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.- DESCRIPTORS~ %*DISADVANTAGED YOUTH, OUT OF SCHOOL YOUTH, %RURAL
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FROGRAMS, *PROGRAM IMPROVEMENT,; COUNSELING GOALS,; %*GUIDANCE
"COUNSELING,; RES:ARCH PROJECTS; JOB CORFS5,

FURTHER DEFINE GUIDANCE AND COUNSELING NEEDS OF CORFSMEN IN
RURAL JOB CORPS CENTERSs UNDERSTAND AND DESCRIBE ONGOING
! GUIDANCE AND COUNSELING FROCEDURES IN RURAL CENTERS, AND
IDENTIFY WAYS IN WHICH GUIDANCE AND COUNSELING COULD BE
IMPROVED. INFORMATION WAS OBTAINED THROUGH SITE VISITATIONS
1 _ TO FOUR RURAL CENTERS; TWO URBAN CENTERS; THE OFFICE OF

'g THE OBJECTIVES OF THE 8-WEEK PROJECT WERE TO CLARIFY AND

ECONOMIC OPPORTUNITY IN WASHINGTON, D.C.y AND DISCUSSIONS
WITH FERSONNEL FROM TWO ADDITIONAL URBAN CENTERS AND A
WOMEN®S JOB CORFS CENTER. ALTHOUGH JOBCORFPSMEN HAD THE SAME
KINDS OF DEVELOFMENTAL NEEDS AS OTHER FEOPLE, THEY WERE '
GENERALLY UNABLE TO SATISFY THESE NEEDS WITHOUT CAREFUL
ASSISTANCE. AFPROXIMATELY 80 PERCENT OF STAFF-~CORFSMEN
INTERACTIO.S IN THE JOB CORFS CENTERS WERE EITHER COUNSELING
AND GUIDANCE OR AT LEAST FOTENTIALLY GUIDANCE-ORIENTED
EXPERIENCES. RESIDENT COUNSELORS WERE OVERWORKED AND .
' UNDERFAID, AND PROCEDURES AND MATERIALS AVAILABLE FOR USE IN
' COUNSELING WERE INADEQUATE. RECOMMENDATIONS FOR A GUIDANCE
AND COUNSELING FROGRAM INCLUDED (1) DIRECT SERVICES FOR
CORPSMEN IN THE AREAS OF SELF-UNDERSTANDING,; ENVIRONMENTAL
INFORMATION, SOCIAL ADJUSTMENT SKILLS, FERSONAL DECISION
MAKING, AND PROBLEM SOLVING, (2) AN INFORMATION SYSTEM AS THE
' BASIC COMPONENT OF THE PROGRAM, (3) A COMPREHENSIVE INSERVICE
i - PROGRAM FOR COUNSELORS AND OTHER STAFF HEMBERS, AND (4)
OFPERATIONAL PACKAGES OF PROCEDURAL AND INSTRUCTIONAL
MATERIALS TO ASSIST IN RECURRING TASKS IN THE CENTERS. (FS)
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. center In St. Pofersburg, Florida.

INTRODUCT |ON

{

Ob jectives

This report culminates an 8-week project concerned with guidance and couﬁ~
seling in Rural Job Corps centers. *The projeeffh%d“*hé-followlng three
objectives: (1) clarify and further define guldance and counseling needs of
corpsmen in Rural Job Corps centers, (2) understand and describe on-going guldance“
and counsel ing procedures In rural centers, and (3) identlfy ways In which guld-
ance and counselling could be Improved. The major outcome of the preject Is a set

of recommendations lnfended to ald fhe furfher developmen* of guldance and

- counseling programs In the Rural Job Corps Dlvislon of the Offlce of Economic

Opparfunify. - R

""The main body of the réporf%tonsls*s of three sectlons. The first deals
with the counseling needs of corpsmon, and the second describes on-golng guidance
procedures. The third section prasents recommendations for +he further dsvelop-

ment of a guldance &nd cauhse%ing'pfogram for ﬁhra; Job Corps cenfefs.

Procadures ‘ PR . . k .
lnformafton was obfa!ned fhrough Infervlaws with Job Corps staff and corps- -
men, and study of avallable OEO documenfs regarding guldance and counsellng. All

lnfervlews ware conducfed by fhe wrlfer. Sl*a vlsi?at|ons were made fo four rurs.

-
.

cenfers (thfleef MasSachuse*fs, Granfs, New Mexlco. Ouachl+a, Arkansas, Crab

" Orchard, llltnois) and +wo urban cenfers (Gary, Texas, Kllmer, New Jersey) and

the OED Office tn washfngfon, D C. %n addiﬂon. discusslons were held with key

couqsellng personnel from qu qqdljlonal Urban Qob Corps centers (Tongue Point,

~ Oregon; Camp Parks..Ca!lforqgéz an%?w[th'pergongq!_fﬁqm the Women's Job Corps
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Sections of the Amerlican Porsonnel and Guldance Assoctation Statement of
Policy, "The Counsslor, Professional Preparation Role" and a list of questions -
developed atter consultation with members of the OEO Job Corps Staff in Washington
D.C., were used as a general frama of reference for the project. Most of the
interviews and dlscusslons held at Job Corps sites were t&pe recorded and studled

atter the visitations.

Section |
COUNSELING NEEDS OF CORPSMEN

"Counsel ing needs" of corpsmen (or anyone else) is a kind of professional |
shorthand referring to needs which can be met best through those procedures which
are within the general area of counseling and guidance. |+ fs tn this sense
+uat the term “counseling needs™ Is used here. There 1s no exclusive claim made
by guldance for certaln corpsmen neadé. Rather, 1t Is asserted that many corps-
msn nesds can'ﬁe met §n varying degrees by a varlety of guldqnce and counseiling
procedures. However, It is genarally true that those needs with whléh guldanée
and counseling are mosf‘conCGrnéd**éﬁh to fall lnfg the non-academic area of
camp . 11fe. R | |

There is general agreement among Job Corps staff'meﬁbers and others fahllla;
with the Job Corps pobﬁla*loﬁ #ﬁéf cdrpsmen have Q'number of counseling needs
"which dléflngulsh them from "&ldd%e éﬁaés“ vouth. These needs, however, have not
baen specifled in grbaf detali. The:%éneraf counseiing need, as stated in exist- .
ing Job Corps documents, appears to 5; oneiof assléfing corpsmen deveiop greater
self-motivation through Inéreased seffuundersfanding} The §cope of +ne Jou Corps

program extends beyond basic sducational skills aﬁd occupatlonal competencies.
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3.
A corpsman must somehow Integrate new behaviors in these two areas Into his total
personality If they are to be operationally beneficlal to him in the real world.
ExIsting Job Corps documents indicate that guldance and counseling Is primariiy
- - concerned with the process through which educational skills and QOcaflonal com-
petencies become Integrated and effective.

The Importance of becoming more specific régardtng counseling needs 1s
paramount to the success of the Job Corps program. Interviews with staff and
corpsmen helped identify many speciflic needs and problems, Including, for example,
loneliness, how to relate to peers and staff, how to get a job, how to get further
frafning, etc, Tﬁe needs mentloned and revealed during the project were con-
§isfen? from center to center. I+ is apparent that additiona! experience by staff
in the centers will contribute to greater and more accurate specl fication regard-
ing corpsmen needs.

I+ should be helpful at this time to employ several need constructs as an
ald to providing some orderly way of studying and using the observations being
made by staff members. The following dlagram conceptuallizes corpsmen needs in
seven general areas of behavior with which the Job Corps program is concerned.

It Is reasonable to assume ?haf.wf*hln areas one through six at least some modi-
fication of behavlér Is desirable for each corpsman, if he Is to be better
equipped to survive and succeed in soclety after leaving the Job Corps. The
sevenfﬁ area, Placement and Fol low-up, Is of less immediate concern. but In the
final analysls includes the operationatl criterlon behavior for corpsmen.
Obviously the areas are not entirely discreet. There Is aiso overlap from the
perspactive of staff asslgnménfs. Every staff member Is concerned with many

. kinds of corpsmen needs, even though each position clearly gives emphasis to one

or two areas.
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Schematic Presentation of Areas

of Corpsmen Needs and Behavior
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I+ 1s suggested that guldahce and counseling functlons are most concerned
with needs in the foilowing areas: (IV) Need for Environment information, (V)
Need for Personal Information, (Vi) Need for Facllitating Skitls, and (Vi) Need
for Placement and Foliow=-up Support. Sealng-*hgsezfaur areas as the general
domaln of counseling, It Is possibte to begin. identifying the actual desired
corpsmen behaviors involved In each area of need. Finally, given such behavioral
definitions of needs, it becomes pﬁsstble to speclfy the counseling and guldance'
materiais and procédqres intended to bring about the desifed corpsman behavior,
and to test the valldity of the materials énd.procedures.

The basic advantage of this approa&h to definlng corpsmen needs and describ-
ing staff behavior, Is that staff béhavior is viewed as a means, and not ar end.
Unless sfaff'béhavlor Is faclllfafing one or more Kinds of corpsmen needs, it's
Justification Is questiopable.

| The following ou?line_fo!lows the scheme just described and includes the
major kinds of corpsmen counseling néeds_identiffed during.fhls project. The
lesser points In the outline merely Iiustrate the kinds of needs in each ca?egory

The scheme encgmpassés.hoth developriental and problem-oriented needs. More

will be sald about this later in the discussion.

Developmental Needs Classification

IV. ENVIRONMENTAL INFORMATION (Corpsmen nead information regarding thelr
environment in.order to uﬁaé}s+and ands*hés Beffer survive and deél with +he
situations which they will encounter af*ef leaving the camb.)

A. Vocatlonal Information . o oiTr oo
|l. Basle charac+erlé+lcs of Jobs
2. Job families -

3. Entry occupations and job progressions
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4, Unlon Implications
: 'S. Apprenticeship and on-the=-job tralning concepts
F ' 6. Sources of job opportunity Information
B. Educatlional Information
I. Kinds of aval!able'fral@lng
2. Costs of training
: 3. Specific sources of +raldlng Information
| 4. Expectations of fralning programs
! | C. Psychologlical lnforméflon*
I. Common adjustment problems of beginning workers
2. Importance of vocational and personal planning
-3, Critlcal sources of environmental and personal stress
4., Ways of dealing with dsy-to-day adjustment problems
(frustrations, dlscouragemén+, obstactes, prajudices)
D. Personal Mainfenanceflnforméfion o
i R SdurceS'of housing information
i 2. Financial lnformafldn (banking, budgeting, time payments)
" 3. Legal responsibiiities (taxes, drivers licenses,
marriage laws) | o _
V. PERSONAL INFORMATION (Corpsmer need certaln Information about themselves In
order to make reallstic plang:aqq declg!on§‘ragardlng both their vocational
and personal lives.) - f‘ ' ) B
A. Relative Abllities and Achlevements
. Predictive Information
2. Relative importance of céﬁpenéaflng~facfcrs
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B. Injerests
- | |. Measured interest
2. Importance of Interests PR
C. Personality Sfreng*hs and Weaknesses. .
i Fudcflonal descrlpfionSz
2. Use of In planﬁlng' o i,
D. Sources of Assistance = SRR A
l. Kinds of assistanca - - r
2. What can bo expected ‘
Vi. FACILITATING SKILLS (Glven lnformaf!on abouf hls environment and relaTive!y

accurafe assessmen+ or hlmself, the corpsman needs cerfaln skills and
Tﬂ‘!
af*ifudes in order +o use fhis Informa?lon effec+avely In adjus*lng to and

L3N
. .-\

surviving within hls envlronment )
A. _Vocaflonal
| l. Job search skllls
2.' Job appllcatlon skllls

3. Job assessmenf skl!ls4

.
\ . . e
.

B. Persona!

T °

. ] ~‘ It ’ ¢ . ....i';.},‘«f.;:
l. Personal declslon making skllls
""- R k]

2. Goal se++lng abill+les

3. Self a@sessmen* skllts

:J <

4. ln'rernallzed moﬂvaﬂon , o
. . : P TN
. 5. Personai and group rela*lonshlp skllls

.-': : 1t

6. Adjusfment +o sfress sk!lls

. . <
\N R o A "oy

... . SR . , AN




C. Soclal
i. Securing housing
2. Beéllng with prejudice
5. Affitlating with formal groups
Vil. PLACEMENT AND FOLLOW-UP (Corpsmen need assistance In finding Initial job
placement and getting setilied tn & community. In addition, many need varied
amounts of follow-up support In order fo.capl+allze on thelr growth and

dsvelopment duflng thelr sféy in the Job Corps center.)

fhls brief outtine of devalopmental needs ¢an serve as a foundation for
developing operafionalfdef!nbtlons of desired behavfor. For example, 1t is
pdsaible to begin Indléaflng Specific behaviors which constitute "Job search
skitis" and thus provide a basis ?or determining when a éorpsman has achleved
adequate "job search skills." | |

An a{fernaflve basis for definlng corpsme needs Is to use the persepctive

of In~center adjustment needs. This is essentially a problem-oriented view of

guidance and counseling, and whils counseling is éoncerned with such probiems,

its total concern and contribution is much greater, as suggested by the use of a
dovelopmental perspective. Problems such as homeslckness, stealing, absenteeness,
hostility, etc., often neod immedla*e attention In *erms of profecflng the total’
center program. In regard to the corpsmen with the problem, however, It is entir-
ely consistent to conceptualize his "probiem" behévtor in terms of the develiop-
mental needs construct discussed above. There is reason to belleve that dosng 7o)

wili provlde the counsetor with a pofen#lally more useful perspective thar

viewing the corpsman s problem behavior as an Isolated event.
A point of emphasts is worth brief mention. Sfaff members working wlth

corpsmen continually refer to {I) the relative lack of vocational and perscnal

\

ER&C
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adjustment skills, and (2) the even greater lack of basic educatlion skills for,
and attitudes toward, learning Itselif. While the former cannot be Ignored, it
would appear that the greafesf tong-range pay-off for ‘the corpsman and soclety
will come from an emphasis on acquiring effective learning skills and attitudes.
I+ Is In this way that the corpsman differs most significantly from his middle

class brother, and It is this difference in prerethslie learning skills and

at*l*udes, rather than a difference In desired terminal behavior, which necessit=

ates a different counseling and Instructional approach In Job Corps centers.

Summér!

ln.summary, Jobcorpsmen have the same kinds of developmental needs as every-

one else. They differ most in thelr general Inability to satisfy these needs
without careful assistance. Some have developed adjustment behavior which will

be most Ineffective In a middie class environment, and in this sense have "coun-

-éellng problems." The most Important ldea regarding counselling needs which

évolved during the project, Is the importance of an operation framework for

'ldenflfylng'+he Individual needs of each corpSmén, and for determining specific-

ally what can be done to satisfy the needs. Staff members are relatively skiii~
ful at describing isolated needs of individual corpsmen, and general group neers.
They are aware of the shorf attention spans and shortsightedness of corpsmen
What should be provided ts a method for relating and synthesizing these observa-
tions in such a way that fhev provide a clear basis for developing Individu=!

programs for each corpsmon.

U1 A )
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Section 1|
ON=GOING GUIDANCE PROCEDURES

The Job Corps Counsel ing Manual indi;a*es a counselor-counselee ratio of
1:100, and advises that counselors spend about ffffy percent of thelr time In
counsel Ing per se, and about fifty percent In non-counseling guidance tasks such
as cbrpsman appralsal and staff consulting. The Civit Service Poslition Descript-
lon for Job Corps counseloi l!sfs the following major Jutles.

i. Initial study and determination of corpsman placement in the Job

Corps program.

2. Responsibiiity for continuing Inferprefatgon evaluation of enrolee

progress and consuifa*ion with staff régardlné desirable changes.

3. Act for the Deputy Director of Education in his absence.

4, Provtde technical orientation and program familiarization to ail
members of the center s+aff,éand in adftf!on, provide direct super-
vislon to VISTA.

The last item implles clearly Théf the guidancelaod counisel ing program is to |,
tnvolve staff members in addition fo the counselor, and this Is reflected In all
'qen+ers visited during the project. fhe nature of Involvement, however, varies
extensively among centers. To the wrjiter's knowledge, there is no general guide

for organizing guldance and counseling programs In conters. ']

A Guidance Model

‘ ALl staff members interviewed ag}ee that in some way each staff member is
iavolved In guldancé and counseling. This Is a valld assertion, even though many
would take issue over whether one canfprovlde professional counsellng without

professional preparation. Putting this question aside fof the moment, It is falr




to grant that most staff members are Invoived to varylng degrees In providing
kinds of help to corpsmen which mﬂghf be 1nciu&ad under the general category of
éuldance. | | |

Guidance and counseling Involves both con*eq# and process. Section | dealt
mostly with content ~-- that Is, the substance of guldance. Process, or how the
substance is aphleved. is of equal !mpdrfance. One method of describing the on-
going guldance and counseling procedures Is to compare them with a general model
which suggests the functlional rélafionsh!p between guldan?e and counsel ing goals
(In terms of corpsmen needs) and various guidancé and counseting procedures.
This model Is presented in Figure 2. The modei Includes a general suggestion of
whether functions should be performed by éounseloré. other staff, or both. A@
indicates primary responsibliity. The top section of the chart refers to guld-
ance and counseling funcvions Involving primarily direct contact with corpsmen,

and the bottom section deals essentially with supporting procedures.

ENVIRONMENTAL }NFORMAT 10N

Thus Tt can be seen from column 1 of the chard that counseling needs for

environmental Information should depend mostiy {at least In terms of +he unaer-

" lyIng values of The modei?  on group 'discussions by non-counselling staff membsrs

{Instructors, work supsrvisors, and resldent workers), and on group counse!lng
sessions held by counselors. More #imited assistance in +his area should be
expected from vocational and educational counseling and some extent by outside
referral sources. The non-counse!ing gu!ganca function most Iimportant to meeting

the environmental Information needs, as Indicated on the bottom section ot the

.chart, are suggesfed To be in-service training and fthe maintenance of an eaviron-

mental Information collection.
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Figure 2
Model Relating Counseling Needs
) to Guldance Functlons "
- _ . COUNSEL ING NEED AREAS B .
Guldance and | Environmental | Personal Facltitating | in-Centar Piacement &
Counsel Ing Information Information { Skills Adjustment | Follow-Up
Functions C S C S C S C S C S
¢ . i 1
Counsel Ing " N
Soc/Ad] i x| x x| () x
Counsel Ing :
-Yoc. X X X X
Counsel Ing X X X | X ! X
Educ. '
Group \ (\‘
Counseling @, ‘)f,/ ),(,,) X @"
Group . N
Discussions @ \X/ @ @J X
Referrals |
X X X X
Staff Planning ' '
& Consulting X X X X @
Staff
Supervision ,
Appralsal E @ @ X X
Outside N
Liason . \)_(/.' L
- #‘ 3
Program l L
Evatuation X £ X X X X X X X X Iy
in-service i N '
Training ALY ‘ ( ' - X X
Environmental W ] !
Info. Malnt. Qx/) !® L X

TN
C = Counselor - S = Other Staff X = Source =~ Q‘ = Primary Source
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The pattern suggested In the model regarding environmental Information needs
s apparent to some extent Ih t+he centers visited. Group discussions lead by

non-counsel ing staff members appear to be the primary means of providing environ-

mental Information to corpsmen. The greatest demand In this area, in the writer's

view, is increased attention to in-service training and the maintenance of en-
vironmental Information sources. Currently existing material should be collected,
and additlonal materials developed In terms of the characteristics of the Job'
Corps populaflon{ Finally, a systematic in-service program In regard fto use of

the materials should be implemented.

PERSONAL INFORMAT ION

Oné of the most significant obstacles +o‘mée?ing personal informatlion needs
ot corpsmen, according to staff members Interviewed, Is the lack of existing valid
appraisal information, and a system for coltecting appraisal data during a corps-
man's tenure In a Eén?@r. Appraisal data currently consists primarily of feed-

back from inittai testing and screening. Counselors suépec+ +he valldity of much

of the standardized test information In regard to a larae percentage of the corps-

men, and also Indicate that the turn-around time for recelving appralsal data 1s
so great as to Inhibit the usefulness of the Information.

Completely lacking, at least in the centers visited, was a sophisticated and
practical system for coilecting measures of corpsnen behavior after thay enter
*he center. In no case was somefh!ng comparab}e to a cumulative folder in
existence. With the exception of some reanng achlevement feedback, the personal
information areaﬂrgcleves mlnlmai attention from the staff. An Interesting an¢ -
probably slgntfican-t sourqé"ﬁ’f"’ﬁersonal Information In some centers Is the groun

discussions held In dorms. These often include resident workers, but freque.tiy
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do not. The feedback can be a negative verbal assault on a corpsman by his peers
regarding some disturbing behavior, but more often consists of an objective and

helpful evaluation of his progress by his dorm mates.

FACILITATING SKILLS

The corpsman's need for developling faclll+aflng skiils appears to be handled
largely on an informal basis, and primarily through relatively unstructured group'
discussions, and brief discussions between a corps&aﬁ and his resident worker or

. work supervisor. As suggested oh the chart, systematic group counéellng and
guldance procedurés would be of QQual importance In regard to meeting faclllfé*ing
skill needs of the corpsmen. Such things as simulation, role playing, oufslde
visitors, and ouf-ofecénfer_prddects should be developad as means for corpémen
T develop and test fhese kinds of ski'ls. The cooperation and Involvement of
the total staff Is basic to such procedures, and thus the Importance placed on
staff planning and consulting In.the model. An Important raasoﬁ for lack of
attention to this afea”fo date 15 undoubtedly. the lmmédlate pressures of imple-

menting Instructional and work prcgrams;

\

IN-CENTER ADJUSTMENT NEEDS

The counseling need area recelving the most systematic treatment is probably
that of innéenfef adjustment needs, These neaeds afé'moré dramatic ln'nafure than
dévelopmeh?al consideraftbhs; and falfure to meet fheﬁ disrupts a total center
inmediately. Clear cut procedurééifor dealing with such problems, including
discipline and referrals, have been established. The model suggests that primary
responsibiiity for meeting +hese'ﬁeedé should rest with personal cdunsellng from
both the counselor and other stafé goerré, and from group counseling by the

counselor. The extent to which a corpsman recieves personal help in the prccéss

P
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of solving a problem from the camp perspective depends upon the Involvemeni of

the total staff In the guidance prograni.

ORGANIZATIONAL ASPECTS

Extensive agreement exists among ccunseloréf resident workers, instructors,
work supervicors, and administrators ln+erviewedtre§ardlng the importance of coun-
seling and guidance In %hé Job Corps program, both in regard to the individual
development of each corpsman énd.fhé facilitation of other aspects of the program.
" There is also general ooncern'régardlng the difficulties of facilitating many
aspects of the counseling and guidance program.

- The major characteristice of program organization are given below. This
concern fof the organization anq édminlsfra*lon aspects of fhe ﬁrog}am sﬁould not
be Interpreted as a preoécupafion with structure at the expense of content. While:
developmental work In suﬁsfancefaspecfs is important aﬁd needs immediate atten-
tion, guidénce and counseling services to corpsmen could be lncreasedldrama+lcally
+hrou§h immediate attention to ‘the guldance and counseling program. In addition,
a stronger, more systematic program would faéttifafe the dévelbpmenf*of additional
Innovations. | ‘

The folIowlng'poln+s~cﬁarachrlze the guldance and counseling procedures as

seen in the centers visited.

COUNSEL ING:
I. At feast sixty percent of the personalzébcfal counselln§ burdea {5 boin
by the resident workers. S |
2. Group discussions of some kind are held on'a relatively regular basis

In most centers. . .. ; -, oo
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3. Scheduled developmentatl counseling sessions (l.e. seeing each corpsman
every two or three wesks for general review and discussion of progéam
and Qoals) has not been Impiemented on a sys+amaflc basls.

4. Counselors Idepﬂfy speclal adjustment r'a,eeds‘fr‘om Informal references | -
and through various staff reports.

5. Counseling reques?s‘axceed availlable counselor time.

6. The most frequent counselling problem Is “homesickness."

7. Counseling follow-up Is most often the reéponsiblllfy of someone other

; ' : than the counselors, frequently the resident worker.
, 8. Corpsmen tend to seek counseling at the ?lme they feel a need for It,
,? ' and the resident worker ié most often the staff member évallaﬁle and to

whom they turn.

APPRAISAL !
|. Continuous and systematic éducaﬂcma! »nd psychologicai appraisal of
corpsmen development s not provided for In most centers.
EV, Z. lin=-center appraisal, with exception of achlievement, consists primarily
' of Informal staff observations, which wre not usually recorded.
3. Cumulative records of corpsmen are not maintained.
4. With the exception of counselors (and in some cases Deputy Superinten-
dents for Educaflgn and lﬁsfrucfors) staff members are relatively |
57 ' ~untralned In psychotogical and educational appralsal procedures and %he'

use of apprélsa! data.

SUPERVISION AND IN=SERVICE TRAINING =

I. The relationship between counselors and resident workers is Informal,
with counselors having nc nfficlal sdpervlsory responsibility for

resident workers.

i
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2. The counselor s generéiiy viewed by staff as the psychologist in the
T conter, having cénsul?ing and supervisory rasnonsiblllfles in many
aspects of the program. Counseiors feel the lack of concomitant super-
visory status In the table of organization.

3. White generaliy Interested and sincere in providing counsellng services
to corpcmen, resident workers, with some exception, lack professional
training In counseling. The Importance of this should not be overlooked, -
because It is the resident workers In most cases to whom corpsrsn furn.'

for counseling.

SUPPORT ING SERVICES 5

- : I. Clerical assistance for guidance is not provided in most centers.

2. Counselors do not have specitfic operational budgets for purchase of
tests, vocational information, speclal guidance material, etc.

3. Adequate brivafe counseli ing space for resident workers and counselors
s not avallable in some of the centers.

There are several additionail issues reported by courselors and other staff

members which are Important and need to bs mentioned.

I. Counselors tend to fesl professionélly lsolafed in some of the centers,
and feel a need for greaster professional communicaticn, If not within
the center, then beiween gouﬁseicrs in other centers.

2. Resident workers are often discouraged because of thelr lack of carer.
advancement opportunities. The resident worker positlion can-aliow any-
thing from straight custodial To extensive counsellﬁg and guidance work.
Most of the resident workers are anxlous to do 3 variety of counseling

and guldénce Jobs.
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3. Counselors, and to a lesser extent resident workers, are serfously dis- Q'

satistied with the In=-service training. Several experlenced and ;
'professionably *raihad counselors were Interviewed after returning from |
the Springfleid program. They feit that the progrem was unreallstic, -
and In farge part Irrelevant due to an underestimate of the counselors ;
professional background, & compiete lack'of awareness of the Job Corps
environmenr on the part of some of fhe'#raining staff, and the failure
| to Involive counselors in planning the tralning program. i
SUMMARY | f
I+ shouid be hetpful, before moving to the series of recommendations regard-

ing the counseling and guldance program in the Rural Job Corps centers, to

summarize the current status of the program.

First, 1T Is estimated that approximately elghty percent of staff-corpsman
Interactions In rhe Job Corps centers could be classified as either counsellng

and guidance, or at least potentially guidance ortented experiences. in this

sense, every staff member from cook to superintendent has some guidance function,

Second, ‘the counselor, as the single profesé!onal guldance staff member, has

a tremendous task In attempting to capitalize on this situation. ‘Concomitantly,
the more effort and time he devp?es to assisting other staff members and to prog-
ram development, the less time he has for providing direct counseling services
to corpsmen. | |

Third, guidance and counseling currentiy ls.more accurately characterized by
.a variety of procedures, rather than a comprehensive program. This means, among
other things, that the non-counseling aspects of the counselor's work must be

done without the amssistance that a program can provide.
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Additional strong polnts Include the followling.

I. Staff ape ganerallv aware of the Importance of counseling and guldance
although seldom in:terms of specifics which could be achieved.

2. Resident workers, instructors, and work supervisors, dus to the flexible
organization of centers, are In a unique and excellent position to use
an individualized guldance approach to corpsmen.

3. Staff members, parflcularfy reslident workers and instructors, are inter-
ested In pfoviding.guldance and counsel ing assistance.

4. Administrators are In general witling to try new approaches to faclli-
tating guidance and counseling.

5. Cecrpsmen are éenerally eager to recclve the help guldance and counseling
services can offer.

6. Counselors are experienced and generally well prepared professionally.

7. There Is a growing awareness of the lmpor?ancé of gulgance and counsel-

Ing among Washington, D.C. éfaff membeés, and a growing Interest In 3
tacilitating the program development. | f
Additlonal weak points include the foliowing. L

1. Thé counsel ing demands of a Job Corps center far exceed the ratio of
i:100, assuming direct services by counselors.

2. Resident workers zre In ﬁany cases slgnl%icanfly overworked and under- g
bald, with resulting fatigue and moraie problems. | ’

3. The extent of counselors center-wlde resbonslb!llfies for guidance and \
counsel ing Is not matched with appropriate supervisory authority.

4. Procedures and méterlals needed for guidance and counseling programs

surpass the developmental resources of any single center. ' @
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5. The communication system for sharing best practices and innovations
among centers Is inadequate.

6. Insufficient provision has been made for guidance and counseling program
davelopment and coordination at the national level.

7. Recruitment offlicers apparently are mistnformed regarding Rural Job Corps

programs, and often mislead corpsmen regarding expectations of the cenfer

Section 111
RECOMMENDAT tONS

Rural Job Corps centers are unique in many respects among instlitutions with
related purposes. |t would, fherefe%, be Inappropriate to model the Job Corps
guidance and counseling program after guidance and personnel service programs in

public schools, colleges, correctionai Institutions, or the armed forces. While

aspects of such programs can be profitably enc~npassed in the Job Corps guldance

and counsel ing program, the basic program shouid reflecf.fhe requirements of the
Job Corps population and be sensitive to the unique environment.

Program development efforts in gqidance evident so far have peen based on
this bellef, and have resultad In a number of useful guidance practices In the
centers. Perhaps the two strongest features of the Job Corps gut@ance effort
are, (1) each center staffed includes at least one professional counselor, and (2)
a general staff awareness of the potential importance of guldénce to the personal
dgvelopmen+ of each corpsman.

it is esgentlai, ﬁowever, to move ahead in program development. The remain-
der of this réporf outlines one klnd of program which we belleve is both consist-

ent with the organization and nature of Rural Job Corps centers, and practicai in
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regard to implementation and further development. There are five general condit-
fons which must be accounted for when conceptualizing a comprehensive Rural Job'
Corps guidance progrem. These are:

i. There Is a shortage of professional time, In the sense of staff-corpsman
ratio. This is especlally critical In regard to counselors and resident
workers, Thelr time must be used with great care and economy.

2. Becauss of the complex interaction of many staff members wiv™ Individual
corpsmen, there Is a need for continuous staff orlentation regarcing all

aspects of the program, and of indlvidual corpsman development.

- 'The Individual ization of corpsman programs places critical demands on
“two kinds of Information, (1) corpsman éppralsal data, and (2) counseling
and fnsfrucf!onai resources.
4. Due to the dynamic nature of Job Corps centers, an effective control or
scheduling system is essential.
5. Each center, because of Its staff, locale, and corpsman popuiation, will
bo unfque In many Specific respects. -
These conditions, ﬁlus the three general objectives |isted below, have sérved

as a gulde for the recommendations presented In this section.

Objective of Guldance Program

it is recommended ?haf'fhe Rural Job Corps guf&ance program héve the fc.:iow-
ing three objectives or functions: |

First, the counseling ahﬁ guidance ﬁrogram should provide direct services to
éorpsmen in the areas of self-understanding, environmental information, socia,
adjustment skills, and_pérsonal déélélon maklﬁg, planning, and problem solving

assistance.

e
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Second, the guidance and counseling program should facilitate each corpsman's
development by contributing to other aspects of the Job Corps program, primarily
basic education, work experience, greup.l!ving. and vocational training.

Third, the guidance and counseling program shndld provide a continuous infor-
mation base for total program evaluation.

The scope of responsibifity suggested (s extremely comprehensive. The
suggestion i's not that a counselor should control a center, but rather that he
maintaln a system which will enable staff members In all areas to achieve more
pre#tse control and effectiveness with thelr work with corpsmen.

A Job Corps center Is a complex institution, maintained twenty-four hours a
day. Extensive and sophisticated coordination Is essential 1f the goal of Indiv-
ldﬁalized treatment of each corpsman is to be obfalnqd. Without an efficient
monitoring and coni ! system, neediess duplication of effort and wasfe of both
corpsman and staff time will occur.

it is suggesféd, therefore, that the basic component of the guidance and
counsel ing program be conceptualized as an information system. Information Is
essential to meeting each of the three objectives, as well as to accounting for
the five conditions ilisted. Obviousiy, the availability of Information alone Is
no solution. But every counseling and guidance procedure, all of the procedures
impliied in the second objective, and cerfalnly program evalua?toh cannot take
place without Information. The ques#ioﬁ Is not whether to have lnf&rmafion or
not, but what kind and how good shall the Information be. |

It Is recommended that a basic gufdance and counseling lnforma%lon system be
developed for all Job Corps centers. The system should be stable In That simitar
objectives and policy are common +6 each center, and flexible in that a variety of
alternative procedures arc available to use according to the unique requirement

of each center.

ﬂ
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It Is suggested therefore, that the basic¢ component of the counseling and
guidance program consist of an Information system, and that other parts of the
program be bullit on this foundation. In addition fo the corpsman Information
system, the guldance program should Incliude a divislon or major effort devoted to:
Professional Coordinatlion and Communication; in-service Training; Materials and
Systems Development; and Program Development and Evaluation.

The program in each center should be center oriented, in that i+ reflects
the parflcular ﬁeeds of its corpsmen, and uses its staff resources. The major
coordination and facilitating responsibitity should be'asstgned to the Washington,

D.C. staff. More Is sald about specific responsibllifles and projects below.

Corpsmen Information System

Figure 3 Illustrates the general operation of the proposed corpsmen Informa-
tlon system.

Data from recruitment and ini+ial screenii j would be the initial Input to
the corpsman gulidance folder, and with additional appraisal data collected during
the corpsman's flrst week at camp, would be used o aid In planning his initial
program. Throughout the corpsman's career, staff would Input observations and
evaluations of his behavior and progress in terms of the inittal and eventually

revised objectives. This would permit a systematic monitoring of the corpsman's

" behavior while at camp. The system would be sensitive to progress, or a lack of

It, and in addition, would be sensitive to a number of slyns of possible probiams.
The corpsman guidance folder would provide a cumulative record of ‘his

behavior at the center In terms of his own goals. As such, it would serve as a

basic coordinating device for the various staff members working with +he corpsman.

Input to fhe'camp data bank would factlitate scheduling, program evaluation, and

other functions noted on the chart.
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The system could, and probably should be Inittated on a relatively simple
manual basis and would Involve the following steps: (1) determination of cumui-
ative record contents and format; (2) development of observation and evaluation -
of tools and procedures; (55 design of opera+lonal procedures for Input-output
monitoring and Indlvidual corpsman review; (4) flield testing In two or three
centers; (5) revise in terms of fleld test results; (6) plan program of staff
orientation and orient center staff to the system; and (7) install the system In
camps. Eventually the system might be automated.

I+ Is critical that the system be developed with the assistance of exper-

ienced staff members.

Communication

The remalning parts of the recommended guldance program entall expanding the
professional guidance and counseling staff in the Washington, D.C. Job Corps
Office, in order to provide the ieadership and resources for program development.

A system providing regufar communication between wéshlngfon, D.C. and the
counse&lng staffs In the various Job Corps centers should be established. Such a
system would faci!ltate the exchange of Ideas, the rendering of policy decisions,
and provide for professional recognition among counselors. |+ should also pay
off in terms of stimulating creative thinking amohg counseling staff members.
Another chief value to the Washington, D.C. Office would be Input regarding prob- _15

lems and developments in the centers.

. in-Service Tralning Program

A comprehensive In-service program should be developed for counselors and
other staff members providing guldance services. It Is critical that the program
development Involve staif members in Job Corps centers. In addition to in-service

materials and packages which could be used by counselors in specific centers,
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provisions should be made for off<center seminar-type meetings for counselors
from varicus reglons. ‘ |

It.1s also'recomMGnded that two kinds of advisory boards be established.
First would be a professional board made up of counsaiors and head resident work-
ers In the centers, OEQ personnsl from Washington, D.C., and one or two non-OEO
counsel ing professionals., The Qecond type of board would consist of representat-
ives from the various agencles administering Job Corps centers. The primary
function of the second board would be -public relations and Improved interpersonal

and Interagency relations.

Materials and System Development

It Is recommended that a number.6$ operational packages be developed for .
assisflng In Important and recurring fasksgln the Job Corps centers. Examples of
such packages would be a basic s;hedullng,sysfem, simulation packages for teach~

ing faciiitating skills, groob work procedure ! its, environmental Information

.materials, and programmed vocational Information manuals.

The Washington staff, In cooperation with it!'s Board, should develop a list

of program development prioritles and begin contacting contractors to undertake

such projects. While not the direct responsibiiity of the counseling program, It

should cooperate In the development of extended vocational fralnlng packages and
programs In the Job Corbs centers. . These nead not be programs as extensive as
those found in the urban depfars, but there Is .an.apparent need for specific
skill training beyond +haf.6ffered in the centers. The maln gulideline In such

tralning should be ookpsman eMplbyabll!fy rather fhan‘éamp mainfenance.'
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Other Projects and |ssues

Given an adequate size central staff, and initial work on the program just

outiined, It would be well to examine several additional Issues which were men-

- tioned freduen*ly during the project.

i,
2.

3.

{. The use of reslden+ workers varies considerably from center to center,
and while this is to be ekpec*ed, the varlance appears unreasonable. !t
Is recommended that the pay, responsibilities, promotional opportunities,
and requirements for resident workers be examined carefully, as-a means
6f assuring fair treatment of these key personnel.

2, Because of his camp-wide responsibllity, the counselor; who might be
more accurately described as guldancé director, needs supervisory status.
I+ Is recommended that careful consideration be given to establishing
the counseling position at Deputy Dlrécfor level, and placing the resident

~ workers wnder his direct supervision.

3. Counseling as a profession has Qrbwn rapidly in recent years, and one of
Its growing concerns has been the use of partially trained or sub-pro~
fessionals in positions where profeéslonal counselors should be employed.
The use of sub-professionals is inevitabie In the Job Corps. Therefore,
It Is recommended that Immediate contact be made with APGA, and particul-
arly the chalrman of I+s professional preparation and standards committee
and the president of the ACES Divislon, reéardlng thelr assistance and

Invoivement In this area.
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