MODILE EUROCARCO PILOT PROJECT

MODULE 8 – MINORITY GROUPS IN CAREER COUNSELLING

CAREER COUNSELLING SERVICE DELIVERY

Introduction and Overview

This chapter concentrates on planning a career counselling programme and builds on the content of the previous sections.  It will provide a step by step guide through the planning process.  The focus will be on planning a Career Counselling Service for minority groups.  Throughout the text students will be asked to undertake a number of activities in order to establish understanding of the ideas/concepts presented in the text.  Examples of career service delivery models/programmes will be presented to assist the student in his/her understanding of the planning process.  At the end of the chapter the student will be able to:

· Outline the issues and barriers facing minority groups in accessing a Career Counselling Service;
· Conduct a review of an organisation’s Career Counselling Service;
· Conduct a needs analysis;
· Formulate a plan for the delivery of a Career Counselling Service to minority groups;
· Evaluate the effectiveness of a Career Counselling Service plan.
Background to Planning a Career Counselling Programme for Minority Groups

CONTEXT

Over the last decade Europe has experienced a number of economic and social changes.  Many societies throughout Europe are becoming increasingly multicultural and have experienced increases in the number of refugees and asylum seekers.  Special populations are receiving increasing attention and a number of initiatives are in place to promote social cohesion and inclusion (http://europa.eu.int/comm/employment_social/soc-prot/soc-incl/approb_en.pdf and http://europa.eu.int/comm/employment_social/soc-prot/soc-incl/index_en.htm ).  Europe has experienced a number of policy developments including lifelong learning.  Lifelong learning has been recognised as important in bringing about a knowledge based economy which will in turn lead to economic growth, more jobs and greater social cohesion.  Information, guidance and counselling all have a role to play in implementing lifelong learning policy and this has been recognised by the European Commission (European Commission, 2001 http://europa.eu.int/comm/education/policies/lll/lll_en.html ).  

Over the next number of years the Europe Union will experience a rapid growth in population with a number of pre-accession countries gaining full membership.  This increase in the population of the European Union will lead to a greater demand on educational and labour market institutions and services.  Career Counselling Services will also be affected and will need to respond to this demand by catering for a more diverse and multicultural client group.  Responding and adapting to future changes and developments requires planning and it is crucial that in ensuring appropriate, effective and quality service delivery Career Counselling Services have effective service delivery plans in place.   
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Take some time to read the European Commission’s Communication ‘Making A 
European Area of Lifelong Learning A Reality’ by clicking the link above.
WHAT IS PLANNING? 
Planning is about clarifying the nature, aims and goals of an organisation, establishing priorities for the use of resources and deciding on a course of action for the future (Clarke, 2001, pg. 1).  A plan is usually developed for a substantial period of time i.e. three to five years.  Within this time span programmes of activities for shorter periods of time are established according to the aims and objectives outlined in the plan.  

Planning is a crucial part of the work of any organisation as it helps to establish the current position of the organisation, identifies where it would like to go and how it is to get there.  The process of planning is of particular importance to the Career Counsellor.  For career counselling to be effective it is important that service provision is planned for, taking into account available resources, the organisation of which it is a part and the wider community.  A plan should establish the following:

- The need for, and goals of the plan;
- How the goals are to be achieved and how the achievement of the goals will be 
determined.
It is important to establish the needs of the client group being targeted and how the Service is going to address these needs.  

BENEFITS OF PLANNING

There are many benefits to planning.  Career Counselling Services can benefit from planning as planning enables the Service to:

· Clarify the purpose and ethos of the Career Counselling Service;
· Establish priorities for the Career Counselling Service;
· Identify and respond to the career counselling needs of the Service’s clients;
· Establish the effectiveness and appropriateness of career interventions ;
· Establish a quality Career Counselling Service;
· Continuously monitor and improve service provision;
· Review its progress in relation to the objectives it has set out;
· Respond to changing circumstances and challenges.
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Think of what the benefits of planning are for your Career Counselling Service/your 
local Career Counselling Service
DRAFTING A PLAN

The process of planning service provision for minority groups will involve reflecting, reviewing, discussing and questioning all aspects of the Service’s work.  This can be difficult but is essential.  Staff should be involved in this process and be encouraged to examine their own awareness, knowledge and skills relating to minority groups (Sue et al, 1998, pg.8).  Involvement of staff promotes ownership of the plan and more commitment to its implementation and evaluation.  

Before the Service begins to draft a plan for the provision of service delivery to minority groups it will need to decide who will be involved in the planning process.  Design and delivery of career counselling programmes demands a team approach (Haché et al, 2000, chpt. 3, pg. 4).  A number of teams can be established for different components of the plan, for instance there could be a team responsible for conducting the needs analysis.  Teams should be made up of as wide a representation as possible including members of management and staff from the Career Counselling Service and the organisation in which the Service operates.  Overall, there should be a team established with the responsibility of overseeing the development of the whole plan.  Ideally this team should include representatives of the client group being targeted and organisations/institutions who work with the client group.  Good practice in planning involves representatives who will be involved in the implementation of the plan, affected by the plan, responsible for management of the plan and those who can contribute due to their experience (Clarke, 2001, pg. 4).  The team responsible for the overall management of the plan (steering group) will have to establish the timeframe, resources and activities required for drafting and implementing the plan.  Activities will include reviewing the existing Service, co-ordinating the needs assessment, developing aims and objectives in response to the Service review and findings of the needs assessment and design and administration of the evaluation.  

Once a course of action has been agreed by the steering group the planning process can commence.  

I
Starting the Process: Review

A useful place to start in planning for the Career Counselling Service delivery process is to conduct a review of the Service’s existing provision i.e. the nature of the Service and the client group being targeted, in this case minority groups.  A review of the existing career counselling programme is useful in that it allows the Service to determine how well the current programme activities are meeting the needs of minority groups.  It is also useful to examine any existing documentation that the Service may have in relation to planning including a mission statement, ethos, aims and objectives and to determine whether these provide for minority groups.  The Mission Statement (a statement concerning what the organisation is about and what it stands for – purpose of the organisation) may need to be revised to include reference to minority groups after a review has been conducted of the Career Counselling Service.  The Career Counselling Service may also need to examine its Ethos (beliefs and principles) and make appropriate revisions to include minority groups.  Useful questions to consider at this stage include; are the needs of minority groups being addressed by the Service, what are the main strengths and weaknesses of the Service, has the Service kept up to date with changes and developments in the wider community – economic, social and political changes.  This section will outline how to conduct such a review and the issues that need to be considered in undertaking a review and in planning future service delivery.  It will begin with an examination of the organisation – content, structure and process and will then move on to examine the client group being targeted in this case minority groups and the issues and challenges that they present to the Service.  
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Read your Career Counselling Service’s/Organisation’s Mission Statement.  Is 
there any provision in the existing Mission Statement for Minority Groups?
a)  THE CAREER COUNSELLING SERVICE

Content:

The content of the career counselling programme is concentrated around three main areas: personal/social, educational and career development.  It is important for the Career Counselling Service to ascertain whether the established content is appropriate to the needs of minority groups.  For instance, content on a careers education programme could include information on going to University.  This content may not be relevant for all students as going to University may not be an option for them.  Thus, an examination of the application process for entry to University may not be relevant for all students.  

Career Counselling Services are also often part of a larger organisation e.g. a Career Service offered by a school or University and in reviewing service delivery of the Career Counselling Service it is necessary to examine the organisation of which the Service is a part.  The organisation should have a mission statement which outlines the ethos, aims and objectives of the organisation concerned.  This information can be very useful as the organisation may have already identified minority groups as a priority and may have additional resources on which the Career Counselling Service can draw on.  The Career Counselling Service may also have a mission statement which relates the Service to the organisation and outlines the ethos of the Service, highlighting priorities and the aims and objectives of the Service.  Examining the mission statements of the organisation and the Career Counselling Service can be a very useful exercise and can establish whether the aims and objectives provide for minority groups.  

(
What is the content of your Career Counselling Programme (or the programme of 
your local Career Counselling Service?  How relevant is it to minority groups?
Processes:

Processes are strategies that deliver the programme content.  According to a study (Watts et al, 1994, pg. 11) undertaken of educational and vocational guidance services for young people in member states of the EU guidance processes common to member states included:

· Information

· Assessment

· Advice

· Counselling

· Careers Education

· Placement

· Advocacy

· Feedback

· Follow-up

Other processes include outreach, referral and work experience etc.  Outreach is an important process as the Career Counselling Service may not be easily accessible to all.  In fact some clients may be aware of the Career Counselling Service but may not be willing to travel to it.  It is important that a Service offers some outreach provision.  The outreach provision could be in the form of using informal guidance agents such as youth leaders and members of the community (McCarthy, 1998) to refer prospective clients to the Service or the Career Counselling Service having a member of staff that provides outreach services - visiting local schools and organisations in the local community of the target group.  

It is important that processes are examined for relevance to and implications for minority groups.  Processes are often established for the majority group and thus not all elements of a process may be relevant or appropriate for the minority group concerned.  For instance The Association for Assessment in Counselling in the US formulated Multicultural Assessment Standards: A Compilation for Counsellors (http://aac.ncat.edu/Resources/documents/STANDARDS%20FOR%20MULTICULTURAL%20ASSESSMENT%20FINAL.pdf) which provides suggestions for the selection, administration, scoring and interpretation of psychometric tests for multicultural groups.  Issues to be considered for minority groups in relation to the provision of careers information, assessment and counselling are briefly outlined below.  

The Career Counselling Service in reviewing processes for content delivery should consider the following in relation to minority groups:

Careers information

Paper based information: 

· Is the information accessible - easily sourced and reached?
· Is the use of language/vocabulary appropriate for the client group – be aware of individuals with literacy difficulties, different cultures and gender?  

· Is the information presented in an appropriate way – format of text?
· Is the information culturally sensitive?
· Is the information available in a large font and in Braille, audio tape?
· Is the information gender, culture, religious bias free?
Provision of information using the internet/computers

· Is the internet/computer accessible – this includes the location of the hardware and the design of the hardware e.g. does the hardware allow for variations in users’ abilities e.g. colour and size of keyboard buttons (NDA IT Accessibility Guidelines, www.accessit.nda.ie/what_is_accessibility.html )

· Has the individual’s user readiness been determined e.g. is the individual sufficiently computer literate?
Jim Sampson’s article on the Ethical Delivery of Computer Assisted Career Guidance Services (1997) highlights issues relating to use of computer assisted guidance http://www.career.fsu.edu/documents/implementation/Ethical%20Delivery%20of%20CACG%20Services.htm 
Assessment

· Are the test norms appropriate to the group being assessed?

· What is the language proficiency of the group being assessed?

· Is the test administrator/interpreter aware of the stages of acculturation and how this can impact on the appropriateness of assessment instruments being used?  The more acculturated the individual the more statistically and psychologically appropriate the test (Pedersen & Carey, 1994, pg. 212)

· Is the test administrator/interpreter aware of the social background and education of the individual/group being tested?

· Is the test administrator/interpreter aware of any learning/physical difficulties that the individual being tested may have and any supports he/she may require?

· Is the environment in which the test is being taken appropriate to the needs of the individual taking the test? 

For more information concerning multicultural issues in assessment the Association for Assessment in Counselling’s (AAC) Standards for Multicultural Assessment should be consulted: http://aac.ncat.edu/Resources/documents/STANDARDS%20FOR%20MULTICULTURAL%20ASSESSMENT%20FINAL.pdf 
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Read John Stewart’s article ‘Assessing Clients with Learning Disabilities in Career 
Counselling.’  This article can be accessed by clicking the link 
http://icdl.uncg.edu/ft/052900-01.html 
Career Counselling

· Is the Career Counsellor aware of the client’s cultural background and the influences of the culture on the client’s beliefs, attitudes and body language?

· Is the Career Counsellor aware of the different stages of acculturation and the influence of the individual’s stage of acculturation on career development?

· Is the Career Counsellor aware of MCT – Multicultural Therapy (outlined in previous chapter) and the applications of other counselling orientations to multicultural groups?

· Is the Career Counsellor aware of culturally appropriate intervention strategies?

· Is the Career Counsellor aware of the impact of the use of language in the career counselling interview?

· Is the Career Counsellor aware of ethical issues that may arise when dealing with different cultural groups and the limitations of ethics derived for a majority group to minority groups (Pedersen and Marsella, 1982, pg. 18 in Ivey)?  The American Psychological Association has derived Guidelines for Providers of Psychological Services to Ethnic, Linguistic, and Culturally Diverse Populations http://www.apa.org/pi/oema/guide.html 

More information concerning career counselling interventions for minority groups can be found in the previous chapter.  A useful resource on multicultural perspectives in counselling and psychotherapy is Ivey et al (1997).  

The above examination of the provision of information, assessment and counselling processes demonstrates that when catering for minority groups Career Counselling Services need to be aware of the possible limitations and application of such processes to minority groups.  It is a useful exercise then for Career Counsellors to examine career counselling processes that they use in their work with minority groups.  Pedersen and Marsella (1982) sum it up nicely in their comment “A serious moral vacuum exists in the delivery of cross-cultural counselling and therapy because the values of a dominant culture have been imposed on a culturally different consumer” (ibid).     
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Read John Stewart’s article on ‘Developing a Multicultural Career Mindset’.  This 
article can be accessed by clicking the link http://icdl.uncg.edu/pdf/030603-04.pdf 

Read the Association for Assessment in Counselling’s ‘Multicultural Assessment 
Standards’ by clicking on the link above.  Can these standards be applied to your 
Career Counselling Service (or local Career Counselling Service)?  What 
modifications if any would need to be made and why?

Read the American Psychological Association’s ‘Guidelines for Providers of 
Psychological Services to Ethnic, Linguistic and Culturally Diverse Populations’ by 
clicking on the link above.  How can these Guidelines be applied to your Career 
Counselling Service (or a Career Counselling Service in your locality?).  Does your 
Career Counselling Service (or the Service in your locality) have such Guidelines?

(
What issues should be considered in processes for career counselling content 
delivery in your/a Career Counselling Service under the headings ‘Placement’ and 
‘Referral’?
Structure

The organisation’s structure enables successful delivery of the career counselling programme processes.  The organisational structure includes:

Management – organises the planning of service delivery, clarifies staff roles and responsibilities, organises resources and monitors service delivery and revision of the plan.
Personnel – staff and additional personnel who are involved with the Career Counselling Service.
Facilities – physical space, office design, materials and equipment.
Resources – funds available to the organisation to implement the Career Counselling Service.
Management of the Careers Counselling Service should work with the team responsible for developing and implementing the plan for service delivery and should be represented on this team.  Management have a role in reviewing the overall culture of the Career Counselling Service, personnel, facilities and resources and identifying any changes that need to be adopted in planning a service for minority groups.  

Culture of the Career Counselling Service

The Service should ensure that it has a culture that encompasses all groups and does not discriminate, offend or bias against any client groups.  Sue et al (1998) outline six elements that are essential to an organisation’s ability to offer a multicultural competent system of care which are applicable to all minority groups:

Values diversity – the organisation should respect the different backgrounds and culture of clients and staff.  This should take into account communication, behavioural, value and attitude differences.  

Possess capacity for cultural self-assessment or auditing – how does the organisation interact with other cultures and how is it different.

Clarifies its vision – what are the goals of the organisation, what is the service to be provided and how does this fit with different client groups.

Understands the dynamics of difference – different organisations and agencies should work together in negotiating trust and co-operation among culturally different groups.

Institutional cultural knowledge – an organisation employs processes and programme content (see under processes above).  Personnel should acquire and make use of cultural knowledge.

Adapting to diversity – multiculturalism is an ever changing process so the organisation needs to keep abreast of developments and develop policies, training and development for staff as the need arises. 

The Career Counselling Service should incorporate cultural competency development into its mission statement and set out the targets of the Service in this regard.  Policies that encourage minority groups’ participation at all levels of the Service should be developed.  The Service will need to identify and overcome any barriers to cultural diversity e.g. office design and layout, attitudes of staff.  

Personnel

Personnel are the Service’s core resource and they interact directly with clients providing a service to them.  Thus, it is essential that the Career Counselling Service’s staff take time to consider their own awareness, knowledge and skills in relation to minority groups.  Sue et al (1998) outline steps in the development of multicultural competence among staff in an organisation.

The first step involves an assessment of staff’s training needs in relation to the awareness, knowledge and skills they have about multicultural groups.  This can be applied to all minority groups as it involves an examination of beliefs, attitudes and behaviour.  Staff should be encouraged to examine assumptions they make in relation to different minority groups and how these assumptions influence their behaviours.  Staff should also be encouraged to examine their own cultural background and how this has influenced their own development.  Some key questions that staff can ask themselves in order to raise their awareness include:

· Can they recognise direct and indirect communication styles?

· Can they recognise cultural and linguistic differences?

· Do they have an interest in cultures other than their own?

· Are they aware and sensitive to the myths and stereotypes of other cultures?

· Can they articulate elements of their own culture?

· Are they aware of relations between different cultural groups?

Questions that can be asked in relation to knowledge and skills awareness include:

· Is there a knowledge of the histories, roles, values, attitudes and behaviours of other cultures among staff?

· Do staff have a knowledge of the languages and use of language in other cultures?

· Do staff have the ability to establish empathy with different cultural groups?

· How do staff interact with different cultural groups – do they change their behaviour as required?

Staff training needs in relation to minority groups should become more evident from this process.  

The next steps in Sue et al’s model includes the identification of specific objectives in the areas of awareness, knowledge and skills of staff and how objectives can be implemented and evaluated.  Awareness objectives can be aimed at changing the person’s attitudes, opinions and personal perspectives.  The same then can be done for knowledge and skills.   Formulation and evaluation of objectives will be discussed further on in this chapter.  
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Think about your awareness, knowledge and skills in relation to minority groups.  
What are your attitudes and beliefs about different minority groups and how do 
these attitudes and beliefs influence your behaviours?
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Read Sandra Kerka’s article ‘Multicultural Career Education and Development.’  


This article can be accessed by clicking the link http://icdl.uncg.edu/ft/082499-11.html 
(
Draw up a staff training plan for raising multicultural awareness, knowledge and 
skills 

Facilities

It is important that the facilities in the Career Counselling Service do not bias against a minority group.  Particular attention should be paid to environmental cues - location of facilities within an office e.g. computer (is this easily accessible for all groups including persons with disabilities), the decoration and design of the office (is the literature displayed culturally appropriate or will it cause offence for any group?).  Issues in relation to accessibility to information sources have already been raised under careers information under processes above.  In relation to the Career Counselling Service, is it accessible to all and where is it located.  Ideally the Career Counselling Service’s offices should be located as close to the client group as possible.  Is the office disability friendly i.e. has appropriate ramps for access, is a lift available where necessary, are corridors wide enough to permit wheelchair access etc?  

(
Write a specification for a Career Counselling Service’s provision for i) a wheelchair 
user, ii) a deaf client and iii) a client with dyslexia.  Focus on provision of 
information, guidelines for career counselling on a one-to-one basis and access to 
the Internet.  

Resources

A Career Counselling Service should be aware of resources available within the organisation in which it is based and also external to the organisation.  There may be special initiatives and funding opportunities available for targeting specific groups and Career Counselling Services should be aware of the main organisations that offer such funding possibilities.  Section 5 at the end of this chapter outlines a number of national/European state recognised organisations/institutions that provide services to a number of different minority groups.  

In examining resources a Career Counselling Service should take account of resources available to it and establish how they will be used in implementing a plan for the provision of Career Counselling Services to minority groups.  Resources will become an issue for the implementation of the objectives of the plan.  

So far this section has examined the content, processes and structures in conducting a review of the organisation.  The section has attempted to highlight issues that should be considered when establishing provision for minority groups.  Before the section moves onto exploring client issues i.e. issues that Career Counsellors should be aware of when dealing with particular target groups, how to conduct an analysis of the Career Counselling Service’s strengths and challenges and response to threats and opportunities will be explored.  

Strengths, challenges, opportunities and threats analysis (SCOT Analysis)

Planning service provision is about establishing a direction for the Service to aim towards but also to allow the Service to respond to changes or developments as they present.  To do this it is helpful to have information about the strengths and challenges of the Service and of opportunities and threats that may present in the future.  A SCOT (SWOT, W= weaknesses) analysis is a common method used by organisations to establish the internal and external position of the organisation (Clarke, 2001, pg. 7).  

	SCOT Analysis

	STRENGTHS

- what the organisation is good at & doing well


	CHALLENGES

- challenges that have to be recognised and met in order for the organisation to improve



	OPPORTUNITIES

- events and developments favourable to the organisation


	THREATS

- events that are unfavourable to an organisation




The benefits of conducting a SCOT Analysis are that the analysis assists the Service in identifying factors that may contribute to the achievement of the Service’s objectives and may also identify possible blocks that may arise.  

(
Undertake a SCOT Analysis of your/a local Career Counselling 
Service/organisation.  
b)
THE CLIENT

It is very important to consider the client when reviewing a Career Counselling Service and the issues that different clients may present with, as different client factors may need to be accounted for in service provision.  Awareness of these issues is important as the success of interventions may be dependent on an exploration or awareness of particular conditions or experiences.  The Career Counsellor also needs to be aware of any cultural or other influences that may act as barriers to assisting the individual.  It is important that Career Counsellors modify their behaviour and interventions in accordance with the needs of their clients and also that the Career Counselling Service is accessible to all.  Some of the issues that different minority groups may present with are indicated below.  

Clients with disabilities

Living with a disability can involve pain, fatigue, limited functioning, uncertainty and vulnerability to psychological distress.  People with disabilities may lack self-advocacy skills and confidence and may depend considerably on other people.  The person with a disability may have created internal barriers such as a belief system that they cannot achieve a certain goal or enter into a particular profession and this belief system may lead to a self-fulfilling prophecy.  There are also external barriers that a person with a disability may encounter e.g. societal attitudes, limited resources in the environment such as appropriate supports and environmental obstacles to mobility for instance, the absence of a lift in a four storey building.  Thus, problems may be caused by the environment rather than the disability and the Career Counselling Service needs to account for this when considering access issues (Herr and Cramer, 1996, pg. 294).  The Career Counsellor needs also to be aware of the limitations in using certain processes with this client group for instance, the use of assessment tests (issues highlighted under processes above) and may also need to have additional knowledge and skills for dealing with this population.  This section provides an overview of the main issues that should be considered when planning service provision.  

Clients from different cultures including different social backgrounds

Clients from different cultures include immigrants, asylum seekers and refugees, and disadvantaged groups.  Immigrants, asylum seekers and refugees will be examined together as a group and disadvantage will be considered separately although often culture and disadvantage can go hand in hand. 

Issues that are common to immigrants, asylum seekers and refugees include, language barriers, cultural differences – beliefs, attitudes and behaviour, lack of knowledge, information and orientation to the destination country and stages of acculturation – crystallization, vocational re-training, job entry and trial, establishment and maintenance (Krau in Herr and Cramer, 1996, pg. 291).  For immigrants, asylum seekers and refugees arrival in a new country may lead to loss of confidence and self-esteem due to feelings of disorientation and lack of information.  It is important that the Career Counsellor establishes the stage of acculturation that the immigrant/asylum seeker/refugee is at as this will determine the career intervention, for instance the provision of information on opportunities and organisation structures could be initially very important to the client.  Blocks to career decision making may arise later on.  When conducting an intervention the Career Counsellor will need to take account of the culture of the individual as some interventions may not be appropriate and could cause offence.  Clients in this group may also be lonely and feel isolated due to the fact that they may have left their families and friends at home.  They may also miss aspects of their culture and feel they have lost their identity as they adapt to the culture of their new home which may be stressful in itself.  It is important that Career Counsellors are aware of this as these feelings may interfere with the career development process and may need to be explored.

(
Draft a list of barriers that your culture could present to immigrants under the 
following headings i) beliefs, ii) attitudes and iii) behaviours.
In addition to these issues asylum seekers and refugees may bring additional issues with them.  These issues can include psychological and physical trauma as they may have been forced to leave their home, family and friends behind them.  Some of them may have been subjected to torture and have witnessed others being tortured.  They may have been under an oppressive regime for considerable time and may have had their personal freedom and liberties curtailed.  Asylum seekers also are under the constant threat that they may be deported at any time.  Before the career development process can be properly entered into with traumatised refugees and asylum seekers, extensive counselling may be required.  

Disadvantaged groups may also bring a number of issues with them into the career development process.  These issues may be similar to some of the issues already highlighted e.g. differences in beliefs, behaviours and attitudes across social classes.  Many clients from disadvantaged backgrounds may not have had the same opportunities as clients from more affluent backgrounds.  As a result they may feel that they have been treated unfairly.  They may also not be interested in availing of opportunities such as pursuing University education as this is not considered important by their family, peers and community.  The Career Counsellor needs to be aware of these issues and respect the different beliefs of the client.  Outreach programmes and services may be necessary in order to reach this client group as it is common for disadvantaged groups not to leave their community.  This should be accounted for in the Career Counselling Service delivery plan.  Resources in the local community of the disadvantaged client could also be accessed with youth leaders etc trained in non-formal guidance skills (NCGE & NICEC Briefing, 1998).  It is also important that the Career Counsellor recognises that disadvantage and culture may go hand in hand and cannot always be separated.  Thus, something attributed to a culture could be due to disadvantage and may not reflect the culture that the individual is from.  Career Counsellors must be careful not to stereotype according to culture as different social classes within a culture may hold very different beliefs.  
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Think about how you would devise a career counselling outreach service for a 
socially disadvantaged group.  

It is important that the Career Counsellor has explored any feelings he/she has in relation to working with different cultural groups (see personnel above) and is aware of some of the issues that different cultural groups bring to the career development process with them.  Atkinson et al (1983) highlight a model of minority identity development which outlines five stages of identity development that can be applied to all minority groups.  The five stages include:

Stage 1 – the minority group individual prefers the cultural values of the majority culture over its own.
Stage 2 – dissonance sets in and the result is conflict and confusion.
Stage 3 – the dominant culture is rejected.
Stage 4 – the individual thinks less in terms of minority group dogma and has his/her individual beliefs.
Stage 5 – conflicts are resolved and the individual is more comfortable with themselves and their culture.
These stages should be taken into account when considering a career counselling intervention.  For instance, if a client from a disadvantaged background is at stage 3 of this framework the client may reject all of the Career Counsellor’s suggestions as the suggestions may be regarded as belonging to the majority culture especially if the Career Counsellor him/herself is perceived as belonging to the majority culture.  

Sánchez outlines a number of different models on Racial/Cultural Identity Development.  
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Read Sánchez’s article ‘Racial/Cultural Identity Development: Integrating Various 
Models into One,’ by clicking the link 
http://www.uiowa.edu/~epls/faculty/pascarel/papers/sanchez.pdf 
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In light of the additional information you have obtained from completing this 
section review some of the ( tasks you have undertaken earlier in the section.  

This section has provided an overview of the issues that a Career Counselling Service must take into account when conducting a review of the service it offers.  Explored in this section were organisational factors and client factors.  The next section outlines the next step in the planning process – conducting a needs analysis, formulating objectives and performance indicators and conducting a review/evaluation.  

II
Moving On: Conducting a Needs Analysis, Formulating Aims, Objectives 
and Performance Indicators and Conducting a Review/Evaluation 
The next stage of the planning process is to establish the needs of the client group and to formulate aims and objectives in relation to these needs and the resources available to the Career Counselling Service as established in the review.  

a)
CONDUCTING A NEEDS ANALYSIS

A needs analysis aims to identify the needs of the client group being targeted, in this instance minority groups.  Conducting a needs analysis has a number of advantages: identifying the needs of the client group, establishing the aims and objectives of the Career Counselling Service’s programme and providing a basis for the selection of the programme activities (Haché et al, 2000, chpt. 3, pg. 8).  There are many ways to conduct a needs assessment and the team overseeing the needs assessment must make decisions regarding the best approach to take.  

The first step in the process is to establish the group being targeted.  In this case the group is minority groups.  The next issue is to establish how the needs analysis for this group will be undertaken.  Needs analyses can take many formats for example, the group concerned could be interviewed or distributed a questionnaire.  Remember when interviewing or distributing a questionnaire to the group concerned cultural issues and abilities come into play e.g. language ability.  Some of these issues have already been raised in relation to undertaking a review of the Career Counselling Service (see previous section).  It is also important to establish that the method used provides the required information.  Decisions regarding data collection and analysis need to be made also.  

The needs analysis does not need to stop with the opinions or comments of the group itself.  Organisations/professionals working with the group can also be targeted along with institutions/persons in the community where the minority group is based.  Whatever method is undertaken it is important that the group sampled is representative of the group population at large.  When the needs analysis has been undertaken the Career Counselling Service will need to establish the needs that are priorities for the Service.  The results of the needs analysis should inform the aims and objectives of the Career Counselling Service delivery programme.
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Examine the Needs Assessment Forms (pages 4-7) in the Canadian Blueprint for 
Life/Work Designs by clicking the link 
http://www.lifework.ca/blue_2000/BPAPPC.pdf .  How appropriate are they for 
minority groups and for use in your Career Counselling Service?
b)
AIMS, OBJECTIVES AND PERFORMANCE INDICATORS
Aims are broad general statements outlining what the organisation would like to achieve.  In general, aims should be clear, focused on outcomes, be realistic and achievable (Clarke, 2001, pg. 9).  An example of an aim for a Career Counselling Service targeting clients with visual impairments may be:  to provide appropriate careers information resources to clients with visual impairments.  Objectives are specific statements on how the organisation intends achieving the aims.  Objectives should be clear, specific, concrete and be measurable.  An example of an objective relating to the above aim might be: to undertake an investigation into the careers information resources required by students who are visually impaired.  Each objective should have a performance indicator which establishes the progress in achieving the objective.  A performance indicator then for the above objective may be: 10 students with visual impairments interviewed.  

(
Write objectives for the following aim ‘to provide work experience placements for 
clients with physical disabilities.’

It is useful at this stage to establish the resources required to implement each objective.  For instance, additional personnel may be required to conduct interviews of students with visual impairments.  Resource matching with objectives will allow the Careers Counselling Service to ascertain the required resources and whether or not the aims and objectives are achievable in light of the resources available.  A timeframe for implementation and achievement of the objectives should also be provided.  

(
Outline the resources required to implement your objectives.
At this stage the Career Counselling Service has a service delivery plan for minority groups.  The plan can be discussed and adapted throughout its lifetime.  Individual objectives may need to be changed or altered during the lifetime of the plan in accordance with outside developments and changes.  The implementation of the plan should be discussed and agreed with staff.  

c)
REVIEW AND EVALUATION 

The review and evaluation of the plan establishes whether or not the plan achieved what it set out to do.  Review should be built into the plan itself and performance indicators do help to establish whether or not individual objectives have been achieved.  A formal evaluation should establish how the programme has been implemented and how it has been delivered by staff and should be undertaken on a yearly basis.  The evaluation should be similar to the review conducted earlier except rather than determining the nature of the programme it determines the successful implementation of the programme.  It is important that a decision is reached regarding which aspects of the career counselling programme will be evaluated and how, before evaluation is undertaken.  Questions that could be asked when conducting an evaluation include: 

· were the activities for each objective undertaken?

· were the activities delivered as scheduled?

· did staff undertake the activities agreed upon?

· what problems were encountered with undertaking programme activities?

· are adequate facilities available for undertaking each objective?

· were adequate resources available for undertaking each objective?

Evaluation could include opinions and comments from clients targeted by the Service.  Questionnaires could be distributed to former clients and/or interviews held.  Other organisations that the Service liaises with e.g. employers could be asked for their feedback also.  The more sources targeted the more informative the evaluation.  Staff could also be asked for their comments regarding the implementation of the programme.  

The results of the evaluation should inform revisions to the plan with the mission statement, aims and objectives updated accordingly.  

(
Devise a plan for a Career Counselling Service targeting early school leavers.  Your plan should include a rationale for targeting early school leavers, aims of the plan, objectives and performance indicators and make provision for evaluation and review.  To assist you a template is provided on the next page.   You can also consult Gysbers’ ‘Developing and Managing Your School Guidance Program’ by clicking the link http://www.okcareertech.org/guidance/CareerInfo/CAF2002/Car%20Act%20File%20Sch%20Gdn%20Pln.pdf 
You could also read ‘Career Development Programs for K-12 Schools/Adults in the 
Canadian Blueprint for Life/Work Designs by clicking on the links 

schools http://www.lifework.ca/blue_2000/BPCH7.pdf  
adults http://www.lifework.ca/blue_2000/BPCH8.pdf 

TEMPLATE FOR A CAREER COUNSELLING SERVICE’S PROGRAMME FOR EARLY SCHOOL LEAVERS

MISSION AND ETHOS

Outline the mission and ethos of the Career Counselling Service.

RATIONALE 

Provide the rationale for developing a Career Counselling Service programme for early school leavers.  Outline the national/European context for this.  

REVIEW OF CAREER COUNSELLING SERVICE

Conduct a review of the existing service.  Does the existing Content, Processes and Structures of the Career Counselling Service cater for early school leavers?  Conduct a SCOT analysis of the Career Counselling Service.  What may be the issues that early school leavers will bring with them to Career Counselling?

NEEDS ANAYSIS

Outline how you will conduct a needs analysis of early school leavers.  Who will be involved in this process?  What were the findings of this analysis?  How will these findings feed into the aims of the programme? 

AIMS

List the aims of the Career Counselling Service Programme for early school leavers

OBJECTIVES AND PERFORMANCE INDICATORS

List objectives for each Aim outlined above:

	OBJECTIVE
	WHO
	WHEN
	PERFORMANCE INDICATORS
	RESOURCES REQUIRED

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	


EVALUATION AND REVIEW

When will this be conducted, by whom and how?  

III
Beginning the Implementation Process 

After the Career Counselling Service’s plan for minority groups has been drafted management may decide to market the new/revised service being offered to minority groups.  Management may also decide to draft a Code of Principles to outline to minority groups and other groups what can be expected from the Career Counselling Service.  Drafting a Code of Principles helps to ensure a quality service.    

MARKETING

Marketing helps to ensure that the service being offered by the Career Counselling Service reflects the career development needs of the groups being targeted.  It also ensures that what being offered is clearly defined.  Marketing the Career Counselling Service allows policy and decision makers to become more aware of what the Service is about and the work being done by the Service to assist clients.  Marketing then, can be used as a tool to demonstrate to policy and decision makers that the service being offered is an indispensable one and this may help to ensure continuity of the Service (Hopkins, 1995, pg. 1).  

What are the aims then of marketing the Career Counselling Service:

· To promote and increase awareness of the service being offered;
· To target particular groups;
· To increase the uptake of services;
· To sell the importance of the Service to policy makers/decision makers;
· To promote the attractiveness of services being offered.
When considering marketing a Career Counselling Service several fundamental questions can be asked:

· Who is the group being targeted?

· What does this group need?

· What are the services being offered?

· What are the expectations of this group?

Findings from the needs analysis outlined earlier can provide some useful information that can feed into the marketing strategy of the Career Counselling Service.  

There are many ways to market a Career Counselling Service.  If the Service is part of a larger organisation such as a school, leaflets could be distributed around the classrooms, a notice could be displayed on students’ notice-boards, the Career Counsellor/teaching staff/past-students could discuss the Service with each year group and a website/web-pages could be developed for the Service.   If the Career Counselling Service wishes to market its services to groups outside of the organisation in which it is based additional marketing strategies could include:

· Advertising in the local newspaper,

· Advertising in national newspapers,

· Advertising on the radio/television,

· Advertising on public transport,

· Advertising through outreach staff, community agents.

The Career Counselling Service needs to determine the group being targeted before a decision is taken regarding the marketing strategy.  For instance, there is no point advertising the Service nationally if the targeted group is students attending a particular University.  The Career Counselling Service also needs to make an informed decision regarding marketing strategy based on actual budget allowances for marketing.  (Glasgow Caledonian University, 2002, pg. 207-218). 

When marketing the Career Counselling Service it is important that the information presented is:

· Attractive to the target group,

· Provides a description of the service being offered and to whom it is offered,

· Contact details of the Service,

· Opening times.
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Read ‘Marketing Career Development Programs’ in the Canadian Blueprint for 
Life/Work Designs by following the link 
http://www.lifework.ca/blue_2000/BPCH6.pdf 
(
Design a marketing strategy for a Career Counselling Service targeting refugees.  
CODE OF PRINCIPLES

A Career Counselling Service may decide to develop a Code of Principles outlining the mission/vision of the Service and what clients can expect of the Service.  The Code of Principles helps to ensure quality service provision as clients can evaluate the service received against the Code of Principles.  The Code of Principles should be displayed in a public place in the Career Counselling Service such as the careers library or main reception area and be made available in Braille.  Clients could also be informed about the Code of Principles by reception staff and Career Advisers.  It is important that the Code of Principles is accessible to all client groups.  Usually the Code of Principles includes the following headings:

· Accessibility

· Impartiality

· Confidentiality

· Client focus

· Equal opportunities

· Transparency

In some instances the services being provided can be outlined e.g. outreach and in-house services, assessment, counselling etc.  

The Code of Principles may also outline the details of a person to approach in the event of a complaint arising.  

An example of a Code of Principles can be viewed on the Guidance Council’s (UK) website http://www.guidancecouncil.com/download/codeofprinciples.pdf 
Overview and Conclusion

This chapter has attempted to provide a comprehensive guide for planning Career Counselling service provision for minority groups.  The Chapter started with an overview of the planning process outlining what planning is and how to plan.  The planning process applied to Career Counselling Services was then described in focusing on providing provision for minority groups and highlighting minority group issues where appropriate.  Strategies relating to the implementation of the plan such as marketing and establishing a Code of Principles for the Career Counselling Service were then outlined.  Throughout the text the student has been asked to undertake a number of exercises enabling assessment of his/her understanding of the chapter.  

It is hoped that the Chapter has provided the student with the necessary knowledge to engage in the planning process and that the necessity of planning for provision of an effective Career Counselling Service has been emphasised.  In the words of Herr and Cramer (1996)

“If career guidance or career interventions are to be more than a series of random events or activities and limited encounters between counselors and counselees, they must be built on systematic planning, or a systems approach” (pg. 304).   
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