University, Manila ¢
Notre Dame Untversity, Cotabato
Philippine Christian University, Manila
S111iman University, Dumaguete City
University of Santo Tomas, Manila '
“Philippine Wbmen's University, Manila '
Unjversity of Bohol .
Philippine Normal College, Manila
Ateneo de - Davao
St. Bridget College, Batangas -
San, Carles~yYniversity, Cebu
Central Philippines University, Jlo%10 City
Divine Word College, Tagbilaran, Bohol
San Pablo Colleges, Laguna
"St. Mary's College, Baybmbong, Nueva szcaya
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Adelpht College, Pangasinan .
Philippine Waslayan College, Nueva Ecija
La Consolacion College, Bacolod City

St. Mary's College, Pangasinan

It is interesting to note that thase institutions are widely distributed,
with the result that individuals even from distant regions could avail ,
themselves of opportunities for formal training in quidance and counse]1ng:

Centro Escolar University, Untversity of the Philippines, Philippine
Women's University, and the University of Santo Temas are some of the
leading universities in Metro-Manila that confer doctoral degrees in
education with majors in quidance and counseling.

The need for training in guidance and counseling has not been adequately
met, as evidenced by the number of teachers who still enroll in guidance and
counseling courses and by the number of schools that do not have formally
trained guidance counselors. In our own univerﬁity, for example, the
Guidance and Counseling Department has reha1ned strong, in spite of major
upheaveis and changess&,

Course offerings are occasionally reviewed, and new ones added, to
make training relevant to manpower development. Most institutions granting
dégrees in guidance and counseling include coyrses to enable counselors to

.render competent help in the area of the world of work.

Ouratfon of Formal Training Programs

Based on observations and inspection of course offerings in brochures
and catalogs, one may conclude that most seminar-workshops run from four to
eight weeks during the summer term. The master's program usually éxtends
from two to three years, and is offered during weekends. Some schools,
however, offer master's and doctoral courses during Weekdays after the
conclusion of the professfonal work day. The éomp]etion of a deg;ee on
the graduate level is largely geared to individual need.

The DLSY Training Programs in Guidance and Counseling ‘ 4‘?

In the mid '60's in response to social démands, the De La Salle Graduate
School of\Eaucation began offering a major in guidance and counseling in
the masteris program. From the outset, & course or two in the vocational
fleld comprised part of the curricular offerings. Our MA students consisted
mostly of teachers from the private»sector of the greater Manila area. As
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with many educational institutions having counselor education programs, the
- DLSU experienced somg satbackg. one of which involved program content. A
careful study of the MA courses in guidance and counseling and the needs
of schools ensued, and in the early '70's a new program--the Master of
N Science in Guidance and Counseling--was developed to suppfement the ongoing
MA program. This is a l4-month, full-time, packaged program with scholar-
ship funding.from FAPE and ACSC, available to schools all over the country.
These brograms are still in operation,” and the students- form a large
percentage of the Graduate School of Education population. The MS program
is perhaps the only full-time program we have thus far. In 1973, the OLSU
was identified as a National Tra1n1ng‘Center'1n Guidance and Counseling by
;Qg the FAPE. Since 1971 we have had scholard supported by FAPE. Part of the
administrative support of the program'has generated by the same funding
agency. The Association of Christian Schools and Colleges also sent
scholars to the MS program.

At this writing, there are 30 students in this full-time program,
seven funded by FAPE, five by ACSC, and five from different Asian countrigé
funded by the United Board of Higher Education or other agencies. Others
in the program use their gpp financial resources. Of the 30 students, 12
hail from Asian countr?@é such as Indonesia, Thailand, Malaysia, India,
Korea, Taiwan, and Iran. |

MS program objectives. The présent MS in Guidance and Counseling is
designed to service not only aleicants from local schools and colleges but
also an Asfan and ecumenical cliente]e, and to produce counselors not only
for schools but alsd for hospitals, soclal welfare agencies, parishes, and
other settings. The program affords specialization in the areas of
counseling psychology, testing, career counseling--and thef]atest special-
fzation--pastoral counseling. ,

Counselors in training are expected to acquire competencies in preventing
problems and promoting human developmant, helping individuals Tearn the
dactsion~-making process, assisting people to alter maladaptive behavior and
transTate'prob1ems into goals, applying scientific research methods to find
improved approaches for counseling individuals, demonstrating awareness of
self and undarstanding and accepting people with varied beliefs and back-
grounds, and deve?oping a counseling style adaptable to a wide variety of
problems. ' |
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Thus, every MS graduate is expected to do counseling, fnterviewing,
and observation. Each graduate must be able to select and use appropriate
appraisal instruments, techniques, and-approaches for individual or group
behaviord] management, as well as to demonstrate appropriate Strategies to
others. The individual should be able to influence others to become more
realistic, espectally in terms of career choice or life style.

General %equirements. An applicant to the MS program is released by
the sponsoring institution from teaching or other responsibilities for the
duration of the program. If the applicant is institution-sponsored and
supported by a funding agency, then he/she is bound to serve the sponsoring

institution for an agreed period of time (usually two years), just as the
fnstitution also obligates 1tself tb fund part of the schooling expenses.
Every MS applicant 1s subjected to extensive testing and interviews
and has to fulfil] al] of the usual requirements prior to admission. Foreign
applicants are not subjected to psychological testing; however, they must
fulfi1l all other requirements. An added requirement for foreigners is
the abflity to communicate in English, verbally or in writing. Priority is
given to applicants who are actually working in guidance offices and to those
who are expected to initiate guidance services in their own settings. For
those who choose pastoral counseling as a spectalization, one prerequiqite
is adeQUate background in Christian theology.

Course offerings. To give a clearer idea of the counselor training
program and {ts obJeciives, a 11st of course offerings is included at the
end of this paper. Note that certain courses are marked with asterisks,
indicating that these are proposed for inclusion during the coming school
year. Evaluations gathered from our past graduates in both the MA and
MS programs reveal that more intensive practicum should be provided. In
the past, practicum has always occupied a large portion of the MS schedule.
For a closer supervision and monitoring of feedback practicum is suggested
tq be given unit equivalents. . :

MS candidates also engage in practicum and research/’ctivities while

they are taking academic courses. Thesis/project papers are integrated into

the program so that as candidates finish the academic requirements, they
also complete a thasis or project paper. A researgh mentor is assigned
to each student to facilitate the student's research.
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The training sté?f. Jhe staff is composed largely of graduates of

the MS and MA programs, but also includes experts from different universities.
The Tatter remain in the university for a period of time, contributing to
the enrichment of trainees and faculty alike.

OQpportunities for graduates. The MS-MA graduates of the DLSU guidance

and counseling programs have a 100% employment rate in suéh varied sectors

as sthools, industry, and hospitals. Some are involved in programming,
administration, counseling, and testing. Credit goes not only to the training
staff but also to the DLSU administration which has always been supportive,

to funding agencies who have given not only financial but also administrative-
and moral squort, and to the students themselves.

Other Activities of the Department of Guidance and Counseling
The graduate guidance department likewise conducts nondegree programs

in coordination with funding agencies. In the past, faculty have extended
assistance to various institutions in different parts of the country for
Ehe inservice training of counselors and teachers. This project is stil]
part of the services extended by the Department for manpower training and
for supplying the immediate needs of counselors. '

Within the umbrella of the Department are research projects which
strengthen ties with the community and with various agencies dedicated to
manpower development and other community projects. At present, three
research activities are operating: the COVOTEP, the CMDP and the ETTP.
The first two have been explained by their respective project directors
(see the 9th and 16th papers). The ETTP, a self-generating project, has
always worked closely with FAPE. Until last year, it was an FAPE test
center. This project is responsible mainly for testing app11canis to the
OLSU MBA and MA programs. Through these projects, MS-MA students are
given ample opportunity to put their knowledge into actual practice. The
CMDP and the ETTP are practicum sites for those spectalizing in career
counseling and testing, respectively.

Problems
Like any other developing programs, the MS-MA programs face a number

of problems. Lack of funding and lack of facilities and equipment are the

main obstacles to the further development and improvement of these programs.



Conclusion

Research, theory, and practice make up the programs of the OLSU counselors-
in-training. Aptitudes, experiences, and interests of the graduate guidance
students are given consideration, particularly in the groupings and Tearning
experiences that are provided. Degree and nondegree programé are offered
and research activities are undertaken by both the training staff and the
trainees to bring the university closer to the community, and to enhance 1{ts
contributions to manpower development. Through the training process,
educators develop both professionally and personally, and community inter-
action is achieved.-

Foremost among the objectives set by the guidance staff 1§/$attern1ng
the program to make it responsive to the needs and. ~demands of the country.
This is someth1ng we cannot achieve if we depend upon the human and
materia) resources of the institution alone. We must move toward the formation
3{ consortia and the establishment of working relationships with educational
and social welfare institutions and other agencies if we are to achieve the
goals for which we strive. The exponential factors of the program may be
observed in the numerous guidance programs and activities in varied settings
and different regions sponsored by the graduates. It is hoped that our
graduates will act as catalysts, as effective and humane agents for
personal and national change.

A
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DESCRIPTION: M.S. IN GUIDANCE AND COUNSELING PSYCHOLOGY
: Regular and Pastoral Counseling Programs

Objectives

The M.S. in Guidance and Counseling 1s a counselor training program
designed to service an Asian and ecumenical c11ente1g. The regular M.S.
prepares school-c0unselors in Counseling Psychology, Testing in Counseling,
and Gareer Counseling, while the M.S. specfalization in ‘Pastoral Counseling
prepares counselors in hosp1ta1s< parishes, and other religious, community,
or welfare settings. ) . ,

The M.A. in Education, major in Guidance and Co&nseling, is designed to

prepare guidance counselors in education and/or allied fields.

Length of Program

a—

The M.S. in Guidance and Counseling 1s a full-time, l4-month program
of two semesters and two summers.

The M.A. in Education, major in Guidance and founseling, is a weekend
program which normally takes about two or three yéérs for a working:cand1date

-to complete.

Prerequisites

Each M.A.-M.S. program candidate is extensively tested and interviewed.
A Bachelor's degree with at least 15 units of psychology, guidance or other
related fields is required, along with ah overall grade average of B, 2.0,
or 85%. I . l

The M.S. applicant must be bresent1y working in a guidance office and
must have at least one year's experience in guidance. -

In addition to these reqqirements, the M.S. candidate specializing in

- Pastoral Counseling must have an adequate background in Christian theology.’

This is necessary for a better understanding of the nature and purpose of
pastoral work.

Research Papers ‘ .
6’;§The traditional thesié‘requdrement is developed within the courses, and
nbt as & separate assignment to be completed after finishing the course work.

The course content and research ass1gnmeﬁ%s are integrated into two projecp



papers‘or'a thesis which must heal with topic(s) specifically applicable to
the setting from which the counselor-trainee comes, or to the field of care
and counseling in the parish and/or institution in the case of the pastoral
tounselor-trainee.» |

The M.S. candidate thus takes courses plus research and practicum while
on campus. The M.A. candidate attends regular classes on Friday afternoons
and Saturdays, and engages in practicum at a time that is convenient.

~

General Skills of M.S.-MA. Counselor-Trainees

Stated in behavioral terms, the counselor-in-training will learn to:

Prevent problems and promote human development:; the highest priority
involves the prevention of problems.

Help individuals learn the decision-making _progess and how to system- ~_~
atically analyze all possip]e alternatives. '

Help people alter their maladaptive behavior and translate their problems
into goalsywhich are_stated in terms of what they would Tike to do.

~ Demonstrate a deeper awareness of self (reactions, attitudes, beliefs,
feelings, and biases) and manifest a positive thrust for growth.

Manifest a deeper understanding and acceptance of people with varied
beliefs and backgrounds. . :

Use a‘counse1ing style suited to various progblems of Students, parishioners,
or institutionalized people, and manifest ease .and a beginning competence.

Apply scientific research methods to find improved approaches for
counseling in schools, parishes, and institutional settings.

' Spécific Competencies of M.S.-M.A. Graduates
Stated in behavioral terms, the M.S. graduate should be able to-:

-
Demonstrate a counseling style with which he/she is comfortable, using
techniques -supported by knowledge of underlying theory and practice.

Demonstrate interviewing and observational skills by conducting inter-
views and compiling a.detailed behavorial description of counseling.

Demonstrate competency in selecting appropriate appraisal instruments
and/or techniques- and approaches.

Demonstrate appropﬁiate strategies for individual or group behavioral
management . ' -

«



Master of Science (M.S.)

L

Summer [ (April-May)

Guid 105 Educational Statistics
Guid 109 Techniques of Counseling

Research Paper

Semester [ (June-Dctober)

Ly 9

Program Course Schedule

Counse11hg Psycho]ogy, _ Pastoral”
Testin?, Career Counseling Counseling
Specialization Specialization
Units Units '
3 -3
3 3
2 2

Guid 103 Testing in Counseling 3 3
Guid 102 Methods of Research 3 ' 3
Guid 114 Group Process 3 -
Guid 110 Techniques of Counseling II 3 .3
Pastoral Counseling I -~ 3
Research Paper 2 2
Introductory Practicum* 4 3*
Semester II (November-March)
* Guid 101 Organization of Guid.
Services 3 3
Guid 115 Career Counseling 3 3
~ Guid 112 Mental Health & Persona]ity
Development 3 -
Guid 113 Seminar ™ Counseling 3 . -
Pastoral Care - 3
Pastoral Counseling - 3
Researgh Paper 2 2
Advanced Practicum* 3* 3*
Summer 1 (Apr11~May)}J
Completion of Research Paper - : -
Written Comprehensive Exams - -
Oral Defense " - : ' -
_ ' Total Units 42 - 42
*Permits applied for )
o~ .
Master of Arts (M.A.) - Program Course Requjrement
Basic Courses=--«----- Temm———— 12 units
Field of Concentration----------18 units
Prdcticum---~=cotmcmmenaaaa- s--- 6 units*
Thesis Papers-—w--=w- “mesmemw-=~ 6 units

Total 42 units
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Basic Courses Field of Concentrationl(Core Courses)
CD 551 Educational Statistics ED 650 Organization of Guidancae
. ED 552 Methods of Research & Services .
Research Designs ED 652 Techniques of Counseling I

£D 553 Psychologfcal Foundations ED 653 Tests and Measurements
of Educatio ' ED 660 Introductory Practicum*

ED 554 Soc1o1ogicn]«Pht]dsophical ED 661 Advance Practicum*
Foundations of Education

Electives (9 units - any 3 of the following)
ED 555 Advanced Tests & Medsurements ED 656 Techniques of Counseling II

ED 556 Adyanced Statistics for ED 657 Group Counseling
Psychology and Education ED 658 Vocational Guidance
ED 557 Adolescent Psychology ED 659 Career Counselin
ED 558 Psychology of Learning & ED 800 Projective Techn?ques I
Teaching . - ED 801 Projective Techniques I
~ ED 651 Mental Health ED 802 Experimental Design

ED 654 ‘Pevelopmental Psychology( ' ED 803 Advanced‘Counse11ng Theories
ED 655 Advanced Educational .- '
Psychology

ry

*Permits applied for

Schedule of Fees

" M.S. Reqular Feeg*+*

Tuitfon (P39.50/unit x 42 units) - P1,659.00

Registration (P33.00 - charged only once) _ 33.00

Auxiliary Services (Medical, Library, etc. :
P72.70 x 4 terms) . - 290.00

Research Supervfsion - 90 hours of personal
supervision (includes 6 units - Research

paper) 900.00
Comprehensive Examinations 13.20
Research Papers (Deposit for cost of typing and -

materials) 1 210.00
Thesis Binding . 79.00
Graduation Expenses (Diploma, Invitations, etc.) 50.00 /
Academic Gown Rental ' 12.00 '

' Total......... - 3, .

/

** Subject to adjustments
. M \
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Schgdule of Fees

M. S. Pastoral Couhsé]inq Feas **

. Tuition fee - (P39.50/unit x 36 units) P1,659.00
Registration - (P33.00 - charged only once) 33.00
Auxiliary Services - (Medical, Library, etc. -

P72.70 x 4 terms) ' 290.00
Research Supervision - 90 hrs. of personal
supervision (Includes 6 units - Research }
Papers) N 900.00
Clinical Supervision for Pastoral Counseling
(P375/semester x 2 semasters) . 750.00
Comprehensive Examinations | » 13.20
Research Papers %Deposit for cost of typing
and materials) 210.00
Thésis Binding ' 79.00
Graduation Expenses (Diploma, invitations, etc.) 50.00
Academic Gown Rental 12.00
Total ........... P3,997.00
** Subject to adjustments
M. A. Fees**
Registration fee (charged only once) P 33.00
Tuition fee (per.unitz 39.50
Auxiliary Services - (Medical, Library, etc.) 72.70
Comprehensive Examinations : 13.20,
Thesis Binding 79.00
Graduation! Expenses (Diploma, invitations, etc.) - 50.00
Academic Qdyn Rental : . 12.00
. s P 299700
**Subjec?’to adjustments '
Program Staff & Consultants
M.S. - M.A.
Leticia Asuzano, Ph.D. Fordham Univeérsity

Alexa Abrenica, M.S.
Vicente Abrenica, M.S.

Jose Bagtas, ICM, Ph.D.

De La Salle University
De La Salle University
University of Sto. Tomas

&
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“Cornelio Banaag, M.D. University of the Philippines

Felicidad Cat]?, M.S. De La Sal{e University

Emilia Del Callar, Ed.D. (Program N
Director) Phil. Women's University

Carmel Espero, M.S. De La Salle University

Salud Evangelista, M.A. Atenio de ManiTa

Jennifer Lauby, M.A. X University of the Philippines

‘Rose Maria Salazar, M.S. (on leave) De La Salle Universit{

Josefina Santamaria, M.A. University of the Philippines

Imelda Villar, M.S. De La Salle University

Pastoral Counseling Specialization
Program Staff

Rev. Narcisso Duma]agan, M.A. Janet Bielman, M.A.
< Lourdes Quisumbing, Ph.D. : Rev. Victor Caboury, SSC, M.A.
"~ Miguel Varela, SJ _ * Peter Fitzpatrick, M.A. -
Vicente Abrenica, M.S. Victorfa Santiago, SPC, M.S.

Tomas Andras, Ph.D. _ . (Program Coordinaton)
. Emilia del Callar, Ed.D.

(Program Director)
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LABOR MARKET QF THE GRADUATES' OF THE SECONDARY
SCHOOLS IN JARAN 1950- 7o

G. Kihachi Fujimoto ’
Professor, Soka University

Background of the Labor Market . ‘g

After World War II, Japan- experienced several kinds of manpower prob-
Tems due to changes in the economy, techno]ogy, and society. During the
first decade after the war (1945-55), there were economic conflicts (tack
of goodg and inflation), along with tremendous efforts toward economic
reconstruction. At the same time, the worker surplus led to‘1arge scale
unempﬂoymeht The second- decade (1955~65) was a time of techno]og1ca1
Tnnovation and rapid growth of buswness and industry. As a result, the
manpower surp]us changed to a shortage. _

During the third" decade (1965-75), .the growth of business and indus-
try slowed due to "Dolldr Shock" in 1971 and "0i1 Shock" in 1974. As a
result, the trend reversed again and the surplus became acute. In 1975,
the secondary school graduates who found jobs represented only 1.9% of
the 1abor force, while in 1950 it wa& 6.6%. The proportion of newcomers
to the 1abor market from different educational levels is apparent]y changing

due to increased interest in higher education (see Table I). &

TABLE I: BREAKDOWN OF NEWCOMERS TO THE LABOR MARKET BY_EDUCATION LEVEL*

Recent graduates enter1ng the labor force may be broken down by education
level as follows: :

Junior High — Senior High ~ CoTTege/UnTversity
: Graduates , Graduates ___Graduates
1955 62.1% C .. 30.3% C 7.5%
1960 49.8 ' 4.7 | 8.6
1865 41.8 46.8 11,47
- 1970 19.9 . 39 9 ' 20.2
1975 9.0 7.5 | 33.3

*Based,On figures from an_annga] survey by the Ministry of Educat1on

~
LY

: . “' Z -141 | '~lffé?

~



L
Three Types of Placement Services

According to the regulations of the Employment Security Law (1947),

under the jurisdiction of the Employment Security Bureau, Ministry of
Labor, there are three types of placement services conducted by the Public
Employment Security Offices (PESO) and/or by the schools. The school
pr1nc#palé, in consultation with the director of the jurisdictional PESO,
decide which service to use. ' .

The first service is conducted completely through the PESO. The
PESO'registers the employer's job opénings and also reg1s£ers the job-
seeking graudates indirectly, through their schools.

The second service 1s conducted through the cooperation of the PESO
and the schools, by entrusting the schools with some of the original duties
of the PESO. o |

The third service is conducted completely through the schools as a
free charge employment agency. The schools must submit quarterly statis-
tical reports to the PESO.

The ratio of the three types-of placement services is shown in Table II.

TABLE II: BREAKDQOWN QF SCHOOLS BY TYPE OF PLACEMENT SERVICE UTILIZED*

Schools utilizing each of the three types of placement service may be
broken down as follows:

166 | 1976
Junior Senior  Colleges/ Junior = Senior  Colleges/
Highs Highs Universities Highs Highs Universities
PESO only 80. 3% 5% --- 90.6% 4.7% . ---
PESO/school .
cooperation 19.7% 60.1% - 9.4% 62.7% -
SthooL‘on1y -—= 34.9% 100% N = 32.5% 100%

| N ' [
Aeny *Based on statistics from the Employment Security Bureau, Ministry of Labor.

Labor Market for New Graduates, 1950-75

New graduates of the secondary schools pursued d%ver31f1ed careers
during the period 1950-75. Tables III and IV show the results of the sur-
vey of the Minisﬁry of Education. As can be seen, the figures of the Junior

High School graduates for the year 1965 and the figures of the Senior High

?
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School graduates for the year 1970 show the influence of the so-called
"baby boom" of 1947-48. The figures for the Senior High Schools 1include
the so-caTled "ronin" persons who are neither pursuing formal schooling
nor working, but are preparing for the next co]]ege or university entrance
examination, '

TABLE TIT: BREAKDOWN QF NEW JUNIOR HIGH SCHOOL GRADUATES BY OCCUPATION*

Three months after graduation, occupations of Jjunior high graduates may be
classified as fo]]ows

A N

Number ¥ who % who g
of continued obtained ther
Graduates  their education Jobs otne
1950 1,588,229 41.0 45.2 13.8
1955 1,663,184 51.5 42.0 10.4
1960 1,770,483 57.8 38,7 6.4
1965 2,359,558 67.4 26.5 "6.1
1970 1,667,064 82.1 16.3 1.6
1975 1,580,485 " 91.9 6.0 2.1

*Based on figures from an annual survey by the Ministry of Education.

TABLE IV: BREAKDOWN OF NEW SENIOR HIGH SCHOOL GRADUATES BY QCCUPATION*

Three months after graduation, occupations @f senior high graduates may be
classified as follows:

Number ¥ who ' % who

of continued obtained ot%er
—__Graduates  their education Jobs

1950 253,278 21.9 ' 46.3 31.8
1955 715,910 17.2 47.6 35.2
1960 933,938 16.6 | 61.3 22.1
1965 1,160,075 24.5 60.4 15.1
1970 1,402,962 24.3 | 58.2 17.5
‘\\1975 1,325,968 34.2 44.6 21.2

*Based on figures from an annual survey by the Ministry of Education.

Guidance Workers 1in the PESO_and Schools

About 1,000 officers in 474 PESQ's are working for job-seeking secon-
dary school graduates Among them, about 130 hold bachelor's degrees in
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psychology. ,

In the schools, teachar-counselors work in curricular and extra-
Curricular activities both for those students who are planning to enter
the world of work after graduation and for those who anticipate further
study. '
) According to a survey conducted in September, 1975, 7,584 junior highs
out of 8,746 have appointed teacher-counselors. Teacher-counselors who have
decreased their duties as subject teachers account for only 20% of the total
number. Among secondary schob]s,'3,190 out of a total of 3,788 have appointed
teacher-counselors. Teacher-counselors who have decreased their duties as
subject teachers make up 40% of the total number.

Effects of Labor Market Trends
The shortage of junior high graduates for 1960-65 called for the employ-
" ers to conduct recruitment more effectively by improving the working condi-

tions. 'Wages for beginners were rafsed. [t also caused employers to shift
their main concern from junior high to senior high graduates, and later, to
those of colleges and universities.

Anotheyp effect of the shortage for 1960-65 was that employers turned
to automation and other technological innovations. This caused the employees
to feel alienated and dehumanized. At the same time, the rate of labor turn-
over increased. About 25% of the newcomers changed their first jobs within
their first year of employment. Within three years, about 50% of the new-
comers had éhanged their first jobs. And within five years the figure
had risen to 70%.

This same shortage caused the graduates themselves to regard work as
easy to come by, and led them to underestimate the effort for survival:

They were demoralized by the later worker surplus.

In order to help students cope with such changes in the labor market,
career gu{dance personnel must offer comprehensive services for Job-seeking
pupils as well as those bound for higher‘education.v This can result only
from systématic and continuous cooperation between Junior highs, senior
highs, and universities, based on a sound developmental theory of voca-
tional education. '

/ .



SUMMARY OF PROCEEDINGS
Day 1, Monday, October 3, 1977

Morning Session T

The morning session began at 9:30 a.m. with the Philippine National
Anthem. Fr. Mark Chu Ping-Hsing from Taiwag, Republic of China, gave the .
fnvocation. Mrs. Josefina Santamaria then provided a brief historical back- L

ground of the ARAVEG, 1ts membership, its goals, and the inception of the
PVGA.

Bro. H. Gabriel Connon, FSC, President of De La Salle University, gave
the Welcome Address, in which he spoke to the value of the conference, through
which specialists have the opportunity to share their knowledge, experiences,
and expertise in the area of voéat1ona] and educational guidance, particularly
as they relate to national and redional manpower deve[gpment. He stressed
the fact that only by listening and participating could\each member benefit.

Prof. G. Kihachi Fujimoto of Japan, Secretary-General of ARAVEG, delivered
the message of ARAVEG President Hirokichi Nadao who was unable to attend. He
noted the timeliness of this year's conference theme, which is of common
Interest to Asian countries and coincides with one of the objectives of the
ARAVEG. Guests, consultants, and participants were then introduced. Hon.
Blas Ople, Secretary of Labor, pointed out, in his keynote address the seeming
Tneffectiveness of the school ‘system in meeting vocational counseling needs.
He urged professional guidance workers to set their sights on alternative
forms of helping individuals to improve their economi¢ and social condition,
such &s manpower guidarice in contrast to student guidance. He stressed the
institutionalization of the vocatfonal guidance system outside the school

" setting. .

After a short rgcess, Dr. Garry R. Walz, Professor at the University of
Michigan, U.S.A., and Program Advisor, gave his observations on some inter-
hational trends and deveIOpmgnts in career guidance. Among those that he
described were the following:

1. a movement to redefine vocational guidance as career guidance

2. the development of compatencies to enable individuals to cope with
present-~day situations .

. ' ) . 15 . .
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priorities or areas of emphasis: in career guidance
. self-exploration

a

b. environmental exploration

c. decision-making and planning skills
d. placement

an increasing degree of collaboration and cooperation between govern-
ment, business, labor, and education

a coming to?ether of different career development theories in terms
of practical application

-~y

In developing experimental programs, he cited ceftain priorities:

motivate people to plan

improve self-exploration and knowledge

develap a systematic work exploration program

teach skills in career decision-making and planning

think futuristically to be able to deal with future shock.

He concluded his talk by pointing out some considerations which paggicipants
could share with their different countries:

1.

5.

a greater variety of ways to deliver career guidance, possibly in
the form of module materials, and to involve others

. involvement of parents

establishment of community career guidance centers

bringing together the business, labor, government, and educational
sectgrs

“retraining of counselors as career counselors

A brief open forum followed, and the session ended at 12:05"p.m.

"The

Afternoon Session

theme of the afternoon session, which began- at 2:20 p.m., was "Voca-

tional Guidance Programs for Manpower Development."

Dr.

Abraham Felipe, President, FAPE, discussed the role of private

educational institutions in vocational guidance programs for manpower devel-

opment.

He noted a societal demand for critical revision and development

in education, aside from the conservation of cultural traditions. He stated
that educational 1nstitut10ns are seen and have been used as vehicles for -

attaining societal goals. He pointed out three Strategies developed by pri-
vate educational institutions in meeting the change:

1.

private educational instititions' capabilities in providing solid
vocational guidance programs

. T — |
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2. capabilities in providing curricular offerings to meet industrial
needs and regional and national manpower development priorit{es

3. development of adequate placement procedures.
His speech was followed by an open forum and a recess.

hr. Clifford Paragua spoke in behalf of MP. Perfecto Gabut, who was
unable to attend. He described the objectives and services of the Bureay
of Employment Servicaes: employment counseling, occupational employment,
testing services, and labor market information units in major areas. He
also identified the problems and needs in the implementation of vocationa)
guidance programs.

Mr. Tlen-Chik Yen, Manpower Specialist, Economic Planning Council,

- Taiwan, reported on manpower development planning in the Repdb]ic of China.

He mentioned that its aim is to raise manpower quality and thus enhance
effective utilization of human resources. Mr. Yen elaborated on the. begin-

nings of manpower development, 1ts long-term objectives, and the implementa-
tion and coordination of these plans. ~

An open forum followed the presentation of these papers.
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SUMMARY OF PROCEEDINGS
Day 2, Tuesday, October 4, 1977

Morning Session

»

The morning session began at 8:35 a.m. with comments about last night's
activities by Mrs. Josefina Santamaria. This was followed by the introduc-
tion of newly arrived participants from Japan and the Phi?ippines.

Or. Garry R. Walz, in his talk on organizing a comprehensiva and sys-
tematic career guidance program, emphasized three areas of need to help

. guidance counselors meet today's concerns. These are: inservice
training, counselor competency upgrading, and professional renewal. In
answer to these needs he proposed three solutions: a systematic sharing
.system, counselor renewal kits, and a competency-based counselor training

program. He further described module inservice trdining which deals with °
the following topics: needs assessment, consensus-seeking, Qoa1vsett1ng,
program design, resources, evaluation, overcoming barriers, change agentry,

‘/‘f‘ and development of an action plan. He also proposed a model for developing

/ a career guidance grogram which includes stebs in program identification and
problem resolution. Advantages and disadvantages of* this model were discussed.

After a 30-minute break, Professor Takeshi Senzaki, in his report on
contemporary career guldance in Japanese “Senior Highs, pointed. out the need
to intensify career guidance. He defined career guidance and describéd the
position of career gufdance in thé course of study, the position and activity
of the career guidance teacher, career guidance in long-time-homeroom activities ~
and inservice training activities undertaken to train teachers in career
guidance. The following problems were mentioned: teachers' nonacceptance
of the importance of career guidance, lack of professional guidance training,
lack o} student interest 1in thefr careers, and lack of concern on the part of
the family and SQciety. -

He cited current trends in some high schools and colléges, as well as
the Ministry of Education and the Ministry of Labor, to support the develop-
ment of career guidance.

Aﬁ'opén forum followed.
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Mr. Leung Kai Hung talked on the vocational training scheme of the
Appointments Service of the University of Hong Kong. The scheme was designed
to help students develop self—understandjng, learn about the world of work,
gain working experience, and find Jobs upon graduation. Students are invited
to register with the Appointments Service where they are interviewed and their
records kept. Applicants are matched with Job openings reported by the em-
ployer's association,government departments, and commercial and industrial -
establishments. One of the problems encountered has been 1nability to find
satisfactory placements for some trainees, as few organizations can afford
to run a special training program. The scheme has beeg well-received, as
evidenced %{ the annual increase in participation by students and organiza-
tions.

An open forum fo]]owgd.

Miss Agnes Watanabe presented the research studies on vocational guid-

ance conducted by the Natfonal Institute of Vocational Research in Japan.
She described the Vocational Readiness Test (VRT) which was developed and
published in 1971 for use at the secondary school level, and discussed trends
in the cognitive structure of vocational behavior a%ong secondary students.
She also presented the results of a ten-year follow-up study on the voca-
tional adjustment of young Japanese workers. This study, which was. started
in 1969,sy1e]ded the following results: the Vocational self-image of 19-year-
old subjects was unclear, and. there were no d1fference§ in the vocational self-

. Image between junior and sentor high school graduates.

An open forum followed, and the morning session ended at 12:05 p:m.

Afternoon Sessign

The session started at 1:40 p-m.  Dr. Garry R. Walz oriented the body
to the scope of the afternoon's workshop. | }

» The first hour was spent -demonstrating a method of providing occupational
tnformation for exploration purposes. The delegates participated in the role
playing. During the demonstration some delegates were prepared to act as
12th-grade students, and a panel of six delegates spoke on the teaching pro-
fession, each having one minute to talk of his/her career. - The class was
encouraged to ask questions.

Dr. Walz then synthesized the pertinent points of the demonstration.
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He pointed out three significant ad?antages of this method. First, it helps
sharpen the students' 1inquiry by challenging the speaker's point of view,
thereby eliciting information regarding the profession that the usual printed
sources would not be able to show. Second, it 1s a good way of tapping human
resources as a source of occupational information. Third, it 1s an inexpen-
slve source of updated information. However, Dr. Walz also raised an objec-
Eion to the method, saying that'carecr talks can tend to be propagandistic
instead of 1nformat1ve'_ '

The next hours were spent fn presenting some new trends and techniques
in career guidance, followed by an ofen forum. ;o

A publication called "Seéarchlight" 1s concerned with monttoring publi-
cations in response to the needs of counselors in different parts of the
world. Thus far, areas of needs that have been responded to through publi-
cation are: -

1. assertiveness training--a manifestation of worldwide trend in
Interest in self-growth and development =

2. vresearch in counseling--dissertations, though not always of the
best research design, are the usual responses

3. counselor effectiveness

4. needs assessment
psychological or affective education to be infused in the curriculum
accountability 1q»gu1dance

5
6
- 7. guidance programs in_higher education
8. tests as measurement tools
9

outreach concept--counselors who are mobile, who qo to where the
clients are : ,

10.  group guidance ~ ) . _

11.  counseling prisoners--development of half-way houses where counseling
~ is favored over rehabilitation which was proven ineffective

12. current developments 1in prOQraME and practices: -
13.  counseling the handicapped and exceptional.chi1dreq
14. divorce and one-parent counseling

15. . counseling women | .

16. crisis counseling:

17.  behavior modification approaches

18. counselors as change agents



19.  career resources centers
20. mid-career change

21. counseling for drug abuse
22. parent effectiveness . _
Or. Walz emphasized the fact that one problem of counselors is that
they are slow to respond to'societa1 needs, and are sometimes ineffective

when they do respond. However, counselors wi]]iﬁg to take leadership posi-

tions can help.

The open forum focused&Bn: '

- the need to look into the problem of drop-outs

- the need for counselors to recognize the continued existence of
problems despite innovations and developments in counseling

~ the possibility of counseling foreign experts toward cultural
adjustment

- the possibility of éounse]or—exchange programs among member nations
In order to share expertise

In conclusion, Or. Walz raised the important issue of malpractice as a

growing concern among counselors.
"The afternoon session ended with announcements at 4:40 p.m.
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-SUMMARY OF PROCEEDINGS
- Day 3% Wednesday, October 5, 1977

Morning Session
The session began at 8:40 a.m. Or. Emilia del Callar, the day's pre-

siding officer, introduced two guests: Or. Laurdes Quisimbing, DLSU's Dean
of the Graduate School of Education, and Dr. Leticia Asuzano, Executive °
Director of FAPE's Educational Testing Program and ‘Conference Consultant
for the day. She also gave a brief resume of the previous day's proceedings.
Fr. Mark Chu-Ping-Hsing, delegate from Taiwan, Republic of Chin*\ read
his paper on "Cross-Cultural Study on Vocational Interests." He used the
Strong-Campbell Interest Inventory to gather data on the vocational interests
of American male and female students as compared with those of Chinese male
and female students. He noted that cultural and sex factors play important
roles as influencers of vocational interests. ’
Or. Espergnza Limcaco, from the UP system, reported on the vocational
" interests of college-bound Filipinos, restating the observation that certain
fields such as engineering, medical sciences, social sciences, and business
courses hold a great attraction for high school graduates. Areas such as
forestry, geology, mining, and fisheries, which are vital for the country's
economic growth, are least liked. She emphasized the need for desirable
attitudinal changes in the area of vocational choice and the role guidance

counselors play. -

Mrs. Salud Evangelista, Project Director of COVOTEP, read a paper on the

Cooperative Vocational Testing Project, and gave an overview of the objec-
tives, gccomplishments, and difficulties (the biggest of which is funding)
encountered in the development of indigenous tests.

The open forum was followed by a 20-minute break.

The fest of the morning session was devoted to talks by Mr. Manuel Roxas,
a management consultant, and Dr. Mona Valisno, Executive Director, National
Educatiogal Testing Center for DEC. The former discussed psychomotor ability

as differentiated from the cognftiJe and affective domains. He further stressed

the need for some kind of psychomotor assessment to minimize expenditure in
training time and effort in view of the pressing demand for skilled manpower.



He demonstrated how to use a two-to-one psychomotor apparatus and pledged
te donate new sets for the foreign delegates. ,

Or. Mona Valisno, in her talk on Testing Program for Manpower Develop-
ment in the Philippines, expodnded on the NETC efforts in the national test-

Y

Ll

Ing program. |
The open forum that followed centered mostly on the NCEE.
The session adjourned at 12:10 p.m,

Afternoon Session

The conference resumed at 1:35 p.m.” The first speaker, DOr. Lily Rosales,
PGPA president, highlighted the need for vocational guidance in the PATTIp-
pines, gave a brief evaluation of guidance and counseling in the Philippines,

. cited factors influencing vocational choices of Filipino youth, and des-
cribed counseling techniques and tools used by Filipino counselors.

She discussed the complexity of career decisfon-making by explaining
the unique cultural values and parental interference that go into the process.
She stressed the challenging need for vocational counseling for Filipion youth.

An interesting open -forum followed next,'wh1ch included discussions of
A such topics as the Filipion value of "hiya" and "tiyaga" and "bahala na,"
the proportion of male and female counselors, and the place of testing 1n
vocational counseling. Resgarch findings on family influence in career
choice were also shared.

After the coffee break, Prof. Naoko Tsukuda spoke on "Vocational Ser-
vices for the Severely Handicapped in Japan." He discussed a Survey and
presented statistics on the number of bersonsﬁaff]icted by cerebral palsy,
the most Timiting handicap. He stated that the urgent task of vocational
rehabilitation workers 1s to find suitable jobs for such individuals or at
least help them Tearn to live with and work with the nonhandicapped.

Dr. Victor Baltazar of the Bureau of Rehabilitation, who came with a
team of five people, read a paper through his wife, Mrs. Nelly Baltazar, on
"Vocational Couns€ling for the Disabled." In the paper he explained the
‘steps followed by the vocational guldance sarvice and stressed the crucial
role of the counselor in rehabilitation work. The paper was followed by
a testing demonstration fbr the blind and a case presentation.

 The open forum centered on job placement availability for the physically . _
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and socially handicapped.
The session ended at 5:00 p.m.
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SUMMARY OF PROCEEDINGS
Day 4, Thursday,‘Ocﬁober 6, 1977

-

Moﬁning Session : -

The session started at 8:30 a.m.  Mr. Ruben Ronduen, presiding officer,

-+ reviewed the proceedings of the previous day.

Dr. Garry Walz focused his talk on career guidance resources. He des-
c¢ribed the Educa}iona] ReSources Informétion Center (ERIC)Jandgfhe Counseling
and Personnel Services (CAPS) C]earinghousé, and out11ned the phacedures
for using the ERIC System. He also encouraged the particﬁpants, amoﬁg
other things, to build a Stékting Disseqpination System (SDS) to become
information generators/energizers to Asianizeﬁ?RIC and to shére information.

After a brief open forum, the morning session was resumed with the
presentation of Mr. swasdi Suwanaagson from Thailand. His theme was "Guidance

Information Week Fair." In his talk he pointed out hisekuactions as Director

of the Center for Educational and Vocational Guidance of Thaildnd, such as
assisting administrators and teacher counsé?ars in organizing guidance ser-

Vices in schools, giving Inservice training to guidance personnel, pub115h1ng"

guidance handbooks, providing guidance. information services, and coordinéting
career guidance week fair. ._ ' o , |

He further described the'purposé of caréer information week which is to
provide vocational and educational Information to students and thus prevent .

. education ]OSSAEPd economic wastage. Exhibits of the different educational
" andvocational data, tools, career demonstrations,'testiqg, individual coun-

seling, movie and slide shows, and other entertainment are carried out during

career information week.: N _
‘Eﬁ Professor Josefina Séntamaria_was the last speaker of the morning. She
,spoké on career information resources in the Philippines. She described the
&éve]opment of .various career materials for the uée of students, out-of-

-~ school youth, parents, teachers, and. counselors.

She spoke of the Caﬁeeﬁ;Mater%a]steve1opment Project (CMDP) in gér~
ticujar, which is a research ‘group in charge of deve]bping-careermenographs

. and materials thch can bé integrated into the various subjects: taught in
- elementary schools, high' schools, and colleges.

-

v & \-‘ [N

-

¥

Casslge o oy L

b



%

,.
h 4

The open forum that followed focused on: -
the expense involved in research of this nature

o, =

the effect of such information in helping to solve unemployment
praoblems _ _
¢ the technicalities 1nvo1ved in undertaking such a project.

The morning session ended at 12:10 with armouncements regarding the
afternoon's activities. Delegates were to tour schools, training centers,

and agencies for career guidance in the Metro Manila ared. .

Field Trip
1:00 - 6:00 p.m.
The delegates visited the following schools and training agenciés:
the Philippine College of Arts and Trades, the National Vocational .Rehabili-
tation Center, and the National Manpower and Youth Council Skills Training

Center. - They had visited the GCollege of Industrial Techno1ogy of De La
Salle Un1vers1ty the previous day. :

At the Phi¥ippine College of Arts and Trades, participants were given
a briefing by the college president, Or. Jose Vergarg, after which they were
shown around the various laboratqries. |

Supt. Serafin Molina of the National Vocational Rehabilitation Center
also briefedrthé-dé]egates on the Center's functions, training, and other
pertinent details. A guided. tour followed.

At the National Manpdwjr and Youth Council, the delegates were shown

a film on NMYC activities 6ef0re they were gd?aed around . the center.
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SUMMARY OF PROCEEDINGS | |
Day 5, Friday, October 7, 1977

Morning Session

The morning session began at 8:45 a.m. with Josie Santamaria commenting
on the experiences of the delegates with Philippine rain, traffic, etc.

This was fo]]owed'by Dr. Walz asking the group what the format for the after-
noon activity on career guidance&should be. The group opted for the exer-
cise method--the actual participation of the group rather than the cognitive
approach. _

Professor ChingdKai_Chqng of"Taiwan then spoke on the occupational
placement of junior high school students in Taiwan. He began by describing
the new free education program of the Republic of China which extended the
orig1hal six-year education to'nine years. This new education program was
designed not only for the develaopment of intelligence and knowledge, but
also the vocational guidance of students. The vocational aspect of education
is divided into two steps, 1In step one, the schoé] counselor plays a major
rolte in the vocational guidance of the students, whereas in step two; the
school counselor works closely with the government employment service for the
Job placement of graduates. ﬁ%rt of the vocational guidance services -i%
to assist the students 1in understanding the various occupations. Dr. Chang
also stressed the major role of aptitude and interest in the cgreer choices

*’gf students. He gave a statistical comparison of placement of the graduate
of the junior high school for the different years. ‘

Dr. Emilia del Callar talked about the Counselor Training Program of
De La Salle University, tracing the development of counselor education in
the Philippines. She-said that the growth of guidance education was caused
by the needs of the society and the country. She then described the De La
Salle University graduate studies in Guidance which include the MA and the
MS program,.the only §¥11-t1me graduafe program in the country. She also
described how an-MS graduate can help individuals learn the decision-making
process, help people to alter their maladaptive behaviors, develop awareness
and understanding of themselves and others, use an effective counseling style

- where he feels comfortable, and apply scientific research methods far the
| o
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improvement of counseling apprvaches. Or. del Callar also gave a summary
of the MS program: course content, entrance requirements, job opportunities,
problems encountered in the program and the different funding agencies that
sponsor the participants.

" An open forum followed del Callar's talk.

A 30 minute break followed.

After. the delegates were photographed, & paper entitled, "Counselor
Training Program of UP" was delivered by Dr. Lily Rosales, the Chairman of
the Department of Counselor Education of UP. N

Professor Kihachi Fujimoto described the Japanese education system.

He narrated the different factors that influenced the manpower development

of his country such as the Second World War, the reconstruction period, the
'technological ad@ances, and rapid growth of business and 1ndustry. According
to him, there are three types of placement services: one conducted by the
Public Employment Security Office; cooperation of the PESO and the §Eh001;
schools as a free-change employment agency. He also described the labor
market for new graduates of secondary schools for 1950~75, and the adaptation
of coping behavior to the labof market demands. '

Arrdngements for group activities for the afternoon were announced.

The morning-sggsion adjoukned at 12:05 p.m. : ‘: s

. Afternoon Session

The session started at 1:45 p.m. with the announcement by Mrs. Josie
Santamaria of the death of the father of Dr. Awang from Malaysia. A moment
of silence followed.

The talk of Dr. Walz centered on the Lffe Career Development System
(LCDS) and was introduced by a summary of the characteristics of a desirable
career guidance system: tranSpé%table, comprehensive, integrated experi-
mental focdsed and futuristic

He pointed out that the system should not remain a col1ect10n of
written materials but it must be learnable.. Thére is still a need to train
peqple who will use and implement the system.

S1ide projections to explain the components of the LCDS were used. The
LCDS is a dynamic program designed to facilitate all aspects of an individual's
l1ife career development. It is a sysiem to empower an 1nd1v1dua1"1th the
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attitudes, skills, and knowledge requisite for living now and in the future.
The components of the LCDS are:

1. Facilitators' Training Workshop - to familiarize participants with
the LCUS and heTp them gain eFFfective facilitation techniques.

2. Modules - There are nine career development modules. Each module
consists of six sessions comprised of individual and grou? struc-
t

tured experiences, appropriate for grade nine through adult. The
titles of the modules are:

Exploring Self
Oetermining Values
Setting Goals

Expanding Options
Overcoming Barriers
Using Information
workin? Effectively
Enhancing Relationships

Creating Futures

3. Facilitator's Resource Bank - These two volumes provide statements
of goals and obJectives, detailed suggestions for use at different
age levels, and enrichment resources.

4. Participant's Journal - This includes the participant's contract
for behavioral follow-through on skills acquired during the module
experiences. ' '

5. Pre/Post Learning Measures - This includes dyaluation instruments
wnich provide feedback To participants and prygram developers of

L.COS.

6. User Communication Network - This provides regular sharing of exper-
lences and renewing of approaches and resources.

It was emphasized that basic to the LCDS is the notion that the learning

~ TQ —Hh® aonoT s

.experiences chosen shoyld be able to agouse the participants' interest in
life career development so they will assume responsibility for thefr further
development. ~ . | R o

A short break was given before dismissing the group. An éé%ua] learning

experience, entitled "Typhodn Shelter," enabled the participants to show
their individual values within a small group.

After brief reports from each group regarding the exercise, an open
- forum followed. Questions were asked concerning the length of time necessary
to cover the nine modules (60 hburs,‘Which\can be reduced to 30 with the
elimination of some exercises), its g]assification as a 1abor5tory rather
than a lecture, and the length of the Facilitator's Training Workshop (three
days).



An announcement was made concerning the places where the groups repre-
senting each country could meet for conference resolutions.

The session adjourned at 3:40 p.m. '
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SUMMARY OF PROCEEDINGS
DAY 6, SATURDAY, OCTOBER 8, 1977

The session began at 9:05 a.m. Or. Lourdes R. Quisumbing, presiding
officer of the day, gave a short historical exposition of past ARAVEG
assemblies. This was followed by the reading of the summary of the previous
day's proceedings. \b ’

Professor Fujimoto of Japan, secretary-general of ARAVEG, delivered
the repOrt of ARAVEG President, Hirokichi Nadao, who was not able to attend.
He‘pesgsibed the ARAVEG, its goals and major activities during the past ten
years. _ » )

Major Luis Alfonso of the Asia Foundation delivered the message of
Mr. Julio Andrews, Representative of the Asia Foundation in the Philippines.
He stated that thé Foundation recggn]zes the importance of vocational
guidance in education. He also egpressed the whllingness of the Foundation
to assist ARAVEG. + ! / |

Professor . Fujimpto gave a report on, the accomp]ishmenp of the ARAVEG
secretariat during the past three year®: He gave the names of the
representatives of different countries who attended the yearly Executive
Committee Meetings. He expressed hope for more membership in the ARAVEG.

He also read the ARAVEG Financial Report in place of Mr. Shigeru Miyazaki
who was not present. This report was mimeographed and distributed to all
participants. ' ’ S

, One spokesman from each country presented proposals for ARAVEG. Since
many of the proposals were similar, it was moved that they be studied(ﬁ?‘
the secretariat and the final ttegrated form be given to the members.

A 20 minute break followed. |

For its untining support to ARAVEG a plaque of appreciation for '
‘the Asia Foundation was received by Major Luis Alfonso from Professor J. 0.
Santamaria. Professor Fujimoto proposed that Ma]aysia be the site of the
next ARAVEG Conference. This was accepted by Mr. Johar of Malaysia
Professor J. 0. Santamaria, the new ARAVEG President, out]ined the plans of
the organization in her address. Lo T
Brother Gabriel Connon presented the Cert1f?cates of Attendance,

assisted by Mrs. €. McMurray and Dr. Qufsumbing. fhyf was followed by

] ~,
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/ Summary of Proceedings - Day 6, page 2

i

the presentation of the certificates of appreciation to everyone who in

one way or another helped make the conference a success. .
Brother Gabriel Connon of De La Salle University in his closing remarks

expressed his appreciation for making De La Salle host of the ARAVEG

Conference. |

The ARAVEG Conference officlally closed aﬁ 11:40 a.m.
’ 3
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