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FOREWORD

Serving the disadvantaged in the United States, serving those
who come from abroad, and serving them where they are in their own
distant lands are a Tuskegee Institute tradition and commitment.

For more than three-quarters of a century, the disadvantaged
adult has been one of the target populations to which the educational
services of Tuskegee Institute have been directed. In the course of
these long-continued endeavors, a considerable body of knowledge
about the social and psychological characteristics of this popula-
tion has been accumulated here. Know=-how of approaching and meeting
their educational needs has been experimented with and the more
successful techniques have become weapons in our educational arsenal
for battle against illiteracy and ignorance.

Tuskegee Institute ccontinues experimentation to improve ius
understanding and know=how; and Tuskegee continues to demonstrate
use of the education skiils developed here. In staffing this area
of educational service, Tuskegee Institute has assembled persons with
unusual competencies in communication, adult education, industrial
education, the culture of poverty, and the psychology of intellectual
limitation.

In this handbook, Tuskegee Institute seeks again to serve the
disadvantaged and to service the personnel of new organizations and
agencies that have escalated the education of disadvantaged adults
into a broad scale operation.

Tuskegee Institute takes satisfaction from its peculiar com-

petence to serve the common welfare and the target population in
rendering this educational service.

L. H. Foster, President
Tuskegee Institulc

5

This document produced on a special manpower project was prepared
under a contract with the Office of Manpower Policy, Evaluation,
and Research, U. S. Department of Labor, under the authority of
the Manpower Development and Training Act. Organizations under-
taking such projects uniler the Government sponsorship are en-
couraged to express freely their professional judgment in the
conduct of the project. Points of view or opinions stated do not,

" therefore, necessarily represent the official position or policy

of the Department of Labor.
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Preface

Counseling of trainees was devised as a feature of the research
program of the Tuskegee Institute OMPER Project. From valued experience
in adult education which has accumulated throughout the life of Tuskegee
Institute have come both the orientation of counselors and the direction

that those who counsel be vigilant in observing trainees. The direction

has been simple and succinct: '"Learn from trainees that you may better

sounsel them." The result of the counselors' experiences is regarded

as sufficiently meaningful and timely to be recorded for future counselors
in a guide that may appear to be different from the conventional handbook
if not totally strange to those who have yet to be involved in such
ventures as OMPER.

This handbook is designed for and addressed to the concerns of
counselors of a distinctive population, which is characterized by:

Low Literacy -~ Persons have less than an eighth-grade education.

Low Income - Families have annual income of less than $3,000,
with high levels of unemployment and under~

employment.

Cultural Limitations -~ Persons possess life styles, thought forms,
and institutional participation patterns which have
been narrowly restricted.

The handbook Seeks to follow accepted and respected principles of
counseling and guidance at the same time that it attempts to adapt these
to a specific circumstance and to translate ideas and concepts into a
vernacular appropriate to that circumstance.

L. W, Jo
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INTRODUCTION

Virtually at the moment he established Tuskegee Institute in 1881,
Booker T. Washington realized that for a people so recently out of
slavery and lacking in general, professional, and technical education,
as much attention had to be given to the education of adults as to that
of the young. Many of Dr. Washington's first students, therefore, were
adults, and so adult education at Tuskegee Institute had its beginning
coincidentally with the founding of the Institute. Tuskegee grew and its

2
enrollment of the young steadily increased, but the concern for adult ‘(
education remaing firm. Dr. Washington constantly sought ways to main=
tain contact with adults and to involve them in the educational programs
at Tuskegee Institute. His efferts demanded ingenuity and inventiveness
and resulted in the innovations and experiments for which the college
and Dr. Washington became famous. The variety of novel and effective
programs he inaugurated bears witness to his willingness to explore new
ways of helping people, as one of his early statements records,

We began at Tuskegee in 1881, in a small shanty church, with

one teacher, thirty students, no property ... convinced that

the thing to do was to make a careful systematic study of the

conditions and needs of the South, especially the Black Belt, ¢

and to bend our efforts in the direction of meeting these needs,

whether we were following a well~beaten track or were hewing out

a new path to meet conditions probably without parallel in the

world.

Out of an orientation to "conditions probably without parallel in
the world" adult education at Tuskegee Institute was conceived, nurtured,
and developed. Indeed, the eminence of the Institute is in large measure
due to the noteworthy adult and continuing educational programs that have

been conceived, inspired, sponsored and conducted as practical witnesses

of Dr. Washington's pragmatic vision.

2
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Following the experimental phase in adult education programs, a
phase ~hich had abundantly demonstrated their great social utility,
many of the activities were taken over by public or private agencies
specifically designed for large-scale production of services to an ex=
tensive adult population. The merging of Tuskegee's resources with funds
provided by philanthropic groups and individuals and her provision of
experienced personnel have made possible a variety of significant ex-
perimental projects in adult education in areas which may be classified
as (1) economic competence, (2) civic and citizenship education,
(3) family 1ife education, (4) research and experimental programs, and
(5) action programs. The institution has accumulated a body of "know=
how!" and "what-to-do" in instructing adults through imaginative experie~
ment, constant innovation, and day~to-day concentration upon specific
goals. Fortunately, some of this knowledge has been formally recorded
and some of it has been presented in reports of conferences and short
courses held for professional workers of various interests who serve
adult clienteles. Against this fortunate state of the record stands the
fact that Tuskegee Institute fashioned the record in the face of a dearth
of instructional materials and virtually no information about available
teaching methods for its training programs. That the Institute has been
able to adapt and innovate is proven by the satisfactory results obtained
and the great demand in both the United States and the underdeveloped
countries for the services of Tuskegee personnel with the accumulated

experience to work effectively in adult education.
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The results of a garnered experience in effective counseling in

recent adult education activities, presented in this volume, may be

useful to those seeking to advise and assist disadvantaged adults in

improving themselves. Although not perfect, the approaches discussed
in this handbook have been tried and found effective at Tuskegee Institute.

Andrew P. Torrence
Vice President for Academic Affairs

-
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This handbook is presented in a format the authors believe will be
useful, Each section is divided into (1) a statement of conclusions
and principles, and (2) a description of the experiences from which the

conclusions and principles came,
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I. ORIENTATION

PRINCIPLES AND CONCLUSIONS

An educational program for the disadvantaged, or any group for that
matter, requires in principle that the orientation of its staff and
trainees be explicit, that no person involved enter the program assum-
ing that he "understands what it is about", or glibly stating that
"This is what L thought." Too many well=intended efforts have foundered
on these two ready and ill-digested assumptiﬁns of knowledge and under=-
standing.

What the educational adventure is to be, where it wants to go, shouid
be set forth specifically and in detail by map and guidebook. Nothing
about the program should be-implicit, taken for granted. Safeguards
against the hazards of complacent approach and easy generalization about
a program for disadvantaged adults were assured for this venture by the
careful, thorough orientation of all involved toward the following areas
of knowledge, skills and understandings:

1. Familiarity with the background, structure, and goals
of the program.

2. Interpretation and understanding of program. '

3. Insistence upon belief in and commitment to the program.
4. Reciprocal appreciation by staff and trainees.

5. Clarvification of purpose for involvement in program.

6. Knowledge of training matrix -- familiarity with the

social and academic circumstances in which training
is to be given.
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THE TUSKEGEE INSTITUTE EXPE£RLENCE

A. Understanding the Objectives of the Project

Two United States Government agencies, the Department of Labor and
the Department of Health, Education and Welfare, have financed two Ex-
perimental and Demonstration Projects at Tuskegee Institute designed to

study the training of persons who might be characterized as the "hard-

core unemployed and underemployed." Both projects undertook the train-
~
¥

ing of adults whose formal education had been very limited, whose vo-

cational skills were not marketable, and whose economic futures were
dismal.

Like many other projects for the training of adults, the present
one aimed to give elementary training in vocational skills and instruction
in those basic communication and computation skills deemed essential for
effective pursuit of the vocations for which these adults were being
trained. Concurrently, the Tuskegee pro jects have emphasized the s£udy
of what makes for success in training and what uses will be made of the
training. A major emphasis was observing and measuring the effective-
ness of experimental features in a program constructed to use methods
and techniques for motivating and re-educating these adults.

The program has provided for the technical training of hard-core
unemployed heads of households to become brickmasons, carpenters, meat
processors, and nurses' aides. It sought to teach adults who lack
literacy, vocational skills, and personal competency, the important
prerequisites for employment today. It proposed to develop experimental
methods of training these persons for efficient performance and satis-

factory job adjustment.




In sum, the major emphasis of the program was to effect a means of
turning an unemployed individual into a person with a marketable skill,
a person who as an entry level worker might take his place as a partici-
pating member of the labor force.

Without new knowledge and skills, there can be no effective develop-
ment and testing of a system of education to help the underemployed and

the unemployed in changing conditions of living. But such development

and evaluation have been the goals of the Tuskegee program, goals always o

present wherever retraining has been undertaken, even though its achieve-

ment through short-term instruction remains a knotty problem.

B. Basic Education and Technical Skills

Experiences of the initial program at Tuskegee Institute served to
guide plans for the second one. The initial program taught the planners
that individuals of limited formal education were able to acquire and
retain technical training better when this training is coordinated with
basic education. Inability to communicate effectively and lack of under-
standing mathematical concepts were factors contributing td the failure
of some trainees to develop marketable skills. And so, in the second
project, the basic education program was intensified and planned to
coordinate directly with instruction in the technical skills area. As
new concepts are introduced and applied in the technical skills, basic
education in reading, vocabulary usage, and mathematics is applied to

undergird and reinforce them.

The overriding concern of trainees entering the program was to pre-

pare for regular employment as a means to improve living conditions for

e, IR TR




o=

themselves and their families. Program planners were therefore aware of

the strong motivation for effective performance of trainees in the shops,
but they were likewise aware of the need to impress upon them the fact
that manipulative skiils alone would not insure employment or success on
a Jjob. It became important, consequently, to coordinate communication
and computation skills with the vocational training so that the trainee
would have every available resource of Tuskegee Institute working for

his maximum benefit.

C. Counseling
Generally, in its supporting role, counseling interpreted and

clarified the program in terms of its high correlation with life.
Further, as a technique to facilitate the total educational process,
counseling attempted to strengthen the desire for success, efficient
performance, and effective cooperation with others. Finally, counseling
tried to help the trainee to understand himself in terms of his abilities,
limitations, interests, and personality, and to determine how these may
be brought into interaction with the external world.

* Measure of the behavioral pattern manifested by trainees centered

on: attitude and motivational development, achievement and progress,

environmental adjustment, and effects of new instructional methods
upon this particular population.

In addition, a total program was designed to test specific variables
relating to the involvement of the trainee and‘his family in his

community.




An on~the=job observation program provided for the evaluation of
each person completing his training and obtaining a job.

The effectiveness of counseling in a program for illiterate and
poverty-stricken adults begins with careful orientation of teachers and
other gtaff members, with careful appraisal of their strengths and
weaknesses. A staff recruited hastily for short-term employment pre-
dictably will vary in temperament, philosophy, and type or degree of
training. Counselors may safely assume that the staff has no professional
training in counseling processes. This understandable assumption grows
from the newness of the program, the many and varied activities required
to implement it, and the absence of a pool of professional workers to
draw upon.

Counselors may make a second assumption, not so safe as the first
one, that the staff recruited is composed of conscienticus persons.
Their academic credentials may meet high standards of teacher qualifica-
tion, and yet they may find teaching adult trainees a baffling challenge.
Their humanitarian sympathies may be entirely sincere, and yet they may
find rapport with the trainees elusive. Counselors must anticipate
problems the staff will encounter and help them in their efforts to cope.

In the orientation of a project staff, the following concerns must
be given attention:

1. A clear understanding of what the program is designed to do.

2. What legislative and administrative provisions describe and
specify for its operation.

3. What the particular activity which they will be engaged in
undertakes within the confines prescribed in 1 and 2.

10
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lis Precise specification of the several job descriptions.

5. Lines of authority and channels of communication in the
project structure.

6. Complementary character of responsibilities and interpersonal
relationships necessary for the success of the common cause.

7. Cultural, psychological, and educational characteristics of
trainees.

When staff members are recruited, they are interviewed; the program
is briefly described in general terms and any questions posed by pro-
spective staff members are answered. However, interviews and information
do not constitute an orientation. Staff members receive ideas and con-
struct the program as they interpret and amplify what has been told them.
It is necessary to outline and present specifications in some detail so
that all menbers of the staff may share the same concept of the program.
However painstaking this may be, it is worth the pains to preclude later
deviations and distorticns.

However clearly purposes and objectives may be presented, it is
desirable to acquaint staff members with the policies established to
furt'er the ends of the program. The agency, public or private, that
provides funds for a program does so within a framework of policy. In
the case of projects financed by a public agency, legislative and ad-
ministrative guidelines exist which are binding on staff and trainees.

To prepare the members of the faculty and staff for the new program,
a two-week orientation program was conducted during the first two weeks
of its operation. 1In the first week's sessions, personnel managers,
building contractors, trade union officials, and resource persons from

Tuskegee Institute, the Alabama State Department of Vocational Education,

11




and the State Employment Service discussed their observations and offered
information about their respective areas. The main purpose was to pro=
vide the faculty with new insights into the areas of effective teaching
methods, counseling techniques, and basic employment practices. In
addition to contributions of resource persons, the total project was
outlined to staff members in terms of its objectives, research design,
and methods of implementation. Some of the insights provided by local
and out~of=-town contractors focused on the general needs in working with
trainees, to develop a sense of responsibility, interest, and self-con-
fidence, and to increase motivation. At these sessions, builders cited
specific experiences. For example, one trainee upon being hired, reported
to work with no tools.

In the second phase of the faculty pre-planning activities, lectures
by specialists from Tuskegee Institute at large and the MDT staff were
incorporated to discuss the following:

1. Principles of Education, Materials and Diagnostic Instruments

A. Principles of Teaching Adults

B. The Use and Operation of Audio~Visual Aids
2, Guidance and Counseling for the Disadvantaged Adult
3. The Research Design

In a general mezting, during this second week of faculty orientation,
the personnel discussed each of the following:

1. Job description

2. Scheduling of program activities

3. Attendance keeping

12




L. Evaluation methods and procedures

5. Outline for writing reports

6. Teaching materials and interrelated methods

7. Disciplinary action (trainees)

8. General expectation of the administrative staff (Director,

Assistant Director, Director of Research, General Education
Coordinator, Counselor Director, Technical Skills Coordinator)

A specific period during this orientation was devoted to a pre=
planning phase involving basic education vocational education, and
counseling procedures with emphasis on the methods and techniques to
be used in relating the various trade areas to basic education. Specific
time was allotted for individual as well as group planning.

During the pre~planning activities, a schedule was structured for
the counseling and guidance program, to be put into effect at the out-
gset of the training phase of the project. Primary concern was with
individual and group counseling and with programs utilizing resource
speakers to focus upon the following topics: personal hygiene, social
skills, consumer economics, family budgeting, occupational information,
and professionalization. Other points of concern were testing, record-
keeping, inform=tion-securing procedures, and procurement of materials
and equipment. A cultural and social program of activities for the

trainees was discussed at this time.

The orienta.ion period provided an opportunity for the program

personnel to receive pertinent, factual information and insightful
provocative experiences which inspired increased enthusiasm and zeal

for the job ahead.
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Orientation of Trainees

e TURYTITERS AR Qe AT TR e o

A week of orientation for the trainees began at the end of the

orientation for staff with a variety of activities to acquaint trainees
with a new and unfamiliar environment.

On the first day, the project director welcomed trainees to the
program and introduced the staff members to them. They were issued
packets containing a campus brochure, memorandum pads, and name tags
to be worn throughout the week. Persons residing on campus were
assisted in getting room assignments and meal cards. During general
registration, all trainees filled out registration cards provided by
the program. Those driving automcbiles were requested to file car
registration forms to obtain campus stickers for their cars. Later
that day, trainees toured the campus, visiting various points of interest.

On the second day, trainees attended a program where they heard the
Vice President for Academic Affairs, Director of the College Union, Dean
of the School of Mech?.nical Industries, Dean of the School of Agriculture,
College Chaplain, and a representative from the Tuskegee Iristitute
Communi ty Education Program, all of whom welcomed the participants to
the campus and encouraged them to use the services of the Institute.
(See schedule in Appendix.) The remainder of the day the trainees in-
spected their respective vocational sites and witnessed demonstrations
by instructors.

On the following day, the trainees received further briefing on
Tuskegee Institute Manpower Development and Training policies, and
instructions about weekly allowance forms. The ILowa Tests of Basic

Skills was administered on this day.

1l
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The next two days were spent taking tests, writing a theme on
"why I Came to OMPER", and the Technical Skills Proficiency Test.

For many trainees, beécoming an active part of college campus life
was a straﬁge and exciting experience; for others, it was frightening.
The welcoming program provided an opportunity for them to visit in-
formally with each other and their prospective faculty members and to
gain an objective picture of what their life with the program would

entail.
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II. IDENTIFICATION OF TRAINEES

PRINCIPLES AND CONCLUSIONS

! 1. Every applicant, whether accepted or not, must be treated

{ : as a person worthy of attention. A rejected applicant
should be told why he was rejected and, if possible, should
be referred to a program more appropriate to his needs.

2. Counselors should not make faulty assumptions about
educational achievement level of trainees. A trainee's
educational achievement level and the number of grades
passed in school are often discrepant,

3. Trainees often are suspicious of all new experiences
and cdlinselors must try to modify these feelings.

l

13 li. Female trainees bring to the training situation nearly
| all the same problems of their male counterparts. In ¥
| addition, however, female trainees often have problems !
]* associated with provision of child care during training
J and work hours.
!

|

|

5. Counselors must be mature and flexible to meet administrative j
to staff and trainces, f

‘i changes and adjustment and must be sble to interpret these

6. Counselors should participate in the selection process in )
order to appreciate the population from which trainees ¥
are drawn. {

7. Counselors should participate in and understand the testing
program and the rationale underlying the testing format used.

-

14 8, Counselors should fully and appreciatively know the categoric
i identification of trainees.

THE TUSKEGEE INSTITUTE EXPERIENCE
A. Selection

Although no organized plans were set up for recruitment until the

second project was approved by the Department of Health, Education and |

Welfare and the Bureau of Employment Security in January 1966, and the

g

it
1

Department of Labor in February 1966, recruitment was & continuous process.
Prospective applicents for the proposed project made inquiries continucuse

ly from the termination of the initial project to the beginning of its

s N .
T e .

successoer,
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During the interim, the project office acknowledged receipt of and
filed over 2,000 applications from individuals interested in receiving
training. The individuals making application can be placed into two
distinct categories, the "walk=-ins' who came to the office to fill out
applications and to inquire about the proposed project, and the "mail«
ins" who wrote for applications and information. The eagerness of both
groups to be included in the training was confirmed by their frequent
follow-up visits, telephone calls, and letters. The counseling staff
was responsible for talks with the prospective applicants when they
visited the office and for responses to telephone calls and mail in-
quiries. Needless to say, most of the information released by staff
at this time was vague and indeterminate because the project had not
been funded.

In order to prepare for and facilitate recruitment, these plans
were made and implemented:

1. All applications on file were sorted into areas or county
groups.

2. Applications which did not appear to meet the criteria
set by the Labor Department and project administration
were screened out.

3. Tentative selections were made of recruitment centers as
determined by areas or county grouping.

L. Dates for recruitment and testing were selected and confirmed.
5. Public school officials in proposed recruitment areas were
contacted by telephone and letter requesting use of school

facilities.

6. Personnel needs for testing and interviewing incidentals
to recruitment were identified.

7. Plans to contact individuals who might qualify for training
were outlined.

8. Individuals who appeared to meet qualifications of project

and had applications on file were informed by letter of
recruitment date for their areas.

17
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Acknowledging and alphabetizing the 2,000 applications required
several weeks of continuous work., Later it was necessary to reassort
the applications into county groups, then area groups. In addition,
all applications appearing not to meet the Labor Department and project
adminfstrative criteria of eligibility were screen out. Persons who
had been screened out were sent letters referring them to other projects
or informing them why they did not qualify for training in this program.
Determination of recruitment centers was influenced by thebnumber of
applicétions reéeived from the various counties and for their proximity
to the prospective applicants' communities. Seven centers within a
fiftya-ile radius of the applicant's home were selected and identified.
Applicants were informed by letter to report to the center closest to
them at a designated time. '

Schools were designated as centers after the project director had
requested use of school facilities from the proper officials. The school
officials were asked to announce the date that the recruitment team would
be in their areas and to encourage individuals in the community to take
advantage of the program. Cooperation of these officials greatly aided
recruitment efforts.

At this time, the MDT staff had two counselors who had planned and
worked out the details for the recruitment, but it was evident that
additional personnel would be needed to assisﬁ in statewide recruitment.
Consequently, other personnel at Tuskegee Institute were enlisted to .
help with the recruitmént, interviewing, and testing oif applicants.
Eight persons, in addition to the two counselors, conducted the recruit-
ment phase of the program at seveh centers in the State of Alzbama. All
parts of the State were covered except the ten northeast counties from

which no applications had been received. Recruitment teams sat in
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Russellville, Anniston, Demopolis, Selma, Enterprise, Bay Minette, and
Tuskegee Institute. Since the majority of appiications had been received
from Macon and adjacent ccunties, six days were used for recruitment at
Tuskegee Institute and one day at each of the other centers. During the
eleven days of recruitment, 410 prospective trainees were interviewed and
tested. The Tuskegee Institute center was open on Saturday to allow em-
ployed applicants opportunity for interviews and tests. On each recruit=
ment trip from Tuskegee Institute, extra interview forms and tests were
taken to be used for candidates who had not previously made application
to the program but manifested an interest in doing so.

At the conclusion of the February recruitment, tests were scored
and reviewed along with other data from the applications and interviews
and lists were compiled of individuals meeting the selection criteria.
However, very little could be done by the counseling staff except wait
for further instructions from the project administration which, in turn,
was waiting for the funding of the project. After a waiting period of
two months, funding was provided in May 1966.

On May 20, 1966, letters went to 26l of the L10 applicants who had
been interviewed and tested in February inviting them to Tuskegee Insti=
tute for final testing and physical examinations. However, it was soon
discovered that some of the applicants would not accept the invitation
for a variety of reasons, the most frequent reason given being that
plans would have to be changed because of the delay in beginning train-
ing. Thus was created a problem of acquiring the necessary number of
participants for the program. The need to enroll the 109 participants

(93) men and (16) women) to start the training occasioned a three-day
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recruitment at Tuskegee Institute begun on May 25, 1966. Eighty-eight

applicants were scheduled for interview on each of the three days.
Sixty-three of the 88 appeared on May 25; 37 on May 26; and on May 27,
28 applicants reported. Some of the 128 tested did not meet the re-

quirements specified in the project design.

Low reading level was one of the main factors in the disqualification
of individuals. Another was that some did not meet the underemployment
or unemployment criteria, a discovery made when the Alabama State Em-
ployment Service interviewed them. Some were holding jobs which paid
them above the minimum wage level. Reading performance or screening
out by the Employment Service or both factors made necessary the recruit- p
ment of additional applicants, who came from the Seasonally Employed
Agriculture Workers Program and the Labor Mobility Project, both of

which are located on the campus of Tuskegee Institute. Thus, the re=

quired number of 109 trainees was eventually enrolled.

The criteria of eligibility set by the Labor Department were that
each prospective applicant: (1) be head of a family or household,
(2) be unemployed or underemployed, (3) be a resident of the State of
Alabama, and (4) show evidence of two years of employment at some time
in the past. In addition to the criteria for eligibility set by the
Labor Department, the project administration made the following stipula-
tions: (1) that male participants be within an age range of 21-45,
(2) that female participants be within an age range of 30-45, (3) that
the minimum reading level for acceptance into the program be Grade 3.5

(the instrument used to determine the trainee's reading level was the
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Gray Oral Reading Test), and (L) that each trainee be in good physical
health (trainees were given health examinations by physicians on the
staff at the Institute hospital).

The screening and selection based on the reading level of the trainees
were used to carry out the research design of the project and to make
homogeneous grouping possible. Each trade area had two sections designated
by the letters "A" and wAA", M"AM sections were composed of more advanced
trainees, i.e., their reading levels ranged between Grades 7 and 123
and the "AA" sections had trainees whose reading levels were Grade 6
and below. The "A" and "AA" differentiation was used in preference to
mAM and "B" because of the experience of the initial project in which
tréinees in sections labeled "B" appeared to feel that a stigma was
attached to their groups. Use of "A" and "AAY" to differentiate sections
seemed to contribute to the wholesome climate maintained thro ughout the

training phase of the project.

B. Diagnostic Characteristics

Some assessment of the input characteristics of trainees is
essential in counseling. Information for the assessment was secured
from the intake interview, the Mooney Problem Check Lists, and several
tests considered descriptive of the trainee's experience, and diagnostic
measures to guide counseling.

The intake interview was the first individual contact with the
trainees. These interviews were a necessary part of the trainees'
records; however, they were often interpreted by the trainees as un-

necessary probing. Much of the information given by the trainee during
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the intake interview was questionable; in fact, responses appeared to
be preplanned. However, no attempt was made by the counseling staff

to question the validity of information at this point. Instead, effort
was made to accept whatever the trainee said regardless of its credi-
bility. In subsequent conferences some of the information given in the
initial interview was clarified and corrected by the trainees.

These trainees, of limited circumstances, opportunities, and in
some instances, experiences, posed many perplexing probléms. To those
with badly distorted perceptions and negative outlooks, the world
appeared to be an unfriendly, sometimes hostile, place. This narrow
view of life affected the general attitude of the individual, among
the effects being the reduction of his ability to function successfully
and to adjust progressively. This type of personality readily distrusted
others and felt that people would take unfair advantage of him. Group
counseling enabled this kind of person to identify with others, to be-
come aware that others shared his problems, and to realize that he was
not a unique person. Sensing his feelings of inadequacy, his peers en=
couraged him toward more positive thinking and supported the counselor
in her attempts to redirect his thinking toward more realistic and
positive channels. At times, nevertheless, others shared his feelings
and supported him in his negativism.

Scores on the Revised Beta Examination were used as a measure

of accumulated intellectual experience, distributed as follows:
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1.Q. Score Group Nunber Percent

90 - 109 Average L7 39

80 - 89 Below Average L7 39

71 - 179 Inferior 18 15

70 and below Defective 2 T
Total 121 100

The Revised Beta Examination seemed to be more suitable than

some others for use with the kind of population to which the trainees
belonged, requiring no reading and designed to measure general mental
ability of persons who have had little formal education, and usable
even for administration to non-English-speaking persons. For counsel-
ing purposes, this test was interpreted as an indicator of intellectual
experience on which instruction would be predicated.

It was essential to determine the ability of trainees to cope with
written instructional materials, a high priority skill. Reported school
grade level at the end of formal instruction was found to have little
relationship to communication and computative skills as measured by

the Gray Oral Reading Test and the Iowa Tests of Basic Skills in

reading and mathematics. The following distributions were observed.¥

#For 89 male trainees only,
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~ommunication and Computative Skills Levels

School Repnrted Gray Oral Grade Equivalent

Grade School Reading Test Iowa Basic

Level Grade Perfornance deading Hath.
10 - 12 3 L2 38 L3 0 0 0 0
7. " 37 36 L 16 18 20 ~0 22
b= € 18 20 28 a1 L7 53 lsi: 52

Under | 1 1 P 10 15 17 4 10

Tot Given 1 _1_ 0 2 _4 10 1 16

89 100 B9 100 89 100 g 100

The councelors quite simply could not take any characteristics for

granted or make acsumptions on their own or accept any assumptions

offered them. .1 the very outcet of the training program, the counselors

necded profiles, however crude, to enable them to servire tLrainees and

inctructional otaf€. Ag the program went on and more u2s learned chout

the trainees, thuse profiles cnme into sharper focus und the trainee~

eounselor interastion becnme more mutually rewnrding.

In profile the average male trainee was:

1.
2.
3.
Lo
5.

Thirty-five years old.

Married.

Had four children.

Previously employed as unskilled worker.

Had 1ived most of his life in a rural area, or in 2 town of
less t:«» &,000 population.

Was functionally literate hetween Fifth and 5ixth Grade.

Tested no low average intelligence as measured by I1.Q.
test used.

2l
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C. Women Trainees

Women were not included in the first project but a course of troin-
ing for women as nurse's aides was provided in the second project. The
three training courses for men were twelve-month courses and the nurse's
aide course wag for a sixemonth period. Only sixteen women were in the
projgram at any time during the year of training.

The female trainees who were enrolled in the program had problems
similar to those of the male trainees. Basically, they shared the same
handicap of having limited formal education and marketable skills. In
addition to the problems that are usually prevalent among individuals
from disadvantaged groups, there were special problems unique to women
enrolled in the progrom.

A survey of their work histories revealed that they were more
limited than the male trainees in job experiences and that their jobs
had been mainly in domestic or farm work. Twenty-seven of the women
trainees (85 percent) had worked as maids, cooks, or farm workers. Of
the remaining five, two had been clerks and one each a nurse's assistant,
laundry precser, and 'never employed".

The majority of the women not only were heads of households and
the primary wage earners, but were also responsible for their dependent
children whose ages ranged from six months to 18 years.

From the outset of training, then, it was evident that the female
trainee would bring to the program special problems for counseling that
the male trainee had not presented. A disturbing factor was that the
length of training for the female trainee was limited to 26 weeks as

opposed to 52 weeks for the male traince.

L




The counselors were faced with many questions and no visual
solutions. Namely: (1) Could positive growth and attitudinal change
be brought about in the six months allotted for training two groups of

women as nurse's aides? (2) Would these trainees be able to accept jobs

and perform satisfactorily at the entry level? and (3) What effect would
responsibilities at home have on class attendance and overall participation?
The special problems of the female trainees fall into three distinct
categories: (1) Dual Role Responsibilities, (2) Absenteeism, and (3)
Lack of Mobility in Job Placement.
Dual Role Responsibilities - Of the 32 female trainees in the

program, 25 had dependent children whose ages ranged from six months
to 18 years. Six of the 25 women were married and living with their
spouses. However, 19 of these trainees were either divorced, separated,
or single women with dependent children. The majority of these 19 homes

had no permanent male head of household; therefore, it was necessary for

the women to assume the dual parent role. Being the sole parent often
prevented trainees from following through on class or skill assignments
because theire was no available time after school. Inevitably, fatigue
became a problem for these women.

It was interesting to observe the manner in which individual
trainees perceived their roles as program participants; for some, the
hours spent in training were a welcome relief which insulated them from
the problems they faced at home. For others, the training day was not
a momentary reprieve; the problems of home were always with them. The
main concerns were: sick children, inadequate supervision of pre-

school children, discipline of children, and insufficient funds.
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Absenteeism -~ It was often necessary for the female trainee to be
absent from training because of her children's illness or that of the
person responsible for tﬂeir care. Trainees with pre-school children had
considerable difficulty in finding persons to take care of their children.
Day~care centers were not available in the rural communities where they
lived, and day~-care centers near the training area were not available to
them. The trainee had to either leave her pre-~school children with in-
adequate supervision or stay at home and be absent from training. Although
a reasonable number of absences were allowed by the project, when the
allowed number was exceeded, the weekly allowance was reduced. It was
hard for the trainees to adjust to this financial loss.

In counseling with the female trainee, one soon recognized that her
problems were complex. Even though every effort was made to help the
trainee rezlistically, no satisfactory solution was available for the
circumstances. However, some observations and recommendations can be
made for future programs that involve female trainees. They are:

(1) the accessibility of day-care centers for pre-school children in
rural areas; or (2} the availability of day~-care spares for trainee
children near the training area.

Lack of Mobility in Job Placement - The demand for trained nurse's

ajides is not very great. The training for this semi-skilled job is
often conducted by local hospitals and consequently women who have
limited formal education are able to apply directly to the hospital for
training and subsequent employment. Usually, because those who seelt
these Jjobs are aware of théir limitations, they tend to remain on the

Job as long as possible and thus create a negligible turn-over in job

27
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openings in the ures {rom which our trainees were recruited. The Jab

opportunities are somewhat better in other Seuthern stntes.
Twenty~eight of the 37 woren troined in this progrum were unable
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ITI. GROUP COUNSELING

PRINCIPLES AND CONCLUSIONS

1. Initial interviewing and testing should be kept at an
essential minimum.

2. A brief intake interview of less than an hour, in which
questioning is casual, can give the interviewee the feeling
that the staff is interested in him or her. Long interviews
with probing questions can make the interviewee suspicious
and resentful.

3. Simple tests necessary for identification and placement of
trainees may be given. Elaborate tests should be adminis=
tered after they are settled in the program and not in the
introductory period.

. Group counseling sessions should be carefully planned so as
to be addressed to the interests of the trainees.

5. No assumptions should be made about the knowledge of the
trainees. Their questions should be carefully attended to
as clues to their interests and store of information.

6. Great care should be taken not to talk down to trainees or
to talk above their level of comprehension. This means
impressing them that talking to them is serious business.

7. To most persons the most interesting subject is themselves

so long as they mny make personal identification with the
generic. Always lead from the specific to the general.

THE TUSKEGEE INSTITUTE EXPERIENCE.

From the intake interview and diagnostic tests it was considered

unlikely that a program of individual counseling could be immediately

effective. In the rural and small town communities from which the
trainees came, the neighborhood was the world. In Such a small world
people "know about!" a person and what they don't know tﬁey don't ask.
Asking in such a social situation constitutes both "prying" and a futile

exercise. This cultural characteristic was promptly emphasized by the
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trainees in expressions of resentment against tests and questionnaires,
and the frustrating silence and evasive statements left no doubt as to
the futility.

There were other deterrents to immediately successful group counsel-
ing. Tor example, it was soon evident that teachers and counselors would
have to learn the vernacular of trainees before the trainees would try
to communicate with staff. Again, as important to communication as using
a common vernacular was the need to guard against the appearance of talk-
ing down to trainees. Whatever skills and knowledge the staff might have,
trainees were sensitive about any behavior they interpreted as treating
them 1like children or fools. They had an expression for this behavior:
"She don't treat you like you grown. She talk to You like you big=size
but don't know nothing.”

The first challenge to the counseling staff was to answer the une-
spoken questions the trainees were asking. Their enrollment in the
program suggested basic interests and in the initial stages group counsel-
ing was addressed to these. iroup counseling sessions were planned for
both the trainee and the counselor to discuss, explore, learn and ex-
change ideas pertinent to the trainees' personal, social and vocational
interests.

Against a background of tempered optimism about quick success in
counseling, the staff prepared to deal with unspoken and spoken questions
of trainees whose basic interests were to be found in the motivation
leading them into the program. These interests - personal, social, and

vocational - provided the first challenge to a counseling staff to plan
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productive, cooperative sessions of discuséion, exploration, and exchange
of ideas.

Two units were devel&ped as guide lines. Unit I, designed for the
first three months of training, had as its major objective assisting
the trainees in obtaining a realistic understanding of the world of work.
Unit IT was designed for the remainin§ nine months of training; its con-
cern was understanding the self as a well integrated and socially effective
worker. The major objective of this unit was to help the trainee under-
stand and adjust to self as such adjustment relates to success on the job
and success in life.

Although at the outset these objectives were spelled out with com-
prehensive outlines to accompany them, no rigid time schedule was main-
tained and no inflexible outline adhered to. Effort was made to maintain
flexibility and to have the group sessions serve as a sounding board for
grour concerns and group problems. Moreover, the sessions were used to
answer questions that the trainees wanted answered; they were not limited
to just what the counselor wanted them to hear. It was often necessary
to alter plans and listen to current concerns of trainees before intro-
ducing new ideas and concepts to the group. From past experience, it has
been learned that adults are not as receptive to change and new ideas as
a less experienced population. They must first recognize a need for
change and relate this need to their own particular situation.

Considerable effort was extended to create for the small group
session a completely different climate from the structured classroom
environment. The latter, for many of the trainees, was a reminder of

a past failure and defeat and so the conventional classroom seating
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arrangement was changed to an informal circle arrangement. Hand rais-

ing was discouraged and free expression was encouraged. At the beginning

PRI

very little respect was shown when a group participant was expressing
himself orally; however, after a careful explanation of the reason why

this procedure was being followed, trainees began to show respect for

-

the opinion of others and to hear each other out even though differences i
of opinion existed. :
The objectives for both units were implemented through the follow~
ing methods: (1) occupational analysis, (2) counselor serving as group
leader, (3) trainees serving as group leaders, (L) free discussions,
(5) films, (6) role playing, (7) sociometric evaluations.
Group counseling was devoted to helping trainees learn through
interaction with two main general objectives:
1. Assisting the trainees in developing zttitudes, habits,
standards, and values suitable to life's activities and
to occupational success.

2. Aiding trainees in making desirable, thorough and necessary
decisions that will facilitate wholesome adjustment in a
social world.

Group sessions were semistructured for informal discussions to gather
educatinnal, occupational, and personal-social information. Through
participation and interaction in the sessionsg, trainees were able to
detect some of their problems and to try to solve them. (iroup counsel~ ;

ing, then, provided an explicit kind of learning during the program.

f. World of York

froup counseling was planned for each trade area - regular periods

devoled to exploring the onrupntion from all phases, stressing wise

3°




planning and adequate preparation and underscanding for a world of

living and working.

Fsous of lttmtioﬂ was wpon thres distinct texts, structured te
allow for flexibility and complsts chmp. of plans if indicated by the
group. Ths tsxts explored ‘fully during the program were: "Vocational
Exploration" (Bricimasonry, Carpentry, Meat Processing, Nurse's Aids),

"Self Understanding” and "Seeking, Getting, and Holding the Job.”
An outline related to each was prepared in advance of its introductien.
Each text was allotted three and one-half months, considered to

be sufficient time for exploration and activities related to it.

Many concepts were explained before pursuing texts in order that

‘ trainees might have bases for their thiskiag and discussion. Usually,
' | the concepts were those general ones which all vould face in the world
+ of work.

1 Initially, the labor force, including what it is, trends in labor,
and outlock in the area of the vocation, were the introductory points.
Factors influencing labor were enumerated. The more significant were

fluctuating economy, population change, worker supply, demands of goods

and services, legislation and seasonal affects. Another factor discussed
during the initial sessions was the effect upon the labor force of changes
in job requirements, availability of, jobs, new products and styies,
likes and dislikes of consumers, marriage and birth rates.

Background information having been provided, the occupation it-

self was explored beginning with introduction and stated objectives.
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To fully comprehend venturing into a specific vocation, one must
seek to understand maﬁy things: himself; others; the world of work and
its demands and expectations; and functions of the home, family, communi-
ties, and society in general. Many experiences are encountered upon
entry into the occupational market. For some, these are entirely new;
others may have a more formal knowledge of old experiences.

How many persons will find their place in the world of.work? How
many will live and work harmoniously with others? How will one provide
for his own needs plus those of his family? How many will make a worth=
while contribution to society? Intelligent choices can only be made by
knowing something of the opportunities that await.

Objectives in vocational exploration were:

1. Helping trainees gain general understandings of the
expectations of chosen occupation.

2. Alding in the awareness of training and preparation as a
means of improving one's self through his occupational

choice.

3. Ailding trainees in the understanding of personal qualities
that will enhance future occupational success. :

k. Aiding trainees in developing awarenesses of an appre-
ciation for current vocational literature.

Surveying the building trades established need for definition of
terms commonly used in the construction industry such as construct,

contract, contractor, estimates and others as they arcse. Hypothetical

situations and examples were commonly used to facilitate understanding.
Types of construction and what each embraces were considered early:

heavy construction consists of roads, bridges, canals, factories, dams,

and office buildings. Light construction consists of homes, farm build-

ings, stores and small industrial buildings.
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During the exploration of the chosen vocation, it was necessary .

to overview the building industry in terms of jobs, job titles and

the rate of consumer spending for building alone. Construction trades
related to brickmasonry were significant in that trainees were made

more aware of what would be expected of them in the field of con-

struction. ‘ i
Vocational discussions were related to training in the vocational
skills, and trainees provided built-in reinforcements by contributing
to the discussions in counseling sessions and in skills classes.
Two examp]les of outlines for discussion of finding a place in

the world of work follow.
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MDT PROJECT
. TUSKEGEE INSTITUTE
Tuskegee Institute, Alabama

" GROUP COUNSELING
Skill In Appiying For A Job

Before spplying for a job, a person should spend some time in

organizing factual information about himself. The information that

one is expscted to have available for an interview helps the interviewee

tell sbout himself and his qualifications in an intelligent organized

manner. 1t also helps the interviewer in his evaluation of qualifica-

tions snd intsrests in placing an applicant on a job. Having the

correct information available during the intsrvigw is essential also

in follow-up if a job 'is not available immediately but an opening is

expected to develop in the future.

I. PREPARATION FOR THE INTERVIEW

A. Have All Factual Information About Yourself Ready.

1.

2.

Know your telephone number,

a. If you do not have a telephone, try to provide a
number from which someone will deliver a message
to you.

Know your social security number.

a2, If you do not have one, apply for one at once.

B. Have necessary papers ready so that you can produce them promptly;
do not waste the employer's time searching for them.

1.
2.
3.

Driver's License
Proof of Age

Union membership card
Social Security card
Letter of introduction
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6. Letter of recommendation from previous employer

!

7. MNilitary records

C. Know your work record. Have the following information well
organized in your mind. Take along written notes if necessary.

1. A chronological record of all your Jjobs and periods of
unemployment.

o. The names of the companies you worked for and their kinds
of business.

3. The exact dates of employment with each.

4. Your rates of pay.
5. The nature of the work you did: '
a. Know the title of each job.

b. Be able to describe exactly what you did and how
you did it.

c. Be able to list the important tasks of the Job.

d. Be able to name any equipment, tools, or machines
you have used.

e. What you liked about each Job, and why.
f. What tasks you learned quickly and easily.
g. The reason you left or lost each job.

h. The names of supervisors who can give information
about your performance.

D. Know your school record. Be able to give the following information:
1. The names of the schools you attended.

2. The dates you left or graduated.

3. The courses you took.

L. The subjects you liked best and least, and why.
5. The subjects in which you got the best marks.
6

. Any extra currisular activities you participated in.

37
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E. Think of your hobbies and past times.

1.. Know what activities you engage in most frequently in
your spare time.

2. Be able to describe a hobby as you would describe a job.
a. What you did and how you did it.
b, What materials or equipment you need.

c. If you would like to earn your living that way.
Take along samples, if possible.

e g — vy
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MDT PROJECT
TUSKEGEE INSTITUTE -
Tuskegee Institute, Alabama

GROUP COUNSELING
Wages and Duties
I. Be realistic about your wages.
A. The employer sets the salary for a job according to:

1, The wage scale,in his company.

2. The going rate in the area for the particular occupation.

3. Your present qualifications for the job:

a. If you have had limited experience, you can't expect

to start as high as someone with good experience in
the occupation.

b. Even if you are fully qualified to step in and do the
Job without further training or cloge supervision, you
can't expect to start as high as a worker who has been
with the company a long time and whose faithful ser-
vice has been rewarded with periodic raigses in pay.

. The employer will not pay you a certain salary simply
because:

a. That is what you say you need.

b. That is what you earned on your previous Job.
When you change jobs, you sometimes have to take
a cut in pay.

5. Remember the future of the job is more important in the
long rin than the starting wages.

II. Be realistic about the beginning duties of a job,

A. A new worker often has to do more lower-level or menial aspects
of a job than longer-time employees are required to do.

1. Refusal to start at the beginning may cost you job
opportunities.

2. Remember it is what the job will lead to that counts.
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B.

c.

1.

2.

Be realistic about working conditions.

Don't expect to find a job with the precise working days
and hours you would like,

Don't expect to find one i:; a new, spic-and-zpan, air
conditioned building.

Don't, expect to find one with co-~workers all your own age.

Doh't expect to find one in your own neighborhood or in
the location you would like.

Remember, the more restrictions you set up, the more you
limit your chances to get a Jjob,

Avoid mention of personal, family, or financial problems

unless the employer asks specific questions along these lines.

1.

2.

3.

This would be taking up the employer's time with matters
that do not concern him and with which he cannot help

You.

If you emphasize your troubles, he may think you would
be a problem worker, and decide not to hire you.

Discuss only matters related to a job.
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The phase of job study entailed exﬁloration from three facets,
seeking the job, getting the job, and holding the job. Each facet was
approached in a manner providing for modification according to the
needs of the trainees.

It was essential for every trainee to know how to seek jobs.
Basically, the beginning was to seek jobs each person knew he could
do, seek jobs that each person really wanted to do, and meet require«
ments for the jobs sought.

Procedures to follow in Seeking jobs were emphasized. Classified
ads, Chamber of Commerce listings, the yellow pages of the telephone
directory, placement agencies, friends, and family members were the
chief sources of information about jobs. Group made wide use of classi=-
fied ads and telephone directories in practice sessions.

Applying for a job in writing was studied at length. Two types of
applications were used, the formal application and the personal history
or resume. Emphasis was placed upon neatness, completeness, and accuracy
of the information as the three characteristics of a good application.

Significant topics in the study of jobs were the appointment and
the interview. The group carried out exercises in making appointments
by telephone and requesting interviews. The technique of role playing
enhanced the trainees' consciousness of good word usage, skilled and
bleasing intonation, and clarity of enunciation as important factors
in securing jobs.

Counseling sessions stressed the personal interview through role
playing which brought in all of the foregoing skills. Other factors

highlighted as important in selling the self to prospective employers

L1




were punctuality, going alone for the inteiview, good manners, self

confidence, and easy but dignified posture. Trainees became aware of

what employers look for in applicants for jobs, what makes a successful

B e "

employee, and how one's first impression upon an employer can atti-

tudinize the job. Recording tapes were used so that each trainee

could listen to himself and strengthen himself where self examination
via the recorder revealed weaknesses.

Holding the job was vivified with the trainees by stressing punctual-

ity and respecting rest breaks, coffee breaks, and sick leave. Other

factors in holding a job were reflected by group members; these included

doing the job well, taking pride in the job, and being courteous at

all times.

Among reasons given why people fail to get jobs were negative

attitudes, poor appearance, unrealistic wage demands, lack of training,

- . poor reputations, and lack of sincerity on the job.

Reasons for failure to hold jobs were enumerated as poor attitude,

- ‘ i

inability to perform job, unwillingness to do the job, inability to

take criticism, being a "know-all®, poor appearance, znd inability to
get along with fellow employees.

Further study and looking to the future while working were con-

e,

sidered worthy of exploration. Ways of doing so were described as

working diligently to meet objectives of the employing firm; working

cooparatively; reading books, magazines, trade journals; snd nbserving

¥~ ' as much as possible. Enrolling in form:1 Lraining during non-working

lours was stressed as a highly accepable idea.
Trainees were briefed on ~ompensalion laws and labor lows av tha

il very end of this unit exploration. Iliany group aciivilies of role pluy-

12 ; 3
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ing, application filling, self-recording, and emphasizing significant
occupational, educational, and personal-social information, brought out

in each trainee strengths that had been literally unknown and untapped.

B. Self and the Social Situation

The second general objective of group counseling was to aid and
guide the trainees in making desirable and necessary decisions that
would facilitate a satisfying adjustment in a social world.

The training experience was récognized as contributing more to the
lives of the trainees than the mere acquisition of a new vocational skill.
Several likelihoods accompanied the anticipated new job: being accepted
as a person, playing a new role in relation to fellow workers and em-
ployers, adapting oneself to new neighbors and a strange community.
Questions the trainees needed to ask and answer for themselves in this

context were: "What behavior, conduct and social skills will be necessary

equipment for me?" "What kind of neighbor and citizen must I aspire to be?"

Realizing the necessity for one to be able to get along with others
in the world of work and understanding one's self were most important.
Each person has a unique and distinct personality with traits and
characteristics that are solely his. It was necessary at this point to
help each person analyze his personality in terms of his own adjustment
and self. In cases where modification was needed, trainees began con-
templating how they could change, for betterment, some of their undesir-
able traits for success in the new job situations and other areas of
life as well.

The text, "Understanding the 521f," was developed through an out-

line. £n adjustment scale and personality rating were carefully examinerd
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along with the text. Each person measured himself by these instruments,

which were developed to become a mirror for each man as the departure

CrR )

point of many relevant sessions. !

The goal of group counseling is to develop within each trainee an

understanding of himself in order for each one to be able Lo make adequate ﬂ

occupational, educational, and personal-social decisions. To arrive at

this self-understanding, trainees needed certain information about human

behavior. With some background and self-analysis, they sought answers

to the questions, "What is personality?" "Can one change his personality?"
The most important phase of understanding oneself was gaining know-

ledge of the meaning of the term “"personality". Trainees were helped

to recognize that personality is not something that, "just happens',

but is a person's total behavior and characteristics, resulting from
influences of both heredity and environment.

General and specific objectives set forth in exploring the text,
"Understanding the Self", were:

General

1. Understanding the implications of self-understanding and
good personal-social adjustment in the world of work.

2., Gaining knowledge and awareness of likenesses and differences
in personalities based on basic fundamental needs.

Specific

1. Helping trainees gain an awareness of good p~rsonal ad just-
ment and its relationship to occupational success.

2. Aiding trainees in understanding self better by recognizing
strengths and limitations and in creating &« willingness to
modify where needed.
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An overview having been provided and the objectives of self-under=-

standing clearly states, various meanings were offered and the trainees

‘f%rmulated their own definitions representing their perceptioné of the

inclusive term.

Further, the personality determinants were clarified. The essential
ones related were constitutional, group.membership, role and situation.
The effects of these upon persons in daily life were explained.

The components of personality were pointed up to increase under-
standings that among others trust, autonomy, initiative, accomplishment,
identity, sense of intimacy, parental sense, and integrity are indica-
tive of adjustment in the world in which one lives and works. Included,
and equally important in the analysis of personality, is the self- con-
cept which was discussed, and the importance of its being positive. Two
concepts, physical and psychological, embrace the self-image.

Environmental factors that influence the self-concept and the re-
lationships to the job world were pointed up during the group sessions.
Many of these factors encouraged members of the group to share personal
experiences with others. Family expectations, attitude toward family
members, physical state, impact of communications media, school, occupa-
tion, religion, peer opinion, and family problems were the factors most
significant to trainees as they made attempts to understand better the
whole concept of personality and its effects upon persons in their
various roles in everyday life.

Likenesses and differences in personalities were pointed up to show

that each person has the same basic physical and social needs. Each one,

however, has varying degrees of these.
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The basic physical needs pointed up were air, food, water, tempera-
ture regulation, rest and activity alternated. Social needs were approval,
recognition, sympathy, successful achievement, understanding, information,
beauty, safety, love, sex, belonging and many others as they arose during
the period.

The study of "Understanding the Self" was carried out during a
period of three and one-half months, beginning in Septemberland ending
in Décember. Each session was one hour per week. The topic was intro-
duced by the counselor's explanation of its significance. Other means
of exploring the topic were through group discussions, selected printed
material, film and graphic material.

Social topics dealt with human relations, family relationships,

Sex, peer group relationships and relationships on the job.

Self-improvement or attitudinal change is a major objective of
group counseling. The trainee was exposed to various learning situations
and with some he could identify in terms of his own problems. He was
encouraged to explore "self" and to learn his likes, dislikes, strengths,
weaknesses, needs, desires, interests, abilities, and personality,
Further, he was encouraged to analyze his self image, feelings toward
others, ideals and goals. Much of this was in group counseling as he
participated in the various discussions. Such instruments as tests,
sociometric studies and individual counseling identified mucli of the

information concerning the trainees, yet group counseling provided an

excellent opportunity to observe a man or woman in group activity.




IV. GROUP COUNSELING TECHNIQUES

PRINCIPLES AND CONCLUSIONS

1. Techniques of communication, motivation, development of esprit,
stimulation of interest, and instructional reinforcement are
as important as subject matter in group counseling.

2. Physicai arrangements for éroup counseling sessions should be
carefully designed for maximum comfort while providing for
maximum attention-arrest.

3. Invited speakers should be pointedly informed about the
characteristics of the group to whom they will be speaking.

k. Trainees should be given the opportunity to formulate
questions they would like a speaker to discuss and these
should be forwarded to the speaker prior to his appearance.

5. Care should be taken to avoid "auditory erotics" in choosing
speakers. Persons enchanted by their own voices and words,
who are careless about communicating with the audience
should be avoided.

6. Speakers and films used in group counseling sessions should
be introduced so that the group knows what to expect.

What the topic covers and what the film shows should be in-
dicated so that the salient points will be anticipated t+o
preclude a presentation becoming entertaining but pointless.

7. Discussion following all speaker and film presentations is
a must so that members of the group may exchange views about
what they have seen and heard and the relevance of these to
their own interests.

8. The group should be briefed and brought to understand the
significance of whatever group and sub-group activities
they are asked to participate in.

9. Members of the group should be encouraged to take all possible

roles as leaders and spokesmen with counselor being a catalyst
not dominating or being the mover of the group.

THE TUSKEGEE INSTITUTE EXPERIENCE

The film series, the forum series, small group discussions, and the

trainee association were all suhsumed under the heading, group counseling.

N
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These sessions, although each varied in scope, had common objectives.

Group counseling afforded cpportunity for the trainees to assemble en

masse and to participate in activities as members of the group.

The forum and film series were structured settings in which topics

were introduced for group discussion purposes through resource speakters
and visual aids. The trainee association, frequently called the student
government, remained semiwstructured, providing the menbers with oppor-
tunities for group interaction or for the exchange of ideas, to function
holistically for the purpose of organizing and operating to achieve
comton goals.

The forum presented specialists to discuss health or personal
hygiene, social skills, civic competence, economics, family relations
and philosophy. Group interaction resulted after presentations when
questions of a general or specific nature were posed by various members
of the trainee body.

The film series, a counterpart to the group counseling sessions,
served as an effective means of introducing personal-social problems
for discussion. This session provided an opportunity for the trainees,
through the use of film, to explore various topics: family relations,
character development, financial management, community responsibilities,
employment practices, responsibilities of parenthood, human relations
and future planning.

A. The Forum Series

In order to complement the information and experiences gained in

regular group guidance and class sessions, the body of trainees met as

L8
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a whole, once per week, for exploration of various topics which were
designed to be informational, educational, and inspirational in the
development of a more fully informed student, family member, citizen
and employee. To meet the trainees' needs, it was necessary to plan
dissemination of information pertinent in aiding beneficial enlightenment.

Sub ject areas to be explored during the one hour (weekly) general
sessions were planned for additional specific information to enhance
the general knowledge that each one usually possesses.

The selected ?road topics for discussion handled by professicnals
during the series were:

1. Personal Hygiene

2. Social Skills

3. Civic Competence

4. Community Resources

5. Community Law

6. Philosophy of Life

7. Consumer Economics

8. Family Relations

9. Professionalization

10. Special Discussions
The objectives of the forum series were to:

1. Help to develop the trainees into more well rounced, en=-
lightened and functioning citizens.

2. Encourage interaction and discussion of socially significant
sub jects. .

3. Aid in the acquisition of knowledge of various community
resources and of their benefits.

L9
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4. Develop within the individual a desire to seek that which
is unknown, through inquiry and discussiocn.

. 5; Aid each individual in the understanding of employer-employee
relations inciudina expectations of employers and benefits
one may gain through participation in the world of work.

The organization of plans for the group counseling was to provide
specialists to inform the group about topics of significance in the
scheme of everyday living. Each broad topic was delimited by the
speaker. Every broad topic was planned for and presented more than
one time by dffferent professionals, a procedure which aided the re=
inforcement of knowledge in the original area.

One of the counselors was responsible for securing specialists in
each area. Each prospective consultant was contacted by letter, tele=
phone, or in person. ‘Upon contact, the objectives of the group session
were explained. When the prospective consultant consented to make a
presentation, confirmation of date would be given and the presentation
would be planned. In as many cases as possible the same general topic
would be discussed sequentially.

During the sessions, trainees assumed roles as they were listed in
mimeographed directives:

ROLE OF TRAINEE DUTIES

Presiding Officer Calling house to order and

giving opening statement.

Presentation of Speaker Introducing guest speaker
to the group.:

Inquiry Leader Leader of questions from body
to speaker and recognition
uf other inquirers.

50
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. ROLE OF TRAINEE

Host or Hostess

Monitors

DUTILES

Receiving guest and giving
impromptu appreciation
statement on behalf of
body after discussion.

Heepers of attendance in
each trade area and dis-
tributing mimeographed

programs at each sesgsion.
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Kxgrgle of Forum Session

MDT PROJECT
TUSKEGEE INSTLTUTE
Tuskegee Institute, Alabama

WEEKLY FORUM
July 1L, 1966

Residence G - Lower Lounge
h:OO P. M,

TOPIC: "Civie Competence"

Openlng Statement ¢« ¢ o 4 o 6 4 2 0 00 000 Mr. Charles Alexander
Brickmasonry
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Brickmasonry

Guesto s 6 6 6 o6 0 & 0 0 0 0 6 s ¢ 8 0 0 00 oHrOW!llimleltChGll
Executive Secretary

Taskegee Civic Association

Tuskegee Institute, Alabama
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Meat Processing
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Carpentry
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Opening Statement:

"Civic competence is of vital concern to all of us. What is
it? How can persons be more competent? These and other questions

are the points of focus today."

Introduction of Guest:-

"our guest today received his formal education at Tuskegee
Institute. He is presently employed at the Veterans Administration
Hbspital in éhe Division of Physical Therapy. Other activities
include:

1. Engagement in civic activities since the late 1930's.

2. Executive Secretary of Tuskegee Civic Association
for 17 years.

3. Cooperated with and assisted attorneys of U, S.
Departmert of Justice in voting case in Macon County
which co cluded in 1961,

4. He is a widower, father of one daughter who is an
attorney in St. Petersburg, Florida.

May I present:
Mr. William P. Mitchell
Executive Secretary

Tuskegee Civic Association
Tuskegee Institute, Alabama

Lecture:
I'm very pleased to be here to discuss this matter of Civic

Competence. I've asked a lot of questions about you as to.the

general make up of the group such as place of residence, whether

adult, etc. In doing so, I have found that all of you are from

N’ | 53




Alabama. That makes my discourse much easier because what I plan
to talk about is Alabama and the various ramifications of civic
competence and civic responsibility in Alabama. I'm happy that all
of you are Alabamians.

I was also interested in the degree of participation that you,
the trainees, would have in the discussion. I certainly hope that you
will ask all kinds of questions after I have consumed about 15 or 18
minutes of exploration concerning what I have said or anything else
that will increase ‘your civic knowledge. First, in order to be civic
competent, cne needs to have civic knowledge. We have tried to move
with such speed so as not to make costly errors. When I say we, I'm
speaking mainly of Tuskegee Civic Association and to a lesser degree,
the Tuskegee and Macon Cour ty community. We've tried to weigh what
we want to do by determining first what we want to do and select the
avenues to travel in trying to reach our objectives, so my suggestion
is as }ou leave Tuskegee and go back to your communities throughout