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PREFACE

These descriptions were written to increase awareness of innovative
career, education practices. Their purpose is to provide informal, descrip-
tive pbrtraits of diverse programs as they have been developed, are operating,
and are changing. The studies were based on visits to programs from Novem-
ber to February 1974-75 and represent the status of programs at that time.
These studies are not intended to be evaluations of the programs, nor

guides to replication of these programs at other sites.

Information in these studies is based on reports by program staff,
teachers, students, parents, and staff of business or community organizations
associated with the program. We thank them for their time and cooperation.
Nevertheless, conclusions and interpretations of information are those of
the authors acting as reporters and observers; they are not necessarily

those of the National Institute of Education, nor those of our informants.

Descriptions have been reviewed by a number of people. Program staff
at each site gave}valﬁable time to provide information dﬁring site visits
and to review the completed studies. Consultants to this project, Dr.
Marla Peterson, Joel Smith, and Dr. Gordon Swanson provided helpful review
of individual studies. In addition, Peter Wolff, the Abt Associates Inc.
technical reviewer for the project, provided guidance and editorial assist-

ance.
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IN BRIEF

Career Education Project
Roosevelt School District No. 66
6000 South 7th Streat

Phoenix, Arizona 85040

Dr. Norma Richardson, Director
Shirley Iaquinto, Coordinator

Project originated September 1971

Projeqp Staff:

Director (% time}

Coordinator

Resource Teachers (2)

Media Specialist

Community Coordinator

On-site Coordinators (13) 50 hours per 10 months
‘Secretary

School staff .
involved: Principals, teachers, site coordinators (13) in 10 elementary
schools (K-6) and 3 junior high schools (7-8)

Students
involved: 10,500 students in district elementary and junior high schools
Funds:
State of Arizona $120,000
Department of Education
20% matching in-kind resources space, services of

Roosevelt school district ‘district audiovisual,
: printing, and trans-
portation staff

Major Features:

Mini-grants available for short-term, special interest
projects for classes K-8.

Mini~courses taught by community ipstructors

Resource Teachers for coordination of career education
activities

Organized program of fleld trips and community resource

visitors
Demonstration Schools and Model Classrooms

The Community and district:

Roosevelt School District #66 serves South Phoenix, a racially mixed community
with little industry, high unemployment and a large low-income population.
The district's 10 elementary schools and 3 junior high schools are mlxed almost
equally with Spanish-speaking, Anglo, Black students.




In the sprawling desert community of Phoenix, Arizona, where local people
describe self-reliance and independence as cardinal virtues, educators in
Roosevelt School District are creating their own brand of career education.
Located in South Phoenix, the school district is separated from the more
affluent central and northern sections of the city by the Salt River and
Intérstate 10. Roosevelt School District covers 36 square miles of cotton
fields, orange groves, palm trees, and the kind of subtly beautiful desert
that draws visitors frdm all over the country to the northern area of the
city. People in South Phoenix see few tourists, however; they're engaged in

a struggle for economic survival.

A paucity of industry, high unemployment, a multitude of single+parent
and welfare families and the hopelessness that fosters significant school
dropout rates ére facts of life in South Phoenix. AaAgriculture and the .
. business geared to a low-income population provide most of the jobs available
in this area, which is both geographically and socially isolated from the rest
ot éhe city. A racially mixed community,'South Phoenix has in recent years
experienced the familiar syndrome of white flight, resulting in what is now
a balanced community of approximately one-third white, one-third black, and
one-third Chicano residents.- Housing ranges from the shacks of those at the

bottom of the economic heap (often migrant workers) to seemingly endless

rows of squat, stucco homes and an occasional imposing old mansion harking
back to the turn of the century, when cattle barons controlled outlying

Phoenix.

Roosevelt School District serves 10,500 students in ten elementary, three
junior high schools (grades 7 and 8) and one facility for the trainable
mentally handicapped. Tﬁe strengths and probiems of the school district are
a mirror image of the community's. The schools are well integrated
(approximately 38% Spanish-surname, 37% black and 25% white) and there is a
good degree of racial;harmony and mutual support. Bilingual education in
grades K through 2 in seven elgmentary schools is a demonstration of the

cooperation at work among ethnic groups. But the district's low tax base

has meant limited funds for facilities, and many schools in the district

operated on double sessions for many years. Recently RSD instituted




year-round classes in half its schools to accommodate all students in full-
day sessions. Although this new schedule has been in operation only a year,
it seems to have met with enthusiastic sq@port from the community, teachers
and students. Credit for this solution to the overcrowding problems goes
primarily to District Superintendent Russell Jackson whose support of

realistic educational change has encouraged the current emphasis on career

education.

In 1971, when the Arizona legislature appropriated‘money for the develbp-

ment of career education throughout the state, Roosevelt School District was

one of the first to submit a proposal and receive funding. It is the only
single'elementary district in the state so funded; most other‘grant ré;ipients
are county or city—wide districts. RSD administrators seized this opportunity
as a means of giving students practical skills, a broadened sense of career
possibilities, and a healthy dose of the self-esteem ‘they saw being eroded

by the unemployment-and-welfare cycle. Apathy -- ofﬁén justified by the
reality of the South Phoenix 1ife -- led youngstaers to drop out after the
eighth grade despite an open enrollment plan allowing sﬁudents to attend any
high school in the city. The challenge, then, was to reverse this pattern

by making school more interesting -- and demonstrably useful -- for,South

Phoenix students.

Tn designing the project, Dr. Norma Richardson, district director of
grants management, came up with an idea to get students and community people
together around cbmmon interests: mini-coursass taught by local people. As
a central activity of the project's first year, students and teachers set
out to identify what they were interested in learning. wWith the help of
carser education staff, communit? people with matching interests were located
and helpéd to develop mini-courses which they”taught in the school. Simul-
taneously, the project provided for recognition of "model" classrooms with
teachers who demonstrated initiative and creativity in intagrating caﬁeer'
education concepts into their activities. Many of the innovative measures
for stimulating teacher and student involvement are used as prototypes for

inclusion in otner state carser education proposals.

Today all 13 schools in the district are participating on a budget of
$120,000 from the state of Arizona's career education funds. Mini-courses

are still an important part of the project ~- primarily for sixth, seventh,
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and eighth-graders.. But the concept of short-term, special-interest projects
extends all the way to kinderéarten, made possible by mini-grants to teachers
and groups of teachers for such projects. Changes in the projeét have begn
few; new goals for involving more students and planning different activities
are added each year in application for funds. Most changes, however, have
concerned staff, including use of central Resource Teachers, this year, and

the use of on site coordinators in each school to help central staff reach

“ teachers who need assistance.

The Project in Outline °

By 1975, the district had developed a vital career education program by
doing what has proved so difficult elsewhere in the country =- by involving
its teachers, RSD's emphasis has been on getting career education ccncepts
into classrooms as quickly as possible by enlisting teacher.support, a
;trategy based on the conviction -~ largely borne out in Phoenix == that
teachers have an intuitive sense of what their students need and the creativity

ani ingenuity. to respond to those needs.

The program is spearheaded by the Career Education Office, a staff
which includes two resource_teachers, a media specialisﬁ, and a community
coordinator, under the direction of Coordinator Shirley Iaquinto. Former
teachers themselves, staff are sympathetic to the stresses of the classroom
and work in a low-key style, offering their resources and conducting a
public relations campaién for the career education concept. These pébﬁle
emphasize that no one expects.grade-school children to learn a trade or
choose a career, but they maintain that you're never too young to begin
tuning in to your own talents and interests and learning to relate what
you do in school to the grown-up world of work. Bring real-life activities ’
into your classroom, staff tell their teachers, and your students will sit .

up and take notice.

The program has an active Advisory Board and two committees of dedicated
teachers who help spread the career education word in their own elementary
and junior high schools. 1In keeping with its low-key style, the Career
Education Office prefers not to impose its ideas on teachers, but rather
tries to make it easy for teachers to participate by offering three kinds of

approaches:

® teachers can generate their own career education activity
ideas, write proposals, and receive individual mini-grants
to make those ideas work: . 1 1
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® teachers can use standardized materials and audiovisual equip-
ment furnished by the Career Education Office, and can field- .
test new curriculum;

e community members® are available to teach mini-courses in
classrooms, while community businesses provide work~exposure
opportunities.
Career Education staff back up these teacher options with a Resource Directory,
well-equipped central and in-school media centers, & teacher newsletter, and
specialists who alert teachers to what's ‘available for their use. A favorite
tool for introducing the career education conéept to teachers and the community

is the Arizona Career Education Clearinghouse literature entitled "The Three

R's == Plus Career Education." Coordinators in each school help the

Resource teachers reach teachers who can use assistance.

Salaries for the Career Education staff make up nearly half of the
pProject's $120,000 bud&gt for 1974-75. Roughly 20% (or $23,000) is earmarked
for materials and supplies for media centers; some $3,000 of this stipend is
set aside for mini-grants. Another $3,000 pays community members who teach
mini-courses, while nearly $10,000 provides transportation for field trips
and special projects. Secretarial salaries and fixed costs make up the
remainder. During the first.year of the project, Roosevelt School District
was required to provide lO%Lgfhﬁhe overall budget in in—kigq.resources.

That figure is now 20%, and consists of space and the servicesuof district

audiovisual materials, printing, and school buses.

The Project in Action

° Teacher-Generated Ideas

Probably the most popular feature of Roosevelt's career education
package is the mini-proposal, an individual grant enabling the teacher to
puﬁ-an idea into action. Proposals approved by the Careers staff bring
between 525 and $100 and are used to buy materials or equipment for career-

related activities. Teachers who apply jointly can be awarded mini-grants

"of up to $500 for cooperative ventures, and last year some 63 teachers took

advantage of the system. Grants financed a career-oriented puppet show

produced by third-graders; a travel bureau set up and operated by a sixth-

grade class; a first-grade cooking experiment; numerous money-management
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exercises using cash registers and bookkeeping equipment; student originated |,
slide and tape shows; and various units relating matﬁ, soc’al studies,

science, and language courses to occupations in the world of work.

Fifth'grade teacher Evelyn Starr has gotten a number of mini-grants,
one of them for several manual typewriters on which her students now type
their socialﬁscience and language reports. A recent mini-grant allowed her
to have a»confetence phone installed in her classroom so the entire class
can interview working people alnut their jobs. A wérm, quiet woman with
obvious devotion to herxstudents, Mrs. Starr is most proud of a-mini-propog;l
she and eleven other teachers wrote for a Hydroponic greenhouse. The $500
" award allowed them to set ﬁp a greenhouse on the school grounds, and more than
300 students helped with construction, se;ection and planting 6f seedlings,

and ongoing maintenance.

The project did more than teach kids about careers. Joe Ringer, whose
special-education class participated, tells the story of a boy who remained
completely non-verbal mcst of the school year, communicating only through
a series of grunts. The youngster began growing - cucumbers and became an
avid gardener, Mr. Ringer reports; but best of all, "Working in the green-.
house raised his self-esteem and his>image in the eyes of the other students,
and this helped him start talking." A group of gifted fifth graders benefited
too. They worked up a slide-tape show based on their experiences with the
greenhouse and presented it to the rest of the student body. One gifﬁé& Boy
described this project as his favorite school'éﬁtivity: "Once you get involved,

you can't get off of it -- you just want to keep  growing."

_ Why do teachers choose the mini-grant route? "It isn't the money,"
Evglyn.state; flatly. "That's barely enough to cover our expenses and
doesn't pay for the extra time we put in wriping and sometimes rewriting
the proposals. It's because we know the kids need these activities -- 90%
of the kids now come to school early, and the absence rate is way down."
Mrs. Starr proudly displays the results cf standardized tests her previous
fifth grade class took, tests in which they surpassed the sixth grade in
achievement. "And this class was totally immersed in career ed last year,"”

she beams. "It was the focal.pointoﬁqmy'teaching."

i3
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together to formulate ideas. In one school, two sixth grade classes have
submitted a proposal to produce a TV news and weather show on videot.ape for

viewing throughout the school district.

Although career education staff offer proposal writing workshops to

help teachers with the detailed behavioral objectives required of mini-

proposals, some teachers grumble about the amount -and kind of paperwork
involved. Using a standard format, teachers must submit the idea for the
mini-grant, desqg}be what materials or activites the money will buy, specify
the beh;vioral objectives by which they will measure the success of the
project, and identify specific career related activities that will take
place. cOmpieted mini-proposals are submitted to the District Steering
Committee, a group of seven administrators and teachers. Rather than

having to reject a proposal because it is incomplete, the project's resource
teachers pre-screen each submission and work with teachers to complete.or
rewrite them until they're acceptéble for funding. Project staff feel this
system provides valuable one-to-one assistaﬁce in helping teachers ihtegrate
career education into the basic curriculum. But while some teachers think
rewriting makes their proposals better, others bridle at requests for revision.
"It's a lot of work to write the proposal in the first place and takes a.lot
of time, one remarks, "especially if we go to the workshop. To raewrite them
is silly." A few teachers, inclﬁding this one, decided to implement career
education ideas on their own, without applying for extra money, to avoid the

‘extra paperwork.

It's a dilemma familiar to any bureaucratic organization, where the
need for efficiency and accountability may conflict with the everyday
realities of those performing the services. Shirley Iaquinto is well aware
of the complaints. A former teacher herself, Mrs. Iaquinto is sympatheﬁic
to teachers' concerns, but as an administrator, she must answer to the
district and, ultimately, the State Department of Educationr which furnishes
her $120,000 annual budget. '

Mrs. Iaquinto has already moved to reduce paperwork where she can. To

keep track of career education activities in the district, each teacher was
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at one time requlred to detail all such activities every month. This

~responsib111ty has now been delegated to the on-site coordinator at each

school -- a :eacher or librarian -- who receives a $350 inducement each
year to coordinate and report on her school's program. On-site coordinators
help  teachers use the resources in thelr own schools, and they're in a

good 9051t10n to promote the career education concept.

Not all career education éctivities are funded by mihi-grants. Many
are more informal strategies developed by individual teachers. In one sixth-
grade class, the semester's work in English was linked to job applications.
Students practiced reading andhcoméleting application forms and role-played
in;erﬁiews. Some teachers maintain career boxes of information on occupa-
tioﬁal clusters while others have their classes keep folders on jobs that
interest them and career-related school work. Such material is kept in the
classroom's Career Center, where students can spend free ﬁime examining

literature, using audiovisual equipment, even playing career-oriented games.

Each elementary school library in Roosevelt School District has pre-
occupational skill kits consisting of ample hands-on activities from various
occupgtions for use by teachers of kindergarten through grade.five. Primary
grades also feature lea;ning centers.in many classrooms where children can try

cooking, sewing, and industrial arts.

Really getting career awareness across to youngsters means more than
furnishing information and devising projects. The most successful teachers
in the program are those who see. their job as a chance to instill self-
respect and a sense of the possipilitigs of life inﬁo their éharges. Aware
of the disadvantaged economic ‘Position from which these children are starting,
they have a sense.of urgency in theiz,aiscussions about the future with their
students. A bilingual kindergarten teacher is adamant about the importance
of career awareness at an early age: "They need to know that no job is
menial. I tell them 'No matter what job you have, it's an important job

and you are an important person.'"

ASuch teachers are impatient with learning that can't be related to the
real world -- the world their students will have to survive in and their
frustration extends to the administrative red tape they sometimes encounter.

Many of Roosevelt's teachers grew up in Scuth Phoenix, most of them live in

I g
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or near this community, and many are members of minority groups, since
staff are racially balanced. They understand the world outside the school-
yard, and they're committed to seeing their students emerge from school with

an education that will be of practical use.

Because all teachers aren't equally committed to the career education
concept, the district can't rely totally on personal enthusiasm to get its
program across. Another important element for involving teachers is the

selection of one classroom in each school as a model classroom. The teacher

~receives extra funds for career education materials and ideally serves as a

model for other teachers. The success of this strategy is difficult to
assess because while some teachers feel they get good ideas from model
classrooms, others are too busy to pay much attention to what goes on
elsewhere in their schools. For some teachers, it's a chance for recog-

nition and extra funding without the red tape of career education proposals.

On a larger scale, the district has selected two elementary schools as
demonstration schools, which'means that each classroom is engaged in 'scme
kind of continuing cafeer'education activity. These schools are open to
visitors from all over the country, and each receives a $500 bonus toward

purchase of career education materials for its library.

Possibly the most effective element the program has going for it are
its two resource teachers, former classroom teachers from the District who
serve for two years withthe project and then return to their schools. Sandy
McCarthy, a vivacious third .grade teacher in the second year of her assign-
ment, remembers how it was when she began. "The first year was hard.
Teachers were hesitant, even a little suspicious about Qhat I was doing
and what I wanted froﬁ them. But now that they know me and like me, they're
much more eager to hear what I've got to say about career education, to ask
me for ideas about how to implement it in the classroom, and to request

materials from me."™ Sandy appiied.for the job after she'd heen awarded a

'mini-grant to set up a post office and store in her classroom. "When I

saw how much my kids loved 1t," she says, "I knew there was somethinq

meortant about the idea of career education.”

Dorothy Hornbuckle is in her first year. A soft-spoken black woman

with a wry sense of humor, she taught second grade last year and found her
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. new position somewhat overwhelming. "I applied for the job after I'd been

a model classroom teacher for a year. I thought the work was important and
the job would be good experience...Il must admit I miss the kids, though,
because in this job you mostly deal with the teachers. At first it was

hard getting used to the lack of structure. I was supposed to know all the
teachers and I didn't. [It's hard to know 250 teachers, the

number each woman works with.] Now that the teachers are getting to know
me, my work is much easier and I liké it a lot. There's so much freedom and
room for creativity on this job, things I'll miss when I get back to the

classroom. - -

Sandy and Dorothy go from school to school, helping teachers plan
career education activities, locating materials for them, suggesting strategies,
and in same cases, just talking with teachers, promoting the concept of career
education. "The teachers' lounge is the best place," says Sandy. "There you
can reach them in a relaxed mood." Says Dorothy, "You have to convince '
teachers that career ed is more than just jobs ~- it's self-awareness too,
especially in the primary grades and especially with minority children."
Both resource teachefs have found that new teachers are often more reluctahﬁ
to use their ideas in the classroom. "They're more worried about getting
their feet wet," explains Sandy, "and don't want to try anything new until

they've mastered the basics.™

What's the best way to influence teachers in the direction of career
ed? "Compliments," says Dorothy, "when they do something related to careers,
like mini-proposals.” Adds Sandy, "It's important not tc be too pushy and
not to demand cooperation, especially in the beginning. You have to let
them know that yoﬁ understand that teaching is a full-time jéb and you're
not expecting that they do a lot of extra work. Your attitude has to be,

‘I'm here to help you. I'm not here to béther»you.'"

Although the resource teacher position was designed to be a rotating
one, both women want to stay longer than two years, and Shirley Iaquinto
is taking steps to make the positions permanent. "We're just getting to
know the ropes. The teachers are beginning to trust u§ and use us, and we
could be even more useful if we stayed on," they feel. Teachers echo the

sentiment. Says Evelyn Starr, "We're just getting used to them and now they

17
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have to go. Who knows how we'll get along with the new resource teacher’“

The rationale behlnd rotatlon was to build up a cadre of teachers in district
schools with an understandlng of and commitment to career educatlon.‘mthe
system was good in theory, but had drawbacks in practice. As it is, most
teachgrs‘who are interested in career education wish that'Sandy and Dorothy
could spend more time with them. While they try to see each classroom teacher
twice a.month, it's a promise they can't always keep. "We're spread pretty
thin," Dorothy admits. V

A crucial link in the whole system is the school principal. "If they
aren't for career ed," Shirley Iaéuinto notes, "then the teachers who are
interested have to sneak around behind their backs to do things."” Sandy
and Dorothy sell the merits of their program to principals as well as teachers,
since all career education activities must be approved by them. One prin-
cipal they don't have to sell is Goldye Hart, the district's first black
woman in this position. Mrs. Hart preceded Shirley Iaqunito as cdordinator
of the career education project and retains her belief in the importance of
the concept. "Teachers need to realize why they're teaching,™ she asserts.
"They're responsible for a child becoming a citizen. Students need to know
why they're learning to read and write. It's so they can function as adults."
A warm and dynamic woman, Mrs. Hart remembers the resistance primary teachers
had to career education in the beginning, but she points out that once they ‘
understand that the emphasis in elementéry schools is on self-awareness and
the dignity of all work, they become more interested in joining in. Then
it's up to the principals. “If they're not for it," she says, "not much ‘can

1 happen at the schools.”

° Standardized Curriculum Material

Although Roosevelt School District places its major career educatiqn
emphasis on encouraging creativity by individual teachers, an effort is also
made to develop and field-test curriculum and audiovisual materials. Career
education units developed in the district as well as elsewhere in the state
are field-tested by teachers who are compensated for the egtra time they
spend on preparation and reporting their results. Successful units are
implemented by interested teachers the following year. Sandy and Dorothy
actively recruit teachers for this phase of the program: at the moment, 19

are.fieid-testing and 16 are implementing succéssful units.
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Teachers seem less enthusiastic about working with complex units
developed. by others than'they are-about.creating their own materials
through mini-propcsals. Again, because of the administrative necessity of
feedback and accountability, such new units require extra paperwork,'and
RSD's teachers are no fonder of this aspect of education than their counter-

parts around the country.

Sixth, seventh, and eighth grade social studies students can explore
the world of work in standardized units provided by the career education
project. These units are designed to fit into the regular social studies
curriculum, but students are given special workbooks to use. In addition,
teachers at the junior high level administer Self~Appraisal tests to their
seventh- and eighth-graders. This one-page intarest assessment was developed
by teachers in the district as a shorter and sasier form than other standard-
“ized interasst tests. After students have indicated the career clusters they're
interested in, they're grouped according to interest and provided with special
materials andfactivities. Many of these occupationally specific materials are
collected- through the Career Center from ;ccal and national businesses; they
include pampnlets from the U.S. and Arizona State Offices of Education and
Employment Services and prepared occupational materials from the Career
Education Clearinghouse which is' a member of ERIC. . Xeeping abreast of
commercial media now being produced takes a gréat ceal of the coordinator's

and media specialist's time.

John ¥, Rennedy Junior High is the pride of the district, a year-round

school featuring open classrooms and a computerized learning management system

for individualizing instruction. Zach student's program is specially planned

by the Westinghouse Individualized Learning System, and students move from

one learning center to another during the school~day The "homebase" teachers

keep career files for their students and design projects in llne with the

interests each has identified in the Selz-Appralsal

The team teachlna and
flexible scheduling makes fi=ld trips and resource speaker programs easier

to arrange at this junior high.




JFK'students can get hands-on exéerience ie industrial arts, home
economics, music, and art classes. All kids -- boys and girls =-- try them
in rotation. Although the district's other two ijunior highs are more
traditionally organized, JFK's teachers and administrators hope they'll
eventually try this system. "Implementing career educatien in traditional

junior high systems is more difficult," according to Shirley Iaquinto,
"because students change classes all day and a sustained in-depth presentation

takes a great deal of organizing and coordinating between teachers. In
addition, teachers at this level tend to be subject-matter oriented and are

often more resistant to adding to .their curriculum."”

At the Trainable Mentally ‘Handicapped School (for students. 12 to 18),
the main emphasis is on preparing students for an occupation. For-example,
youngsters work on a mock assembly line to get practice for when they'll be
on their own, working to support themselves. About 20 students are now

"attending this facility, and all are involved in some work-related activity.

Roosevelt School District has also invested some of its budget in media
development. Meg Hauter is the Media Specialists for the career education
program, (a bright, no-nonsense woman who's also a former teacher). Sbe puts
together a monthly Career Education Newsletter for all teachers in the dis-
trict to report on what's happening in classrooms, what's new and interesting,
what uncommitted teachers might want to try. Meg also runs the program's
Career Education Media Center (copied on -a smaller scale in each school
llbrary), a collection of materials, games, toys, hands-on projects, and
audiovisual materials. She works with teachers any way she can be effective,
which may mean showing them how to run a projector or slide show, or_j

telling them about projects other teachers have had success with. Through

the resource teachers and the newsletter, RSD teachers are urged to make

use of Meg's talents.

° Community Resources

People aren't paying lip service to an educational ideal when they say
tbat Roosevelt School District has a close relationship with the community it
, serQes.“?he‘Yery real bond that exists is due partly to the small size of the
district and partly to the social and physical isolation of South Phoenix

whicb tends to draw residents closer together for mutual support. Community
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~sense of pride in their schools, and a feeling of usefulness. They can see

‘These courses are available for sixth-grade students; seveath- and eighth=-

to share with their students.

céntrol of the school system, heralded elsewhere in the country as én innova=-
tive soiution to inner-ci?y problems, is a fact of life here. Consequently,
tﬁis career edﬁcation program is an outgrowth of community.neéds and as such,
enjoys real participation and support from its commﬁnity. Community members

who participate in the program reap an increased sense of self-esteem, a.

that their participation is considered important. o

One way community members are drawn into the process is the mini-course.
Principals, teachers, and career education staff are all alert to the kinds. _ _
of job-related skills students want to learn. Careers staff thqpv;gcruit~iay¢  §§}.2.
experts to came to South Phoenix schools and teach. Lay instrucﬁb%é'aié' o

paid $5 an nour for a mini-course lasting an hour each day for 15 days.

grade levels are oftan taught by classroom teachers who have special interasts

In one mini-course last year, a Chi;ano industrial arts student from
Arizona State University taught auto mechanics to interested sixth-graders.
Other courses featured cake‘decorating and home-based industries, commercial ™
art, geology, landscaping, health services, home maintenance and repair,
and the légal profession. Students choose for themselves which course they'll .

attend frcm the several offered at each school during the year.

Careers staff look for minoiity-group members who will teach. Good role
models are important for the students, and a side benefit is increased
community respect for the teacher. Says Shirley laquinto, "Lay people who
teach these courses are givenstature. A Japaneée-American man who went to
school here taught a mini-course on landscaping, and when nis parents found
out that their son was teaching in the same school he went to, they were so
moved they sent the carszer education office a bouquet of flowers." 1In

addition, says Mrs. laquinto, "mini-courses teach teachers, too." Classroom

teachers become aware that non-professionals have skills and really can
contributs. In addition, parents sometimes teach mini-courses, and some

make themselves available for day-to—day classroom. instruction as aides.

At the junior high level, students are increaéingly exposed to the

working world. Garnett Beckman,tthe project's Community Coordinator, heads
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a work exposure/work experience program which gives kids a chance to explore
in more depth the occupations that appeal to them. Mrs. Beckman encourages
seventh and eighth grade teachers- to administer Self-Instructional Work
Kits, programmed learning materials designed to gquide etudents through the
process of applying and interviewing for jobs, and she arranges for student
meetings with working people to give youngsters first-hand information

about job reéui:ements, working conditions, the benefits and drawbacks of
various occupations.

. Sgudeﬁts can also spend a day on the job with: the people they've

"interviewed, or they can ac;uaily put in a day's work at a ldcaL"buéiness.

 part of Mrs. Begkman's job consists of lining up employees totake part in’
the work exposure program. Current participants include a day-care center,
a flower shop, a real estate office, a department store, and an income tax
concern. She also locates mini-course instructors and helps design’eourse'

sty

content,

John Ivar owns an auto supply store and hes had several boys work with
him in the past two years. The first time, the youngster was scheduled to
spend a Thursday with him, but he returned each Thursday for.three weeks
instead of going to school. "He thought he had a job," chuckles Mr., Ivar.
The second boy wasn't interested in working and was removed at Mz. Ivar's

* request. Then came Joseph Benitez, who worked out beautifully. John!Ivar-
'8till talks about how conscientiuous Joseph was and how he wants to hire
him when he's old enough. After spending the day with this'boy, he called

the Career Education Office to exclaim, "Marvelous, marvelous!"

Mrs. Beckman also recruits Phoenix residents who are willing to visit
Roosevelt School District classrcoms and talk about their careers. These
People are listed in a Resource Directory distributed te avery district
teacher, along with a description of what's available from the program's
Media Resource Center and a multitude of suggestions for field trips in
the greater Phoenix area. The Directory is apparently used, and usad well:
1,036 field trips were undertaken in the district last year, most of them
arranged for by teachers. Says Shirley Iaquinto, "To he most effective,
field trips must relate to what is being studied in the classroom. The

teacher and the students shnould pian them togetner. We send out a monthly




bulletin with suggestions for visitation sites, resource speakers, and other
ideas for enriching the a2ducational program. Garnett helps expedite requests
for buses through the transportation department. We use the school buses

and drivers between their regular pick-ups and deliveries."

Another project last year was the Career Education Community Feir
organized by career staff, teachers and community members. The whole district
came together for this one-day event, where students, teachers, paréents and
local residents could mingle and share information-and expertise. Exhibits.

and live demonstrations of skllls were geared to student and community

1nte:ests and business representatives gave their time to explain their
fields.

%

The Project's Advisors

Internal committees have een set up within the school system for
teachers who want to learn more about carser education. Initially, they”
join the RDS Carser Zducation Committee, and after a year of working with
Mrs. Iaquinto on the basics of the field, members are promoted to the
Teachers' Advisor? Cammittee which works with staff and uninitiated teachers
to strengthen carcer education in all district schools. These commi ttees,
which meet jointly from time to time, are seen as an important communication
' link, a way of formalizing volunteer commltment and providing the project

with a pool of informed prof=551onals.

Minimal compensation is given for particpation in these groups, and
because extra time and work are involved, some teachers feel the committees
are too demandihg. An occasional concern is that directives often come from
acove without enough consideration for teachers' opinions about how career .
education projects should be carried out. These criticisms are to be expected

rcam seasoned professionals who've spent their own time learning about this
concept, who believe in their program and know what they want to do with it.
aAs Shlrley ;aaulnto acknowledges, "A good teacher can teach from a very
briefly sxetched—out idea == it's the administration that needs to see

things spellsd out."

In a small, tigatly-knit community like South Phoenix, efforts like

this career education program are likely to founder without the endorsement




of community leaders. The district has solicited community participation
through another advisory forum, the Community Advisory Board, which brings‘
together teachers, parents, and community leaders every eight weeks to

consult on career education strategies and'work out ways to ehare resources,
Instrumental in planning events like the Career Fair, the board garners local
support for the project, gauges citizen reaction, and bringé fresh perspective

to the academic scene.

Advisory Board members are well aware of the stakes involved in career

education -- nothing less, they feel, than the futures of South Phoenix

youngsters. "Kids here have no idea of their potential," says Revefend

Don Rowland. Willie bemery, a black factory foreman who chairs the board,
agrees: "Career education is very important. You must make kids understand
that there's a 'future for everybody -- especially kids from thlS communlty,

many of whom come from broken homes and welfare families."

While the project is responsible to its lecal community, it's also
responsible to the larger community -- the Roosevelt School District admin-
istration and the State Department of Education. Both are watching closely
and holding the program accountable for student performance in career educa-
tion and maintenance of overall academic standards. To reassure administrators
that career education was not interfering with regular academic progress,
the district recently compared yearly achievement tests by students in a
career education demonstration school with fhbse in a control school where
there is less program involvement. As staff expected, kids in the demonstra-
tion school surpassed their peers in the standard academic measures required

by the State Department of Education.

- Making Similar Programs Work

A critical factor in the success of the Phoenix project has been a state-
level commitment to career education. The career ed concept was not an
isolated experiment in the Roosevelt School District -- it was, and is, a
statewide policy. Virtually everyohe from program staff to the district
superintendent ackhowledges the impcrtance of this executive support for the
growﬁh of their program and similar efforts across Arizona. Although the
program staff must submit a proposal each year for refunding of career education,

they are not presently worried that the state's appropriations for career

o 24




education will dry up unexpectedly. Arizona spent its first career education
money in 1971, funding two million dollars worth of pilot programs across the
state. Subsequent legislation committed an average of 3 million dollars each
year in support of career educa;ion for a 10 year périod beginniﬁg in 1972.
Despite this assurance, Roosevei£ District's program staff are incorporating
career "education into the school system through the teachers whose salaries

are not dependent on special state funds. "Our emphasis .is on expanding trained

teachers through their work with the Recourse Coordinators and participation

in Advisory committees," says Shirley Iaquinto, "and we believe the mini-grant
offers the best incentive for teachers to depend on themselves and each other

for ideas and materials."

In addition, the district administration has acknowledged the importance
and demonstrated success of Mrs. Iaquinto, her staff and teachers by
incorporating career education into the district goals. And, because of the
uncertain economy in 1974, District administrators have instituted a regular
revie& of special projects to insure that unexpected changes in state funding

will not mean the end of career education, or other special efforts.

While the district will seek state support for its program as long as
‘it is available, administ}ators have from the beginning enlisted the support
of its own community and has provided interesting ways for local resideﬁts
to help. '

Teachers in South Phoenix, like teachers everywhere, resist additional
red tape and paperwork, and the project has responded by streamlining
procedures wherever possible. 1In the case of mini-grants, staff are
accountable to the district and must insist on behavioral objectives and
formats some teachers find time-consuming. "(feachers here, as elsewhere,

have difficulty formulating behavioral objectives.)

In getting the career education concept into the schools, project staff

have also found it critical to sell the idea to principals and earn their

support. Principals with a whole-hearted commitment to the program can
really make things happen, while those with little interest represent road-

blocks to teachers who do want to participate.
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"5Plexibility is also important. Although the idea of rotating resource
teachers was a good one, -the project has found that after two years, when
staff were due to be reassigned back to their schools, they had gained so
much expertise and rapport with teachers that no one wanted to see them
leave. Rather than waste this valuable experience and the time it takes

to break in new resource staff, the Coordinator is opting for consistency

and keeping the present staff on.

Certainly another critical element is the strong personality qf Coor-~
dinator Shirley Iaquinto and the dynamic predecessoré she follows.n
Mrs. Iaquinto is an effective administrator and a tireless campaigner for
career education. A veteran teacher, she became convinced while teaching
adult education courses that career education was the way for schools to go.
"I've always wanted a job where I could influence the direction of education,”
she says, "to make it more relevant to the present and future needs of each
child. To me, career education is a very broad concept designed to help
students learn how to learn, how to live, and how to make a living. I

think that within a few yearé, career education will be an integral part of

all education, and elementéry teachers will be leading the way."

Finally, the South Phoenix career education program has been effective
because it respects the teachers it works with. Staff are former teachers
themselves and know what it's like to deal with students, curriculum? and
administration day-to-day. Their style is not to push but to‘persuade, to
o%fer their talents and resources but not to impose them. The program's
étructure itself is predicated on respect for thg ingenuity of teachers, with
mini-grarits and other encouragements to creativity. Wherever possible 'in

+ (3 ! i 3 3 . (3 B
this system, teachers are given compensation for their efforts and financial

inducements to try something different.
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IN-BRIEF

pos Angeles Comprehensive Career Education Program
450 North Grand Avenue
Los- Angeles, California

Robert A. Sampieri, Project Director

The Comprehensive Career Education Project is administered by the Office of
Career Education for the Los Angeles Unified School District. The Office
of Career Education was established under the supervision of the District
Superintendent’ in 1971; with federal funds, the Office administered three
phases of research and development to plan for the Comprehensive Career
Education Project. Research and development funds totaled approximaﬁely

$1,138,360 from the U.S. Office of Education and the National Institute of
Education.

Presently, in 1974-75, the Office of Career Education administers five
programs in the start-up period of a five-year implementation plan for the
District-wide project. The five programs administered through the Office of
Career Education in 1974-75 include: ‘

Los Angeles Alliance for Career Education
Career Expo '75

Personnel Exchange Program
Competency-Based Career Experience
Secondary School Option Feasibility Study

Project Staff (Career Education Office):

Project Director .
Project Leaders (5-one for each of the programs above)
Administrative and secretarial support (3)

Funds:

For 1974-75, the start-up of the five year implementation plan, the
Los Angeles Unified School District provides funds for staff and some
development of the five programs in the Office of Career Education.
Additional Money for development of the Competency-Based program comes
from the U.S. Office of Education. Funding for 1974-75 was:

Office of Career Education from the

Los Angeles Unified School District ) $365,000
Additional funds for Competency-Based Career '

Experiences from the U.S. Office of Education 50,762
Operating Budget July 1974-June 1975 : S $415,762

los Angeles and the School District

The Los Angeles School District covers 710 square miles and includes 662 schools
and 726,800 students organized in 12 administrative areas. Decisions concerning
schools within the district are made by Area Administrators. The Office of
Career Education coordinates or has incorporated existing career education
programs in Los Angeles, most notably the "Project 70's" a forerunner to the
Alliance, one of the five implementation programs.
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The Comprehensive Career Education Model being developed by the
Los Angeles Unified School District is still in the process of becoming.
' Research, planning and development of small pilet projects must precede
full implementation of a district-wide plan. Los Angeles' school district
‘encompasses 710 square miles, 662 schools, and 726,800 students at last
count. When you're working on a scale like this, you need to know what's
likely to succeed before you commit vast human and financial resources to
any program. The Career Education Office for the Los Angeles Unified
School District is moving methodically ahead, implementing a series of
five projects that emerged from a detailed planning and development

process. Addressing the concerns of different groups, and proceeding at

different rates, these five projects share a common philosophical frame-
work. They are being implemented through a process explicitly designed
to secure and maintain the cooperation of both business leaders ‘and the
twelve Area Administrators who are responsible for running the twelve

areas which make up the Los Angeles District.

Bob Sampieri is Coordinator, of the Comprehensive Career Education

Model Project, a former social science teacher whose talents landed him

in the District's Central Office early in his profess%onal career. He

and his staff of specialists are currently in the first year of a five-

year implementation period that followed three years of comprehensive

analysis énd planning. The five projects that are now being tested are
. .the synthesis of choices made by Area Administfators and the District
Superintendent's office from amohg fourﬁeen "implementation options"
which emerged after a Qery extensive period of planning by Sampieri and
his staff. |

Each of the five programs can be considered a separate career
education effort, but constitute, according to Sampieri, "a set of
visible, politically and economically feasible options" for beginning

the implementation effort in district schools. The five are:

e The Los Angeles County Alliance for Career Education
brings together business and education leaders to
support specific career education activities;
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® Career Expo '75 demonstrated occupations and provided =
career information to the c1ty s ninth and tenth-grade
students;

L the Personnel Exchange Program places teachers and
counselors in area businesses for ten days so they can
observe jobs and skills related to their classroom
subjects or guidance interests;

) the Competency~-Based Careur Experience Project develops
job slots in local businesses to provide entry-level to
job skills for all high-school students as a prerequisite
for graduation; ' ’

e the Secondary Senior High School Option tests the feasi-
‘bility of open classrooms and rotating administrators
in one senior high school.

All but one of the above projects are funded by the Los Angeles District;
the Competency Based Career Experience Project is operating in its first
experimental year with a grant from the Unite@ States Office of Education.
In addition, a sixth project selected by Area Administrators and the
District Superlntendent s Office is the distribution of career education
and gu1dance materlals for grades K-12 in the district. This project is
continuing evaluation work done during the three-year start-up planning
period. .This sixth project is administered by the curriculum division of
the district, not by Sampieri's office and is, therefore, not described

at length in this study.
Origins

los Angeles' involvement with comprehen51ve career education formally
began in 1972 when the city was designated by the U.S. Office of Education
as one of six sites to be funded to use career education curricula. The
other sites are Pontiac, Michigan- Atlanta, Georgia; Hackensack, New Jersey;
Jefferson County, Colorado; and Mesa, Arizona, and all were coordlnated
by the Center for Vocatlonal and Technical Education at Ohio State Unlver51ty
In September 1972, the Office of Career Education was established at the
district's central headquarters in Los Angeles with Bob Sampieri and one

assistant.

As the district commitment to career education strengthened, this

initial curriculum project became Phase I of a two-year planning period

‘which had three phases.
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- Phase I: Funded by the Office of Education for $1,088,360. This
bphase Qas a ;esearch and development effort to produce career education
curriculum and evaluate relevant units developed by commercial publishers

- for students in gradés K-12. Thirty teachers and three resource»people'
worked full-time on this project with the District choosing some 235 units
for further refinement and use at the end of the two-year period. Guidance

materials were also developed.

Phases II and III: Funded by the National Institute of Education
for a total of $50,000.  Phase II was a three-month case study of the

District which included a needs assessment of teacher, student, parent
and employer interest in career =ducation concepts and an evaluation of
existing district pfograms which could provide a basis for a comprehensive

career ed model. (The District already had a work-experience program,

for example, as part of its vocational education offerings, in which
students were placed in part~time jobs, usually for pay, while attending

high school.)

Phase III entailed concrete planniné and preparation for a csmpré-
hensive district-wide program. It was during this time that Sampieri and
his assistant prepared and presented to Area Administrators the fourteen

 implementation options, detailing for each the scope of the proposed
activity, the budget required for staff and materials, and the number of
students, teachers, counselors and business people potentially affacted.
Each option included the location of its.effect in the first"year: the

district, aresa, or local levels.

All the projects selected by the Area Administrators and the
Superintendent's office were aimed for initial impact at the district
level; they wers to be pilot teste. first, and implemented as funds from

the District were approved.

All but one of the projects adopted the first year of the five-year
implementation period had a direct relationship to activities or pilot
tests conducted during the three planning phases. Only the Competency
Based Carcser Experience Program was not directly anticipated by the

planning phase work, but interest in the performance-based competence
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came from other district planners,'and from research work done by
Sampieri's office during that time. The five-year implemenfation plan
was begun in July 1974 when the District took over funding of the Career
Education Qffice. By January 1975, when the program was visited,
Sampieri's staff“had grown to nine with the addition of five specialists

and two administrative assistants.

Philosophy and Strategy

Underlying the Los Angeles career education model is a philosophy
articulated at the very beginning of the project by Sampieri's office with
the help of a school-community advisorv group. In a document entitled
"Philosophical Guidelines: Comorehensive Carser Education," the group looks
at the historical purposes of educatlon and calls for re focuSLng of our
energies and reorganization of our educational institutions. The "work ethic"
which views the individual in terms of the economic needs of society is
rejectad, as is the "service athic," which sqbordlnat=s the person's interests
to the social, political or cultural needs of the country. Both ethics view
the individual in terms of outside forces. Drawing from the w:itinés of
- Rolly May, James Coleman, Alvin Toffler and others, the group posits insﬁead
the "ethic of intent.L.baéed upon the assumption that éach pérson is respon-
sible for his/her actions and must be an active force in shaping nis/her
destiny.... The goal of Comprehensive Carecer Sducation is to provide a
facilitating process for iﬁdividuals to better accompiish this eﬁerging
notion and for the public schools to function as an enabling institution

designed to meet the client's-needs.”

Giving students>freedom of choice and a basis on which to make
informed decisions about their lives requires real changes in the wéy
educational institutions provide learning opportunities,-according to
Sampieri's reéearch. G:ne crucial element of change is the participation
of business people who san provide solid working knowté&éé to students
about career optioné in tafms of skills, advancement, Qorkinq conditiods,
industry outlooks, saléfgg ranges, and many other‘ccns»ideratio'ns. Such
information must be,constahtly updated implying a close working rela-
tionship between a career education program and local business and

industzry.




e Community Strategy

Bob Sampieri and his staff spend a great deal of their time and effort
developing relat;onships with the locai business community. The Los Angeles
career ed project is characterized by a determined realism on the Qar:'of
its staff, who no longer believe that business people can be exhottéd té
help oﬁt such programs simply out of gpodwill toward young people or
educational institutions in general. Instead, staff are appealing to the
business community by offering it a chance to influence the kind and quality
of workers it will eventually be hiring. Business people also see the
project as a chance to iafluénce youngsters who may perceive businesé in
general and companies in particular as antithetical to- their own personal

interests.

Skepticism, however, isn't one-sided. The business community is
skeptical of education's abiiity to produce qualified workers. Career
education staff in Los Angeles have had to fight education's image as an
"ivory tower." "What we tried to do in our initial project leading up to
this comprehensive plan,” safs Bob Saﬁpieri, "is to dehonstraté to the
selééted power structure in business that we had in the District some people
with management skills, administrativelexperience and instructional expertise
to make their task succeed. The idea was that they need somethihg, we need
something -- so we exchange. We tried to demonstrate that we were capable
on their terms.' Schools used to try to demonstrate that they were
capable on their own terms, and nobody likes educational terms. We go
to them with concrete plans, with flow charts and printouts, and we. reach
them through the appropfiate personal channels of power. Business has to
have a motivation to get into career education. Unemployment is one
motivator. When unemployment was high in Los Angeles not long ago, we had
the Watts riots, and these people have long memories.” The Los Angeles
County Alliance for Career Education discussed in.a following section is
an umbrella organization to encourage business' cooperation in the projects
developed by tﬁe Office of Career Education eventually in area level or
local career education efforts. Three of the present efforts rely heavily

on local businesses for their success.
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e District Strategy

Strategy for selllng career education to the business community was
one challenge for Samplerl, another was selling career education to other
levels of district personnel who would ultimately have respon51b111ty for -

administration of the "infused" career education elements.. .

By offering local Area Administrators control over the direction of
career education, the Comprehensive Career Education program took a vital

step toward enlisting their support. But most of the coordinating effort

was emanating from Sampieri's office in the administration building on

"the hill," as the District's offices are known among school people.

"But the néxt sﬁep would have been for people to bégin saying that
I was building an empire down here in the district office," Bob points
out. "So our approach was different." For projects in, say, staff
development where monéy would have to come into the central office,
Sampieri told the Board of Bducaﬁion, "If you want curriculum development
for career education, don't give the money to the‘Career Education dffice
to do it: give it to the curriculum division in the District, and then
we'll work with them to see that we add some of our career education
expertise to their experience in curriculum. This way, we spread the
money around, people can continue to do their jobs with a slightly
different perspective, and the project becomes truly an enabling effort,
not a completely new ;pd oﬁtside-run requirement. We asked for $330,000,

but the District decided how it wants to spend it."

The curriculuﬁ and guidance distribution effort selected by adminis-

_trators as a sixth project was funded for $114,000 and is being operated,

as Sampieri outlined, by the curriculum materials division of the District's
office. Selection of the curricul; in each Area will be‘made by the
Advisory Committee in each of the District's thirteen administrative areas.
Designation of Career Advisors in each Area was not one ofvthe options
selected by the District Superintendent's office or by the Area
Administrators. However, as theése Career Advisory Committee; begin to
function in selecting curricula, Sampieri suggest that they will lead to
the appointment of Career Advisors or similar staff in each Area who can

help the implementation effort.
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Each of the projeéts handled by the Office of Career Education in

Los Angeles is in its first year or in a pilot stage. Only Career Expo '75
~will have been completed by spring of 1975: ‘the other programs will

gradually be installed at a pace determined by the availability of funds
throughout the District. Together, these programs focus on_separﬁte groups

of people who'll be affected by the long-range plans of the five-year
schedule--students,‘teachers, guidance counselors, and the business community.:
Each project has its own Coordinator and a separate set of goals and timetables.
Each is being tested this year to wéed out snags and help staff project a

timetable for District-wide implementation.

los Angeles County Alliance for Career Education

Its proper name is the Los Angeles County Alliance for Career Eduacation
and Industry-Education Councils, and its aim is to coordinate, support and .
expand career education pfogramé in the county. It's a partnership between
business, industry, government and labor which has its owﬁ programs in the
county, some through Industry-Education Couhcils, and others through
Chamber of Commerce and similar business organizations. The Alliance
cooperates with the Career Education Officé for District-wide projects.
It was a direct outgrowth of "Project 70's" the community involvement
component tested during the planning phases of 1972-73; it was redesigned in
1974 to work more closely with the state-wide organization of Industry-
Education counties. Because the Career Education Office needs a day-to-day
working relationship with the'Alliance, it has loaned the services of staff
member Dr. Kaare Jacobsen for a five-month period during which he's serving
as Director of its activities. Jacobsen has excellent career education
credentialé, haVing worked with the Center for Vocational and Technical
Education at Ohio State and later helped implement a K-12 district-wide

career education program in Connecticut.

The Alliance sponsored Career Expo'75, a l0-day exhibition of career
education displays held in February, 1975, and its members are also

involved in the Personnel Exchange and Career Experience programs to be

described below. Jacobsen's main concerns at the moment are locating

business people who can help develop placement and work-experience slots

for local schools and finding additional staff to provide ongoing liaison between
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business and the District. When the Alliance is more firmly established,
he will be assisted by a loaned-executive arrangement whereby companies
will lend the Alliance an administrator for a year, with salary paid by

the Career Education Office. By 1976, the Alliance will be funded by

state money through the Industry-Education Councils. Dr. Jaccbsen is also
busy this year finding new members to serve on Industry-Education Councils
(séven regional, one city-wide) and trying to_broaden education's represen-

tation on these bodies.

" Soliciting cooperaticn from the business community is a job made more
difficult by the fact that some organizations have been involved in career
education for years and feel they'ré already doing things proposed by the
Alliance. Says Sampieri, "Nobody can create something brand new without
somebody else saying, 'Well, that's what we're decing.*® 1If you're going to
do it in pink, then they‘'ve done it in blue. Sc the first problem in setting
up a county-wide organization like this is that somebody has o give some
control up to a larger organization." This is true not only for business
organiZatioﬁs but also for Sampieri's office. Bob and Xaare &txry to involve
business leaders by showing them they have a vested interest in making
contact Qith their future consumers and constituents, Henry Weiss, Industry-
Education Cocuncil Vice-Prasident in California, agrees, and adds further
that if business doesn't like what's happening in education (and many businessa:
people claim loudly that education h;s missed the boat), then it should be

willing to-get involved in helping make changes.

In théir dealihgs with the business'commupity, career education staff
try to go directly to decision-makers. "It's tremendously important,"
Beb Sampieri states, "to. involve people in high positions who can make deci-
sions which affth the whole agency." This is true not only in the business
sector but also in District and area school administrations. Moreover, he
‘asserts, Wfirst-person contacts afe the only way to get effects, and how fast
you go or how far depends on the iatensity of that contact." Sampieri,
Jacobsen, the District Su;erintendent and other school personnel work on all™”
leveis of business organizations like Chambers of Commerce, the Rotary, the

Merchants and Manufacturing Association, and many more to demonstrate the
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District's interest in industry's problems and to locate contacts and exper-

PP

tise for career education's cause.

Career Expo '75 -

Career Expo '75 was a l0-day exhibition of career-related displays

held in February 1975 for 121,000 freshman and sophomore high-school

students. A high-visibility kick-off project to involve businesses and

" schools in the Career Education Office's first-year implementation plan,

it also had specific goals for students and teachers:

) to demonstrate job skills and clusters of occupations
available at particular employers;

e to introduce model materials for preparing students to
utilize a field trip for learning about careers;

e to bring students and teachers in contact with area
businesses to stimulate further cooperative learning
relationships between schools and businesses.

Career Expo '75 was sponsored by the Los Angelés County Alliance for Career
Educatioh with co-sponsorship from the District, the Chamber of Cormmerce,
and several other organizations, and was held at the Great Western Exhibit

Center, with transportation furnished by the District.

Assembling a show of this magnitude was an overwhelming task. To ‘do it
the Career Education Office borrowed Marty King, Vice-Principal of Van Nuys

‘High School for a nine-month period, paying his salary out of its own funds.

Doing the job right meant finding out what usually goes wrong with these
exhibitions, so Marty traveled to career‘cénvehtions, ciinicsrand fairs in
Denver; Colorado; Atlanta, Georgia and.other states. To get participation
from a good cross-section of business and education, Marty lauhched a recruit-

ment drive with help from Jacobsen at the Alliance and .the Los Angeles

-Junior Chamber of Commerce which resulted in the involvement of more than 150

business and District leaders in the planning and management of the show.

' One incentive for business participation they offered was inexpensive
publicity. The project launched a major publicity campaign with press
releases and photographs which was stepped up during the final six weeks

before'the exhibition opened. All media were invited to cover the first day,
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attended by Governor Pat Brown, Jr. Recruitment of exhibitors was also.a
massive effort, much of it accomplished with help from the lLos Angeles
Junior Chamber of Commerce, which sold space at $150 per booth to offset
project costs. Displays were put together by more than 500 firms and
agencies, from the féderal government (civil service, HEW,”IRS, customs,
the military) to major corporations (banks, life insurance and oii
companies), and down to smaller operations such a§ s;hools of modeling, .
cosmetology, interior design, and so on. The sole purpose of these
exhibits was to inform: no one was allowed to solicit or recruit new

employees. Some retailers, airlines, financial institutions, communica-

‘tions media (radio and TV) and entertainment companies were difficult to
recruit, although repreéentation from each field had booths. Response
from labor unions was poor. Many adopted a wait-and-see stance, unwilling
to‘commit themselves until next year, when they could judge the quality

and success of this first presentation.

Because Marty'learned that students at other fairs were often not
properly prepared for fair activities, he designed a package of pre-Expo
‘classroom activities and teacher guide for using them to make sure teachers
and students got the most from their experience. Shortly before the Expo
opened, students began focusing on occupational clusters they wanted to
explore. An itinerary was set up énd each youngster was instructed in the

use of a career investigation form developed by Marty to provide feedbgck.

Many evaluations by teachers and students were favorable and busi-
nesses on the whole felt their ti:ie and money spent was worthwhile (Sampieri.
" estimates that the average cost to employers was $5,000 counting the '
exhibitors fee, cost of transporting display materials, preparing the
exhibit, and paying staff for the week-long on-site representation. One
of the majof problems was the scheduling of large groups of students into
the hall and ensuring that they really learned from the demonstrations or

exhibits at the Expo.

Rather than try another massive centralized effort, the Career
Education Office has opted for a completely different approach designed
to amplify the work simulation aspects and provide mére in-depth exposure .

to jobs for smaller groﬁps of students at less cost for employers.
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Businesses will be asked to develop criteria listing what they héve to offer
to student observers and what kinds of students, under what conditions they
can best host studékt visits. Claésrooms, on'the other hand, will develop
criteria concerning what they want to knoQ about businesses. These two

sets will be matched and each group will be charged a small fee for the
matched visit. All visits will take place during the month of April 1976,
public school month; Sampieri's office is hoping to develop other plans

for encouraging businéss to learn>more about schools during the visits and
during the month. Although both businesses and classrooms will contribute
to the costs of the visits (indirectly the classroom fees will come out of
area budgets) the district has already underwritten the édditional cost of -~
transportation to businéss sites. As a pilot project, Sampieri considers
the Expo '75 a success because it has led to different plans to increase

communication between schools and businesses.

Personnel Exchange Program

The . Personnel Exchange Program  (PEP) is based on an earlier pilot
‘operated jointly by the District and the Chamber of Commerce, in which
some fifty teachers and counselors visited area businesses one day a week
over a ten-day period‘during 1973-74. Originally éonceived as a real
exchange between school and business personnel, this program planned not
only to plaée school staff in businesses for first-hand experience of the
working world but also to place business people in schools to demonstrate
how academic subjects and career information were presented in the class-
room. In practice, however, the flow of business people into schools was
limited and usually the result of personal rapport between a teacher or
counselor and someone at the host company. Nevertheless, this early

project did provide a sound basis for the new PEP effort.

Heading the new Personnel Exchange Progrum for the Office of Career
Education is Dr. Van Christopher,-wﬁb;tahght high-school social studies for
15 years and.describes himself as "one of those change-oriented teachers.”

In the four months he's been handling the program, Dr. Christopher has placed
more than 90 teachers and counselors in area businesses (usually for one day
a week every other week).to gi&e them an idea of trends and opportun;tiés in

the working world which they can then share with their co-workers and students.
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Matching school staff with businesses works in two directions; staff volunteer
to participate (their classes are taken by substitutes paid by the Distriét)

and indicate which businesses are of particular interest to them; at the

same time, Van Christopher locates firms willing to host teachers and counselors

and then racruits visitors for each site.

In addition to his own efforts to recruit host businesses, Van can rely
on the growing network of contacts made by Career Edﬁcation QOffice staff
through the Chamber of Commerce and the Junior Chamber, social and business
organizations, and Dr. Xaare Jacobsen at the Alliance. Alliance members
formally and- individually support this program. Dr. Christopher recruits
by having a Chamber of Commerce member or scmeone known to the prospective
host make the first contact to establish his érogram‘s credibility. He then
arranges a meeting and begins setting up a schedule for visiting school
personnel. The process is a complicatad one, but the program's approach
seems to be paying off: more than 35 differen; organizations have agreed to host
PEP visitors. Christophe:.stfesses that each business has a different chain of
command and only by knowing someone or gaining entry through someone respected
by the host company can a good placement relationship be established. The PEP
has had particularly good responses from federal agencies such as shipyards,

hospitals, civil service offices and others.

Prospective visitors attend a pre-visit orientation session to discuss
goals of their visits, ground rules for scheduling, and plans for using the
information they gain. Generally, the goal of the present PEP is to help
teachers and counselors increase their knowledge of the business world
realities. On site, they are sncouraged to:

. analyze and understand the mission and structure of the
company :

° learn how employees are selected for work there

° learn the vertical, horizontal and diagonal career
opportunities available at the company

Employers are sent an outline of expectations by PEP and the visitor, and
Van Cﬂkistopher speaks personally with whoever will be shepherding the PZP

placement. A debriefing session is neld at the completion of all the series,
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bringing together teachers and counselors from many different district schools

to share insights and plans for the classroom.

One problem at this early stage of the program is matching school
staff with businesses in which they're truly interested, since the number of
participating firms is still somewhat limited and some sites are very popular.
Van expects this difficuity to lessen in time because career education staff
ére making new contacts almost daily. A projected problem is persuading
employers to continue their involvement over time, and here staff are con-
sidering a novel form of inducement. Rather than provide ﬁonetary incentives
out of federal funds, which would mean companies might have to open their
books for tax audits, Sampieri and Christopher believe that a tax deduction
to participating companies would be more attractive; they are exploring the

legal groundwork required for such an incentive.

For now, teachers and guidance staff are finding PEP valuable and

-

stimulating. A typical comment comes from Tom ?oréman, a junior-high history
teacher who was placed with the Southern California Gas Company: "The
Exchange is fantastic. I'm starting a program in September using the infor-
mation that came from this experience." N

Competency-Based Career Experience Project

One of the important District#wide changes planned in support of career
eduéatipn is.to méke a étaduation requirement that each student be able to
demonstrate an entry-level job skill before he or she leaves high school.

The aim is to give young people at least onéﬂéccupational skill to make them
employable at graduation. As currently planned, the school principal wouid
be responsible for providing opportunities for students to acquire this
demonstrable skill. Students hay acquire such skills through the vocational
or skill training offered in traditional vocational education courses,
through one-semester training courses offered by California's Regional Occu-

_pational Program, community colleges, work-incentive or work-experience

programs now a part of district high schools.
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Even if all existing programs for obtaining entry-level job skills
were used to fullest capacity, they could enable 20,000 students to fulfill
their requirements. But Sampieri estimates that when the requirements have
been adopted'as policy, the district will have to provide certification
opportunities for approximately 48,000 students a year. 1In order to provide
those opportunities, Sampieri's office is testing another alternative
which will be available for school principals to adopt: The Competency-
Based Career Experience Project. During the 1974-75 school year, the
Career Experience Project is being tested in thfee'high schools, with
sixty students being placed in work sites for between two- and six-week
sessions on-the-job. Also known as DPS (for Demonstrated Performance
Skill), this program is the responsibility of Judy Hooper, a member of
Sampieri's staff who is currently working on her Master's degree in Career

Guidance. . Some support for program development came from the U.S. Office of
Education.

"Schools and teachers are still resistant to breaklng down the class-
room walls, " Hooper observes, "but with this project we're trying to help
them do it by using different optlons " At the moment, she is concen-
trating on developing formal agreements betmeen area businesses and schools,
defining skills to be acquired by students, drawing up guidelines for on-
site instruction, and determining who should provide supervision and

teaching on-the-job.

' In each of the three high schools:involved, a different staff member--

' a‘guidance counselor, a work-experience coordinator, and a career advisor--

is now in charge of placing, monitoring and evaluating the DPS experience

for the 60 eleventh and twelfth graders testing the concept. "We won't be
able to say which faculty position should be responsible for this project

in every school," Judy says, "but we'll be able to identify what the problems
are in appointing diffetent faculty to this responsibility." Ms. Hooper

expeots outcomes from this year of testing»to reveal:
® what kinds of schedules work with students

.. the degree of cooperation that can be expected from teachers
and the kinds of incentives that will foster cooperation

e the degree of cooperatlon by employers and employees at
work s1tes
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® what kinds of skills are teachable in..a short (2-6 week)
work experience '

e vuhether group work placements are feasible
® what kind of counseling support is needed by students

® how work-placement sites are best recruited
. ’ N

Recruitment of work-placement sites is a key part of the DPS program
at this stage. To develop long-range relationships with area businesses,
staff are relying heavily on an Advisory Committee of school administrators
and business people to make critical decisions about what kinds of skills
are taught and how employers will help youngsters learn these skills. The
Committee's members, many of whom also belong to the Los Angeles County
Alliance for Career Education, have opened their own companies and recruited
others for the initial 60 placements. The Committee is divided into _
task forces :to advise on competence definition, site recruitment and student
site matching. Because all Committee members are working businesswen and
haﬁe limited time to devote to the project, Judy and Bob Sémpieti must
provide a good deal of input, particularly in the.areas of developing skill

definitions and setting up formal agreements between employers and schools.

Already, Judy and the Committee have learned thaﬁ they must make dis-
tinctions between entryéleQel job skills and sets of skills that can be
considered pre-professional. They've learned also that students will sometimes
discover that their interests are not deep enough or suitable in career
terms for continuing study. And they've found that employers need real
assistance in learning how to teach the skills required. By the end of
June, the Career Experience Project will have defined‘so skills in four

- career clusters. A sample skills definition is included here:

Carcer Title: Architectural Drafter
(from the Dictionary of Occupations Titles)

DPS(s);

Plans artistic architectural and structural features of any class of

bixiidings and like structures:
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e Sketches designs and details, using drawing instruments.
e Makes engineering computations involved in the strength of
materials, beams and trusses.

e Estimates quantities needed for project and computes cost.

e Makes freehand drawings of proposed structure when necessary
to clarify plans.

Alternative Description:

. ‘ e Draws architectural plans according to scale when given
a detail. : ’

e Traces architectural plans to company specifications.
® Sets up titles and demonstrates saéisfactory lettering skills.

e Demonstrates comprehension of working drawings,

Pre~requisites:

e Previous experience in .drafting

® Xnows how to read a scale

While the present &0 skills definitions don't offsr the variety of
work experience ideally available to students (definitions are only being
developed for positions staff and employers are willing to teach), many more
will be devised as the program moves out into additional schools and further
recruiting broadens plécement opportunities, The DPS requirement is expected

to be part of the high~schcol curriculum throughout Los Angeles by 1376.

Secondary School Cptions - a feasibility study

While the other four projects of the Office of Career Education focus
on teachers (Personnel Exchange), students (Demonstrated Performance Skill),
and the business community (Alliance and the Expo), the COptional Structure in: Spe-
cial Education study is looking at ways to change the role of a sgcondary school
so that they can more easily incorporate changes implied by career education
activities.
Although this administrative feasibility study was not one of the imple—
.mentation options‘chosen fér full funding by area adminiéfrators, district
"and Board of Education members recognized that several ingredients for a good

study existed in the Granada Hills High School in the LA district and‘céose

Q . ' : » o —-4‘1
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to allocate $5000 for the one year project. Granaaa Hills High School has
3700 students and 131 faculty in an upper middle class, mostly white suburb
in the San Fernando Valley. The school principal was intereéted in much-
needed change in secondary education, including a greater emphasis on career
education, and the school's former Assistant Principal had been on Sampieri's
'staff during 1973-74 developing plans for the Personnel Exchanée Program.
Whilg at Granada Hillé, this assistant Principél, Bob Myers had initiated an
experimental "school within a school” which offered open classroom structure
for a selected group of students, allowed them to work on projects both
inside and outside the school, and helped them to define competencies which
measured their pfogress in mastering subjects, rather than grades. Although
the experiment was somewhat controversial at the school, the faculty, many

of whom have been at the school for many years, knew and trusted Myers, as
did students and parénté. "You can't even begin to do a study like this one
unless someone starts it who is known to the faculty and is generally trusted,"
said Myerggk As a member of Sampieri‘'s staff, Meyéis returned to Grangda High
in October 1974 to begin the study.

Myers and the Granada ﬁ%}}s principal.visited a modularized public high
schooi in Quincy, Illinois, call;; Education by Choice which allows students
to choose from one bf seven schools within the high'school setting. Although
he provided information to teachers on this and other programs, Myers spent
his first month on the job back in Granada Hills providing information on
innovative programs listeﬁing to teachers and assuring them that he was not
~going to design the study. "'Grass-roots' is the key idea", Myers said, "I
kriew that the catalyst for any change had to be the teachers. My strategy -

‘ was to be completely hones;. I told them ;~had no guarantee of funding for.
any ideas they came up with -- but the district was willing to listen to

their ideas".

Myers provided only the structure by which the faculty would study and
consider changes in the administration of the school and the roles for teachers.
Working through the existing facﬁlpy committee, they elected 15 faculty. members
for the special Féculty Planning Committee which would coordinate the feasi-
bility study. Of the remaining 36 faculty who volunteered, but were not-

elected to the Committee, some 26 agreed to serve on six subcommittees which
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would study different areas of school operations and make recommendations to
the Faculty Planning Commlttee.. Uluvimately this Committee and the Principal
will decide which recommendatlons to include in a proposal to the district for
1975-76. Students and parents will have a say about what changes are mede

in the school, but they have chosen a reactive, rather than a planning éole,
according to Myers. ‘Students are kept informed through their class officers,
and parents are represented by their Cummunity Advisory Council members; in
the first six months of the study, two routine hearings were held between the
Community Advisory Council and the. Faculty Planning Committee to keep parents
informed. 1In addition, one eﬁbcommittee on community affairs is investigating

ways to involve parents and’community‘people more directly in school activities.

Beside :the comﬁunity affairs suﬁEqmﬁittee, others include:

T s
-

e managment of the school‘:

In addition to 1neerv1ew1ng all adm;nlstratlve staff by

the chairperson, the enfire subcommittee spent an afternoon
with the principal, discussing his responsibilities. They
determined that a major portion of an administrator's time
was devoured by interruptions, and t' at the principal's work
load should be cut or redlstrlbuted

e curriculum/instruction

This subcommittee considered the intéoduction of additional
"schools" within the high gchool. One option they want is
‘another "school within a school" where students help design
individualized learning programs and are allowed to include
job site work for credit; their proposed school would be more
structured than the existing -"school within a school" devel-
oped by Myers; would impose more constraints on students in

terms of learning requlrements, attendance and accountability
to teachers.

Other schools being considered for adoption are a fund-
amental school which emphasizes learning structures and
basic skills for students; a school of health science which
provides interdisciplinary instruction in skills and job
site experience related to a whole range of medical prcfes-
sions; a school of aerospace science which would emphasize
‘training in the jobs which combine science and technology.

® evening schools

This subcommittee is exploring ways to use the Granada Hills
school for student and adult learning at night.




® guidance and counseling

This subcommitte is exploring the advisability of helping
‘teachers and counselors assume more of a counseling role in
providing career information  to students and helplng them
make decisions.

e exchange with California State at Northridge

Capitalizing on an arrangement Myers made with the President
of Cal State at Northridge, this subcommittee is exploring
ways of facilitating exchange of teachers and resources
between the university and teachers at Granada Hills High
School. Presently, teachers working on subcommittees of

the fea51b111ty study are receiving college credit for their
Work. Faculty members from Cal State at Northridge will
teach special sessions at Granada Hills; for example,

one professor will teach a course termed "Hollywood and
ULS. History" which view recent American history through
film. :

Vs

Final deciéionsfabout what recommendations for change will be adopted

*will be decided by the Faculty Planning Committee and the Principal.. iMyers

anticipates recommendations for change will be completed and into the district

by mid-May 1975 after review and approval by parents and students.

"We'll beaskiﬁg for ‘people money'", says Myefs. For example, to pay
faculty of the experimental schools within thebschool, or for staff time
during the summer to prepare for new structures or activities, "we 're probably
talking in the neighborhood of $100,000 to $200,000 which we will ask from
the»district. Of course, it all depends on funding, but it's L
exciting to see how fast this faculty has taken hold on the study. We've

got a good process going."

Progress and Prognosis

By the end of this first installation year, the Comprehensive Career
Education Model project will have tested and begun to refine f;ve elements
of its ultlmate program. The process of research, planning, small-scale
testlng and gradual expansion. is necessarlly slow, but results in smooth
implementation in the long run. This is particularly important for a school
system the size of Los‘Angeles!. "We've defined progress‘tp date, not

products, " says Bob Sampieri. "You've got to define process as a product.”

Critical to the success of a large-scale program such as this is the

support of key people throughout the organizatiohal hierarchy. Bob Sampieri
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and his staff enjoy the bafklng of Los Angeles' Superintendent of Schools
Dr. William J. Jonnston;”1§>whose offlce Sampieri previously worked.

Dr. Johnston accordlng to Bob, "provides leadership and the ability to
project confldence in a new direction which allows us to feel that risk-
taking is okay. Anyone at the.low level of the scale will only take risks
to a certain degree without knowing what the support is from the top."
This kind of realism has informed the staff's dealings with other school
district political groups and kept Sampieri's office from stepping on
toes whersver possible. By leaving ultimate program direction to.the
decision of Area Administrators and by insisting that funds be allocated
to existing District offices, Sampieri and his gpécialists enlisted

cooperation rather than resistance from key educational figqures.

In its dealings with the business community, the Office of Career
Education has used the same kind of no=nonsense approach, meeting business

figures on their terms ratler than educational ones tm gain the r2spect

. crucial'to a r=al working -alatlonsnlp Staff made sure, morecvexr, to tap

the decision-makers for orogram oartLCLPatlon, seopl= wlth the oower to
make things happen in the cqmmgrcial ccmmunity. Face-to-face personal
contacts are essential to this process, and étéff as well as District
officials have involved themselves heaVily in business groups. Recog=-
niéing that they can't expect ta.get somethingjfor nothing in the business
world, the project has also looxed for effectiwe ways to encourage business
part1c1pat_on, through tax lncentlvee and the kind of publlc1ty campaign

organized for ‘Career EZxpo '75.

A lingering problem, one that may intensify in the future, is a
continuing shortage of work-observation and work-expe:ience'slots in area
businesses for school staff and for students. Says Henry Weiss, the
Indus;r'-:ducétion Councils Vice-President, "You can only put so many kids
into work situations or in contact with opusiness experiénces before
businésses are saturated." This is one Sf thé reasons the Alliance hopes to
help expand membership in the Industry-Education Councils. For its part,
the Office of Education‘is.recrﬁiting new businesses as quickly as it can
through personal contacts and through high—visibiiity efforts like Career

Expo 175,
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Orange County Consortium—
Career Education Project
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IN-BRIEF

Orange County Consortium, Career Education Project
570 North Glassell
Orange, California 92666

Jack Sappington, Project Director

Originated September 1972

The Orange County Consortium - Career Education Project includes the Orange
Unified School District, the Santa Ana Unified School District and the area
served by the Rancho santiago Community College District. . This case study

focuses pPrimarily on the implementation of the career education model in the

participating District. fThe Regional Occupational Program (ROP) is
Separately funded through state and local taxes but its various classes are
utilized by target expansion schools in the Consortium.

Project Staff

Pfoject Director ‘ (Orange District)
Assistant Director : (Santa Ana District)
Program Coordinators (2 - from both districts)

Community College Coordinator

Target Schools Involveg

Elementary schools - 4 each in Orange and Santa Ana districts
Altogether 32,000 students and 825 teachers, counselors and administrators

Funds
~U.S. Office 6f Education; Vocational Education Amendments $161,000 /yr.
Act Part D (Exemplary Pro rams) ' :
-State of California, Department of Education, Vocational 37,000
Educational Amendments Act Part D (Exemplary Programs)
-State of California, Department of Education, Vocational . 72,000
Education Amendments Act, Part B (Instructional Materials)
-Orange Unified District; matched funds for Part B grant .~ 72,000
from State Department of Education A
Annual operating budget $342,000/yr.

-The consortium makes use of Regional Occupational Program support
by the state of California for secondary and community college
students. No total sum has been identified for the ROP students

~ from the Consortium's target schools.
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Major Features

-Needs assessment and yearly management timetables
-Spiral curriculum developed by teachers for incentive
-Guidance curriculum and Career Centers in target school

-Work experience and entry-level skill training in Regional Occupational
Program

The Consortium and Communities

The Orange County Consortium brings together two physically contiguous but
different suburbs in southern California. While both are generally considered

to be politically conservative, Orange District population is middle to high
income), middle class, and predominantly white. Santa Ana‘s public school popula-
tion is 50% minority, largely Spanish—speaking, working class and has a greater
number of low-income families. The Consortium was a deliberate attempt to bring
the two districts closer together with one another and with the Rancho Santiago
Community College pistrict which encompasses both cities. Boards of Education
for each district have authority over project decisions which affect their.
respective districts.




California has traditionally been the bellwether for trends that later
spread east to become part of American life. Although the state's political
make-up ranges from ultra conservative in the south in ultra liberal in the
north with every possible permutation in between, one constant is commltment
to educational excellence and change. 1In the past ten years, Californians
have seen the establlshment of a first-rate system of junior and cammunity
colleges, the inclusion of pre-school facilities in district-funded public
school systems, and the proliferation of redional occupational programs
specializing in entry-level job training for older students and adults.
While career education isn’t California's first priority, innovative pro-
grams are flodfishing at the local and district ievel, and indications are
that this kind of education is coming into its own in this state.

A Task Force on Career Education was named in 1972 to study the,replicability

of components in career education demonstration programs throughout California,
and make recommendations about the level of state support necessary for the
growth of such programs.' A team of Task Force specialists is currently de-

signing a Master Plan for implementation of career education on a state~

wide basis and is supporting legislative efforts to enable this implementé-
tion. ’

Although some programs are being developed for huge districts‘like
the Los Angeles Unified School District, others are being tested in smaller
clusters of schools. The Orange County Consortium represents a relatively
large, and unusual program effort in that it administers the career educa-

tion program in target schools in three districts. It's funded by the
Vocational Education Amendments Act as a demonstration project for three
years. The Consortium includes one community college, two high schools,.
four junior highs, and eight elementary schools in the Orange County cities
of Orange and Santa Ana. In additioﬁ Fhe Consortium has an important
cooperative relationship with the Centrél County Regional Occupational
Program which provides low-cost job exbloration and training opportuni-

ties for high school and community college students.




The Consortium's career education effort includes teacﬁer-developed
curriculum, a guidance program, a system of career centers, and a coor-
dinated work experience/regional occupational program to serve studenté
from kindergarten through the community-college level. Says Project
Director Jack Sappington, "What I've tr;ed to do in three years with career
education is to drive it so deep into the curriculum that it will never
come out.” Jack feels that if he and his. staff do their jobs, in five years
career education won't be visible at all as a program, but it will be an

integral part of every teacher's basic approach to education.

A Look at Beginnings

Béck in 1971 when the Santa Ana and Orange Unified School Districts
were talking akout joining together in a Consortium, two of their resources
seemed to make them likely candidates for Vocational Zducation Amendments
Act funding. One was a growing: r&gional occupational program which offered
‘short-tarm, inexpensi&e job skill training to students and adults. The
other resource was Jack Sapgpington, who'd helped establish the occupation -

program‘and other innovative projects as Director of Special Programs for

the Orange Unified district. Sappington, in his early forties, has spent
.many years in vocational_education in California and characteristizes himt‘
self as a wheeler—dealer: His talent for grantsmanship and hié commi tment
to career °ducatlon were just what the Consortium would need in an admin-
istrator, and nis c051tlon as Director of Spec1al Programs for the Orange
'District ensursed that carser education would te coordinated where possible

with other projects in the district.

Sappington and Dr. 4 Roberts, nead of the ~sntral County Regional
Occupatlonal Program, wrote a” proposal incorporating Roberts' program into
a larger career education scheme and received a three-year grant of $483,000
from the Ortlce of Zducation in September 1972 and has had an additional $181, 000
each year from state and local sources. The Career Education consortium was
set yp within the Special Projects Office in Orange District with Jack as
Director and Larry Joanson of ‘the Santa Ana District as Assistant. Two
full-time specialists were hired to oversee day-to-day operations from X-1l2

in the two districts; Tom Schrodi, a forrier history teacher, and Don Isbell,
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who had taught sixth grade. A third specialist, Donna Farmer acts as the
principal administrator for the career education program in the Rancho
'Santiago Community College District. She is-in a unique position to
coordinate career education activities through her position as Déan of
Instructional Service at Santa Ana College, the District's major educational
institution. Each district Board of Education (and the college's Board

of Trustees) has the power to reject career education components it doesn't
want but each functions independently and cannot accept or reject programs
for the whole Consortium. .An eatrly Consortium decision was to concentrate
on 15 target schools. After office overhead was skimmed off, this meant
that operational funds were allocated 40-40-20 ambng the two school districts

and the community college.

e Program Growth and Changes

To get the program off the ground, Sappington decided to find out
what kinds of projects would be needed. He did this with a home-made needs
assessment. "We fould.have lifted bits and pieces of other needs aésess-
ments from a lot of places," he points out, "but to get people really into
the project we decided to do it.ourselves. We spent some time and money
developing the instruments and conducting the survey where other sites
seem to jump right into career education without benefit of a needs assess-.
ment. But I wouidn't have done it any other way; besides, we'll do the

assessment again at the project's end to see how far we've come." Consortium

w

staff_first.asked dist;ict administrators and principals to help identify .
teacher;'with ideas and energy and formed survey teams to develop and administer
needs instruments. The teams interviewed teachers in all target schools

and a random sample of students, parents, and employers. Among the f£indings

were two significant items:

® Most teachers indicated that they spent less than 25% of
classroom teaching time on any aspect of career education
but were willing to spend more time on it. To do this, they
wanted additional curricula to help them relate their sub-
jects or skill areas to careers and occupations.

e Students revealed that most of their career information
" came, in order of importance, from the mass media and from
their parents. About 15% indicated no help at all in learn-
ing about careers from any source.

o4
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The Consortium's proposed program, as outlined in its original grant
5’p5§3%$5t5 had included brcad plans for curriculum develeﬁﬁentffﬁeacher train-
ing, work experience and job-skill training for secondary students. In the
light of the feedback from needs-assessment, these generalized cbjectives
" would have to be concretized irto specific plans. Sappington's next step
',was to hire a consulting frrmntq;belp.stAff redefine program objectives
‘and provide managementvtrainiﬂgiip planhing, budget control, and setting
performance objectives. "My"sgeff were good.teachers and energetic people,
all young, fresh kids," Jack recalls, "but they had little experience in
managing programs. The consultant's purpose was to make sure we stayed
on target and that the things we decided to do could be done. They did a
‘antastlc job for us and they learned from us as.-well. During the first
year, hen, we re-wrote the project. I wanted it so that every objective
' we said we were going to meet we would meet, but they had to be written in
‘such a way that they were realistic.. The process was important--we shifted
job descriptions, divided up the responsibilities, set timetables, and
spelled out averything. Once that was done, then everyone Xnew what had to

be done and when it had to happen."

The resulting blueprint was then developed By staff with some
assistance from their management consultants. The plan and the process
.by which it was refined proved to be invaluable for implementation of the

program. A highly simplified timetable looked like this:

Year One Conduct needs assessment

Develop subject area curriculum for 5 of the 15 OE
cccupational clusters by teachers

Develop guidance curriculum by emphasis on secondary
counselors

Develop media projects to be used with curriculum
and guidance activities

Conduct in-service training for teachers and counse-
lors to assist in developing curriculum

Year Two . Develop curriculum in 5 additional clusters
‘ Field-test Year One curriculum
Develop guidance component for elementary schools
Establish facilitators at each target school
Continue in-service sessions’

Year Three Develop curriculum in f£inal 5 clusters
FPield-test Year Two and Three Curricula -
Redesign staff positions for continuity after
project ends




Document major project activities and products

Evaluate Year Three objectives

Re-administer needs assessment (slightly modified)

In-service :training for teachers and counselors to
ensure use of materials

Expand work experience program for younger students

Expand program to non-target schools

Relate project products and ongoing activities to
other special projects in district such as consumer
education, early childhood education, career
planning centers, others '

"Evaluation

Major emphasis during the first year was on curriculum developmént.
"Most teachers, especially most good teachers, are really developing cur-
ricula all the time," says Tom Schrodi. But when the career edu'cation'
project began in Orange and Santa Ana in 1972, most of the formally
recognized curriculum develbpment was being dohe by senior geachers, who
alone were eligible for small project grants. The Conso:tium provided an
alternative by setting up curriculum teams in each target school and the
community college, each group composed of five teachers for a particular
grade level or subject area plus a member of the central project staffi
A two-day orientation retreatbwas heldl for teachers, administrétoré

"and staff to kick off.ithe project.

During the first year, teams designed units for five Career Clusters:
Fine Arts and Humanities; Health; Communications and Media; Consumer Edu- -
cation and Homemaking; Bus;ness Occupations. Each development team was
responsible for field-testing the units it came up with and arranging for
other teachers to evaluate the units. During the following summer, a series
of iﬁplementation workshops helped other teachers leafn‘how to insert
these units into their regular classroom plans. At the same.time, some
groups were working on media presentations, wrestling with the problems
of scripts and photography for slide-tapes to complement various units.
A writing specialist was hired to help this and the curriculum efforts.
Project staff, for their part, were articulating their ideal finished
curriculum, a spiral of career edu;ation concepts aligned vertically from
X to 14 (second year of community college) and horizontally through each

grade and subject area. The matrix they developed specified four levels

of awareness and five develormental stages to guide curriculum production




As the projéct gathered steam, some changes were undeftaken. ‘Curricu-
lum development teams, an effective way tb provide structure and support
for teachers during this phase of the program, became less useful. Teachers
who had originally been drawn by the college credit awarded to those team
members who attended development sessions~wanted to work more individually
at home. Curriculum development by individuals was more manageable for
central coordinating staff than the groups of teachers who customarily
attended the sessions. Along with the move toward individual curriculum

work, the project staff instituted money incentive systems to encourage

teachers to not only develop units, but field test and evaluate them. A
" completed unit, accepted by the district Approval Committee would bring
its developer $77; “when the vnit had been taught, and evaluated, the

teacher recgived an additional $49.

Some 45 teachers participated in team work during the first year;
30 in the second, and by mid-year in 1975, 25 teachers had submitted units.

All 15 Career Clusters have been covered and Jack Sappington haS'arrahged

for publication of the curriculum units.

Changes weré made in staff as well. Tom Schrodi and Don Isbell had
initially identified themselves with the age groups -- secondary and ele-
mentary respectively -- they'd-previously taught. This affiliation was
useful during.the start-up year when credibility of the central staff
~as working teachers rather than administrators was important. As they

| assumed additional administrative duties, however, they found it easier
to concentrate on both districts where they could work with all grade

levels.

Pefhaps the most significant change was the designation of a facili-
tator in each school. Originally, the Consortium had planned to hire an
additional staff member for the central office dﬁring the second year,
but it soon begame evident that on-site career education personﬁel in each
school would be more effective in getting career education accepted for
this position, and one facilitator was hired‘fér each school each to be’

paid $800 extra per Year for their work.
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The role of the facilitators is different at each target school,
depending upon interests of teachers and the ingenuity of the facilitator.
They help teachers select new career-oriented curriculum materials and,
in many schools, set up a resource rooﬁ or laboratory where such materials
can be centralized for individual teachers and students. After the first
curriculum development year, facilitators help teacher teams field test
and evaluate units and helped other teachers implement units which were
developed. They found individual and small group work most effective for

these activities. ’ -

Facilitators regularly get together to share ideas and report each
month's aetivities to central project staff. This process originally
by-passed school principals, but project staff soon realized that by in-
cluding these administrators in their review process, they enlisted

valuable support for their activities.

Now that the start-up period is over, the Consortlum still does
a lot of curriculum work, but efforts are also going into improved

guidance, and expansion of work experience opportunities for secondary

students.

Curriculum

° Elementary Level

Fromthe beginning, the project has concentrated on curriculum for
elementary schools because, says Jack Sappihgton, "if you get kids turned
on in elementary school, by the time they get to the higher grades, they're
going to force some change in the way they learn and the things they want
to know. We're trying to break the traditional one-teacher-to-29-kids
with desks in rows and everybody in the same book on the same page at the
same time." 1It's easier for this to happen in the primary grades, Sapplngton

acknowledges, because teachers have children for longer periods of time

and are not tied to subject areas,




‘Such change is beginning to happen in the Consortium's elementary
schools. Facilitators are the r2ys to providing materials and impetus
for teachers to txry ne;\approaches 2% units, but principals stili have
overall authority for curriculum changes. In séme schools, change has
been gradual: after working with the facilitator in her school for a
year to purchase hooks and materials about careers for her students, one
teacher finally got permission from ner principal to use the fuli $1000
materials budget allocated to the school for career education. At the
same schopl, career corners have now been established in several class-

rooms and teachers and administrators seem increasingly interested in the

concept.

The Fairhaven Elementary School recently got a new principal and many
new staff.{ Its student body was reshuffled because of a redistricting of
new people and new idea; nad been especially beneficial fbr the career

education cause, and many new activities are underway. .

A partiéularly,interesting feature at Fairhaven is the Departmental
Zlectives program in which teachers with speéiai interests in crafts,
misic, woédworking, and other areas develop semester-long courses. All
fou;th, fifth, and sixth graders can sign up for one course, although
sixth-graders get first choice. These offerings are highly popular with

the kids, and the titles alone are an indication why:

"How to be a Ham"  -- skits, pldys, and pantomime

"Hee~Haw" -- guitar playing and hoe-downs

"Roll the Presses” == a school newspaper

"Clickity Clack™ -- learning to .type; writing stories
"Mulligan Stew" -- a hodgepodge of special gquests who have

. interesting jobs v
"Dr. Welby Meets Dr. -- exploring medicine and health careers,

Jekyll and Mr. Hyde applying a cast, using instruments
"Goo, Gobs, and Glee"-- crafts, macrame, clay :
"Timid Termites" == wocdworking; making simple toys and objects
"All-American Fair- <-- learning to play basketball, soccer, soft-
haven Style" ball - «

All courses are designed to combine basic skills and awareness of jobs and
job skills. "We tried to develop not only the concept of career education,
but also that you couldn't really be an effective career person without

basic skills,"  says Fairhaven Principal Ewell Gunter. The elective pro-
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gram also encourages youngsters to identify their interests and make
choices=-two important facets of the career education concept at all edu-

cational levels.

Children in earlier grades get plenty of exposure to career education
too, through classroom study units, career corners with books and records
(first and second-graders love the headsets), and visits from local workers.
Fairhaven recently asked its student body to bring in some interesting
guests, and the youngsters did just that. "I came back from lunch one day
to find an entire maintenance crew parked at the school," recalls Ewell
Gunter. “There were four trucks, a tree shedder, and several people.

The kids loved it. They found professional baseball playérs, artists,
race drivers, and many others. One even suggested the Mayor of Santa Ana
and after he visited,,the Mayor of Orange came in for equal time."
Younger'children also have.access to the school's woo&wérking;:oom,
and Facilitator Tred 3erry has found cross-age tutoring really works. v
Students. from regular high school and vocational classes come to Fairhaven
during shop time to tutor kindergartens and older children in woodworking.
Fred hés alsd arranged for high school students to make parts of kits for
Fairhaven students to work with, assemblies like wheels, frames, and inter-

locking pieces too complicated for young children to make.

Puppet shows have become part of the car=er education focus for pri-
mary and intermediate grades in Orange and Santa Ana schools. Don Isbell
found two college instructors fram the Los Angeles area who can make puppets
out of almost anything and organized in-service sessions to show teachers

the gossibiiities of puppetry. Mahy shows have been put together, some of

- them bilingual to help both district's Anglo and Chicano youngsters learn

Spanish vocabulary and Mexican customs and folklore.

o Junior High School Level

For teachers who have't been involved directly in developing curric-
ulum units, the facilitator is particularly important as a conduit for
ideas. Sayé one teacher who was a member of an original curriculum devlop-
ment team, "We usually have no trouble getting units field-tested, but
teachershéfe still reluctant to pick up a whole booklet of‘units and put
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them into their classrooms. That's why the facilitators are so important,
particularly at the junior high school level. Teachers are looking to

them more and more for ideas.”

Tim Harvey is the new facilitator at Yorba Junior High School in

-Orange. He's concentrated on setting up a Career Lab and helping teachers

and students learn what's there, instituting a pass system that allows
younésters to use regular class periods and free time to work,in:the Lab
on special projects. Staffed by sevén Qoluﬁteer'parents whd

are trained in the available resources and use of equipment, the Lab since
fall 1974 has been used by 257 students. All are asked to £ill out an
evaluation sheet detailing why they came to the Lab, what they wanted,
what they used, and what their career plans or interests are. Tim is

hsing the resulting profile to improve the Lab, and he shares information

‘with the school's guidance staff.

Tim and two opher instructors are teaching mini—courées to help stu-
dents assess their interests and abilities, and after a poll of students,
he arranged for career speakers to come in and talk about the issues they
face in their jobs. The spéakers. as requested by the kids, talked about
crime; alcoholism; rape; probation; police and the law; child abuse; and
paramedics. Junior-high classes use project-developed curriculém, but
each class tends to adapt the material to suit i:self. Discussions about
typical careerAtopics take different turns and have‘different focuses de-

pending on student interests.

_At any given time, several career-related activities are taking place
in Yorba Junior High. Recently, all seventh—graders were involved in a
10-day unit on science which was part of the regular curriculum. Tim and
the teaching staff héd set up 10 learning stations around the school with
different activitiés at each. In each class, small groups of students
moved frdm learning station and one activity, to another station with
another éctivity. This arrangement of learning stations allowed the
teacher to help individual students, as well as ‘to coordinate groups of

students progressing through the learning stations at different speeds.

At two stations in one classroom, students were writing stories about
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careers in science, and others were compiling fact sheets about jobs in

the field. Two other learning stations in another room featured a

cassette loop zbout oceanography and a set of occupational puzzles and
work games. Rooms were close enough to permit the teacher to move between
them easily, and students were absorbed in their work. "I don't know what
I want to be," said one girl, looking up from her puzzle, "but that's okay.
I didn't know there were some of these jobs and now I know a lot .more about
them. What do you- do?"

2 Senior High Activities

'Sappington has long recognized high school and community college as
the most difficult levels feor seiling career education curricula wholesale
to the subject area teachers. The most important changes in the high
school experiences o:fered to students is not so much in curziculum, as
in guldance, in some work axperience placements and in the Regional
Occupationai Progfam’s various skill training classes. Movement to in-
corporate career education into high school is primarily in the hands of
counselors; they emphasize student-centered-guidance, depend on working
‘'with individual: students and teachers, and make increasing use of the -

Career Centers to expand awareness of career materials and information.

Although seconda:y’teechers were involved as curricuLum team members,
the adoption of career units tends to be dohe by individual keachers rather
than consistently school-wide. For example, a physiology teacher has
designed a three-week unit for_awareness of careers relate& to his field

and references to career skills and professional jobs are part of his day-

to~day curriculum; an ;ngllsh teacher designated a portion of a whole

samester to commun’catlon skills in different types of jobs.

Work experience coordinators, because they are primarily school-based
' vocational education teachers, have not entirely made the change from tradi-
' tional' job skill-orisnted vocational education to the combination of techni-
cal and human relations skills which career education emphasizee as on—the—_
job reality. Project staff, the high school facilitator and counselors

are not dismayed by the relatively gradual edoption of career education
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into the curriculum; indeed, they believe that this self-paced adoption
of career information is particularly appropriate for teachers at this
level, where students, too, must be treated one by one in planning and

making decisions about careers.

. Community College Level

Santa Ana Community College, located west of the city's center in a
complex of new buildings, has an enrollment of 20,000 students and receives
20% of the Consortium's operating budget. These monies have been used to

develop curriculum for regular and continuing education classes, and for

local commﬁnity education needs. The college's Dean of Instructional

Services, Donna Farmer, is the,préject administrator for the Rancho Santiago
‘Community College District. She has been using teams of teéchers to

develop curriculum units from one to three weeks long. A campleted unit

is worth $250 to the developer after field testing and refinement, whether
it's a written or a slide-tape presentation. Some 33 units have been
developed so far, focusing on media, insurance, environment, technical
report writing, planning career paths, nursing, English as a second language,
and-many others. Many continuing education courses at Santa Ana College

are bpen entry and exit allowing students to move at their own paces. In
addition,’Donné and faculty have developed curricula for the Santa Ana

.

Fire Academy.

Guidance Systems

e Elementary Level

During the project's first year, guidance personnel in target schools
rédefined their approaches to students and utilized new strategies for
helping young people identify their interests and pléﬁ for the future.

“‘Consortium staff held district-wide workshops for guidance personnel, and
facilitators worked with counselors to develop new materials for Students.
Although guidance personnel aren't normally found at the elementary level,
the Consortium felt that because it was concentrating so much effort at
the primary level, teachers should be able to act as counselors in each
o classroom. As a result, guidance counselors for other age groups and dis-
o , 6




trict consultants were involved with teachers in developing guidance cur-
ricula during the project's second year. The effort produced a number of
individual units, grouped by grade and age level, each with a specific
objective. A typical activity for second-graders, for example, is aimed
at broadening student awareness of the changing job roles of men and
women. Youngsters collect want ads for various jbbs and discuss what
kinds of people should have them, what skills are required,.and whether
they think men or women should hold each job. ‘ ‘

The booklet of activities counselors developed is described by pro-
ject staff as the Guidance Cookbook. "We decided on a éookbook'approach
' to curriculum that would allow teachers to select activities as they
needed them -- activities we made sure were guidance-orientad," Tom Schrodi
explained. Facilitators in each elementary school offer the booklet to
the teaching staff to complement other career education activities and

matarials.

° Juniox Hiéh and High School Level

For junior and senior high school students, guidance activi;ies are
much more student-oriented, aimed at helping them identify their goals
and prepare for. them. While classroom subjectS';nd career development
curricdium help them see the range of options open to them, students must
now begin to sharpen their interests and to recognize their own abilities.
All eighth graders fill ocut a counseling priority.survey (described more
fully below as it is used in high school) indicating their interests in
subjéct areas and careers. The survey resglts are used by facilitators
and counselors to plan resourxce visitors, field trips, and special career-
related units. It also helps counselors describe the :ange'of possibilities
(regular courses, work experience, Regional Occupational classes) available
in high séhool. ~Ninth-gradersia.t Yorba Junior High are all given a three-
week class on choosing coﬁrses for high school just before théy ragister at

their senior high and are given interest inventories (the Chio Vocational

Interest Inventory, Job-O) to help them decide what they'll study.




Oiange High School has its own Career Center, a large room with bean-
bag chairs for kids to loll in and shelves crammed with booklets, pamphlets,
tapes and video cassettes. The school's five counselors have made exten-
sive use of this room to expand their guidance efforts. Here as elsewhere
in the district, curriculum development is now an individual effort and the
continuing push for career education comes from the facilitator. At Orange
High, Bill Stotts isva facilitator, but he's also a counselor, one who

used a career education approach long before it became fashionable.

Bill and his fellow counselors have recently reorganized themselves

in an interesting way. Oniy-by becoming specialists in different areas of
vocational and career information fields, they felt, could they keep
abreast of all the new materials and opportunities available to students
and teachers. "We sat down,” Bill recalls, "and drew up a list of all the
reasons that students might need to see us, based on experience and what
we were learning about career educetion. ‘We came up with 21 -and then
divided them among ourselves according to interest and experience."
One counselor took military careers and recruifinq, another financial

aid— .and so on. Taklng responslblllty for an area means coordinating

help for all act1v1t1es in that area by other counselors. Guidance per-
sonnel feel the specialist approach is working far better than the old

"anchoring" system where students are assigned alphabetically to one coun-
selor. $

Early in tenth grade students receive an orlentatlon to the Career

Center and begin meeting as a class with a counselor. As one activity,
they discuss and fill out the Priority Counseling Survey} a four-page
needs assessment WhiCh asks for student plans (or‘lack of plans) for work
or further education,after graduation. The survey also asks about each
student's graduation requirements and allows youngsters to identify fields
of interest, need for financial aid, work placement, and other information.
Results are computerized and prioritized to help plan group and individual
counseling services. For instance, students with special needs for assistance
or vocational trainingaxg;identified and referred to pcople or programs
who can help. staff and counselors emphasize that counseling for all
students encourages expansion of interest, but will also provide maximum

assistance to arrange training and special programs for students who believe
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they have identified a career interest. Survey results also show coun-

" seling staff what kinds of speakers will be useful to the students. In

1974, 28 speakers gave presentations in the Career Center on topics such
as law, forestry, computer technology, consumer affairs bureaus, appren-
ticeship programs, and many more. Other speakers talked with small

special-interest groups.

The Priority Counseling Survey was adapted for the Orange district
from a system developed by the San Diego school system. Orange High pre-
sently pays $4,QOO for ‘this service which is administered annually to all
eighth and tenth graders. Staff are currently revising .the survey to fit

local job conditions and to simplify it for faster and more efficient ser-

vice. The resulting saving will allow them to cover ninth and eleventh

graders as well.

Counselors at Orange County also negotiate with individual teachers to

" take time for career education activities. "Sometimes we have a unit that

can be integrated perfectly into the subject being taught,” Bill Stotts
explains. ”bther times we have guidance activities for an entire class.
Teachers also ask us to develop activities relating career information for\
a particular unit.” A recent Senior Seminar, for example, featured eight
facets of getting a job. Social studies teachers allocated one week of
classroom time for the seminar, which was run ]01ntly by counselors and
teachers. With scme units, counselors organize and help on a one-time

basis, leaving teachers to incorporate the material next year by themselves.

Career Centers are located in junior high and high schools and are
funded through the Special Projeéts Office by Vocational Education Amend-
ments monies set aside for instructional materials and equipment to the
tune of $1,000 a year, plus local funding scavenged by counselqrs. At
Orange High, a three-quarter time staff person orders and maintains materials
and helps.studenés find what they need. An intéresting innovation is an
orientation activiﬁy that requires student research in Center materials to
answer a questionnaire. Correct answers are rewarded with part of a school
day off. The Center features career llterature, sound and slide pro:ectors,
8 mm film decks, the VIEW information system and other career education

hardware. One indicator of the Center's success is that former students
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often come back to use the Center's information in revising their plans for
school or training. For the future, Bill Stdtts wants to offer more

flexible hours than the current 9 to 4:30 set-up.

° Community College Level

Career Planning Centers in the Santa ana College is based on the

~philosophy that decision-making is fundamental in selecting a career and

that college age students should have personal help as well as written
materials in order to make decisions. The Center at Santa ' Ana College
occupies a large open space in the central administration building near
the counseling and placement offices. The Center offers com:ortabl=

furniture and carrels for using its spec1al eculpment (the VIEW system,

computerized data on local jobs, catalogs for schools with specialized

- or professional. training). In all the Center offers information on more

L

than 20,000 jobs and training opportunities. The Cente: h re like others
in the'Rancho Santiago Community College District, is open to members of
the community as well as to students and offers guidance classes in carser
Planning, career options, and job acguisition skills. 1In Saﬁta Ana's
Center, twq part-time staff help students locate materials, identify
self-administered or ﬁther tests designed to help assess interests, and

set up individual sessions or group classes for specialized help.

Work Experience Programs

The work experiance programs offered by the Consortium to eleventh
and twelith-graders constitute the most visible reach of career educa-
tion into the community. A limited work experience program had been
in operation in the'Orange and Santa Ana districts for several vears.
Two work-experience staff at each high school coordinate:placement,

follow-up and developmént.of job slots for general and vocational work

- experience. This program offers students three kinds of participation:

[ Exploratory -- Student placed in part-time, temporary jobs dhlle
in school to "ldok, see and touch" the skills
and atmosphere of a particular job. There is
no pay.
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® General -- Student is placed in a paid job not necessarily
related to schoolwork or interests. Student
may need the money and fhe exposure to the
working world.

®  Vocational -=- Student is placed in a job related to voca-
tional courses such as woodworking, electronics,
mechanical drawing or business occupations on
a part-time basis. There may or may not be
payment for the job.

In both the Consortium's high schools, more than 1200 students par-
ticipate in some form of work experience. At each school a separate
staff person is responsible for supervision and placement and preparation
of students for exploratory work experience and for general and vocational
work experience. Presently nearly three-quarters of the students enrolled
in these classes are participating in vocational work experiencé;and their
coordinator mékes sure their job experience is related to theif”regular
learning at school. Although some students work after school éﬁ these
placements, othefs spend time on thg job during the da} as if their work

~were, as it is, part of their learning schedule.

The Regional Occupational Program

Since the Consortium came into being, however, students in the .Orange
and Santa Ana districts have also been able to use the Central County Re-
tional Occupational Program (ROP) which operates in Orange, Santa Ana and
Garden Grove at local businesses and industries to provide job skills.

The program teaches people age 15 and up and offers many édditional oppor-
‘tunities to students @ithout substantial cost to the districts. ROP programs
are financed by state and local tax: students buy materials, but there
is no charge for instruction. ROP classes must be a minimum size to ensure
that the state will pay the costs of the teacher and class;oom space, but

. they can be held‘anywhere a job is found or an instructor is willing to take
on 10 or more students for a few hours a week. Classes vary in length '

according tq,theArequiremenﬁ of the entry-level skill being taught.
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The Central County ROP, as it's called, operotes in conjunction with
the Career Education Consortium but is not directly a part of it. Dr. Ed
Roberts, head of CCROP, helped design the Consortium project and his dis-
trict-level coordinators work with Consortium staff to publicize their
offerings. Each high school has a part-time staff member responsible for
ROP activities in each school. In Orange High School she speaks to Career
Center groups about ROP classes, helps individual students plan their sche-
dules to include work experiences, and coordinates- transportation in dis-
trict mini-buses to get youngsters to ROP sites. The ROP program is grow-
ing apace: today there are moré-than 65 different courses being offered,
ranging from air conditioning to truck driving to animal care, medical
occupations, motorcycle repair, gardening and landscaping, weldihg, and

SO on.

"We try to dig up teachers and learning opportunities everywhere--
chamber of commerce meetings, cocktail parties, service clubs, everywhere,"
says Jack Sappington. A highly popular ROP offering in Orange district

is the merchandising course. Students meet twice a week in a spacious

back room at The Lazy Owl, a small school operated crafts store in a
shopping mall. The store sells arts and crafts on conSLgnment, returning
60% of the sale price to local students and adults who make the objects.
Students learnvthe fundamentals of merchandising =-- display, sales
strategies, and pricing. "We oo everything from job readiness, proce-
_dures for the cash_registér, window dressing, how to sell, how to

keep records, and take inventory," says merchandising instructor Ted
Ondracek.

When the basics are covered, otudents move on to positions at a
nearby Sears or other department stores. Ted works closely with depart-
ment heads to make sure placement’ are satlsfactory "My department head
has been great," says one young woman who works in women's sportswear.
"She's gone over the departmental books with me. I've learned how she
decides what to order, what quantities to buy, and even how to set up the
oisplays. I originally wanted to get into a class in dental technology
but when it was filled, I dooided to try this and I really like it a lot.
I may take advanced me;chandzsing next semester." Students return to
class periodically to review their progress and_oiscuss problems or in-
69
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formation they need to work more effectively. Some students have gone
on to major in merchandising in college and a couple have become buyers.
On the other hand, some say they now know they don't want to do this kind

of work.

In the banking cluster, students first spend classroom time learning
about accounts, statements, proofs, safe deposit systems, exchange and collec-
tions, general ledgers, and similar operations. Eventually, they're placed
in a bank where they work along side.a bank employee until they're ready to
function as tellers. Instructor Martin Weir, a former assistant bank
manager, takes meticulous care in his placement of students. "No two
banks'have the same atmosphere or the same expectations about students,. and
when you're talking about accepting a one-semester student who'll bg put
on the line as a teller, you're talking about a lot of trust." Many students
are hired as full-time employees once their non-paid ROP placement is com-
pleted. They may begin as tellers, but often, because they kno& more about
the total banking operation, they are moved to other responsible positions

in a short time.

According'to Jack Sappington, a major reason for ROP's success in
Orange Unified is the excellent pubiic relations and management of ROP
Coordinator Marvin Graf. Graf is sold on the program, he 'says, and takes
pride in finding instructors who have solid experience in business as well
as a real interest in teaching. Instructors and ROP staff work to find
community placements for on-site learning. Employers, generally, are '
responsive. They're interested in having students know how their opera-
tions work; they don't have to take risks with students who ‘aren't capa-
ble or interested because instructors make éure that students performance
is;gcceptable or modified; they get some help, often good help along the

way. ] .

The Consortium and the Future

In its three-year developmental history, the Orange County Career
Education Consortium has accomplished a great deal on the elementary,
secondary, and community college levels it set out to affect. In the

process of articulating its goals, it has molded an effective management
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team. In the process of developing a broad-ranging curriculum, it has
drawn teachers and admlnlstrators into the process to ensure ongoing
career development in the schoodls even if the program, as such, is ter-

-minated. -

Changes in the program, after project objectives were refined early
in the first year, were primarily concerned with use of staff and improve-
ment of communieationemongteachers,Aprincipals, and Consortium staff.
Tom Schroedi and Don Isbell foﬁnd-they could be more effective working
by district father‘than age group, and staff eerly on realized that
facilitators in each school would be essential for day-to-day coordination
and visibility. Jack Sappingtonﬁs role has changed somewhat over the course
of the project. 1Instead of devoting 40 to 50% of his time to career edu-
cation,'he's now able to supervise it with 10% of his time, leaving him

free for other special.projects and fund-seeking.

"In this business," Sappington asserts, "when you get one grant, you
start immediately hustling to find ways to get more money. For two years
now, he's been planning new ways to keep the project gqing in other forms
when the original funding period runs out in May 1975. One major pro-
posal combines current work experience and ROP programs with community
college resources in a Career Technical Park concept which would allow
students to choose among several options for schooling outside conventional
institutions. Less ambitious proposels include continued funding from tﬁe
original>source; new career education money from the Office of Education's
Title III for innovative programs (Elementary and Secondary Education Act);
early childhood education or Emergency School Aid Act funding from the
State of California. From the beginning, Sappington's office has had an
agreement with the district that the latter will match dollar for dollar
most vocational education money brought into the district. (Such assistance
made Career Center funding adequate.) Plans are now being finalized for

publication of the Consortlum s K - 14 spiral curriculum which Wlll brlng

in some, although llmlted revenues.




Central staff expertise won't be lost when funding runs out. Jack

' .Sappington will continue to head Special Programs, while plans are being
developed for Tom Schrodi and Don Isbell\to become Coordinator of Inser-
vice Training and Director of Staff Development for Orange Unified School
District. Most vulnerable are the school-based facilitators, who -- central
staff hope -- will continue to provide leadership in career education when
funding is cut. Expansion to non—térget schools in Santa Ana and Orange
districts has begun, with in-service workshops for teachers on the.use of
the Regional Occupational Program which will contlnue as is, because of

its state and local fundlng.,

Pinally, as the project draws to a. close, staff have 1ev1sed and
readmlnlstered original needs assessment instruments to teachers, students,
and parents. Early summaries of their interviews are encouraglng-to staff
member Tom Schrodi. Although they expected to find that careeriawareness
and use of career materials had increased in elementary schoolé, they also
found significant gains in career guidance available and used in the junior
high and senior high schools. Many'more high school students report re-
ceiving career inférmation and gquidance from counselors, and“the percentage
of teachers who are aware of and using career related materials in their

classes has jumped enormously during the past three years.
Project staff plan to publish their findings and an evaluation of

their needs assessment techniques in a separate report which should be

completed by June of 1975.
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Advocates for Women
593 Market Street Suite 500
San Francisco, California 94105

Advocates for Women is a nonprofit economic development corporation for
women in the San Francisco Bay Area. It was organized in fall 1971 as a
job center to provide information and support to women seeking new jobs

or job advancement through affirmative action. It serves adult women of
all ethnic backgrounds in the Bay Area. In addition to helping women

seek Jobs, it also provides training and consultation to employers and
area business organizations in affirmative action planning. In March 1975,
the organization served as an umbrella for three major programs, each with
a separate staff located in their San Francisco office. They had recently
opened an Qutreach office in Berkeley, California. '

Women in Apprenticeship Program

This program recruits and helps women to prepare
for work or training in apprenticeship positions
or non-traditional employment.

Director (full time)

Office Manager (full time)

Job Developers (three, 3/4 time each)
Tutor (half time - on sick leave)

Funds: -This program is funded by the U.S. Department of Labor
) Office of National Programs from January 1975 to

Januarxy 1976 for $65,721; and the San Francisco Mayor's
Manpower Office, $8,842. ' *

Total 674,563

Women in Management Program

This program recruits and helps women prepare for
jobs in management or sales in Bay Area businesses.

Director (3/4 time) o
Placement Director (3/4 time)
Placement. Counselcr (full time)
Recruitment and Development Director (3/4 time)
Secretary (1/2 time) .
Funds: This program is funded by a private Bay Area
' foundation, the San Francisco Foundation from May 1974
to May 1975 for $15,550; and the San Francisce Mayor's
Manpower Office for $14,164. k

Total $29,714
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Advocates for Women-Administrative and Work Planning Center

This group coordinates all activities of Advocates' programs.
It operates the Work Planning Center of job finding informa-
tion for women, and coordinates consultation services to

employers done by Central staff, Directors of the organization
and volunteers.

President (full time)
Administrative Director (full tlme)
Bookkeeper/Secretary (full time)

Receptionist/Intake Counselor (full time)
Counseling Coordinator (3/4 time)
Typist Cleric (full time)

Funds: The central staff, Work Planning Center activities and
affirmative action consultation are funded through
the San Francisco Foundation for $14,350 and from the
San Francisco Mayor's Manpower Office for $6,994.
Total $21,344

Advocates for Women-Berkeley Office

This group of women offers services similar to those provided

in the Central San Francisco office such as recruiting women,
. contacting prospective employers, and providing counseling

for women who have affirmative action concerns or are seeking
jobs. The Berkeley staff also refers women to services provided
in San Francisco such as job preparation workshops and programs
in management ‘and apprenticeship or nontraditional employment. -

Job Developers/Coordinator (full time)

Job Developers (2 full time)

Affirmative Action Employment Counselor (full time)
Secretary (1/2 time)

'

Funds: Funds for this office are provided through the City
of Berkeley Comprehensive Employment and Training Act
Commission, Title I for $3,875 and Title II for $49,020.

Total §$ 52,895

Total operating fund in Mary l975—for Advocate for $178,516
Women programs* :

*The program receives less than $10,000 each year from general

fund-raising activities and donations; these are used for
reserve and for general office expense.
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The intersection of San Francisco's Market and Geary Streets marks
the approximate heart of the city's business district, an area where g%ass-
and-steel high-rise office buildings now compete for space with squat and
stolid turn-of-the-century edifices with the eharm of old marble and wood.
In the morning you can sometimes smell the Pacific when the breeze is off
the Bay, but this'isn‘t the picturesque San Frarncisco of cable cars, wharves
and flower stalls. Here, behind frosted glass and mahogany doors,.the city's
business is transacted, deals are closed, shares change hénds, mergers are
cenceived, and far-reaching decisions--such as who will work--are made. On
the fourtn, fifth; and sikth floors of one of ;hese gracious old buildings
you'll find Advocates for Women; a non profit organization dedicated to
changing att;tudes and hlrlng policies in both management and labor spheres
and to giving women the counsellng and support they need to take advantage
of the opportunities opening up to them.

‘Its othex effice in Berkeley is at the inte:section of Adeline and
'Ashby Avenues, near the horder of Oakland and Berkelef, an area much
different from downtown San Francisco. In'a mixed neighborhood which is
éredominantly black, the store'ffont office is locatad adjacent to store-
fronts which display ant;ques, plante, hardware and zooks; more shops are
being renovated. The office is at a major intersection of bus lines, across
the street from a new Bay Arsa Rapid Transit . (BART) station, on direct bus .
Iires from both the University of California at Berkeley and downtown
Oakland.

Formed in 1971 by a small group of professional women donating their
time, Adovcates for Women is toda?tgperating on a collection of short-term
grants totaling approximately $178,000. Its staff of 22, of whoﬁ/half are
full tiﬁe; is bolstered by a corps of 15 regular voluntzers who work in
the program's offices ‘and provxde time away from their regular jobs to lead
workshops and seminars for joo seeking women.

Advocates for Women carries out a variety of services as a economic
development center for women; in running several programs, it is different
ffom other women's programs which generally have a singleffocﬁs. Some, Zfor

instance, provide counseling, remedial education and/or basic skills training

for primarily low-income women. Some are clearinghouses of job information

for middle-class women interestad in improving their already-launched carszers.
Other ef;orts amphasize part-time or shared full-time, flexible positions,
ané a very few prepare women for non-traditional or apprenticeship employment.

Advocates Zor Women combines all these services and does so without blurring
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its focus because it's been careful to define very realistically the extent

of services it can handle in each area. At the same time, Advocates lobbies

with the business and labor worlds to expand opportunities for women and

consults with business in individual affirmative-action hiring and promotion

plans.

In effect, Advocates for Women is serving as a smali umbrella

organization for the following programs and services:

- Women in Apprenticeship--recrgitment and'counséling to

prepare women for entry apprenticeship in fields tradition-
ally dominated by men. This program also works with unions
and employers to locate jobs for women.

Women in Management--recruitment and placement for women in
management or positions leading to management jobs in the
Bay Area. Counseling and job preparation workshops are
provided for women, and the program also works with employers
to develop jobs and positions for women.

Work Planning Center--the Center contains job listings,
descriptions of experience/skill requirements for available
jobs and area training programs. The Center has also
offered short-term career counsllng sessions to groups of
women .

Special Services

Affirmative Action Recruitment and Counseling~--consulting
services by Advocates' senior staff to help businesses
recruit and prepare women for jobs in compllance with the
Equal Employment Opportunity guidelines.

¢

Acting Affirmativelyr-a 15-hour training program for employers
and women employees who want to move upward in their
companies. Run by Advocates staff, the program is designed

to support employer affirmative-action goals.

Business Development Services-~workshops and conferences
conducted with womén interested in starting their own
business ventures. Workshops focus on problems of finance,
marketing, and management.

Administrative responsibility for the consolidated organization is held
held by a central staff, primarily the President, and Executive Director, support

staff in the Work Planning Center, and past staff who continue to volunteer.

wOmen in Management and Women in Apprentlceshlp have separate staff but

both programs are housed in San Franc1sco with central administration on two

floors of the same building in San Francisco. At least once a month, program

planning meetings involve program directors, the President and the Berkeley

offlce corrdinator; other monthly all-staff meetlngs are held for group decisions.

ERIC

77




Internal program structures are fairly traditional, with President/
Coordinator Beckf Mills supervising all programs and responsible for finding
continued fﬁnding. The Apprenticeship and Management programs have separate
staff while support staff and volunteers operate the Job Center. All staff
and members of the organization's Board of Directors participate in various
workshops, programs for employers, and public relations tasks. Although-
Advocates for Women does not operate strictly as a cpllective, decisions
aré made jointly by séaff and the Director.

In many ways, Advocates for Women addresses the same issues that
public school career education programs deal with, but for adult women.

The programs offered by Advocates seek to help women identify career
interests and abilities; help them plan training or skill development that
will lead to the careers they've chosen; help redefine tré@igional.viéws

of "women's work"” and "men's work"; and try to enlist employer support of
career choices baéed on ihterest and ability rather than stereotyped notions
of appropriate roles for women. Most staff believe in the issues of equal
employment and opportunities for personal development, but vary in their
personal commitments to feminism.v Many women who participate in the program
don't consider themselves feminists or part of any group philosophy.
Advocates for Women is an eminently.practical organization,.a collection of-
programs -focusing on employment for women which also acts as a negotiating.
agency on their behalf. It operates on funds from establishment sources,

and deals with establishment businesses.

Getting fo the Ground

Equal status and income for women are goals far from realization,
despite constitutional guarantees and continuing federal pressure in this
direction. Underemployment and job discrimination are facts of life for
women in the work force: for those aspiring to their own businesses, sex
discrimination pervades credit practices, pension programs, insurance and
banking. All current efforts to imp;ove the employment picture for women
run into two obstacles: the glacial pace with which public opinion (and
thereﬁpre opportunities) changes, and the economic recession with its tight
money énd wigespread, across~the-board unemployment. ®Last hired, first
fired" takes on a certain poignance when women have at last bequn to make

their way into non-traditional jobs.
r~
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Advocates for Women was formed in thefﬁall of 1971 by three women
who wanted to establisﬁ an economic developmeht center to help women learn
' to operate their own businesses or get better jobs. Attorneys Barbara
Phillips and Marilyn Patel, along with Del Boetz whose background was in
economic development work, laid the groundwork with incorporation, by-laws,
-and the recruitment of Rebecca Mills as a Coordinator to be in charge of
recruiting and training women to operate a Job Center. Becky, with an
M;S.W. in community organization was a former affirmative action officer,
newspaper writer, and social worker, whose consulting firm, Womenpower, Inc.,
was helping employers develop affirmative action goals. She was assisted
during those first volunteer weeks by a part-time office manager, Guadelupe
Lafranci. A kick-off press conference with an appearance and endorsament
by feminist personality Gloria Steinnhem helped give the program some
visibilitf. Advocates for Women soon proved that they were committed to
serious work as an organization. Using entirely volunteer lakor, they
organized and conducted two confersnces in San Francisco concerning affirma-
tive action. Local employers and women's organizations participated and
pronounced them successful. .

"We didn}t try to design the whole_program right away," Becky
recalls. "We tried to do what we were supposed to do--set up an Zmployment
Center for women and begin to identify where the next set of funds were
coming from. Our original funding experience was not atypical for an
organization like ours.. There are in most cities a certain type of little-
- known foundation that will give you money to get started. They're there to
take risks, but;theyidon't take them for long, or for very much." The first
seed grant from a small San Francisco foundation totaled $158,000, and with
the volunteer staff organizing the Center and providing counseling to tﬁé
program's first applicants, 3ecky and the Advocateé founders set out to
£ind more money; volunteer Marjofie.xurzman proved an able public relations
worker, so 3ecky split her coordinator's salary to hiré Marjie part-time.

By the end of the six-month funding period, they'd made contacts through-~
out the city and submitted 40 proposals, most for continued Center

operation and establishment of a credit center for women beginning their
businesses or in personal emergenciss. Not one of the proposals was funded,
and although Van L;bel Sels came through with ‘an additional $6,000, it would
be the foundation's last contribution.

-
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Thus began 1973, which Becky describes as the program's brinksmanship
year. "What you're doing that year is, you're shbwing potential funding
sources that you have what it takes to kéep pursuing your ideas and plans."
Staff persisted making more contacts,'appearing on radio and television.

But it wasn't until the end of 1973 that nibbles of future funding could be
felt. Two other local foundations provided funds to keep the Employment -
Center in operation, and Pacific Telephone and Teiegraph, under a coﬁseni
decree from the U.S. Office of Equal Employment Opportunity, contracted with’
Advocates for Women for assistance in recruiting women for their skilled'
crafts jobs. Things really began to move when the U.S. Department of Labor's
Office of National Programs funded a proposal for a women's apprenticeship
program, and the San Francisco Foundation expressed intsrest in the
organization's proposed Women in Management Project.

3y March of 1974, Advocates for Women had its funding from all four

~sources and was develcping programs and services. While eacn slement of the\

overall program had to deal with the difficult problems of job discrimina-
tion in a dwindling job market, the Women in Apprenticeship program had

perhaps the most serious opposition to face.

Women in Apprenticeship

The Advocates' proposal to the Department of Labor focused on
recruiting and placing women in apprenticeships and in jobs not traditionally
neld by women. Program plans incldded a major information-gathering and
publicity drive to make women more aware of union opportunities and make
the unions more awéfe of women's growing interest in their fields of work.
The Program also planned to provide counseling, tutoring, and support
services such as transportation and. child-care help that women would need in
order even to consider making a long-term commitment to apprenticeship and
training. Pucting these ideas into action required a strong, motivéted
leader, and the program-found those qualities in Dorothea Hernandez, Acting
Director of a Mecdel Cities program for Spanisn-speaking San Franciscans.
Corothea, whose family had come to San Fr§ncisco from Puerto Rico via Hawaii,
was the first high school graddate in her family. "Before I even graduatesd
I'd teen working in what we call non-traditional jobs," she says. "To help

support my family during the war, I lied about my age to taks jobs as a

)
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forkiift operator, electroniCS'assembler; radio operator repairer." After
high school, a brief stint as a secretary convinced her that she wanted
better jobs with better pay. Working for various unions in the Bay Area,
Dorothea eventually was hired as a dispatcher in a union hall where she
learned first-hand how people get and keep théir jobs. Even with this
excellent background, Dorothea's first year as Director of the Women in
Apprenticeship program wasn't easy. 4

First-year objectives were to help women prepare for union appren-

ticeship or pre~apprenticeship training programs, and for non-traditisnal

employment outside union spheres. Placing women, however, required more than
the usual job-development tasks common to employment agencies--matching people
with positions. Dorothea and her staff (one other full-time, four part-

time workers) had to learn thé processes and informal rules governing union
business in San Frahcisco. One of the.program's firstlcontacts with a major
apprenticeship council and a specific union looked promising: although
Advocates had barely begﬁn recruitment, several women underwent initial
skills tests and applications and were placed on union lists. Three were
placed i5>j6bs. Shortly.after, however, at a meeting of the .California”
Apprenticeship Council, union representatives discovered that while‘federél
guidelines said they must hire minorities, no affirmativg action provisions
were made specifically to encourage the hiring of women. with this excusé,
the council relaxed, péinting out it had no authérity to change federal
guidelines. .

This setback meant that staff would have to learnvhcw to work
through regular union channels to place women. In the Byzantine world of
local union policies, merely finding out how to get women on union lists
for referral to employers wasn't a simple task: staff had to find out who
had authority over-listings and which unions have which kinds of lists.

*Advocates fo: Women deals mostly with craft trades which represent
painters, electricians, sheet metal workers, plumbers, and so on, and

these unions operate within a hierarchy of district councils. Each trade
has an apprenticeship committee,and it's with these people Advocates staff
must deal, not direétly with locai unions or employers. Moreover, each com-
mittee works differently and must be dealt with separately. When letters
explaining the program's interest were ignored by these coﬁmittees;

staff began visiting union hiring halls to get the information they needed.
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' “It's a very political situaticm in a bad economic time," Dorothea
explains. "Some unions barely have enough work for their existing members,
and they know that the one who brings in a woman this year isn't going to
be- elected business representative in the unions for next year." Dorothea
attributes the program's initial success in getting information to her own
connections emong union people. "I'm a believer in the labor movement and
in the labor organizations,” she says. "I had friends who know how I felt
and who would introduce me to people when I wanted to know them. Another
factor is, when I meet with committees, I let them know that the women who
come through my office and deal with he are going to be eupportiVe of the
union." After considerable work, Advocates for Women was placed on the
notifications list of various apprenticeship councils, which means the
unions notify them when applieatiens are being taken for union listings.

But before they even registeree, staff knew, women would ha;e to be
prepared for the skills tests they would have to take, and‘ior the inevitable
waiting to be referred to job sites. While further contacts were being made
to elucidate the registratipn and placement process, staff were recrui;ing
women and developing eervices such as tutoring for basic skills, chilé care
and'transportation assistance which would be essential for their candidates'
success. The only other full-time staff member in the Women in Apprenticeship
program is Mary Crotto, the Aoncates' Office Manager, who Qescribes herself
as a union member "since my Rosie-the-Riveter days". Her experience in the
Electrical Workers and local Clerical and Office Workers unions provided
valuable help to the three part-time job developers and one tutor who
comprised the rest of the staff. Of these four, two are.white, one black, and

one Samoan, a reflection of the diversity of womenh who were responding to

'publicity about the program. In five months, more than 700 women came to

apply for the'program.

Women interested in this program have usually completed high school,
and, according to“Dorothea, are generally of two types., Some have experienced
traditional women's work and reject it, or are looking for a change in

lifestyle. Others come from families involved in a particular trade and

"already have.experience wofking with fathers, brothers and other relatives,

Some women live in collectives and consider themselves feminists, but most

‘are not involved in group feminist issues and are simply interested in

outdoor or physical work. During the first year, politically active
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clients felt Dorothea was too éonservative énd‘the program was not responsive
to their demands for more direct pressure on employers. Dorothea sﬁpported
their right to demand such action. "Women who are seeking these Jjobs

have a right to make decisions concerning what is happening because

it's happening to them,"” she explains, "and I think we should be the

servanté of those women. But at the same time we are hired and paid by

the Department'of Labor to implement a program in a way that's acceptable

to the people we have to work with-~the Bureau of Apprenticeship Standards

and the California Apprentlceshlp Counc1l "

" In response to these demands, however, the Dlrector of another
group, the Women's Organizations for Employment, agreed to help these
women organize a pressure and actioﬂ group called Nontraditional Emplcyment
for Women (NEW), which program staff supports. "NEW is an instrument through
which women can do things they can't do through us," Dorothea observes.
"They demonstrate and make noise and negotiate, and they can sometimes
fofce people igto a situation where they have to negotiate with us.?
NEW also provides crucial support to women who've begun the apprenticeship

or pre—apprenticeship process, training which can .take at least four

'years and sometimes longer. While the WAP's own Jjob developers can

offer some support, their energies are primarily directed at recruiting

and screening women, keiping in touch with those who are ready for tests

" and registration, preparing them for their initial days on the Jjob, and

arranging for child-care or transportation.when needed. Job Developers
also stay in contact with union committees and may talk to individual
employers who wish to hife women directly. It's an enormous task, made
more intensive now that there are only two part-time developers: dne
recently left Advocates for a full-time job. Comprehensive Educa;iqn and
Training (CETA) funds are now covering one job developer position.

By January 1975, at the end of the program's first year, Women in

Apprenticeship was beginning to compile an impressive track record:

Number of WOmén

Placed in apprenticeships : 30
Placed in pre-apprenticeship programs 28
Placed as journeypeople : 8
Placed in on-the-job training - 13
Placed in non-traditional jobs (bus drivers, 49

telephone linemen, installers, etc.)
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These placements are the result of hard-won expertise on the part
of Apprenticeship staff. Within the first few months of operation, for
instance, they found that their policy of registering all women who came to
Ehem was unrealistic. Not all women were equally committed to skilled or
craft jobs, and many were neither financially nor psychologically prepared
to commit themselves to what could be a five-year process. "We see our
initiai interviews now as céunseling sessions," says-Job Developer Christie
Niebel. "It $ as much a process of discouragement as anything. We talk
abott long-term careers and the fact that it may take two, three or four
months to get into a program and then two to fourwyea;s to go through training
before achieving journeyperson stéius. We can't promise them anything, not
even a job. The initial rap is to get them thinking. If they remain
interested and keep in contact, then we do as much as we can for them."
Dorothea Hernandez achoes these sentiments and adds, "The women we send to
employers, who qualify for union lists, must be the womer who are going to
stay. They must e mot;vated, physical, committed to four years of appren-
ticeship, and committed in some sense to the women's movement. They have to
realize what it means to feminism in terms tHat if they‘don’t,succeed, or
whatever oroblams Ehey have, it's going to have an effect on every woman
who comes after them. Or on whether a woman comes after them at all."

Waiting through the uncertain registration and placement process
is particurly difficult for minority women who often need the'kinds of
support services Advocates for Women hasn't the money or staff to provide.
Christie and co-worker Dosh Worth refer them to other traiﬁing programs
leading more directly to jobs and arrange for tutoring or counseling
services, often with the nearby Women's Vocational Institute which
specializes in basic sducation and counseling., Now that the WCmén in
Apprenticeship program has been funded for a second year,
staif hope to develop more assistance in the areas of tutoring,
transgortation, child care, and temporary Einancial telp to women who must
wait for placement. ‘

/' Meanwhile, on the séété and national scals, staff are working with
other women's organizations to stimulate the changes in federal
affirmative-action guidelines that are necessary before emplovers will put
priority on hiring women as well as minority groups. At the winter meeting

of the California Apprenticeship Council, Dorothea presented a plan for
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rewording of the “California Plan for Equal Opportunity in Apprenticeship"

to include references for women in affirmative action hiring. The proposalf
also called for timetables for hiring women and the involvement of women

in setting those timetables. The proposal also requested that an

emplover's minimum physical requirements be limited to those that are bona
fide occupational qualifications as outlined in Title VII of the Civil Rights
Act of 1964. Developed by program staff and representatives of several Bay
area organizations, the request was presentgd to the Council and referred

to the Rules and Regulations Committee, which ignored the proposal, stating
it had no power to change federal gquidelines.

. The committee did adopt an alternative proposal put forth by other
council commissioners: a Pledge of good faith that women would be considered
candidates for apprenticeship positions. A olan which cmitted goals and
timetables was unsatisfactory to assembled women. They cited June 1974
figures from the Division of Apprenticeship Standards listing 160 women-as
apprentices, or only 0.4 percent of the state's overall total. Z=ven if such
an affirmative action plan were to be éosed, Dorothea Hernandez fzels )
employers must themselves make changes. "Empioyers still have the poweénﬁb
decide who works and when. If they were willing tg hire women or minorities,
the unions would ke supplving them," she asserts. The program’s first year,
she stresses, has been an action year, a gcod base for more work. "We can't
afford to be frightened by the prospect of everything that's out there, or

to spin our wheels hoving for change. We have to work at it bit by bit."

Women in Management

‘"We've got a lot to do," says Women in Management's Director Janet
Keyes. "Until early March, we have two three-gquarter-time staff, a job market
that is terrible for professionals, and a placement goal of 120 women by
May 1975." In earlvaarch, however, with some of the CETA money from the
San Francisc§ Mayor's Manpower Office, they added two, a recruitment and
development director, Norma Chapa, and a placement counselor, Martha Silver.
Like other part-time program staff, Janet and 2Placement Director
Judy Tsujimoto actually spend more than three-quarter-time on theixr jobs, and
both gave up full-time positions, one as a placement supervisor for a women's

employment agency, the other in the placement office of a major local
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university, to supervise the Women in Management program. Janet coordinates
two volunteer interns from the University of California at Berkeley, keeps in
touch with the volunteers who run management workshops for program applicants
(there are three sessions twice a week), is responsible for placements and for
follow-up of women who have been placed.

The program's strategy is to locate and recruit women interested in

more established business occupations, provide workshop training to prepare
them for management roles, and then match them with available sites.

Janet and Judy have had no trouble recruiting, and they're committed

to finding minority women, people underrepresented both as women and as
minorities in management levels. Finding cooperative employers withk ‘
openings is more difficult. A first step was to survey employers to
find out which management jobs are open to new employees. _“What we
heard from company after company," says Janet, "was that hiring was down
and that new hires and promotions were being made consistently for people
who were interested ih or had proven themselves as salespeople." Staff
at Advocates transfer this information to applicants during initial
interviews: those uninterested in sales work are encouraged to use the
Job Center's resources, and Judy keeps files on their interests and
capabilities for job openings in other fields.

~ Women interested in this program are generally middle-class,

many with college educations and job experience. "Nevertheless," says
Janet, "they need and want to spend some time not only learning about
the traditional business world but also about how they will operate in
it."™ A favorite example for Janet and Judy is the story of Beverly
Warner, whom they desér}be as their "star placement."” -Beverly had a
Master's degree in special education, a background of teaching and )
acting experience, and found, along with other people, that unemployment
is. highly frustrating. Through Women in Management, she ggt together a
new resume, attended a number of management workshops, an&vwas selected
szfter proéracted interviewing as one of the first woman managemeht/sales
trainees for Equitable Life Insurance. Less than a year later, she'd

captured the top sales award for new trainees in the firm's San Francisco

office.




threatened with consent decrzes or are reported to be acting in a

In addition to workshops in interviewing techniques, resume writing
and skills analysis, Women in Management offers monthly Employer Forums
conducted by women working in sales and management in Bay Area businesses.
They run the forums along with employer representatives. Women are
charged no fee for participating in the prograﬁ, but they are asked to con-
tribute to the project's information pool by givina staff feedback about
their interviewing and training experiences wit:. vcal companies. This
feedback helps Janet ahd Judy identify responsive employers and those who
are discriminatory in their hiring or training practices. "We try to
establish cooperative relations with employers in the area," says Janet,

"but we're realistic. We know that employers move faster when they're

discriminatory manner."” Increasingly, employers are coming to the program
to recruit women for their traihing programs and are working with staff to

implement affirmative-action plans. To date, 72 women have been placed

in management jobs, and this program is only now gathering momentum.

The Job Center and Counseling

When a woman comes to the Advocates for Women office ian average
of 100 do each week), the receptionist who greets her can often refer her
immediately to the Apprenticeship or the Management program. But many women
haven't yet defined their interests: some are new to the Bay area where
competition for work is intense, or they're searching for a different slot, ”
looking for help in deciding what to pursue, or trying to find out generally
what's_available in the community. For two years the Jdb Center provided
regular group counseliBg sessions. They have recently been funded to es-
tablish a Work Planning Center to expand upon the old Job Center's services.
The Work Planning Center will utilize volunteers from the Junior League of
San Francisco and Marin County.

While the Job Center's staff have relied heavily on counseling

workshops conducted by the Women's Vocational Institute to provide group

support, according to Barbara Shough, who coordinated the workshops for
the Job Center, the sessions also were valuable to staff in indicating the
variety of womeri's needs. Barbara stresses the importance of these group

meetings as a starting place where women can begin to rethink their. .




capabilities and interests. "We limited groups to 19 and conducted them
with both new drop-ins and women who returned for more than one group,"
she says. Early groups included women withwdifferent interests, but when
a number of women discovered specific inter;sts they held in common, groups

, weréjorganized for them on a continuing basis. Women in local business
volunteered to lead short-term groups, which included Career Decision-
Making; Resources at Advocates; The Nitty-Gritty: Preparing a Job Campaign;
Developing and Keeping a Positive Self-Image while Job Hunting. |

- Those looking for general_job counseling don't need the above groups.

Says Barbara, "One-shot sessions combining personal support and job informa-

tion are really better-for most women. Those who want longer term groups
tQ acquire a specific job skill, for example, or learn more about feminist
issues we found it better to refer to other organizations." This approach’
to counseling is somewhat dictated by--and also influences--the kind of
staff recruited for counseling. Barbara's position as Coordinator was a
full-time volunteer position in which she trained other volunteers and |
interns from nearby colleges as counselors, kept up on local opportunities,
and coordinated professional women who volunteered to lead.special-interest
groups. |

Barbara believes the Coordinator's job should be a full-time, paid
position, with another staff member cénducting.only ﬁorkshops and coordina-
tion of volunteer counselors, who must be éarefully chosen and trained.
Meanwhile, as the Work Planning Center gets underway, Barbara is evaluating
the Advocates' recruitment and counseling efforts for PaFific Telephone and

Telegraéh described below.

Advocacy by Advocates for Women

Another Advocatés‘for Women concern has been work in the affirmative
action arena, which initially took the form of conferences for local
employers and led staff to an agreement with Pacific Telephone and Telegraph

. for help with that company's plan. Under pressure of a consent decree to
increase the number of women in skilled craft and outdoor jobs, Pacific
Telephone and Telegraph contracted with Advocates to recruit and prepare
women for these positions. During the past year, Advocates has placed more

than 20 women in jobs as lineworkers, F3X installers and splicers.
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Advocates provides consulting not only on specific compliance cases,
but also contracts with employers to provide training programs for managers

and women. These programs are:

® Acting Affirmatively: Women's Responsibility--a 15~hour
program for women who want to change jobs or be promoted,
these sessions concentrate on skills in communication,
decision-making, self-assessment and assertion, and time
management. Secretarial and administrative support staff
at Stanford University have taken this course and arrangements
are being completed to take the program to additional sites.

® Acting Affirmatively: Managers' Responsibility--for

management-level employees and employers, this program
includes awareness workshops and sessions in recruitment
and assessment of women applicants. Another series of
workshops is aimed at helping supervisors and co-workers
understand and contribute to successful implementation of
affirmative-action plans. The local Chamber of Commerce
currently sponsors a series of these programs entitled
"Women in Management--Why Not?"

Tnese presentations can be arranged tnrough an employer-program
contact or by a special grant to the program for spec1f1c serv1ces. “We're
undertaking this effort in order to broaden our base of support among
employers, rather than simply as an educational or money-making venture,"
explains Advocates President Becky Mills. As Advocates for Women has
increased its affirmati&e-action work and become more visible in the Bay
area, staff work more and more closely with other women's organizatioris to
handle individual and groué concerns about women's employment issues. San
Francisco's National Organization for Women (NOW) chapter has consistently
referred employers in need of affirﬁative-action help to the Advocates program,
and staff are increasingly approached by individuals and groups’ of women to
take publlc action on behalf of women and their rights. Wwhen a prominent
Chamber of Commerce member was quoted as having made a remark considered
discriminatory by many San Franciseo women, Advocates was asked to make a

public statement. 'Instead, the program preferred to work with the Chamber
of Commerce rather than against it. "It was then that the Chamber agreed to

sponsor “"Women in Management--Why Not?" for Chamber members, and individual

business people agreed to lead sessions for the Women in Management program.
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Some issues, staff feel, are better handled by other organizations
without Advocates for Women's responsibilities. The program supported the
formation of the Women's Organizations for Employment (WOE), a coalition
of activist and pressure groups with services sucﬁ as Women's Litigation
Unit that can initiate suit and use other forms of legal and public.
pressure to bring about change in local employment practices. From the

outset it has been the policy of Advocates for Women not to file suits of

complaint or litigation

Getting and Keeping Local Support

The Advocates for Women staff maintain that its position as a
negotiating.énd actioﬁ organization rather an an activist group has
helped it develop support among local foundations, community organlzatlons,
and employers alike. Staff learned from other women in politics and’
communlty work how to make contacts, write letters and reports, and how
to keep frlends for their organlzatlon.. Advocates' Board of- Q}rectors
has been of special help in this area: the three founders are members, and
others have valuable expertise in business, management, and law. The 28-
member Advisory Board is a highly influential group with ties to major
corporations, the federal government, and local businesses and agencies
critical to the.program's continuing well-being. N
AdVocates for Women has recently invited the public to becbmé
supporters of the program through individual financial contributions. "as
Friends of Advocates," Becky says, "people can contribute to our actlvities
and keep informed through our regular news bulletins and reports, yet the
Program staff still have the independence £o make decisions and to focus

energy on program activities rather than on making the Friends happy."

Women Speak

In one way or another, through special programs, counseling, and
other services, Advocates for Women in San Franc1sco has helped more than
15,000 women since it opened in fall 1971. Although Advocates hopes to change

-

-
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socir _y's attitudes toward employment for women, many women believe the
reality still remains that they must demonstrate higher qualifications
than their male counterparts just to get a job. In positions tradition-
ally held by men, individual wcmen must initially deal with ridicule,
indifference, and 6ccasionally Persecution to keep their jobs. Cheryl
Parker came to Women in Apprenticeship for a better joS: "A friend and
I were discussing jobs and what we wanted to do. We'd graduated from high
school and had various jobs, mostly in office work, which we both hated.
 We thought of going to college but neither of us was that interested in
_intellectual kinds of th;ngs and we weren't interestéd in doing any of
the jobs we'd done or were likely to get as women. I've been real poor,
and I didn't want to be poor the rest of my life. It seemed to me that
skilled trades offered pretty interesting work and very good pay."

Cheryl opted for cabinetmaking, and slept in the streets to be at
the front of the union-hall registration line. "When the union hall man
sent me out to the employer's site, he said the employer would try to make
me take a test, but that because I was on the list and had already passed
the union screening test, I didn't have to take it. I decided to take it
anyway--by this time I'd taken enqugh-tests and was sure enough of my abil-
ities in math that I knew I could pass it. The employer was freaked odt
but there wasn't a thing he could do. 1I'd registéred the right way, passed
the union test, been dispatched, and even passed the test I didn't have to
take. My strategy waé that I wouid be so good and so interested that Fhey'é |
have to accept me. They did hire me, but that didn't mean they accepted
me, and didn't mean they didn’'t make it tough." o -~

. In her first three months on the job, Cheryl reported, her super-
visor found no fault with her work, a few co¥workers came to accept her gl—.
though their teaching and instructing was provided ih a challenging and not;
supportive manner. "I think it's really imporﬁant for Advocates to be doing
this kind of work for women who want jobs in crafts and ﬁrades," says
Cheryl, "If it hadn't been for their help I wouldn't have been able to pre-
.pare for tests, know what to expect from the job or from myéelf in the sit-~
uation. . .but it's really tough on the job when you have no suppoit from
anygody around, day after day." As required of all apprentices, Cheryl not

only has to work full time for four yearé as an apprentice, but must also




attend classes one‘night a week for the same period in order to complete
the apprenticeship. After three months at her job and of classwork, and
only two days before she was to have made the bottom rung of_the company's
seniority list, the shop told Cheryl they didn't have enough work and let
her go. It was not discriminatory action they said, she was the last one
hired, and so the first to go. .

What happens now? Ihe Women in Apprenticeship staff can orovide
some support, or some assistance in finding temporary work. But Cheryl
knows that even if she is placed in another shop .where there is more work,
there is no guarantee that she won't be laid off again before making the
seniority list. "At that rate," she says, "I could keep taking classes,

oaylng my union dues, and not get any closer to complntlng my apprentice-
ship." She has not yet decided what t.ade-offs she will make to pursue
ner interest in cabinetmaking and apprenticeship.

Madeline Romero is a young Asian women who worked with Women in
wanagement staff for seven months looking for a job. With two years of
college and eight years of good éxperlence in admlnlstratlve secretarlal
work for non profit and government clients, she didn't want to return to
school for what she felt was a useless degree certificate; at the same time,
she felt capable of doing more responsible work. - Support from the Women in
Management staff during that time, according to Judy Tsuyimoto, hélped keep up
her faith in herself, her potential, and the awareness that the scarcity
of jobs in general did not mean that she had no value. With the help of
program staff, Madeline is now working as a full time consultant for the
Asian-American 3ilingual Studies Program in the Berkéley Public Schools.

She reviews and revises curriculs, arranges for workshops and study groups,

and, she says, "surprise even myself at the new things I can do."

Lessons and New Directions

Advocates for Women staff have learned much in their first years of
operation. They have learned how to establish themselves as an organization
snd how to develop a base of local community support; they have lesrned how
ko prepare women for seekiog jobs in unions, non-traditional employment and

management positions usually held by men; they have learned to develop
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different approaches for different businesses, business organizations, and

unions; they have learn how to work with other women's groups so that effort
is not duplicated and the effact of each group is enhanced.

They' ve also learned some useful lessons about organization and .
staffing which will be useful as they contlnue to grow. Advocates for Women
learned to survive first by molding a staff of paid and volunteer workers, a
combination that's difficult to make work effectively. Some women oppose
volunteerism because it has traditionally syphoned important energies, with=-
out, they say, providing rewards of self-esteem or money. Yet Becky points
out that volunteering in Advocates' programs can be particularly useful for
women in transition between a household and a w1der world of work.

The regqular use of SLgnlflcant volunteer time has implications for
the way job responsibilities are organized and for the supervision rsquired
to run the program. Above a program size of 5-10 stiff, a combinatiénAof-
paid and volunteer workers can lead to tensioﬂ, even though volunteefs'cén-see
that paid stafs consistentiy-work extra hours that must be considered 7olunteexr
effort, too.

- Although service to women clients may e uneven as new volunteers learn

the ropes, or turnover in-volunteers leaves - some work partly done, many staff

would say that the commitment of most volunteers and the on-the-job training
they get is worth the slight 1nezflc1enc1es which may occa51onally result.
Staff have found that clear job or task descrlptlons nelp clarify who

does what work, and that some *tasks should be *the role responsibility

of volunteers, of specific individuals if possiBle.

C;ordlnatlon of job rasoon51olllt1es, staff schedules, and times for
some group decision-making rzguires extra energy of administrative staff if
the core staff and volunteers are to work together comfortably. For this
reason, early in its development, Advocates for Women hired a half time office
manager to supervise and recruit volunteers rather than a full-time secr~tary/
receptionist.

Also during the program's development, Becky spent three-quarters time
as President/Coordinator. Although staff often felt they wanted someone-in
charge all the time, Becky believes that a three-quarters arrangement can
work as long as communication with the outside world is handled systematically

and staff can meet often enough (once monthly sufficed for this program) .

With new program growth, however, a full time secretary/intake counselors have
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been hired (volunteers took part of this responsibility previously). Another
major change is the addition of a full-time executive director to help
supervisé and coordinate the additional staff. Becky will be moving to full
time status as President, and an Affirmative Action Coordinator is to be hired
to maintain contact with minority organizations in the San Francisco area.
Volunteers will still be used; they can, according to staff, make possible a
lot of extra services and individualized counseling. The program will con-~
tinue to document all volunteer time, by vaid staff and other women, to help
justify proposals and grant application# for extra funding.

In the future, Advocates for Women will continue to apply for
federal apprenticeship money from the Department of Labor and for local
support from foundations and employers. One proposal for such support is
for a buSiness development program to be funded through the State of
California; the program also hopes to obtain additional Comprehensive

Employment and Training (CETA) money from Alemeda County, Oakland, Berkeley,
and San Francisco.

Advocates for Women would like to take an increaSing role in N
sponsoring small groups and individuals conducting projects related to }
program goals. Three such liaisons’ are currently in the works. A proposal
for career education using non-stereotyped materials for public school

grades K-6 is being developed by a part-time staff member. When this
proposal is funded, the staff member will manage the project at the Advocates
headquarters. A similar project in media--a film entitled "Women, Jobs, and
the Law" will also be run out of the main office. And through the efforts of
Maria Aquileria, a Master's candidate from University of California at
Berkeley who was an intern with the program, ‘the University's School of
Social wWork will seek funding for a project to research the effects of non-
traditional employment on women, osing women served by the Advocates'
Apprenticeship program.

Despite recent success in obtaining new funds for staff and expanded
program services, Becky points out that it is easier to fund program opera-
tions than the administrative organization which must be Present to coordinate
those programs. "It's typical for organizations like ours," she says, "and
we've undertaken a typrical non-profit fundraising campaign." Advocates for
Women staff will also expand their affirmative action consulting services

for employers; their first work as an organization, refined by years of -

experience may offer new perspectives to other women and their co-workers.
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IN BRIEF
Operation SER

1928 West 17th Street
Santa Ana, California

Raymond Vvilla, Director

Branch of the National SER/Jobs for Progress Inc.
9841 Airport Boulevard
Llos Angeles, California 90045

Ricardo Zazueta, National Director

SER/Jobs for Progress, a national job development organization for Spanish-~
speaking Americans, originated in 1966. With original funding from the Office
of Economic Opportunity and the U.S. Department of Labor, SER was the merger
of job programs run by the League of United Latin ‘American Citizens
(L.U.L.A.C.) and another organization for Spanish speaking Americans called
the American G.I. Forum. The national non-profit organization has local
branches in 15 states which provide training, job placement, language and
basic education classes, supportive services, placement for professionals, and
other services to primarily Spanish-speaking clients. More than 19,000 clients
were served by SER in 1973.

SER/Santa Ana, Orange County Jobs for Progress, Inc. is a representative
branch of the organization, one of 14 in the State of California.

Staff: Administration Instructors ,

Managment Information System ' Job Preparation Course
Fiscal Management System E.S.L. Basic

. E.S.L. Advanced
QOutreach ReerultmenF ABE/GED
and Supportive Services Clerical Skills
Intake and Testing Electronic Assembly 1

Assessment and Orientation ' (Precision Soldering)

Electronic Assembly 2
(Schematic Reading and
Component Recognition)

Counseling-Certification and

Employment Development
Counseling Services (Supportivg? Job Development-Employer
Referral and Job Placement Relations

Clients:

Continuous enrollment and pLacement (open entry, open exit) -
SER/Santa enrollment for 1973-4 was 935 individuals
Enrollment January 1975 was 128 individuals

Funds:
U. S. Department of Labor $424,000
Orange County Manpower Commission

Criminal Justice Council of Santa Ana 48,000

In-kind resources: :

-approximately $165,000 in office and classroom
equipwent from local business over six-year period
-classroom teacher time supplied hy the Rancho Santiago Community
(Santa Ana College) College District
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Major Features:

-basic education and language classes
-skills training in clerical and electronic assembly occupations
-demonstrationmgrograms:
' Veterans' Outreach
Transitional SER for Ex-Offenders
_ Delinquency Prevention Project




Orange Céunty, California stretches from Seal Beach south to 3San
Clemente on the Pacific Coastzand eastward to the Santa Ané Mountains. The
northwestern corner of the county, once a tapestry of orange groves and open
countryéiae, has given way to the suburban sprawl of Los Angeles, 33 miles 4
to the northwest. One of the fastest-growing regions of Southern California,
Orange County includes the communities of Fullerton, Anaheim, Buena Park,
Garden Grove, and other well-known towns. On the cutting edge‘of Orange
County's suburban sxpansion is Santa Ana, a bustling, politically conservative
community of proliferating housing tracts, industrial parks, pleasant shopping,
civic, and cultural facilities, and an educational systam regarded by many as

first-rata.

Santa Ana's minority community consists primarily of Mexican-Americans
and, to a lesser extent, black rssidents. Chicano barrios are dotted with
Mexican shops and restaurants and frequently buyers and sellers conduct their

negotiations entirely in Spanish. This is partly due to the insularity of

Chicano neighborhoods which tend to retain much of the Mexican culture. This
pattarn of cultural nomogeneity is constantly reinforced by newly arriving
migrants from Mexico and frequent visits to border towns by local residents.
Another consideration that shapes the character of Chicano barrios is the
social structure of.the larger society which has generally managed to maintain
impenetrabla boundaries confining Mexican Americans in the poorest sections

of town.

For some residents, Santa Ana has been home for generations, while
others are recently arrived from Mexico, only two hours away. In many ways,
this community is a good place to start a new and better life, but like other
minority enclaves, Santa Ana's barrios suffsr the high unemp loyment -- and
underemployment -- common to racial and sthnic ghettos. This familiar
syndrome condemns Chicano and Chicana alike to menial employment
with little hope of advancement. Low salaries stzy low because many emploYers

have staved off unionization, knowing they can count -on a vast reservoir of

cheap labor. The cycle of life for many Chicanos in Santa Ana has been poverty,
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joblessness, discrimination, and an overwhelming sense of futility and

despair.

There are people who care about the poverty trap they see in Santa
Ana, and they're doing something about it. They're the men and women who
operate the local branch of SER (Service, Employment, Redevelopment), one 4
of 60 such agencies across the country offering education, job training,
and supportive se;vices to Spanish-speaking Americans. ’A non-profit

corporation, SER has in the last decade become the largest and one of the

most sophisticated Chicanc job training organizations in the United States.

SER/Jobs for Progress, Inc.

SER/Jobs for Progress was an idea carried over from the U.S. Navy's
Equal fmployment Opportunity program. In fact, Navy personnel helped draft
the original funding proposal back in 1965. SER was an outgrowth of job
placement programs in Houston and Corpus Christi, Texas operated by the
League of United Latin American Citizens (LULAC). LULAC merged with another
Spanish-speaking organization called the American G.I. Forum to form SER/Jobs
for Progress, Inc. with initial funding of $250,000 from OEO and the J.S.
Department of Labor. The program has expanded rapidly since 1966, with local
branches in 15 states and funding in fiscal 1974 of $16.2 million. Sponsors
include LULAC, the American G.I. Porum, the Department of Labor, organized
labor, and Amigos de SER, a national council of business and industry leaders.
Becausa it i's a non-profit corporation, SER enjoys equal status with city,

county, and state governments in the nard competition for federal monies.

SER's National Office is located in Los Angeles, under the leadership
of National Director Ricardo Zazueta, a tireless lobbyist fof the employment
needs of Spanish~-speaking americans. The proqram's track record is outstand-
ing: in 1973, the organization assisted more than 19,000 disadvantaged
clients with job placement, training, and supportive services. Spanish—
speaking people accounted for 90 percent of those served, and almost half
were women. Of the 5,062'people placed in jobs, 85 percent secured work for
which théy wers specifically trained by SER. Further, the average starting
hourly wage of $2.53 for SER placements is considerably higher than the
national minimum wage. On the average, SER placements earned $3,544 more

annually than they did before their training.




More significantly, 67 percent of these SER placements remained on
the job after six months, and fully 51 percent were promoﬁed to better
positions. Yet in terms of actual cost, SER training requirea only $933 ber
client compared with other training programs which usually spend more than
twice that amount. The organization has developed innovative demonstration
pfojects to help former law offenders, juvenile delinquents, veterans, new
careerists, and needy students, and has instituted a computer service to

search out and place Spanish-speaking professionals.

There are éignificant differences between SER's manpower program and
the career education programs now being integrated into the nation's public
schools. The most obvious is that SER serves unemployed adults age 18 and
up. This means that the kinds of services offered and the way they're pre-
sented are qﬁite different from school-based career education.. SER works -
with what the Department of Labor, using poverty guidelines, considers a
disadvantaged population whose needs are immediate. Services and training,
therefore, must be direct, practical, and above all intensive, since the

program's major goal is to place people in jobs as quickly as possible.

Many of SER's clients are dropouts who saw no relevance to the tradi-

- tional American high school curriculum and left the system before career *

education programs were initiated. Others had to drop out to support younger
brothers and sisters. As industry has become increasingly specialiégafwﬁéhy
dropouts have found themselves out of a job, unskilled and unwanted. SER
and career education programs resemble each other in one respect: both are
geared toward preparing individuals for the job market by offering skills,

knowledge, and the support needed to develop personal self-cbnfidence.

Self-confidence is fully as impcrtant as a marketable skill for many
of SER's clients whose problems may not be limited to lack'of training.
This organization helps people cope with the tangled web of personal Qiffi-
culties that oftén preclude employability -- lack of funds to purchase
personal transportation; revoked driver's licenses; recent divorce or separa-
tion; lack of child care; language difficulties} arrest records; lack of
basic education; agg many more. Piecemeal approaches that deal with only

[

one aspect of this syndrome don't work because related difficulties, left
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untouched, will eventually overwhelm the individual. The help SER offers
is the only kind that works -- personal, one-to-one attention to each client's

own combination of needs.

«

" SER/Santa Ana: Yesterday and Today

You'll find SER in a modest neighborhood in the South East section of
Santa Ana, an unprepossessing long, low row of buildings located near a dry
river bed. 1Inside, beyond the bilingual receptionist, telephones jangle,
people ebb and flow between classrooms, typewriters clack, and English and
Spanish voices create a lively hubbub. The furnishings are sparse but neat,

and the atmosphere is businessiike.

Program Director Ray Villa is businesslike too. Fifty-six years old,
Ray was born in the United States but raised in Mexico during the 1930s.
After returning to serve with ﬁhe Air Force during World War II, he graduated
from UCLA and moved to Santa Ana, where he operated an insurange-agency and
for four years served on the city council. His knowledge of the community,
the respect he's earned, and his political awareness have made him invaluable
to the program. Soft-spoken, almost fétherly, he's nevertheless a shrewd

businessman with a knack for pramoting SER in the larger business world.

Although his program is now known and reépected in Santa Ana, it
wasn't élways possible for Mexican+Americans to get the help they needed.
Back in the mid-1960s, the Mexican-American community was politically power-
less to attack poverty, lack ofAeducation, substandard housing, unemployment,
and the host of related problems faced every day by Chicano families. Frus-
tration, anger and despair boiled over when rising ekpectations were met with
a wall of discrimination in the Anglo business community. The situation was
intolerable, and led the localbleague of United Latin American Citizens and

American G.I. Forum to band together in a fight against job discrimination.

Ray Villa remembers those early efforts: "Several of us LULAC members
became involved in a conflict with the local employment office. We noticed
that Mexic;n—Americans caning in for jobs were Lalways sent to local farms
to pick tomatoes while Anglo job seekers were referred to MDTA (Manpower

Development Training Act) training. We finally_stopped that discriminatory
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practice with sworn affidavits and threatened legal action." Soon after

this confrontation, on-the-job training was instituted for Mexican-Americans
by L.U.L.A.C. and in 1967 SER/Santa Ana became operational. In the beginning
SER mostly trained machine operators through its 75 OJT slots in local in-
dustry. The program also offered English as a Second Language (E.S.L.)
classes in its early development. Mr. Villa's staff at that time was

small but several of those dedicated staff members remain with the Santa

Ana program to this day.

Since it opened in 1967 with 14 E.S.L. students, SER in Santa Ana
has expanded many times over. At this writing‘there are 128 regular adult.
students enrolled in classes and receiving various related support services.
Because of its practical orientation to job skill training SER/Santa ana
Places some priority on classes: bhasic education, Enéiish as a second language,
and vocational training in clerical skills and 2lectro-mechanical assembly
(SER local programs vary with community needs, historical develorment of
the project, and the intzrests and abilities of local dirsctors). However,
the program in Santa Ana goes beyond the traditional vocational ﬁraining
program in active fecruitment of clients, provision of special suppor:

services, and emphasis on individual counseling.

In its seven year history, SER/Santa Ana has served 3,530 men and women,
predominantly Mexican-american (74 percent) but also black (13 percent) and
Anglo (13 perzent). Sixty pércent of those served have been women, no doubt
an outgrowti of the fact that minority women with children -- often divorced

or deserted -- are particularly vulnerable to poverty status.

Among its regular enrollees, SER/Santa Ana provides special outreach
and counseling services to two groups: veterans and ex-offenders. Ser-
vices for these clients are idehtified by program names (Veﬁerans Qutreach,
and Transitional SER for ex-offsnders) but only to communicate their our-
pose to those outside the organization. There are no distinctions among
enrollzes once they come to SER; staff maintain that no one knows, nor
should know, wnich cliants are ex-offenders and which veterans. TInitial
contact is made with eligible clients by recruiting and counseling staff

for each of the two programs.
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A third special program for youth is funded separately and most of its
activities take place at sites other than the SER offices. Although SER
is chartered primarily to serve people age 18 and over, it sponsors the
Delinquency Prevention Program in cooperation with the Santa Ana Unified
Schooi District. The District agreed to work with SER because they were
concerned with the high drop-out rate of Mexican-American students in

Santa Ana and because the District is responsible for youth under age 18

CA:

who are out of school.

'Becaﬁée of its program for youth and the fact that SER consistently
turns out competent reliable workers, the iorganization has slowly gained
the approbation of the Santa Ana communigy. This support is expressed
not only in the continued hiring of SER graduates, but also in the activé

donation of in-kind resources from the community.

Aside_from.its regular operating funds for the present year (some
$424,000 for job training. from the local manpower commission and $48,000
for youth aCtiVitieS from the Santa Ana Criminal Justice Council) the
program has received donations and in-kind resou;ces. The Santa Ana
School District contributes over $51,000 to the youth program activities.
Over the years, local business firms have supplied no less than $165,000
in in~kind donations, mostiy classroom space and office equipment. More-
over, frém\the”beginning, SER has had an agreement with the Ranch Santiago
Community College District in Santa Ana which furnishes seven classroom

teachers in basic education and language at no cost to the program.

Santa Ana SER is guided by a éoard of Directors yhich approves all
‘major program decisions. Consisting of five members of the G.I. Forum,
five members of LULAC, two representatives from industry, two from labor,
and one community member, the board is an lmportant link to the community.
During the 1973-4 fiscal year, Santa Ana SER served 935 individuals --
500 received training and services, 192 were placed directly in jobs, and
some 243 received other supportive services such as counseling, job referrals

to other agencies, emergency food, clothing, and transportation.
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How SER/Santa Ana Works

SER/Santa Ana is open year round and keeps business hours Monday to
Friday. It operates with a full-time staff of 30 people, 90% of whom are
Chicano. For each program component -- education/job training, Veterans'
Cutreach, Transitional SER for Ex-Offenders, and Delinquency Prevention

Project, SER provides one or more outreach workers.

The seven classroom teachers are paid by the Rancho Santiago Community
College District. The rest of the staff is paid by SER. There are 4
counselors, 4 recruiters, 4 job developers, 2 placement workers and 1 follow-
vp worker. Each is a specialist in a particular area, partly because their
experiences have prepared them for such positions, and partly because all
of SER/Santa Ana's contracts involving federal money require separate job
descriptions for each position. Although ﬁhe program adheres to this re-
quirement, Mr. Villa insists that staff train each other to do jobs other
than their own. This makes his staff virtually intérchangeable, says Mr.

Villa, allowing him to maintain a "back-up system."

wWhile special skills areVinvolved in the successful conduct of each
job, Mr. Villa believes those skills can be taught to other staff. The
resulting flexibility of staff is wvaluable because it allows the program
to really make good on its promise of "individualized" service. Staff
can respond to changes in the volume of clients or changes in client
needs for special services or job placement. Although the team concept
in job development or employment programs is not new, Mr. Villa's system ,
of interchangeable staff is an individual one, the way he's always done

it at SER/Santa Ana.
° Recrﬁiting

SER'sS recruiters are charged with the task of finding trainees for the
program. Recruitment is.undertaken for two reasons: first, to keep the
community, particularly newly-arrived families from Mexico and elsewhere,
informed of SER's services; and secondly, to facilitate a steady flow of

enrollees so the program can maintain minimum class sizes, since SER funding

contracts with prime sponsors, local government agencies, stipulate
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certain size classes. These contracts usually extend through the fiscal
year and are renewable and renegotiable each year. A late starting date this

past year necessitated the current 9-month contract.

What's interesting about this recruitment is the style in which it's

,accomplished. Says Ray Villa, "I tell my community workers to get out there

and spread the word -~ get as many eligible trainees as possible. They aren't
going to get any clients sitting at their desks in the office." Outreach
worker Arturo Castro agrees: "I go everywhere in the barrio," he explains,
"the community centers, bars, pool halls, street corners -- any place I think
there might be someone interested or in need of SER services." Arturo makes
a real effort to blend into the commﬁnity, wearing everyday work clothes ==
no suits and ties -- and conducting a good part of his business in Spanish.
Because he understands the realities of Chicano life, he's accepted by :
cémmunity members in ways an Anglo recruiter would not be. Many of his
referrals come through community centers located in each barrio. Here Arturo
talks with community organizers who can lead him to families or individuals
in need of training and employment. Armed with names and addresses, he makes
home visits to explain SER and offer his services. People who might be

eligible for the program are encouraged to come into the SER offices and apply.

° Application and Eligibility

When an applicant first walks into SER, he or she is greeted by the
bilingual receptionist, herself a former SER trainee, who helps the individual
fill out the program's forms and then refers him or her to a SER interviewer
who reviews work and earnings history to determine eligibility. Eligibility
is defined not by SER but by the criteria issued by the Départment of Labor
in the form of poverty guidelines. Preéent qualifications require that a
single individual (non~farm) may not have earned more than $2,330 in the
previous year; a faﬁily of four must have lived on less than $4,SSO.2 These
guidelines, over which the program has no control, exclude many applicants
who need jobltraining and have caused some resentment in the Chicano community.
For those who don't qualify as disadvantaged, the program does as much as it
can. SER has two placement workers who can refer those with skills to local
bysinesses. Placement personnel receive daily up&ates on job openings from
the local Department of Employment,.and because of SER's track record, many

employers call the program directly to ask for workers.
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_ In filling its classes, SER must maintain a healthy balance between the
supply of applicants and industry demand for trainees. At times, Particularly
now with a faltering economy and skyrocketing unemployment, the program has
an oversupply of qualified applicants who must be wait-listed for their train-
ing.» As with the DOL guidelines, this factor also causes some hostility, but

ig! s something the program cannot control.

1

If an applicant is eligible and there's room for him or her, the next
step is an in-depth vntervxew to determine individual neﬂds and job interests.
Each trainee-to-be also is glven‘an appointment for testing to determine
academic functioning level so staff will know where to start in planning a
program tailored to =2ach gperson's requirsments. MNext, the applicant meets
with the EImployment Develogrment Team, a committes of three or fouxr staff who
screen potantial trainees and have final authority over acceptance into the
frogram. They look Zor a willingness to perform; i.e., study, e punctual,
have good attendance, attitude, and mdtivation. <Zach applicant’s financial
situation is also reviewed, and those in need may receive a stipend of up to
$30 a week while in training. —-THose receiving support from other sources may

receive lssser.amounts, according to a sliding scale.

° Counseling

il

Once enrolled, the trainee is assigned one of four counselors who will
orovide guidance and advice throughout the training pericd. Counselors do
much more than advise, however. For those with multiple problsms, particularly
@inority women, counselors go out of their way to see that crucial matters such
as child care and ‘ransportation are taken care of so applicants can have a
cnance to succeed. Food, clothing, transportation, and child care are the
most common and immediate problems for new enrollees. SER counselors use
all the communit?‘s rssources -- public, private, religious, and civic == to

securs help for their clients.

Counselors also try to reach their clients on the personal level, since
other employvability factors such as attitudes toward work, a willingness to

learn, and ability to get along with others cannot be ignored. 3Says Ray Villa,

-
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"Sometimes we get someone in here with a chip on his shoulder. He's been ~
lied to, discriminated against, and pushed around. We try to show him that
he can trust us.m That is the only way we can get at‘attltudlnal change, '
which is so important.” At the same time, counselors work on the client's
self-confidence and personal pride, since people enmeshed in the poverty
syndrome often have low self-esteem and little confidence in their ability
Lo succeed. "We try to build up their strength with regard to self-confi-
dence," says SEPR counselor Ivy Conners. "The Chicano community is just now

~ rising after being dormant for a long time." Ivy also tries to instill in
her clients a sense of competitiveness so they'll have extra:cornfidence

when they get into the crush of the working world.

Mr. Garcia's goal is to return the ex-offender to self<sufficiéncy in

the shortest possible time. He comments that traditional rehabilitation

counselors have difficulty relating ta working-class minority c<lients, and
this shortcoming often sxacerbates transition problems. His prisen exper-
ience and knowledge of the community give nim a significant. advantagée with
ex-felons. FHe refuses to be manipulated. "They can't give me any baloney,"
he asserts, "because I've been there."” To date, Transitional SER has helped

some 43 ex~-oifsnders, 90 percent of whom have been men.

° Veteran's Qutreach

Another group of people with adjustment problems are military veterans.
Often disoriented, unemployed, with nealth or drug problems, veterans are
frequently lost inthe shuffls after discharge from active duty. Some are
unaware of the benefits they're entitled to -- the G.I. Bill for education,
housing assistance, medical care at veterans' hospitals, loans, and so on --
or don't know how to go about getting them. For this group SER also offers
counseling, training, and referral services. George Ocampo is a SER counselor

who acts as a liaison between the program, community centers and collsges,

universities, military separation centers, and the Veterans Administration.
George obtains lists of newly discharged wveterans and personally contacts
them to offer nis help. "Many vets need to be referred to state rehabilita-
tion érograms, mental health centers, methadene programs, and other places
where they can get immediate help. take care of that," George explains
Those who qualify and are interested can take SEZR vocational courses or

on-the-job training. So far, SEZR has assisted 24 malas with the Vetarans'

© . Outreach program. :
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Recruitment and Counseling for Special Clients

Recruitment and counseling for the two special SZR groups, veterans
and ex-offenders are done by staff wno have experience working in each

area. Because clients in

these two groups often have concerns which re-

quire special experience, the program tries to maintain continuity of

staff, particularly of counselors. But for these groups, too, staff
learn to be interchangeable so that contact with clients need not be

interruptaed for any reason.

° Transitional SER

People who've had problems with the law and have spent time in jail or

ven %o
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orison face intense socieral
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ouch the judicial systam
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discrimination.
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considers thelr Zebt to society paid, sociesty

are extremely reluctant to hire ex-felons who are honest .lLout :their pasts.

-

In this way, the community deniss the 2x-offender

The

the chainuve to raturn to
society as a productive, responsiblsz person. result, porne out by a
high recidivism rate, is often a returm to crime. SER tries to break -into

this cycle by providing counseling, job training, and placement.

Silviano Garcia is a counselor and recruiter for Transitional SER whose
own prison experience gives him the insight and compassion to work with ex-
offenders-and their familiss. Like other SER recruiters, he doesn't simply
sit in nis office waiting for clients. His rounds include probation depart-
ments, parole offices, prisons, public agencies, and ﬁommunity nangouts.

He looks for people who are just about to re-enter the community so he can
ease-the transition back to civilian lifs. de'll do whatever ne can to
nelp his clients get sguarad away -- make trips Lo the welfare office to

ensure financial or food stamp assistance,

.

visit a clinic or hospital to

supervise medical care, arrance legal services, and so on. Once immediate

problems are dealt with, Silviano works to enroll his client in SER

training or.place him or her in a job. Job placement rsquires real skill

to convince smplovers that sx-offenders will be hard workers and assekts to

their companies,
1J3
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in most cases does not. Employers




Once orientation and support services are identifiasd, the new trainee
is ready to begin his or her own personal program. For most SER stﬁdents,
the program is a combination of the following offerings: English as a
Secénd Language (ESL); Basic and Advanced Adult Education; Vocational Training;

Job Preparation; or On-the-Job Training.

SER Adult Education and Vocational Training

SER's ESL and Education classrooms open off a narrow corridor beyond

the reception area. The English as a Second Language class is primarily for
monolingual students who don't speak enough English to get a job. 1It's a
26-week course focuéing.on extensive study of Znglish vocabulary to provid;
oroficiency in conversationai English. 1In addition, some courses cover |
words unigue -- and indispensable --.to a particular induswry. Dale Donnell,
the ESL :teagiher, ccmment; that nis students are highly motivated to learn and
less esasily distractad éﬁén foungsters in scheol, and that therefore they
learn faster. To speed the process, he uses audiovisual maverials, films,

tape recorders, and pressentations by students.

Down the hall ars the Adult Education classrooms. Basic Zducation
covers standard subjects -- math, English, social studies, reading compre-
hension -- from the first through the sixth grade and prepares the student
for the Advanced Education course which.culminateS‘in the GED certificate
(equivalent to a high-school diploma). Subjects hers are reading compre-

hension, math, and Znglish. 3asic Zducation is mandatory for students headed

for SER's clerical skills class: &=hose who intend to enter electro-

mechanical assembly are not required to take either course.

SER/Santa Ana offers two kinds of vocational training: c¢lerical skills
and electro-mechanical assembly. Both are intensive and fast-paced training
experiences requiring six hours daily for 13 wesks. In both courses, instruc-'
tion is geared to the individual. Some students have difficulty with class-
room materials they haven't seen since they dropped out of high school. Others,
notably‘women, may not have experienced the job market at all because of esarly
marriages and child-raising. Everything in the classroom is designed to
simulate as closely as possible the gctual job conditions students will zn-
counter in the outside world. Although there is no overt policy‘of sex-

segregated training, in practice, clerical students are invariably wamen.
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This is probablyﬁdue to'the reluctance of most working class men to engage

in activities that seem “feminine" such as clerical work -- this impression
having its origin in the fact that women have traditionally performé& certain
types of office work. Although the clerical students are wcmen, students in

electro-mechanical assembly are both men and women.

Dorothy shelton teaches the clerical skills class and goes out of her’|
way to help her students succ4e&. Mrs. Shelton stresses that her training* 1;
fast, challenging, and complete, with business math, English language review,
filing, business machines, and office procedures all crammed into 13 weeks of
classes. Trainees in her course ars very much in demand; so much so that
" some leave training early, with her approval, to begin their work. Because
instruction is individualized,'students at any given time will be working at

diffsrent levels of competence, and this permits easy sntry and exit.

Dorothy feels she's mors than a teacher. During training, sersonal
Prooleams scmetimes surface and threaten to :uih a student's chances for
-Success. Mrs. sShelton takes a very personal interest in her "girls," who
often rsspond to her warmth and interast by.calling ner at home to discuss
family difficulties: She femembers one women who had been severely beatenl
by her husband and was under severe emotional strsss. Dorothy guided ner
through 3ER c¢lerical training and now she's a supervisor in the purchasing
department of a large insurance company. - Mrs. Shelton orften received letters_

like this one from a working clerical graduate who came to the program with

no job .xperl=nce, a dissolving marriage, and an infant son to raise: "I

"~ enjoyed training at SER and the end result was definitely *ewardlng I have
reccmmended the program highly to many people and one of them is now attend-
ing the GED class.., I am grateful for the opportunity to participate in the '
SER program, and it gives me afgood feeling to know that many other people

will receive the same satisfaction."

The electro-mechanical assembly course teaches students the skills
they'll need to work as precision assemblers in the =lectronics industry.
It's a two-part course, with an introductory class fe=aturing theoretical
groundwork such as how to read schematic drawings, use t=chnlcal measuring .

devices, understand intricate ccmporent. assembly and the complex color code

o
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of the electronics industry. This basic course takes 13 wéeks; it leads
into a more advanced class, six to seven weeks in length, where students
tackle hands-on projects such as wiring harnesses, television sets, radios,
and various industrial devices.” They're also given an electronics course
which prepares them, according to teacher,‘Albert Candelaria, to do "NASA-
type piecision soldering." This means that;ﬁhe work must meet high quality

standards similar to those required in the space program, explained Albert.

Frank Iles, who teaches the introductéry class, says there's heavy
demand for highly-trained precision assemblers in local industries. A co-
creator of the electro-mechanical course back in 1967 when SER/Santa Ana
was léunéhed, Frank's experience of 42 years as a research engineer in the
electronics industry pro&ed invaluable in heipiné him design the course.

He and Albert Candelaria use avvgriety of teaching strategies -- films,
photograpns, slides, three-dimensional models, electronic mock-ups, guest
speakers, and field trips to nearby industries for first-nand observation.
Students ars given up-to-date information about job openings, ‘salaries, _
promotions, benefits, and working conditions. 2ut most importantly, persornel .
and management people fromthe:local industries that hire SER graduates. often
visit the classroom to monitor course content. Their continuing-guidance
keeps SER's training relevant to their needs and provides a channel for

new training ideas. This was developed over time by performance of SER

hires and by the persistence of SER job developers who work to match emplover
and job seekers. 1It's this kind of cooperation that is one reason for the

program's success.

Even with basic education and a marketable skill to offer, the SER
student still needs to learn how to find wofk and how to succeed at it.
The Job Preparation Class (JPC) Prepares and grooms SER trainees to seek
employment. Taught by Ophelia Briley, former public school teacher, it's a
challenge not only to students but to ;he teacher herself. "My students
needed a job yeéterda?,”she:saysﬁbut many of them just don't know how to
find and hold a job." Her first and most important task is to develop real
rapport with each student -- latér she'll have to push hard on personal
matters such as grooming, cleanliness, sunctuality, attendance, and getting
along with co-workars és well as the boss. In stressing to her students the

importance of job-seeking skills and personal pPresentation, Ophelia explains,
Q - '
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"I try to make them understand that they're at the bottom of a pit and it's

going to be uphill all the way." She tells her trainees that they can make
it, but it'll take hard work. Like many other SER teachers, Mrs. Briley is
as muﬁh counselor as instructor. Because she works with adults who may be
extra sensitive about criticism, her approach must be tactful but firm,

critical but helpful.

JPC students learn very practical skills -- how to fill out job applica-

tions, prepare resumes, get personal references,and how to conduct themselves

in an interview. 1In the latter case, Ophelia has found the most effective
method of teaching students to make a good impression is by role-playing.
Students éiay either employer or employee, and each sequence is videotaped.
During the playback, Ophelia and the class point out mistakes and suggest

3

alternate behaviors and responses.

Job Placement and Follow-up

_ After a trainee has completed his courses and is considered by the
training staff to be job-ready, he or she is referred by placement staff to
a job opening and is éiven an‘interview appointment. SER has two placemenﬁ
staff. If the applicant isn'tAhired because he or she made a poor impression;

the employer will contact placement staff to discuss why the trainee was

’rejected. As one placement worker explained, "It may be that the applicant

was chewing gum, was inappropriately dressed, or didn't seem intereéted in-
the job." Although such mistakes are rare, they don't Qrovelfatal to the
trainee's céreer. The individual's counselor will explain the employer's
action to the trainee, and after a discussion of the spoiled interview the.
trainee will be sent to another employer, where he or she is usually

successful in obtaining a job. SER personnel see a missed chance not as

‘an occasion for self-deprecation but as a way to learn and improve.

SER also has four job develoéers who survey community job needs through
local employers and try to create slots for SER trainees. Job developers must
understand and anticipate trends so this information can be fed back to SER
planners. Developers work in several ways. If an employer needs someone with
skills SER doesn't teach,‘SER can refer "walk-ins," people who've listed
themselves with SER but aren't interested in or qualified for its training.
Developers also refer job-ready SER graduates or arrange for an on~the-job

1:2
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contract whereby SER applicants can train while SER reimburses the employer
for half their wages while they're learning. This unusual feature serves as
a real incentive éo}eﬁployers since it lessens their own training expenses.
SER/Santa Ana is currently involved in contracts to train welders and machine

operators this way.

Jim Ponce is a jebldeveloper, but he considers himself more of a sales-
man. Although all companles W1th“?overnment contracts must have affirmative-
action plans to hlre mlnorlty workers, he feels the best way to"deal with .
employers is to’ enllst their cooperation rather than rely on intimidation cr
threatened legal action. His work requires sensitivity, salesmansh%p, and

above all, a pereonal approacﬁ. Filing a federal complaint, Jim feels, is a

last-resort measure. The best way to sell employers on the SER concept, accord-

ing to Jim, is to be candid with them and to show that he's interested in their

problems.

.When a SER graduate moves on to an industry job, he's not abandoned.

A follow-up worker keeps tabs on former trainees for up to six months (depend-

ing on the current SER contract. Each contract signed by SER may have dif-
ferent requirements -- such as class sizes, follow-up periods, etc. At present,
SER is attempting to follow up for a minimum period of 90 days.) "I follow up
on SER referrals to see how they're getting along, to see if employee and
employer are satisfied, and to keep an open line of communication going," says
Jessie Webb. Mrs. Webb, a SER graduate herself, says alﬁoet all of her
follow-ups indicate a high degree of mutual satisfaction. Such follow-up‘is
another reason for SER's success; the program's continuihg interest in its
placements helps avert problems before they become serious. Even when an
employee just doesn't work out -- a rare occurrence -- SER encourages the
employer to send the worker back to SER for more training. If that's not
acceptable, SER will furnish another triainee. ‘

SER and Industry

ITT Cannon is one of the 350 companies working with SER. An electronic
component manufacturer, this firm hires both clerical and electro-mechanical
graduaées. Says Jim Muse, personnel manager for ITT Cannon, "SEﬁ gradﬁates
are definitely better trained. When they come to us, they're job-ready."

For Jim Muse, being job-ready means more than having SklllS -- it means that

1i3
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trénspoftation problems, child care, legal and health problems are taken care
of before the applicant begins work. ZEmplovers like Cannon who are concerned
with quota production of high-quality work consider employee readiness and
consequent dependability more important even than initial jgb performance,
since the latter can improve as a workar becomes familiar with a job but
attendance and work attitude depend on other factors. "Peoplé at SER," says

Mr. Muse, "Aare business-minded, able to visualize the employer's problems."

Another SER booster. is Charles Borunda, employment manager for the

Pacific Mutual Insurance Company. Says Charles, "SER is probably one of the

best manpower:development systems in the country. The 1960s saw many manpower
programs come and go, but SER continues to thrive and grow." Pacific Mutual
hires SER clerical graduates, and the compény's hiring and prcmotion record is
testimony %o its bélief in SER training. =Zqually conérete procf was a recent
donation of $1,3500 to be used by needy SER enrollses for car downpayments.
Transportation is crucial in this sprawling suburb of Los Angeles, and ﬁhe

money will help students find and keep their jobs.

Charles Borunda is also chairman of Amigos de SER, a l2-member advisory
board for the business sector. The board meets monthly to discuss industry's

present and future'needs, labor problems and suggested program changes. It's

. another way for SER to plug into local industry to stay on top of current

market conditions. Mr. Borunda works to interest other companies in joining
3 .
. —~yh y P o ’
Amigos de SER as general members, and the board esach year throws a fund-
raising dinner, awarding plaques to companies who've helped the program by

hiring SEZR graduates.

° Delinguency Prevention Program

SER also serves its community not only by helping juveniles who've
become entangled with the law, but by working with kids who are potential
law-breakers. In this preventive role, the program hopes to prevent serious
delinquency by diverting teenagers into more productive activites. SER and
the school district receive funds for this project from the Santa Ana
Criminal Justice Council through money from .the Safe Streets Act of 1968.
The Santa Ana Unified School District also helps by donating use of class-

rooms, teachers, materials, and books. The youngsters attend remedial basic
. 4
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education courses and do their studying in a local public school classroom.

In addition, many have been placed in part-time work with local employers.
Another aspect of tﬁe program is "peer counseling" offered by young Chicano
college students designed to influence the youngsters to stay in school and
maintain grades. Field trips and recreation are aléo integrated into the
program. Most youngsters in thié program are high school drop-outs on
probation. According to counselor Ruben Reyna, objectives are to return

the teenager to school,'plaée him or her in suitable part-time work and

try to reach the youngster through sympathetic counseling. The way counselors
relate to kids is critical. "A phoney can be spotted a long way off,"

says Ruben. Prerequisites for his job are community involvement, personal

rapport, and a willingness to be an advocate for young people in trouble.-

One unique aspect of SER's program for juvenile delinquents is its work
with neighborhood gangs. For two years in Santa Ana, rival factions had been
in open warfare and public agencies had proved ineffective in defusing the
situation. In January 1975, SER counselors arranged a peace conference be-
tween two bitterly antagonistic groups.' Early one morning, carloads of
gang members converged for a parley on "neutral turf.” Counselors had arranged
to lead the boys to a preselected spot in the Santa Ana Mountains where they
could have same fun in the'show, work and live together, and hopefully settle
dnwn to serious discussion of their differences. ‘Counselors wanted not only
to open communication between the two groupé but to convince them as well of
the futility and destructiveness of their conflict. "We want to also instill
a sense of cultural a&areness and pride in our Chicano heritage,” Ruben says,

"and show them that we need to work togethér to make our community better."

According to Mr. villa, the meeting of the gangs helped a great deal to defuse

the violence and hostility between the rival groups. He says that they have

"now made peace with each other and are working together to form a council of

youth groups in Santa Ana.
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SER and the Future

In Spanish, SER is a verb and it means "to be." TIt's clear that in
Santa Ana, this manpower program is giving Mexican-Americans the chance to
be productive members of their community, to be skilled and reliable con-
tributors to the working world. SER succeeds in its mission because it's an
intensely practical organization. Its training is geared to produce precisely
the kinds of skills local business and industry need, -and the participation
of ﬁhese firms in the daily operation of the program means SER'S training

will continue to coincide with employer requirements.

Aside from thé Department of Labor's.pozerty guidelines which restrict
eligibility and the necessarily long waiting lists for trainee slots in a -
time of econamic rgcession, the program has faw operational difficulties.
Director Ray Villa says ne occasionally has trouble getting people at the
national level of SER to understand his local difficulties, but this is a

problem common to large, nationwide projects.

The program's major oroblem is and will continue to be funding. Until
1973, SER/Santa Ana was funded directly from the SER/Jobs for Progress national
office, but now, with revenue sharing, all manpower funds come from local
"prime sponsors." These sponsors, usually local governments, nave the final
say in whether such programs continue, and this means that many local projects
must compete for limited funds. Dolitical manipulation is inevitable in such
an atmospners, and although SER/Santa Ana has done well so far, it's a con-
stant battle. Despite its enviable track record, the program has at times
had to muster a2 massive show of minority faces at local hearings to highlight

the importance of its work.

That work means, in essence, serving the Mexican-American community by
giving men and women ﬁhe skills and confideqce they need to succeed in the
world beyond the barrio. Ultimately, SEﬁ.pays for itself many times over by
reducing welfare rolls and bringing more money, in the form of wages, to
Santa Ana's Chicano neighborhcods. 1In addition, SER's special programs for
juveniles, veterans, and ex-offenders provide a valuable service for Santa
Ana by helping these individuals become productive, contributing members of

the community.
1i6
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IN BRIEF

Minnesota Metropolitan State College
Coordinating Center

Metro Square ' Minneapolis Learning Center
7th and Roberts : IDS Building, Concourse Level
St. Paul, Minnesota 55101 . Minneapolis, Minnesota 55402

David Sweet, President
St. Paul Learning Center
Metro Square
7th and Roberts
St. Paul, Minnesota 55101

Staff and Students:

Adminstration: 10
Permanent faculty: 13
Community faculty: 200

Students: » 900
Male 52%

Female 48%

Funding: State of Minnesota $900,000 for FY 1975
Student Tuition $400/year

Major Features:

- Individualized degree pact designed by students and faculty advisors

based on demonstratable competences
- Learning arranged individually or in groups with community faculty

selected for professional competence _
- Non-campus; learning at libraries and bu51ness and community sites i

The School:

Minnesota Metropolitan State College was initiated as an educational innovation
in 1971. 1Its junior and senior year competence-based Bachelor of Arts degree
has attracted 900 students from the seven county metropolitan Twin City area. ...
Median age of students is 33 years; many are part-time. Nearly all learning
takes place in job and community meeting sites, but permanent faculty occupy
two Learning Centers in Minneapolis and St. Paul where students meet with
advisors, learning resources are identified, and some group sessions on degree
pacts are held.




It's called Minnesota Metropolitan State College, but you'won't find any
ivy~-draped campus. In fact, you won't find a campus at all, nor will you
encounter classrooms, libraries, semester and grading systems, stuaent organ-—
izations, football teams or teénagers. Is ~it-some fly-by-night mail order
college or one of those free~form "experimental" schools for the rich? Hardly.
MMSC offers a liberal arts education culminatiné in the Bachelor's degree, but
it does so with a hard-nosed practicality. Each student must design his or
her own education, decide how to get the knowledge required, and demonstrate
proficiency each step along the wéy. The final result of this process is a
transcript containing not grades but a running account of what the student's
competences are and how they wers gained. MMSC is innovative and flexible,
but it sets high standards for both curriculum design and competance evalua-
tion. and although it's a young school - just three years old -- it has

already earned respect in the Minneapolis~St. Paul community it serves.

Minnesota is a progressive stats ranking high in health and welfare ser-
‘vices for its citizens. 1It's not surprising, ;hen, that in 1971 the
- Minnesota Legislature approved the creation of MMSC as an altermative o more
o traditional iAstitutions such as the University of Minnesota and the network of
state—supportad.célleges. The impetus for this competence—based program came

from the chancellor of the Minnesota State College System and the Citizens

League, which had published a paper entitlsd "New Xinds of Students for a New
Kind of College." David Sweet, 3 political scientist and then Vice Chancellor
for Academic Affairs of the Minnesota State College System, took the lead in
‘ conceptualizing MMSC and in selling it £6 the State Legislature and other
citiéen groups. Sweet was appointed President in June of 1971; the school
opened in 1972 with 42 students. MMSC was being planned even as it begah
operating -- an exciting (and sometimes frustraﬁing) process. Immediate
feedback could be incorporated into the planning and implementation systems :
in a vervy short time with the result, according o Dr. George Ayers, Vice
President for Academic Affairs, that "we didn't get caught with a program

not working two yearss later."

ERIC
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Funded by the State for $900,000 in fiscal 1975, with student tuition
Of $400 per year, MMSC essentlally covers the last two years of college,
serving primarily older students who have either completed two years of

undergraduate schocl or can document knowledge from life experiences

~equivalent to such training. Students can offer both past experience and

present work as credit toward their degrees and are encouraged to develop

imaginative programs based on the goals they've set for their lives and work.

The seven-county metro Twin‘Cities area  serves as a giant classroom for
students, who work with'MMSC's more than 200 community faculty to develop the
competences they'll need in their chosen fields. Students work and lsarn in
businesses, theaters, nospitals, social services and government agencias,
schools,<§nywhere chey can find what they need. Community faculty offer
learning assistance in their professional and avocational fialds, carrying
the day-to-day tesaching load while permanent faculty provide guidance and

evaluation of student progress

Two Learning Centars, one in each of the Twin Cities, house the
school's 13 éermanent faculty. The St. Paul Léarning Center is locatad
in Metro Square, a full city block of shops and office space. The Minneapolis
Center is noused in that city's tallest skyscraper, the IDS Building. Each
center consists ﬁainly of small offices partitioned off by brightly colorsd
free-standing dividers. This is where students come for sessions with faculty
advisors and tips‘bn learning resources throughout the metro area. Aé MMSC's

enrollment (currently 900) expands in the next faw years, new communlty

_based. centers will be added.

MMSC has grown and changed in the £irst three years, bhﬁ its basic
framework of individualized education remains the same. The school adheres
to a set of fundmental principles which stress: that the student nas
authority over his/her own education; that progress is measursd in terms
of competence rather than courses; that students are encouraged to use
community resources; that they must demonstrate competence in five life
areas (Communications and Basic Learning, Civic Responsibilities, Yocational,
Re-Cxesation, Perscnal Development and Social Awareness); and finally, that

students become life-long self-directed learners.

120
2




At MMSC, student responsibility for educational design is feal, and
it'svreséected. Faculty may advise students to pursue certain areas of
inquiry, but the student choice is upheld. Such respect and authority are
important for a school like this, where students are highly motivated, goal-
oriented, mature, and often quite successful in their own careers. There's
no curriculum guide as such available from MMSC; spécial materials have been
developed for the introductory course during which students design degree
pacts. An important set of materials are the Guidelines for Judging Evidence

on which the college's standards for assessing competence are based.

Originally, MMSC's equivalency admission policy allowed students to
offer evidence of life experience or previous work directly to the admis-
sions committee as equivalent to the first two years of college. However,
since area community colleges are adopting the competence and degree pact
approach for their program, candidates without two years of coliege must now
enroll in’one.of the local community colleges. There they take a course
similar to the introductory one at MMSC in which they plan how they will
document or acquire~the 18 competences (about 90 credit.hoﬁrs equivalent)
for their first two years of college. The student may give evidence of
competences acquired in child rearing, paid employment, volunteer work,
tutoring, or self-study, along with previous college work or courses in
vocational schools. After supplying evidence of these competences for the
first two years, students may apply to MMSC for completion of their degree

work.

Students now bring with them to enrollment at MMSC their statement
of prior competence which constitute evidence of their first two years of
college. The college scrutinizes these two year records as they will thé
evidence of competence which will be required of theAschool degree pact.
Degree pacts and prior competence are described beléw, followed by a brief

introduction to the school's standards for judging evidence.




Prior Competence -in Personal Development

and Social Awarenessl

PERSONAL DEVELOPMENT AND SOCIAL AWARENESS COMPETENCE

Competence statement
Knows, can apply and evaluate the basic tenets of the major
religious groups in the U.S.A.

Process by which competence was gained i
Over a five-year period, participated once a week in a discus-
sion group sponsored by the - Trinity Lutheran Church of
St. Paul. This group read one book.a month written by
various proponents of various religious groups in America
and, under various leaders discussed the meaning, implica-
tions, similarities and differences of various religious
groups. Each participant was required to role-play the
part of a practitioner of several religions and, at one
point, write an essay on their own religious beliefs with
supporting rationale in relation to life goals.

Evidence of Competence : . -
To be rated by three discussion leaders as to knowledge of ~
options in religious beliefs, ability and willingness to apply
knowledge to her life, and consistency and logic of arguments
used to support those beliefs adopted by the student. A
composite summary of the panel's evaluation should be that
the student does use informed judgment in selecting and/or
formulating operational religious beliefs.

The Degree Pact

Once a student has qualified for admission, he or she must begin the
process of designing an individual. program. The framework of this design is
called a degree pact, a format fér translating overall educatlonal goals into
a series of competences the étudentvplans to document as already achieved or
which he/she plans to acquire. The pact must include not only the strategy
for acquiring each competence (group course, independent study and so on),
but also a description of how the competence gained is to be evaluated. A

good example is this vocationalvgoal:

1 .
Excerpt from one student's MMSC transcript.
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' 1
~ COMPETENCE TO BE ACQUIRED IN VOCATIONAL AREA

Competence statement ’
Knows and can apply basic procedures as-a counselor of

. individuals.

Process by which competence is to be gained
Enroll in a group learning opportunity in fundamentals of
counseling, or use supervised independent study.

Evidence of Competence _
Will be observed by a panel of three experienced counselors,
seiected by an instructor, conducting a counseling session.
A rating form will be used by the three judges to assess my
counseling competence. I expect to be able to indicate:

a. show genuine empathy in responses to client
behavior;

b. help client to rationally analyze problems:;

c. help ciient to formulate possible solutions to
problems and help client to evaluate these options;

d. elicit client satisfaction.

A typical pact includes 18 competences or goal statements (fewer if the
candidate has more than two years of college or can provide evidence of other
life-experience competences). All the competence areas should be integrated
to some degree and relate to a narrative statement of the student'é life ,
goals. MMSC is a liberal arts college, yet paradoxically most students are
éoncerned with'their vocational goals and will stress this area in their
pacté. Some permanent faculty are concerned abéut this emphasis,'but others ™
see it as a natural outcome when the student body is generally older and
employed full-time. To ensure that students are exposed to different kinds
of experiences, however, MMSC strongly sugge#ts that at least one competence
be gained in each of the five life areas mentioned above. A Social -Awareness
goal, for example, might be met through & study of sub-cultures in the metro-
politan area; Re-Creation could be satisfied with art or music lessons; Civic
Responsibilities could mean working with Girl Scou@s or taking an internship

with a service agency. e

e

l .
Excerpt from one student's MMSC transcript.
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Developing theVPact

The process of pact development is variously described by students as

difficult, a challenge, and the most frustrating part of the program. But

+ most will strongly emphasize that the pact is their own creation, and as suéh

a valuable experience. "It's your pact and you run it your own way," one,
student declares. Says another, "I had to decide for myself what to do. No
one told me ... the process was really difficult, but that process is what
made it my own." Pact development calls for honest self-assessment —-
sorting out useful past experiences, translating them into measurable skills,
and charting where to go from there. A woman with grown children-éeesblife—
long carryovér: "In pact development you really have to decide what to do
and how, and you have to push yourself. But you come out with more confi-

dence and ability to plén your life and your future."”

Until-February 1974, each student was given a four-week orientation to
MMSC and collaborated with an advisor to develop the péct. Thé précess was
in many cases drawn out over several months, and depending on the availability
of the advisor, some stﬁdents floundered and others began their programs with-
out a pact. A more fconomical and effective system has now beenvintroduced
in the form of the college's only required course, the Individualized Educa-
tional Planning Course. IEPC groups meet'éix hours a week for six weeks, and
each student must have a completed draft of the pact before he or she becomes

t
fully enrolled as a degree candidate.

Duriné Pact development students learn crucial new information: how
to identify, gather, and present evidence of competence for their pact.
Under new admission procedures, students coming from local community colleges
will have to learn about presenting evidence in order to certify equivalent
of two years college work. Still, the use of MMSC's 'Guidelineé for Judging
Evidence" and understanding the schools' definition of competehce are impor-

tant dimensions of the IEPC course.

"Guidelines for Judging Evidence" was developed by a permanent faculty
at MMSC using the standards of admissible evidence in the law as standards.
The nine principles in the guidelines include such standards as: assessment

by recognized experts in a particulaf field, evidence that is reasonably
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current, measurements which, if repeated, would yield the same indication

of competence, and others.

The school's definition of competence posits three elements: knowing

a subject area (which means being able to recall theory,"metﬁodology and the’

context of a subject, including its history and literature if applicable);

applying the knowledge or skills (in a context where knowledge is required

for some action or judgment); and evaluation of the value of the competence

in a particular situation.

Taught by both permanent and community faculty, IEPC also covers course
objectives, the school's basic tenets, the five life areas of competence,
sample pacts, consultations, learning strategies, assessment and evaluation

procedures, individual help clinics and the like.

More help is available from the student's advisor and through consulta-
tion with professionals in the field. 1If, for example, a student is interested
in Jgpgian psychology or linear programming but doesn‘t know enough about the. .
area to devise specific competences, he can seek out a local expert who will
detail what the field is about, what the appropriate skills might be, what
professional requirements are generally indispensable. Fellow students who
have outside careers or valuable experience are seen as excellent resources

too.

‘Although the IEPC systeﬁ has made pact development more efficient for
the school and less harrowing for the student, it's still a rough process.
Director of Admissions Elizabeth Shippee explains, "You have to look at
‘yourself. You have to decide what it is you want ﬁo learn; what it is you

have learned. Nothing in our education prepares us for that kind of analysis."

Ordinagily degree pacts will not be turned down only once at the end
of the IEP& course; students whose pacts need more work usually arrange
special sessions with a counselor or retake the\IPEC course to master the
skills in measurement and planning required of a degree candidate. Overail,
however, the dropout rate isn't‘unusually high -~ a loss of about 16% between
initial IEPC admission and the qualificaﬁion for degree candidacy and less

than 10% thereafter.




"Students tend to select themselves out more than the college bounces
them out," says President David Sweet. The faculty most often hélps studenté
try new learning activities until he or she masters the planning ahd evidence
required to to complete them. However, as the school grows, Sweet believes
faculty may discourage students earlier from continuing at MMSC until they
have more clearly identified their learning objectives or can discipline

themselves to the degree of self~directed study required.

"Doing an Education"

' Once the pact is developed and apprqved, the students get down to doing
what they've planned. But at MMSC, an a¢ducation isn't something you do after

work three nights a week. Learning in this context is meant to be a part of

-life, and MMSC offers a variety of-ways to get where you want to go. Perhaps

the most structured activities are Group Learning Opportunities -- GLOs --
classes, workshops or seminars held in downtown St. Paul or Minnéapolis at
banks, churches, offices, private industrial firms, and taught by community -
faculty. Currently there are more than 50 GLOs being offered, each lastiné_
two or three months. The sample below comes from a GLO listing mailed to
students each quarter. Additional information and updates are given in a

bi-weekly newspaper.

SAMPLE GROUP LEARNING OPPORTUNITYL

Subject: Management by Cbjectives Place: St, Paul, Minnesota
Faculty: John Knauff ‘ Date: Wed., Jan. 15 - Feb. 19
Phone: - 922-7698 ' Times: 7:30 - 9:30 p.m.

Purposes of Course: .

We will first examine various theories of human behavior. From this we
will proceed to examine in detail, the theory of human behavior on which
MBO rests. During this examination we will pay particular attention

to the assumptions underlying the theory and the relevance of the
assumptions as we seek to apply the theory to practice. Finally, we
will examine the application of Management by Objectives to primarily
work situations and its relationship to their systems, particularly
systems of reward and recognition..

1 .
Excerpt from one student's MMPC transcript.
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Objectives are possible at both the Knowledge and Application level
depending on the needs of the student. I see  as reasonable. two
possible broad general objectives: 1) to know basic concepts, theories,
principles, and practice of Management by Objectives: and 2) to apply
the concepts and principles of Management by Objectlves to an employment
51tuatlon.

Learning Strategies:

There are no required texts, pamphlets or manuals. The instructor will
provide the group with a leading bibliography focusing on common business
publications such as The Harvard Business Review, Modern Office Proce-
dures, Business Week and Forbes. The purpose of the leading bibliography
being to lead and assist the student in finding a wide range of points

of view on the subject at hand -and to demonstrate to the student that
finding reference material on the subject is simple and more meaningful
than simply reading a text. Further, the 1nstructor will provide weekly
copies of relevant articles to support the subject at hand. ’

Assessment Procedure:

The method or methods of assessment will be dependent on group size. If-
the group is five or less I will let each student select his or her own
method. If the group is between five and twenty, I will limit the methods
to two, one of which will be a written exam. The student may then elect
.to take the exam or use the alternative method which will be determined
by majority vote.

Prerequisites:
None

While course objectives are -suggested, each student must negotiate his/
her own goals with the instructor. ~GLOs can be about almost anything: titles
this year covér various aspects of businessand accounting, mathéméticé, issues
in state and local government, war and peace in the Middle East, beginning

lessons in the recorder and piano, urban sub-culture, drug abuse, and many more.

GlLOs can also be oréanized by groups of permanen- and community faculty,
or they may be seminars or workshops providéd by a local agency or school
and listed in Catalyst, MMSC's bi-weekly newspaper. Whatever and wherever
they are,'GLOs often feature creative approaches to traditional subjects. A
case in point is "What Do You Do With A Crazy Lady?", a team-taught course

combining 19th-century literature with Freudian psychology and counseling.

Internships are another way of getting where you want to go, and they're
popular at MMSC because they offer chances for actual work experience at
either the paid or volunteer level. Some students use internships specifically

to advance their careers, while others find them an opportunity to explore
1907 '

4. o




the working world before sPécializing. Many internships lead to employment
on graduation. Ron and Jerry work fu;l—time evening shifts but have been
spending their days for ﬁhe past several months inéerning with a Community
Action Program for the elderly. For Ron, who's specializing in social geron-
tology, and Jerry, whose field is psychology, the internship is career-
oriented. Together, they're researching and writing a grant proposal to the

St. Paul Foundation to establish a pre-retirement counseling service.

An internship can last anywhere from three to five months and usually
entails 15 or 20 hours a week. One student is wérking on a study of the
duplication of social services for a Governor's Commission; another works for
a women's counseling service at the University of Minnesota. Students can
also develop internships at their own places of employment, but such endeavors
must involve new responsibiiities or new projects that involve real learning.
A student who works with the postal service accomplished this by arranging
to serve as a supervisor one day a week, while a safety engineer put together

a handbook for state highway repair crews to introduce new safety codes.

Although a student may not wish an on-the~job internship, he or she can
still develop competences while at work by taking company or career seminars
or training programs. The manager of a respiratory department in one of
St. Paul's hospitais has combined his work in therapy and management as a job-
related internship while attending GLOs in gccounting and management-by-
objectives. Not surprisingiy, on~the-job supervisors tend to become involved
in the intern's progress as they evaluate his or her work; administrators
and colleagues also get caught up in learn-while-doing process, and some enroll

in MMSC themselves.

One faculty member develops, coordina'ies and monitors all inﬁérnships.
When the school was gettidg underway, it raggired a concerted effort in the
community to line up slots for students, bui MMSC's reputation is established
now and many agencies come to the college ¢gucifically to find mature and
dependable help. The internship coordinator still searches for opportunities
tailored to individual needs, and he evaluates and apprbves the internships

students find on their own.




Two 6ther alternatives are supervised and independent study, MMSC's most
flexible -- and individual -~ forms of learning. Supervised study means
iegular and frequantﬂmeetings with an instructor for reserach, tutorials, and
the like. Independent study involves only initial contAct and approval from
the instructor, then final evaluation. Examples are indepéndent reading

projects and study abroad.

Matching student interests with effective resources is a massive job
for the college's staff. Both Learning Centers have compiled resource guides
available to students, and advisors scour the urban area for suitable facilities.
The Minneapolis Center offers a telephone advising desk, whereby students can
call in anytime with either general or specific questions about their program
or learning resources. The advising desk serves as a quick "short circuit"

to seeking out and making appointments with a specific advisor.

There are almost asrmany ways of going at an education as there are.
students at MMSC because different students in the same discipline will write
very different goals. Community faculty member Jan Fusaro recently conducted
a survey of pacts written by 53 students. A frequency analysis of their com—~
petences revealed that only 44 subjects came up twice or more (most often
group dynamics, writing, accounting, and éounseling); in all, the 53 pacts
included more than 300 different competence statements, each requiring a
different learning resource. Sample competences taken from the college's
student handbook include subjects unique to each student's needs: sewing,
car repair, Latiﬁ, linear programming, environmental protection of birds;
techniques for running for political office, commercial art, sign language,

the principles of cost~benefit analysis.

A final and much appreciated feature of doing an education at MMSC
is the school's flexibility about schedules. There are one- and two-year
programs, but students can arrange for a six-month extension or take leaves

of absence when necessary.

Evaluation and Assessment

Quality control is a critical issue in a competence-based program, and
MMSC takes it seriously. Academic Affairs Vice President George Ayers remem-—
bers the staff's struggle with the competence coricept. -"When you think about
Vi
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competence, most people think it's synonymous with experience. And it's not
that. We have had a hell of a time explaining and communicating to people
what it is; what a person has developed as a result of his experience."
Competence, in MMSC terms, is the ability to exhibit the level of performance
necessary to achieve a given goal and includes knowing, ;pplying and evaluat-

ing.

President Sweet is pleased with the progress toward definition of com-
petence and evidence made‘by the school in the past two years. He feels
students have earned their MMSC degrees and points out that "staff are getting
better at extracting evidence from students and knowing how to evaluate it.
Our best 2vidence of growth by students,” Sweet continues, "is the degree to
which they are acczcepting reséonsibility for their own education; thers are now
a significant numter of students depending on ... and using well ... the com-
aunity for zheir learning activitias."

for sach course or learning unit the student takes, the candidate must
complete a Learming Activity Agreement with an instructor. This forﬁal
document sets out what goals ars 2o be achizsved and which learning expeiiences
Will be provided by the instructor, who signs the agreement to confirm his/
her commitment._,The student'’s advisor approvas the agreement if it conforms
to the pact's overall goals. The igreement is concluded when the course is
completed and the instructor has written an evaluation for the student's
narrative transcript. Depending on the student's goal or competence state-

ment, it may take only one or several LAAs to gain the competence.

At MMSC it's the student's rasponsibility, not the teacher's, to define
methods for evaluating evidence. Common technigues for gathering evidence
are: 1interviews; performance tests in areas such as mgsic; situational obser-
vation; videotaping for internships or counseling; gamihg and simulation; and
product assessment for work such as poems and compositions; occasionally
writtan tests are used. Assessment includes both measursment of degree of
competence and evaluation of the competence in relation to the student's
overall objectivés.‘ For example, one can assess how much competenée'a student
has acquired in statistics, but unlass we know what the student wants to do
with statistics, it's impossible to esvaluate the skill as adequate or inade-
quate.

139

12




E

Q

Competence evaluation.is done by those who've taught or supervised the 
Learning Agreement -- tutors, GLO teachers, the intern's supervisor, the
student's on-the-job boss. To help them write usable evaluations, MMSC
distributes guidelines and samples.  The final stage of competence réview
is cbnducted by MMSC's three assessment specialists. It's another form of
quality control in which assessment staff check each competence statement
to be sure it conforms %o the pact's goals, then review the conteﬁt of the
evaluation to see that it meets the college's standards. When evaluations
are too broadly stated or lack sufficient evidence, they're returned to
the evaluator:y@p@ a criticgue and request for revision. Moreover, the
evaluator must have competence in a givén field and be approved by the .
assessment staff. If not, faculty or assessment stasf must find additional
ways of verifying skills or locate another expert in the field -- something
of a challsnge with subjects liks =he distory of the 2ahama Islands or

Marketing Caramics.

As each competence is svaluatad and apvroved, it pecomes par*t of the
student's transcript until all 18 pact competences have been documented.
The narrative transcript contains no rating or grading scheme: ik's meant
to be read. Because the transcript is an unfamiliar document based on a new
concept, MMSC staff have held'conferences with graduate school personnel and

~9% .
emplovers to explain its contant and function. In general, however, the -

‘school’'s degree and transcript have satisfied both business people and educa-

‘tors. Eighty perxcent of the MMSC graduates who applied to graduate school

have been acceptad (some refusals were based on non-MMSC-related requirements

such as Graduate Record Exam scores. ) “émployers particularly seem to like
the transcript because it offers more specifics about competence than the
reasumes they routinely see. Part of an actual transcript appears below.

) . . 1
Competences Gained Whilz EZnrolied at MMSC

BASIC LEARNING AND COMMUNICATIONS COMPETENCE

1. Comprehending written information
Reading and comprehending a wide variety of literature from
nineteenth and twentieth century political and social
commentators in completing a study unit on American
values; under supervision of Ms. Anne Webb.

lExcerpt from one student's MMSC transcript.
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EVALUATION: " (student) demonstrated in this study unit the
ability to read and understand a wide variety of written
material. He was able to communicate clearly and concisely
orally to me knowledge, attitudes and understanding which
he gained from his reading."

2. Understanding means of identifying community resources
Compiling resource list of community agencies offering re-
habilitation counseling; under supervision of Ms. Geraldine
Hansen. -

EVALUATION: "(student) demonstrated understanding of the
import of community resources by identifying various
types- of resources in the metropolitan area that could be

- utilized with (vocational rehabilitation) clients."

3. Organizing data for and writing vocational rehabilitation case
reports
During internship at Minnesota Academy of Seizure Rehabilita-
.tion, organizing concise and accurate case reports of clients'
initial interviews, vocational evaluations and work adjustment
training; under supervision of Ms. Geraldine Hansen.

EVALUATION: " (student) was asked to write reports pertaining to
. discussions held with rehabilitation clients in counseling
sessions. In order to successfully fulfill the contract,
he needed to evaluate the relevancy of the data he received,
identify key areas of concern, devise a plan for the client
to follow and summarize such information in an organized,
concise report. This information would be utilized by other
professional staff members. -
¢t
“I feel that (student) fulfilled these requirements with
professional responsibility which would further indicate
_that he is capable of similar work without extensive super-
vision." - '

MMSC -- Who Goes There and Why

If there's no such thing és a typical degree program at MMSC, there's no
typical student either. There are about 900 of them, ranging in age from
21 to 74, with a median age of 33. About 52% are male,\48% female, with an
8% minority group that is predominantly black. They're”ﬁlue collar and
management people, young mothers and matrons, college dropouts and career
businessmen. "“You meeﬁ the most marvelously involved people at MMSC," one
studenﬁ enthused. "As a result, the educational experience really offers

a broader exposure than a traditional college."
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" Why did they pick MMSC? A survey conducted in February 1974 revealed
that 87% of the student body found the school's flexibility its most impor-
tant feature. Logically enough, since more than 80% are employed full-time
and many are mothers with small children. Mary Garver, for instance, is the
mother of eight. She's interning in accounting with a small firm, having jﬁét
¢Cmpleted pact development. She's learning more about her field on the job
and plans to shift her pact's emphasis from cost to financial accounting.

Mary needs flexibility in her program, and MMSC, she feels, is "the only place
I can do it." -More than that, Mary believes MMSC offers a uniqueé experience.

"This is the way to become really educated, not just to get a degree."

The 1974 survey also indicated that students appreciate the degree of
independence the school allows, the individualized approach, and the oppor-
tunity to earn credit for life experieﬁces. Another factor is MMSC's tuition
structure -- a low $400 for one year, $800 for two. The tuition payment
works something like a bank account, allowing students to buy courses or
programs at institutions like the University of Minnesota 'or private art and

music lessons, seminars and workshops in the metro area.

Some students come to MMSC because they can't advance in their jobs for

lack of a formal degree or training, while others dropped out of more struc-

tured and traditional schools. Judy tried three colleges before she found
MMSC. She's now working as an X-ray technician and will soon graduate. What
she likes is that "the program takes into consideration my outside needs and
interests, I didn't have to give those up. I could réally integrate the

rest of my'life into the college program." Judy's going on to graduate school,
and her enthusiasm is such that her employer and a fellow worker both plan to

enroll at MMSC.

Others apprec}ate the chance to pursue personal learning needs or com-
bine unusual learning goals. A student with a keen interest and skill in
weaving decided to openba yarn shop, so she came to MMSC for a degree in
studio arts and business. St. Paul's Deputy Police Chief, who is also a
state senator, is another new iﬁudent. While he could obviously demonstrate
competences in social awareness and civic responsibilities, he chose to use
MMSC for personal enrichment. His pact includes literature studies and
foreign language, and he'll be attending cultural events in the metro area

as part of his liberal arts program.
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It's true that MMSC students design their own programs and have
authority over them, but they're also encouraged to explore new fields
rather than devote most of their time to job-related activities or things
they'already know. Howard Mark who works in mpdla productlon at Control .
Data Corporation, originally wrote competences tallored to hlS scientific
role but later broadened his scope. He first studied music, which other
members of his family enjoyed, and learned to play the recorder. He

also got involved with a Model Cities program and other public service

agencies and began dealing with people in spheres very new to him. Now
he's learning German, among other liberal studies, while teaching media

e

courses as a community faculty member.

The notion that MMSC is appropriate for stuaents who already possess
self~direction or that students here miss some kind of concentrated academic
experience are both rejected by Sweet. "I don't believe we should turn away
students who need structure .... Here they can find and create the structure
they want ... and we may be able to help them abandon some structures as they
no longer need them." Students who want specialized or highly technical
studies can use MMSC in the most esoteric ways, Sweet says. "It's not easy
but it's not impossible. For someone interested in advanced theoretical
physics, this maf not be the best school, but for a student who is working
in some field using -physics and wants to obtain his degree and neﬁ technical
knowledge, wé could work something out with the wcrk place to make a degree

possible.” }

Faculty as.Facilitators

MMSC utilizes both a permanent faculty and a community faculty .-

‘(people drawn from the community who teach students on a contract basis).
Frequently characterized as educational brokers, MMSC's permanent faculty
do iittle teaching. 1Instead, they serve primarily as advisors, most

with a caseload of 40 to 50 students. It's not guite as bad as it sounds,

_since many are self-directed learners. But advisors do carry heavy
responsibilities. They review and suggest changes in the student's
educational plans, help locate and arrange for suitable learning resources,
approve learping contracts, andvin some cases teach the school's intro-
ductory céurse, Individualized Educatidnal Planning. They're loosely
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structured into three conferences -+~ Liberal Arts, Administration and
Business, Human Services ~-- roughly akin to faculty departments. Confer-
ences develop course offerings and recruit, screen and evaluate all

applicants for community faculty positions.

Most permanent faculty are also presently involved in one or more self-
study committees charged with eval?ating the program for accreditation.
Evaluation has really been going on at MMSC from the beginning, and staff
roles and procedures are still evolvihg.- Dr. George Ayers, Vice President
for Academic Affairs, puts it this way: "I don't think we see any aspect
of our program as being totally defined at thinpoint. We feel that it is
constantly changing and that we need to be constantly evéluating it, and we

are.

Community faculty are the college's principal instructors, numbering
between 200 to 250 at any given time. Initially recruited through news-
paper ads, community faculty are now.carefully'screened by the three perma-
nent faqulty éonferences. Prospective teachers must complete a form stating
what learning experiences they wish to provide, how theytll provide them,
and what qualifiés them to teach. Conferences look not for an academic
degree buﬁ for demonstrated expertise in fields MMSC's students are inter-
ested in. A real willingness to help students learn by using innovative
teaching strategies is also important. A real estate agent is now teaching
history from the layman's perspective, while Control Data Corporation has
developed cbmputerized teaching methods and multi-media perspectives for

MMSC students.

-

Matéhing a éﬁﬁdent's learning objectives with the most approp;iate
community faculty person is not always easy. "Because of scheduling, time
conflicts, and different learning strategies, we do have considerable prob-
lems in pairing up student needs with the right community faculty resource,"
says Dean of Administrative Services Dr. James Deegan,‘"but'we're getting
around this difficulty by offering several modes of learning, such as the
GLO and independent study. We're trying to help students éet what they want,
when they want it, and in the appropriate mode." Community fagglty teach
GLOs, supervise self-directed study, or provide tutorials. FQ;ﬁét and case
load are largely determined by student demand. Several select community
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faculty also serve as counterparts to permanent faculty in the Learning
Centers on a part-time basis; MMSC is looking for ways to promote more

exchange between the two groups. Community faculty are not salaried, as
are permanent facul;y. Instead, they receive $30 for each student they

teach.

Money and Innovation

Funds to support the growing college have increased from a biennial

appropriation of $300,000 for FY 72 and FY 73 to a biennial appropriation

of $1,750,000 for FY 74 and FY 75. Administrators expect that the Minnesota
legislature will approve a slight increase over its present budget for fiscal
years 1976 and 1977. State financing plus student tuition together amount

to about $l,400/year for each student's MMSC experience. MMSC's cost per
student has not been compared with cbsts of two-year community colleges in
the state because most commﬁnity colleges are designed to provide the first
two years of a four-year education while MMSC offers the last two yea;é, A
typically the more expensive period. For the same reason, MMSC per-student
costs cannot be meaningfully compared to the state average‘yearly student

costs of $1,850 at most four-year institutions.

MMSC's costs for maintaining physical facilities and traditional
school-related extra-curricular activities are lower than those at other
state schools. But, 2s administrators point out, the individual instruction
and small ;nstructor/student ratios and the close student/advisor relation-
ship for all learning opportunities would cost much more at a traditional
college, if they were available. And students do not pay for re-learning
in areas of competence because they do not have to satisfy (or pay-for)
required courses. A significant portion of the funds available to the
college are still being used in devélopment of the structure and services
which will continue to be available to students. For example, college
personnel had to write all materials for the IEPC. In addition, efforts to
secure full accreditation for the college have Been a major developmental

-

cost..

While physical facilities' costs are low, the identification, train-
ing and evaluation of community faculty will continue to require time and

resources. So will the continuing job of locating facilities where group

K
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and individual learning opportunities can be held; the college's support
staff, rather than the community faculty, is responsible for locating learn-
ing space. The college supplies an Internship Diregtor who locates work
positions fpr students whose learning activities inélude a practicum. The
Internship Director also works with their internship supervisors and assists

in evaluating the experience.

Since students are scattered throughout the metropolitan area, the
college has an important communication‘§eé§onsibility: to provide adequate
information about available courses, changes in procedure, and other details.
The newépaper Catalyst is one means of communication; the human information
network among students and advisors is more time-consuming and more costly,

but, many would argue, more satisfying.

Salaries comprise about 85% of the budget at MMSC. The school does
grant tenure. Because the college operates all year, salaries for faculty
are based on l2-month contracts and are slightly higher, therefore, than
the traditional nine-month salary. The remaining 15% of the college budget
goes for leases, advertising and printing, contracted services, travel, and
supplies. At present, if a student wants to attend a conventional coliege
course'to-acqqire a competence, the college élso.pays for the tuition re-
quired at a traditional institution, although bookkeeping requirements of '
this arrangement ar-e complicated and MMSC is considering a change in this

policy.

Administrators who are involved with funding issues look forward to a
time soon when the allocation of funds by the legislature will be based on
a per-pupil allotment. The college will still continue to seek grants from

federal agencies and foundations to support specific developmental pfojects.

Changes and the Future at MMSC

As MMSC has grown and consolidated its internal structures, several

changes have been made for greater effectiveness and efficiency.

e In the all-important pact development process, students
initially received a four-week orientation to the school
.. but worked with an advisor to develop the pact. . Because of
limited advisor time, this system was often an unnecessarily.
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lengthy and difficult process for the student, and it was
expensive for the school. Now, all students attend a six-
week orientation specifically aimed at helping them develop
their pacts, which must be completed in draft form and
approved by the faculty before students are fully enrolled.

‘e The school, according to staff, now does a better job of
matching students with community faculty. Originally, these
teachers were recruited through newspaper ads; now they're
screened by faculty conference groups and are required to
demonstrate their areas of competence. Over the past three
years, therefore, the school has built up a corps of reliable
community faculty with a variety of expertise to offer. As
the school streamlined its assessment procedures, it found
that community faculty needed help with evaluation state-
ments and provided that help in orientation for all new
community faculty.

e Originally, permanent faculty were responsible for evaluat-
ing student competsnces. As znrollment graw and individual
case loads swelled, this task became toc time-consuming.
MMSC now has three part-time assessment specialists who
conduct all competence svaluation duties.

e Although permanent faculty wers originally contracted for

] the full 12 months of the school year, new staff and tenured
faculty will soon be offered a 1l0-month option, allowing them
time for keeping up with changes in their disciplines.

There is a continuing dialog among permanent faculty members-about
whether MMSC should be more structured, with more committzes, and the kinds
of concerns more common to traditional colleges.  Another faculty issue is
whether, as a liberal arts college with degree-granting powers, MMSC should
have a more "academic" faculty with a closer relationship to professional
groups in each discipline. Debatss like these are common at the college
and support Dr. Ayers' contention that staff feels MMSC is constantly

changing and redefining itself.

~ As it changes and grows internally, MMSC is also being copied in otﬁer
parﬁs of the state and in the metro ar=a. An important'boost to expansion
was the half-million dollar grant to MMSC from the U.S. Department of Health,
Education and Welfare's fund for the Improvement of Postsecondary Zducation.
The grant established a metropolitan consortium charged with the development
of similar competence-based programs for six two-year community colleges

w#hich now pre-enroll MMSC candidates. The consortium was another of David
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'Sweet's ideas but area colleges were guick to join the consortium to begin

development work on coordinated competence programs. The grant pays for a
consortium director and one staff member from each of the six colleges.
Competence evaluations similar to MMSC's are being considered at other
state colleges too, some led by threse former senior.académic deans at MMSC
who have gone directly to administrative positions in other state colleges.
Their transfers indicata to David Sweet that other colleges ars truly

interested in changing educational structures.

There seems to be a healthy consensus among staff and students, how-
ever, that MMSC as it is presently constituted is doing an effective job.
Why? Some say it's the combination of a new approach to 2ducation and the
people committed to that approach. Others cite flexibility, student moti-
vation, the stafi's "missionary zeal." One staff member faels the school's
real strength is the maximum opportunity it offars for individual attention:

e

Here people are wvery much interestad in themselves and want others to he
too. The program brsaks down cnly when someone has forgotten that part.”
Faculty continue to look for ways to facilitate staff-student contact while

maintaining student freedom to decide when they need help.

As MMSC continues to expand, there will continue to be redefinition
of the program and more streamlining of rolss, procedures and format. Some
things won't change. They include the college's five_basic tznets and its
earnest commitment to student authority over and rasponsibility for educa-
tional planning. MSMC is proud of the credibility it nas established in
its communi:zv, a creéibility evidenced by growing acceptance of its narrative
transcript and a snowballing number of requests for technical assistance in
getting up similar Programs. The school will complete its self-study in the

spring of 1975, with accreditation . expected in the summer.

The school's bestladvertisements, nowever, come Irom graduates. "My
degree has given me immeasurable personal satisfaction," one of them reports.
"MMSC}” concludes another, "is a program designed for one whose education
has been interrupted by two wars, four children, 15 job location&; sxtensive
company travel .... In my opinion, it is an educational form much needed in

this era."
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IN BRIEF

Exemplary Project in Career Education
State Board for vVocational Education
Department of .Public Instruction

900 East Boulevard

Bismarck, North Dakota

Larry Selland, Project Director

Demonstration project dates July 1970 - Augqust 1973

Continuing career education: The World of Work 1973 - present

The Exemplary Project was funded as a development and demonstration Project
for Bismarck's city-wide School District #1. At the close of the federal
funding year in 1973, the School District incorporated the program as part of
its regular educational model and calls it the World of Work. Original
project staff came from the State Board for Vocational Education located in
Bismarck; at the end of the demonstration grant, they resumed responsibilities
with the State Board for Vocational Education and are presently working on
the implementation of career education in other school districts throughout
the state,

Original Project Staff:

Project Director, half-time
Three project guidance specialists, full-time
Administrative assistant

District #1 staff presently involved:

250 principals, teachers and counselors; 6,000 students
13 elementary schools

3 junior high schools

1 high school

Funds: .
Demonstration grant: July 1970 to August 1973 ) ‘S3§3,073

-U.S. Office of Education, Vocational Education
Admendments Act of 1968, Part D, Exemplary Project

Present funding: Career Education activities have been made part 3,000

of regular school curriculum; materials, supplies and teacher
salaries are part of regular district budget. -
-Expenditures for career education include:

Transportation allowarice and summer salary for coordination 2,000
of field trips .
Summer “guidance" activities (salaries and materials) : 5,000
o ' $ 10,000
Major Features: s

-Development of local district career education project
by State Board of Vocational Education personnel
-Development of Curriculum Activity Guides for all age
groups by teachers and counselors

-Use o6f field trips and resource, v151tors, particularly at
the elementary level ,

-Model Guidance Program emphasizing career counseling and

involving parents 1 4 i




"This isHTE‘bragging or ﬁaking excuses, elther, but we started on this
concept one full year before Commissioner of Education Sidney Marland ever
used the words 'career education.'’ We use the term career development. T
sometimes wish we'd never ccme up with the phrase carcer ed because that
implies a course of study in something, a sequence of courses, and that's
not our concept of it., We think we:re impacting on the process of career

development, and it's an ongoing process, a developmental process that begins

early and. continues on into adulthood."

- That's Larry Selland talking about the Exemplary Project in Carser
Develorment he headed frem 1970 to 1973 in the Bismarck, North Dakota school

sysﬁam. & candid, personable man, North Dakota's Teacher of the Year in 1967,
Lar

4
'™
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Assistant State Director of Vocational Zducation. His responsibile- -
ities with the State Soard for Vecation EZducation include sxpanding career
development :throughout North Dakota's elementary and secondary schools.

When federal funding became available for davelopmental programs through the
Vocational Zducation Amendments of 1368, Larrv and others wrotes a proposal for
a pilot project in Bismarck which was administered by the State Board for
Vocational Education through his office until, in 1973, it was taken over by

the local school district as an ongoing program.

"We lsarmed a lot of things from Bismarck, we made some mistakes,
and some of the things we've done wrong in 3ismarck, we tried to correct
as we went into other schools. .. We're quite éommitted to taking what
we've found, the good aspects of this developmental Program, and sharing
it state-wide," he asserts. Besides Larry, the Vocational Education stafs
-involved in this effort consisted of three specialists: Bob Lamp, Hairy
Welsenberser and Marvin Kollman>who nandlad teacher training, assisted in
developiﬁg jaterials, and recruited participation by the business community.,
Current efforts at state-wide implementation are being continued by Mike ..

Lalonde and Jerry Tuchscherer. Their activities include training tsachers

and admihistrators, circulating ideas and materials, and arrancing min
¢rants from the State Board for Vocational =ducation for innovative carser-
orieﬁted §rograms. But Bismarck's where it all started in North Dakota,
and‘it offers a look at how one program was developed with cutside start-up
funds and what affscts tne transfer of support from federal to local sources
F thhad‘on program activi;%es. 1 _ 142
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The Exemplary Project in Bismarck

With more than 90 per cent of its land in agriculture and only about

40 per cent of its population classified as urban, North Dakota is the

. country's most rural state. Bismarck, its capital, is situated on the east

bank of the Missouri River, and although a relatively yeung city, as western
cities tend to be, Bismarck has seen its_;hare of our nétional history.

First were the Plains Indians--the Sioux,.the Mandan, the éros ;;nére,.the
Crow--wno would sudcumb-in time to white encroachment. The Le@is and Clark
expedition passed through what is now Bismarck, opening the way for trade

and settlement. Later came the kooming Missouri river boat traffic, and
finally the transcontinental railrcad linking the Atlantic and Pacific coasts.

Today, the buffalo have been replaced by beef cattle, the pralrie grass by

wheat.

Although 3ismarck's population has more than doubled since 1950 (it's
currently abcut 39,300), the city still has the feel of ; wsterm tcown. Peopla
wear zoots and western clothing and worry about their crops and besaf prices.
Schoel District No.l, whers =he Examplary Project was put intoc effect, consists
of 13 elementary schools, thrsze junior highs, and one senior high with a total

district enrollment of just over 8,100 students, served by some 375 teachers.

Unlike many other states, the State 3card for Vocétional:Education in
North Dakota is separate from the State Department of Public Instruction,
which ééverns alllelementary and secéndary education. Ffrom the state level,
oroject staff could work through the district school systam but had no authority

to impose their project on teachers. This factor posed drawbacks; the project

was initially seen by some teachers and counselors as being impecsed from the

outside. Having the state staff direct Ehe project alsc meant that the support
and coordination they provided for teachers was withdrawn when their jobs were
no longer funded by the project. That meant that teachers and other staff who
became resally involved with the project were genuine converts who adopted the
concept because they believed in it and not because supervisers in the districth's
administration were handing down edicts. Moreover, Bismafck was designed as a
demonstration and developmental site, not as an implementation program, and
staff stress that 100 per cent teacher ;articipation was never the object of

the design. The goal was to develop and try various ways of making career
sducation part of the school experience and to allow teachers to participate

in the long run according to their own degree of intersst. As it was, the

4

Zxemplary Project ended up involving about two-thirds of the district's. teachers

[RRTe

in one way or another.
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Simply stated, the Project's task was to integrate career development
activities into Bismarck's existing curriculum. Staff and consultants,
using guidelines formulated by the Chio Center for Vocational and Technical
Education developed four broad goals for their program: to provide

e occupational orientation at both elementary and secondary

levels to increase student awareness of the range of options’
open to them outside of school;

e work experience, cooperative education, and similar programs
to give students a varisty of occupational offerings;

e for students not previously enrolled in vocational courses,
specific training in job-entry skills just prior to graduation;

e intensive occupational guidance and counseling during the
senior year, and initial placement of all students in jobs,
training programs, or nhigher =ducation at the completion of

- their schooling. :
Zach broad goal was "then broken down into specific objectives. Some goals,
like training for non-vocational students in the final year, began as stop-
gap measurss %o help youngsters leaving the system without any careser educa-
tion foundation, and were met with shortv-term programs which became part of
the project. The program which emerged Zfeatured these elements:

e Activity Guides for all elamentary and secondary levels to

help &teachers work carser =ducation into their basic
teaching; ' '

e for primarvy students, an extansive program of fisld trips
to promote occupational awarsness;

e for secondary students, increased aptitude testing and
guidance services as well as work exposure and work-
experience oprortunities to complement existing voca-
tional programs.

For funds, the project has a total of $323,073 for the three years;
some 47% went for the staff of three full time coordinators, the part time
director and full time secrstary. The next greatest expenditure of funds
went for staff training for teachers in the use of career education activities;
inservice training accounted for $82,343, or 25% of total funds. Finally 13%
of the budget went for materials like siides, tapes and publications, whils
the remaining 13% was taken up with eguirment exgenses, travel and miscel-

laneous suppliss for use by the project staff and trainees.
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and work with them."

How the Program was Déveloped

To translate their broad goals into concreste programs, Project staff
needed first to enlist the support of administrators and tsachers for the
career development idea and then get their help to devise activities and
materials for use in their classrooms. A preliminary step was identifica-
tion of one person in s2ach school at the elementary level, and one in each
subject area at the high school level, to act as liaison between Project staff
and teachers. DPeople selectad were those who were alresady interested ih the

career development concept and wanted to do something about it. Project staff

then began orientation sessions for administrators and later for teachers,

axplaining the carser sducation process znd how it can be implementad.
. ey N

Staff brougnt in consultants for workshop and in-service sessions to

detalil the theory zehind the movement, put 3ismarck's tesachers wantad

concreta nelp. Says Larry Selland, "Cne of the biggest problems we

had with the t=zachers was when we ZI:

[E
5]
(1]

t went to them, we didn't really
have any curriculum materials or any kind of matsrials whatséeve: fote)
show -nem. We %0ld them what the concesot was zbout and they said, 'Ckay,
tell us how =o do all this.' We said, 'Well, we'll ficgure that out

b

later,' and of course they didn't buy =nhat."”

In 1970, thers Qere faw career sducation models to lsarn from, so
the EZxemplary Project had to develop its own curriculum. It did this
by organizing committees at each grade level (grades 1 to %) and for
each high school discipline. These groups worked through the first
yvear developing, .adapting, and field-tasting activities in their own'
classrooms. "We started out," Larry rascalls, "with groups of three
or four first grade teachers, thrse or four second grade teacners, and

so on., : .Ne'd draw together three or four junior high English teachers

»

[V

As workablé activitiess were refined, these t2achers demonstrated
them to others at in-service sessions and system-wide workshops. "As
time prograssed," says Larry, "we got more and more tsachers involved
in these group meeti;gs and working in summer sessions. It kxind of
snowballed." 3y the end of the first year, the Projsct was abls to
publish Classroom Activity Guicdes for each grade level and'disci;line.

The guides, re¢fined further during 1971-1972, incorporatad a numder
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of strategies--role playing, simulation, gaming, field trips, panel
discussions, problem-solving, demonstration, interviews, films, slides,
tapes, and many more. "These are simply classroom activities," Larry
emphasizes. "This is not a course of study, not a curriculum guide. .
We have a format with behavioral objectives, and there's one guide for
each grade. Junior and senior high schools have them packed for
disciplines~-social studies, math, science, and so on. We have one
for kindergarten, one for special ed, and one in vocational areas."
During the development process, staff found that teachers were happier
with sample lesson plans than with a rigidly structured format, and
they proved unwilling to spend time measuring student attainment of

behavioral objectives.

In-service training for administrators, teachers, and guidance
personnel was continuous over the three-year life of the project. .
Training ranged from two-hour sessions to week-long workshops, in
one-to-one, small-group, and large-group formats. Presentations were

generally a combination of lectures, panel discussions, group activities,

‘audio-visual presentations, demonstrations, and problem-solving strategies.

As time went on, staff relied less on outside consultants and more on
the expertise they and their teachers were accumulating. Staff also
traQeled éround the country, visiting other programs and bringing back
new approaches to share with the school system. A critical factor in
the success of this training, Larry Selland reports, is that staff

always tried to have something new to pass along--new literature, new

commercial materials, new ideas.

The Project formed an advisory board of administrators, teachers,
and community members to give general guidance and an opening for
community participation. Looking back, staff feel that more thanbtwo
teachers should have been include§ on’the board, and that students
should have been represénted on this and other general planning
committees. Community participanté helped the Project find resource
people in the Bismarck area--people from business and industry--who were
willing to demonstrate their skills 6; showcase their operations for

students.
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Another critical factor in getting Project activities into
Bismarck schools was the staff's willingness to roll up their sleeves
and pitch in. They made themselves available in classrooms, they took
the initiative wherever possible. The Vocational Education office be-

came a clearinghouse of literature, research, and materials for cir-

cuiation in the district. Staff wrote a brochure, Career Development -
K-12, telling administrators how they can implement career education
programs in their schools. Guidelines were drawn up to help teachers
take advantage of field trips and community resources. Arlene Moreland,
a district music teacher, discovered that music could easily be used to

reinforce almost any classroom concept, so she developed 75 fifteen-

minute videotapes some of which are piped into Bismarck schools daily

by the local television station. The shows, backed up by a teacher's

guide, are career oriented, and have featured the governor of North Dakota,
a blind man who's a pidno tuner, and many other people living and working

in or near North Dakota.

For older students who would be leaving the system without the"
benefit of career‘education activities, the Project conducted special
short-term programs of work exposure and work experience, both of which
are sﬁill being offered by the Bismarck school district. Another
successful innovation kept by the district was a model guidance program
for high school students that for the first time brought parents into
the counseling procéss in a systematic way. In all, the Project during
its three-year term involved some 250 . teachers and more than 6,000

students in career development activities.

Community and parent support of the Project increased significantly
during the three-year process and were instrumental in the local school
district's continuance of many aspects of the program when federal..
funding terminated in 1973. Larry Selland and his staff of three'are
now working with school districts throughout the state and are supervising
full-scale implementation programs in Devils Lake and Minot. Bismarck
teachers, likg others, attend the career education workshops sponsored

by the Board for Vocational Education, and they demonstrate classroom

activities for the Board before college-le&él teacher education programs.
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- Today the Bismarck school svstem calls this career development program
the World of Work. Because the World of Work is integrated in the curriculum
it does not require additional fuhding outside the district. Administrators
support the on-going emphasis of .career activities in all classrooms, but with-
out federal funds, no full time resource people or coordinators‘are providing
impetus for career education. HoWeve:, the district has earmarked money for
career-related resource materials and for salary supplements to staff who

coordinate field trips and counseling services.

District funds for the World of Work include:

Resource materials, supplies, photographs ) $§3,000
Coordination of field trips (summer salary) 2,000
Coordination of guidance actiwvities 5,000

(salaries and gaterials)
It's not as concentrated a ;rograh as it was when the district was a demonstration
‘site, but the Zxemplary 2xaiact left sehind materials and tachnigues, and
most important, a nuclaus of tesachers, counselors and orincipals committad® to

incorporating career sducation into their everyday work.

At the EZlementarv Level

Career develorment at the elemenﬁary lavel is really career awareness
rather than intensive study or training. Grade school children in 3ismarck
are shown the varisty of jobs in the working world through classroom activities,
special matsrials, and field trips. 3ismarck's elementary teachers and‘princif,
prals are the most enthusiastic proponents of the career development concept.
Some of them use the Project's classroom Activity Guides routinely, and others
ivery little. Many of them have gone on to their own activities, working
awarenass-puilding strategies into their teaching automatically. For such
teachers,_almost‘anything can be an opportunity to start children thinking
about the working world. In a pre-Christmas display of toys, a first grade
teacher caéually asks her class where a toy was made (China), what it's made
of, dow it cot all the way to Bismarck, what kinds of jobs were involved. 1In
another classroom, a teacher is using the Duso Xit, a commercially awvailable
kit featuring a talking dolphin who asks gquestions to make kids more aware of
- themselves and the World of Work. Job identification is fun wnen it's a game
of 20 Questions or an exercise using one of the occupational wall charts the
Project developed. Teachers can.use their Activity Guides (two samplas are
included ners), or thev can institute their own games and projects such as

[:RJﬂ:an "I Want to Be" bulletin- board. '1.453
R : v .
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Self-awareness, problem—solviqg and decision-making are strongly
emphasized in some classrooms. A popular exercise uses openQended
filmstrips dramatizing a situation but leaving an unresolved problem
for studeﬁts to discuss. Students do a good deal of role-playing,
particularly in job intefview simulations. Youngsters even have a

chance at city planning: they try to staff a city government from

scratch, winding up with slots all the way from dogcatcher to city

councillor.

Third-grade teacher Winnie Hoersch sees self-awareness as a
critical ingredient in her teaching. "I believe that the most vital
part of the career education program is that part which deals with self-

~ concept déveIOpment. In my romom I use filmstrips and cassettes which
deal with values, decisicn-making and setting personal goals. I
also had the Opportﬁnity to assist in wriﬁing the Classroom Activities
books while the Exemplary Project was in effect and I feel these have
been of some use to myself and to other teachers.” Ms. Hoersch feels
teacher involvement in curricﬁlum development is essential: "You
see, if teachers feel that they have a hand in something, they'fe much
more willing to try it--that is, it isn't pushed 6n them from someone

up above and they can't do anything about it."

According to lLarry Selland, Bismarck schools with the strongest
career development emphasis are those in which principals like Matt Fettig
and John Wanser were involved in the Project's initial planning and train-
ing. Without their support and commitment, little could have been accom-
plished. John Wanser superviseé two elementa;y schools and coordipates
field trips .for all 13 of the district's grade schools to avoid over-
lapping. Johﬁ not only keeps track of and arranges for these excursions,
but has been designated Business and Industry Liaison, first for the
Project, now for the District. It was his job to go into the community
in lé70 to line up facilities for children to visit, and he continues to

coordinate this program.

10
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"We feel that by taking youngsters on field trips, it sort of

-£ills the void between the functional relatiohéhip of knowledge they get

.
in the classroom and the real everyday lives of people who are Providing

‘a living and a service for them and the community. We wanted primarily

for youngsters to realize that work nas worth and dignity-=-that it's

betﬁer to be emploved than to be idle. We teach kids this, and we want them
to know that'everybédy, regardless of what type of job they're involved

in, whether it be a highly skilled surgeon or the ga:bage collector,

they each play a vital role in our community."

_John says the kids ars excited about the Program and have developed
a real intsrest in what they're seeing. "For the first time," he says,
"youngsters began to‘ask their moms and dads. . . 'Well, how did you
get your- job? Do vou like it? %What sort of training did ycou have

to get for it?  How much money do you make?'"

John arranges upwards of 60 trips a year, and has had excellent
cooreration from the 3ismarck business community, some of whom have
prepared slide presentations and explanatory materials for use in the
classroom or at their offices. "They all wanted to get involved in
theveducational community.and they all felt they Had something to
offer. AE first I was concerned that they might want to use youngsters
to try to sell their products, but this is the one thing they wers
concerned about; taey wanted it low-xeyed, they did not want to
pressure the kids. Well, that was three years ago, and each year when
I go back I expect to hear 'It's taking too much time, I ;an’t éo
it.' but that's not the response. I get. They welcome us back and want
to know how they can improve their program to make it more meaningful

to youngsters. They want constructive criticism from teachers."

Children have visited local utilitiss plants, nachinery manufactursrs,
offices, police neadquarters, and :radesmen. A significant side benefit

nas been the use of parents as drivers and classroonm aides, =xplaining

‘their own jobs to students. In both cases, parents are brought into

the educational process in a supportive way, not only when their children

152
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are in trouble, and parsnts see first-nand what carcer =ducation is
all about. On a recent trip to a farm machinery plant, one parent
remarked, "I go on :these trips quite frequently, and I fael_it}s'good
for kids to l=arn what jobs arz so they don't just say, 'My Dad works

at this place or that' and not know much about what he does..."

At the Junior High Level

Both teachers and Project staff state that it's much easier to integrate
‘career development into =lementary schools than i. is at the higher grade
levels. 1In grade school, 2ach classroom is a self-contained sntity where
‘teachers can deal with the same students all day long. They have a chance

to work consistently with children not only on the acadsmic basics, but on

concepts such as lifs goals ané wvalues., In nigh school, whers studsnts
rotats through classrooms, tsachers may only'see a student twice a week and
the focus is necessarily limited primarily to Qubject mattsr. Given these
constraints, the Project aimed at the high school level to providé increased
exposurs to the World of Work, increzased chances for handé-on experisnce, and

carser counseling to help students make informed choices.

John Yonxer is principal of Hughes Junior High, one of three such
facilities in the Bismarck system. Liks John Wanser, he's been one of"

, aelping &he concept work in his school.

4]

the Project's kay peopl
"During the first year we werz involved," Jonn remembers, "thers was
 mores-empnasis. Iverybody was well aware of it and now I thinkbthey
just do it more automatically, but I think that a lot of the things
we probably  forced them into the first year—-if that's a good word
Lo use--they noQ just do.as a mattar of course.” 1In the beginning,

John resguirad that nis teachers 't svery two or thrze months on

[a}
(D
g
[o]
R

what they wers doing in the World of Work area. Many were halping
develop and fisld-tas: curriculum,. and in-service kraining was also
keeping the Zocus on career =ducation. While rspor:s ars no longer

requirad, there's plenty going on.

O
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"I think the most vital part," John states, "is to be able to
inﬁerest the students in career education...thinking about their futures,
the World of Work and jobs that are available, and making them generally
aware of the scope of the career market. The way we do it here now is
by introducing them to filmstrips and printed materials and having a
number of resource persons come into the classrooms to talk with students
about their work." An example is the program sponsored by the local
police department. Officers visit schools for a brief session each
day to lead discussion about how the department works and why, present
a slide show and conduct role-playing of typical police situations.

To cap the program, students spend half‘a day riding in a police
cruiser to see just what goes on. For the Bismarck Police Department,
it's a chance to improve the relationship it has with kids by showing

that policemen are community workers as well as authority figures.

Activity Guides are available at the secondary level by subject
area--math, science, énglish, social studies, home economics;"art,
business, industrial arts, physical education; Again, some teachers use
them consistently while others chooée not to, or to substitute their
own ideas. Dick Thorne, a former Hughes counselor, had a real gift for
involving students. He kept the school's bulletin boards bristlihg
with career information and helped put together Vocational Education
Week, a special time set aside so students could talk about jobs with

parents and people in the community.

Another effective teacher, one who's shown real initiative, has
transformed her civics class into a course called Present Day Living
(PDL to students). A one-semester offering for eighth—graders, PDL
requires kids to identify topics they want to learn more about,

and in the process, they usually learn a lot about the working world;

Research groups are set up and students use the school library and any
community resource they can find to collect data. Each group then

makes a presentation to the rest of the class in a seminar format, u51ng
tapes, records, film, whatever lends itself to the topic, and the

class offers a critique of their work. Recent subjects have 1ncluded

crime, child abuse, inflation, labor, welfare, housing, - the individual,




oAl

jobs, and personality. A study on poisons saw students combing the
library, interviewing the school nurée, and then fanning out into the
city to talk with hospital personnel, pharmacists, police and fire

departments.

The Summer Guidance Program was started during the sacond year

of the Exemplary Project and has been continued intact by ‘the Bismarck

schools. -Shortly before leaving junior'high, all students are given
the General Aptitude Battery Test and the Xuder Océupationalhlnterest

. Survey. Counselors maks appointments for parents to come in with their

. children to discuss the test results and the kinds of courses the student.
may want to consider for high'school. "For the most part," says Larry
Selland, "these conferences are the first time parents have avar
become involved in the school, and for some it was. the first time that
they'd sver thought about the child's furure. Of all the people who
shouldn't be working on a nine or ten-month contract, it's counselors.
They should te working vear round, énd that's what we have here, three
counselors working vear round." Because counselors have been diligent
anout accommodating parent schedules and conduct;ng follow-1p, -the
program has involved at least one parent in 90 per cent of the student

families it's aimed at.

As a rssult, guidance counselors wers seen in a new light--as
peopls who wanted to help, rather than authoritiss to deal with when
a student had behavioral or academic problems. This initial, friendly
contact with the school system helped many youngsters with the difficult
transition from a smaller school to Bismarck's single 2,000-student
senior high. Parents were relieved, stafi feel, that their children
would know at lsast one person in the new school, and the program'é
"documentation of parent contact was a strong factor ia the school
coard's continuation of the effort when the Zxemplary ?rqject was

pnasad out.
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At the Senior High Level

‘Bismarck High Schocol has a nmmber of traditional vocational
education programs which pre-dated the Exémplary Project and are still
in effect--industrial arts, home economics, distributive education,

a Co-Op program providing work experisnce with local businesses
and a new Vocational Zducation Center nearby:where students can spend

part of the school day in specialized job-skill training.

The Exemplary Project's main contribution at the high-school "
level has been in upgraded guidance services. The Carser Resource
Room operatad by Jerxry Beck was carried over from the original Project.
It's literally crammed with displays of fareer literature on jobs,
industries, collages and emplovment opgortunitiss. There are aiso
collzge catalogs and referance materials, and all of it's cataloged
through a mastar card file. There's also a micro-fiche machine .programmed
with FCCUS (Furthering O;cupablonal and Carear Undersgandlng for Students)-—
more than 90 cards listing jobs, their requlrements, and technical
eChQOlS and colleges in North Dakota. All job listings call for at

least two years of sducation beyond high school.

Students can browse through these materials whenever they choose,
and Jerry and the school's three guidance counselors are always available
to help them begin planning for the future. During the year, Jerry

makes the rounds of all classrooms to alert students to this service.

Cne of Jerry's innovations for the sehior class is called "making
an application for graduation."” Counselors do not automatically schedule
talks with seniors, but encourage the students to come to them by
visiting sach class and discussing the hurdles seniors will be faciﬁg--
finances, applications, planning, career chbices° Students are encouraged
to "make an application" to come in and talk, and more than 90 er

cent have rasronded to this approach.




‘ The Project's Career Development Institute has also been continued.
Designed originally for youngsters with no exposure to vocational courses
and no clear idea of what they wanted to do, the five-~week summer program
includes 1llth and 12th grade students. Held at the North Dakota State
School of Sciénce, the Institute offers hands-on experience in a variety

of Career Clusters including-électroniés, small engine repair, law enforce-
ment, graphic arts, computer programming, auto mechanics, and so on.
Evaluation by parents and students indicated that they felt the Institute
helped them identify interests and plan for future work. During the first
two yeéis of the Institute, young women said they wanted more fields available
to them at the Institute. Now, more than 50 per cent of the enrollees each

summer are women, many of them exploring traditionally male-dominated fields.

A Day on the Job, jointly coordinated by Jerry Beck and Dennis
Trom, is a career exploration opportunity offered by the school's
counselors. 'Not a training program, it's a way for students to spend
a day with a skilled laborer or in a business'setting‘to see what the
occupation really consists of. Students have "shadowed" workers in
machine shops, éb;ernment offices, banks, industrial plants and service
- occupations throughout Bismarck. By the same token, workers are brought,
into the classroom to discuss their jobs; recently, Northwest Orient

flew in a 747 pilot and stewardess from Minneapolis to talk about aviation.

Individual teachers have developed some excellent programs. Foi
junior and seniors, the English Department offers journalism, creative
writing, and a course taught by Dennis Trom called Vocational English.
Expanded from 17 students to more than 200 at the present, the course is
all about getting and keeping a job and features interest and aptitude
appraisals, simulated job interviews and applications, and practical
considerations such as how to get a social security card, Students also
deal with appearance and personality, economics and budgeting, and to
finish the course must write and present a paper derlved from an inter-

view with someone in thelr field of interest.

Jack Moreland teaches advanced biology and has instituted an
intriguing "farm out" program. Students decide what they'd like to -

try and work for 15 hours a week in jobs related to biology. Typical




placements are with the state's Fish and Game or Health Department, an
alcohelic rehabilitation center, ah archaeological museum, a medical
center, or a local veterinarian. This real-life experience, says Jack,
could save a student from wasting several years of college to prepare

for work he or she may not really want to do.

Social Science teacher Rudy Steidl developed an economics unit
that was adopted by the Project and broadened for several disciplines.
Because his students hadn't really thought about career choices, Rudy
had each of them research three occupations. Theyﬂéta:ted with what
kind of traihing was needed and moved on to monthly and yearly salaries,
taxes and take-home pay, and finally a monthly budget based on the

practical realities of working life.

What the Exemplary Project Learned in Bismarck

By a trial-ahd-errorbprocess, the Exemplary Project staff have
learned some valuable lessons which they're using as they take the career
development concept state-wide. Good orientation is essential, and
this means bringing together everyone who'll be involved from the very
beginning. In Bismarck, orientation was done with groups of administrators

and select groups. of teachers and some people felt left out.

"You've got to create this understanding,” says Larry Selland.
"First they think, 'Jeez, here comes something else now--we're supposed
to teach reading and writing, how can I do it2?', so you've got to clear
that up. We like to have them all together in this qrientation so
they all understand they have a role to play. I think you can help
create this feeling that ‘every one of them is important. You know,
when Sputnik came out, there was a lot of emphasis‘on science, So '
everything was science and math in the schools. Then reading, so we
‘hired reading specialists and everybody talked aboutlréading- And
vo;ational ed came along and we were concerned with vocational programs.
But now here comes career ed, and it involves everybody. And we've
really seen this as a plus. In some syétems it's the first time

elementary and secondary teachers have met together in the same session."
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The Project's strategy of involving groups of teachers from many
schools rather than concentrating on only one site was seen as a benefit.
Says Larry, "We could've had one school with everybody doing something,
which would've been sasier for us, but as it was we had a few from every

school, and they became kind of mo&els out there."”

In designing plans for training teachers, for otganizing curriculum
development, and for performing the project evaluation that was a reqﬁirement
of funding, staff and teachers wrestled with the difficulty of translating
general carszer education goals into practice. Teachers were impatient with
abstract theoriess about career education trought in by consultants in early
training sessions. Staff believed that it was necessary to devise benavioral
objectives to guide curriculum developmen:_and Lo measurs student's attainment
of goals (developed by project staff). Tesachers, however, found pehaviorzl
ohjectives awkward and difficult =2 devise and conseguently resistad the

notion of trvying :o measure their student's srograss by these obj

3
wi.

Stagf therefors realizad that teachers needed much more preparation to adopt
the formalizad planning which is requirsd in using behavioral bbjectives.
They concluded zhat practical workshops dealing with specific mate” ls-wgre
much more effactivé in changing teaching stylss than were requirements for

detailed lesson plans.

®lans for the in-house project =valuation changed as a rssult of their
coaclusions. Rather than evaluats the program by measuring cbjectives for
students, staff shifzed to individual and grouo interviaws with teachers,
counselors and students. They also observed carszer =ducation activities

as they occured in the classroom and on fisld trip

1]

(&1

8y the thixd vears.of the projact, the staff's evaluation showed that tzache

were increasingly gositive about the project, perhaps as a result of having

L

developed and used detailad activitiss. Teachers, however, wvaried in frequency

of usiﬁg those activitives in the classroom. Teache:s.whé continued to be

most interested were oftzn those who had-been most involvad in the development
WOrkshops, one reason that staff now believe more tsachers should hawve been includ
in that process. Counselors who initially saw the project as a curriculum effort
snif4ad toward mors career-oriented counseling partly as a result of improvaments

in the work sxperisnce programs axc srovisions of summer guidance sessions.
oy
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Rather than try to measure loﬁg range changes in student attitudes
toward life goals and work, the staff concentrated on evaluating awarénéss
of carser activities and information. Although not all students were aware
of a concentrated career education project in the schools, the evaluation
showed that they were increasingly aware of céreer-related activities as

part of their regular school expérience. Larry Selland feels that long

- range attitudinal change is difficult and frustrating to measure. "So many

of the thir.ys we're doing for little Johnny in the third grade, the total

impact of that experience might not be felt until he's 18 or 19."

According to staff, good administrative cocrdination is important to
orevent overlappiné, and so is interdisciplinary or interdepartmental planning.
"If you don't have it," Larry points out, "vou end up with repetition, you
end up with peopls not kanowing what they should or should not do, you find

the student doing the same things in the four%h grade “hat he did in the

rn

second grade. That's a problsm in a lot of the schools we work with."

Really involving tesachsr

0]

is a problem every carser sducation program
faces. "We can talk until We‘ré‘blue in the face, but until the teacher
says, 'Hey, this is important, I'm going to see that it's inggﬁporated one
way or another' you're wasting your time," says Larry. Current plans for-
stimulating teacher participation across the stats are based on lessons
learned from tsacher training experiences for the Exemplary Projact. <Cne
aspect of the Project's in-service training was workshops where tsachers
went out and shadowed workers on the job for a day; staff feel this should
be 2 training opgortunity for teachers just learning¢aboﬁt career education.
The State 3card for Vocational Zducation is currently trying to fund a program
to allow academic teachers--not only vocational teachers--to expérience this.
It would mean, for instance, that a social studies teacher could spend some
time in city government. )
Anotner way to get the message across to t2achers is in'pre-
service training. . 3ob and Mike teach exéension classes offered through
North Dakota State University in career education, and their colleagues
work closely with schools of sducation. As a result, student teachers at
several schools are now rsquired to work career education activities into
their practice teaching. B8y reaching teachers at thig stage, staff feel,
the need for intensive in-service training will eventually diminish.

IRV
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Staff also found that putting concrete materials into teachers'
hands at the very beginning does much of their work for them. Mini-
grants funded through Part D of the Vocational Education Act are now
beihg usea to help other scﬁool districts buy resource materials and
conduct in-service training. Some 32 districts are cufrently taking
advantage of this funding, ranging from $2000 to $6000 for each school
system, and these funds also help pay Bismarck teachers who serve as

demonstrators at schodls in-service sessions.

The Exemplary Project in Bismarck was a mutually beneficial
arrangement both for the State Board for Vocational Education and for
Bismarck School District No. 1. The district emerged from the three--
year experiment with a package of materials and programs and a nucleus
of knowledgeable and committed teachers. Larry Selland and his staff
got the experience and insights they needed to begin taking career

education into the elementary and secondary schools of North Dakota.
. / , )
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IN BRIET

Community Experiences for Career Education (CE
11850 S.W. Xing James Place
Tigard, Oregon 97223

’2

Jerry Beier, Project Director
In conjunction with:

Northwest Regional Education Laboratory (NWREL)
740 S.W. Second Avenue

Portland, Oregon 972384

Career Education Program

-Rex Hagans, Director

Originated in September 1972

(CE)z is an alternative high school, one of four experimental Experience-Based
Carser Zducation programs funded by the Vational Instituts of Education. (CE) >
is operated by a non-profit corporation under subcontract with the Northwest
Regional Educational Laboratory in Portland, Oregon. (CZ), staff is responsible
for the design, develocment and oreration of the program; the Northwest Regional
Educational Laroratery is responsibls for evaluation and dissemination of the
(CE); concept anéd matsrials.

(CE) 5 Staff:
Project Dirsctor
Student Coordinator
Learning Managers (2)
Learning Resource Specialist
. Employee Relations Specialists (2) -

Employer~Instructor at approximately
125 employer sites where students
spend short-term placements.

Students: vyearly snrollment is 50 students, mostly white

Funds: This Experience Basad Career Education program is funded by the
National Institute of Education, Office of Career Education.

Annual operating pudget for program development,
evaluation and dissemination by Northwest
Regional Zducational Laboratory $ 700,000

Annual operating budget for the Community
Exrerisnces for Carser Education, Inc. (CE) 5
for staff salaries, facilities, materials and
transpertation, and design/develcoment

activities $§ 274,000
~ - Annual operating budgeé for (CE), and NWREL
(1973 - 1974) ‘approximately : $1,000,000
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Features of the Projeét: , -

- experience-based curriculum of Life Skills, Basic Skills and
Career Development

- student chooses various employer sites for different kinds
of learning

- employer instructors and community people evaluate and certify
student's performance on many tasks

The Community and Experience-Based Career Education

Tigard, Oregon is a middle-class, predominantly white suburb of Portland with
a population of 9,500. The public high school in Tigard cooperates with the
(CE) 5 program, particularly in helping recruit students. Decisions and
policies for the (CE), project are made by its governing Board of Directors,

composed of employers, parents, students, public school representatives and
union representatives.




For a school that's been misunderétood to be "one of those on-the-job
training things", and "a dropéut program," Community Zxperiences for Caréer
Education ((CE) 5l has some vociferous supporters in its home community of
Tigard, Oregon, just south of Portland. Now in its third year as a comprehensive
secondary education alternative, the (CE) 5 experiment in community-based
career education seems to have won the confidence of employers, parents[ and
students as well. Listen to on2 parent: "I'm impressed with the whole
thing, and you know, it's funny. I never vote.for bond issues --_they're xind of
my little sore spot--but if this ever came up in a bond issue to include it
in the high school, which it probably will be because this is-the last feér'
for it,,I'll vote for it wholeheartedly. I know in my own heart if my
daughter hadn't got into (CE) 5, that she would have dropped out of school
and there would have been nothing I could've done. You can't bodily *take

Hem to school, you can't make them learn if they don't want to learn. So
this to me is really somethiné grsat. The staff'svdevotion'and work with

this bunch of kids is re=ally something. I could go on for hours..}"

(CE:)2 is an élte:native to traditional high school for junior and

senior-level students. It teaches basic skills (the three R's) and life skills

A— (Dersonal/sccial Development, Functional Cltlzenshlp, Critical Thinking,

Creative Deve1ocment, Science and Competences); it also uses exposure to,
and experience with, the world of work as the organizing focus'and business
peoples as designers 5f learning experiences. But (CE)2 is more than the
learning sxperiences it proéides. What's unique is the way it provides
its help, in an intimate, businesslike setting where students call staff

. by tnelr £irst names and are respon51:l= for their own 1nd171dual programs

and schedules

Housed in a single-story office complex built around a central
courtyard, (CE), resembles a business more than a school. The building is
called‘the Learning Center, and while it's the focus of each student's
activities, voungsters spend fully two-thirds of their time away from the
Center at community sites. The Center is used by the seven professional
staff and sixty students for individual and group'meetings, research,
writing projects, seminars, as well as socializing, and consists of officss

(often used by students as well as staff), a study area, a lounge, a kitchen,
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a cnguter terminal room, and a conference area. There are no teachers, in
the traditional sense, and no classrooms. Some students are college-bound/
some Will go on to specializéd trainingy and others are considering moving.
directly into the work force. All of them, however, ire having to learn
how to lea;n, because at (CE‘.)2 the process of self-directed learning is as

important as any educational product.

For many staff and students, (CE)2 is also a community. Staff know
all students by name and seem to care very much about where they're going
in life. Students help each other and regard the staff as "together" people

who believe in them even when the students don't believe in themselves. Says

- Project Director Jerry Beier, "We're picturing ourselves as an alternative and

ERIC
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relieving ourselves of the pressure that we con be all things to all people.
There's a. good argument about whether =aducation. should be or is an emctional
treatment. " Education nas its limits. Our business is to provide‘rich
community resdlirces for learning, and if a student doesn't want to use
community resources f£dr learning, then he's in the wrong business here.
That'd be liks going to the .supermarket to get your shoes fixed. Some

come because it seems nice, some oecause they'rs hoving academic troubles
with the four-wallad traditional high school; and some because they want

a real alternative, a challenge.

Many students choos= (CE) 5 not because they're in trouble but because

they want what it has to offer; the program has had to change the community's‘.w
ideas about job-related education through this carser-education program.

With more than 100 employers now cooperating and a growing group of community
members who serve as competency certifiers, the word is beginning to circu-
latée. For Sandy Xannenberg, Student Coordinator, there are mutual benefits
to (CE),'s program: "Some peopls ask the qoestion, 'How realistic is the
experience you provide kids? Things are pretty democratic here but they
aren't democratic out there and vou don't.call bosses by their first names
or have the same level of community feelings.' Our answer is that we &try
to get kids td a certain level where they can interact with adults and

are not afraid to, but we also have a greater effect on retraining employers
so they can see how to deal with their employees." A parent who's alsg

on the Board of Directors agreses: "It gives employers a better idea of

what kids are actually like. It's got to ke on a one-to-one basis."

|



Where (CE)2 Came From

(CE)2 is one of four experimental EBCE (Experience-Based Career Fduca-

tion) programs funded by the WNational Institute of Education. . The others -’
are located in Charleston, West Virginia; Oakland, California; and Dhlladelphla,
Pennsylvania. Each pilot project is testing the assumption that for some

high school students, working with adults in real-life community settings can

be more beneficial for both academic and career needs than tréditional secondary.
school programs. At all four sites, the basic set-up is ‘the same, with

Learning Centers, specialized staff, and highly individual Siograms. Local
school districts help identify and recruit students, allow some use of school

facilities and courses, and confer regular diplomas to graduates ;.

The National Instituts of Education funds (CE)2 through

Northwest Regional Zducacional Laboratory (NWREL), which is rasponsinle for

"

development, =valuatvon, and —-ultimately-— dissemination the project's
‘matsrials and systams. Community Zxp rerisnces for Carcer Zducation, Inc., is
a non?profit subcontractor which operatss and designs the program. During
1971 NWREL and four other ZC3E sites conducted fzasikility studiss for these
projects with grants from the Office of Education. (CE)2 and other =zpcxz
projects were transferred to NIEZ when they became operational. NWREL
receives $700,000 annually and the project is allotted $274,000 each year
for salaries and operating expenses. It has been refunded each year ior three years.
The major part of oroJec; design is now over; whils (CE)2 continues to refine
materials and Procedurss, NWREL is Presently concentrating on costing out
2ach project slement with an eye to dissemination. "We have some things

to learn about how districts will install it," says Dr. Rex Hagans,

Director of NWREL's Career Education division, "about how well it WOIrXks

when installed in a non-pilot setting, and what it costs. We know a good

deal about what we can do instructionally, but not yet about costs.

“f"‘"‘ﬂ e

(CE)2 » 3s a hon-profit corporatioq, was set up in as businessl;ke a
fashion as possible. Says Jerry BReisr, Project Director and Zxecutive Sec-
retary of the schcol's Board of Directors, of his dual business-education
role, "It's important because when we started this thing, NIE said, 'You
aré'to explorz the impact that business’pfactices and the values of the

private economic sector can have on education.' Now, we couldn't operate
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just like a school--schools are set up for tremendouély large target populations.
But if we'd behaved just like a business, we might have overlooked the

huhan services necessary to deal with young people. So we've worked hard

at trying to get some blend of that." An example of this kind of dual role

was Beier's practical approach to staff hiring and salaries. Because he

hopes the Tigard Board of Education will take over the program, (some) of
(CE)z'S staff are paid what their counterparts at the high school earn. "We
anticipated being taken over by Tigard School District, so we wanted to make
sure we struck agreements with staff that Tigard could live with",Aaeier ex-
plains. 1In addition, for every program suggestion or alteration, staff are

asked to consider the cost effectiveness of the proposed change.

(CB)2

body. It includes six employers (all of whom must be offering”wbrk sites

's Board of Directors,.a legal entity, is not merely a. token

for students), three members of organized labor, a student member, one
parent, a school district representative, and a coammunity representative.
The manager, Georgia-Pacific, Gypsum Division, Experimental Laboratory,

Bill Lehnert, is a board member. He helped work out the guidelines and

' feels (CE)2 is a step in the right direction for education: "Most employers

~ think education is too theoretical...Il support career education because it

gives students opportunities to see and understand more about what they want.
We get so many people here who have been through four years of high school
and four years-éf college and have never really tried anything. They come
expecting to learn what they want from the job experience and many are dis-

appointed. By being on the board 7. get to have a voice about decisions.

Challenges and Developments at (CE)2

Before (CE)2 opened in the fall of 1972, NWREL spent three months
planning the overall program and meterials, organizing the evaluation
énd documentation plans, and trying to find qualified staffﬁfor the pro-
gram itself. (CE)z's first year was a challenge to the new program staff's
dual charge: design this alternative school and make it work. Th=2 first
student body consisted of 25 juniors and seniors recruited from Tigard
High School. Beéause the staff‘wanted a diverse student body and accepted
a few students who were in academic trouble, some regular teachers and

community people jumped to the conclusion that (CE)2 was a "drop-out"

program, with negative connotations.




"When you talk about educational innovations," says Director Jerxry
Beier, "you say 'Here's what it's going to do better with kids." But
people sometimes translate that as 'Hers we're going to have a problem-

free environment.' Of course, that's not true; we're swapping one set of

advantages and problems for another, but we think the problems are

exciting."

Problems during this fLISt critical year were more lssues to be

resolved and arrangementa to be deveYOPed than things gone wrong. 3But

there was plenty to be done.

During the summer, the L Lacoratory had put together a olannlng g*oup
of community Jmp1oyﬁrs and school district peopler & large, and the refor-

-

anwieldy, planning group, :I* nonetheless began to establish a network of

:

credibility and cooperation among other = plovers that was to be valuakle

to program staff.

With the groundwork done by the olanning group, employer support in
providing learning sites and instructors proved easier to recruit than
anyone znticipated. 3ut no one knew exactly what they wanted from em- P
ployers ‘or how it should be defined. Staff wanted employers to be im-

portant policymakers and designers of the program as 3ocard of Directors'

members, but business people designing secondary education was a new idea
too. Some union raprasentatives were wary of (C‘“)2 plans, anticipating

that students would take work away from union members. Complicated arrange-
ments were required for obtaining insurancé for students, for making agree-

ments concerning learning resuons‘al1ltles of amplovers and (CE) , students;

2
for trarsoortatlon and student coorqxnatlon from Learning Center to site.

B8y the 2nd of the first vear many of these arrangements nad been
ironed outz; an 1l member Board of Dirsctors was busy- defining policy and
procedurss concerning employer site lsarning; emplovers were providirng
learning experisnces for students, and the program was attracting more

college-bound students and those intarested in alternative education.
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In the second year, the program organized more concisely its requirements
for students. Learning experiences were slotted into categories: basic
skills, life skills and career development. This organization seemed to
help clarify the program's expectations for students. A third refinement
period came in the summer of the second year when staff developed an .
accountability procedure and a system of zone planning to help students
complete learning goals on time. In 1974, (CE)2 had graduated 24 students,
some of whom are in college, some in specialized training, and others who

are working on-the-job at area businesses or industries.

Behind these capsuled developments are interesting details, but
discussion of these developments will be more clear with an understanding

of how the program works and what students actually do at (CE)Z'

How (CE)ZWorks Lt e

e Recruitment and Testing

In the spring, (CE)2 staff recruit students through a seminar and
slide presentation for all Tigard High sophomores and juniors. Interested
youngsters talk the érogram over with parents and, if-they get permission,
apply. With a limited number of openings,'students are chosen at rapdoml
with one in five accepted. While the teenager is given a short orientatioﬁ'
to the program, he or she is also assessed by the student coordinators so
an individualized program can be drawn up. {Staff check academic; records,
administer tests (the Comprehensive Test of Basic Skills) and talk with

the individual to gauge pérsonal interests and aptitudes. A psycho-social

_maturity test, the Career Maturity Inventory, is given. Orientation and

assessment usually take place in mid~August so that while students are be-
ginning to think about their plans for (CE)Z' staff are planning how to

help each new student.

Test results are given to one of the program's two Learning Managers,
people responsible for helping each student design a realistic and rewarding
program. Before it can be put into operation, each program must be approved

by a parent. To graduate, all students must be proficient in Basic Skills,

have completed projects in several areas called life skills, and must have
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completed a Career Development program of work and learning at employers"

sites in the community.

The'(CE)2 curriculum is' broken down into these three sections:

'~ BASIC SKILLS CAREER DEVELOPMENT ' LIFE SKiLLS
® Reading - ® General and Specific @ Personal/Social
. " Career Skills Development
® Mathematics .

e Communications g Magz::zz gelgr:3ﬁ?ties ® Functional Citizenship
: PP ® Critical Thinking
® Information about Self and ® Creative Development
the World of Work pmen
® Lifetime Career ® Science
°

Development The Competencies

® Basic Skills

The program breaks Basic Skills into fundamental skills and applied
skills. If testihg reveals that a student can use help with one or more
basic ckills, (CE)2 Learning Managers will arrange for individual learning
materials, tutorial help or, in a few cases, will negotiate with Tigard Hign
to have the student attend régular classes until the basics are masﬁered.

If students have the skills they need, they'll keep polishing those skills
through special projects in the Life Skills area and their activities at
area work sites. For instance, a young woman placed with Allstate Insurance
found her math skills insufficient for taking insurance claims over the

phone. With her Learning Manager, she arranged to use other individualized
study materials while she continued at the site and her math improved. For~

additional help, (CE)2's Learning Resource Specialist, Dick Sagara, is on
duty all day to help students take advantage of the Center's collection of
texts, tapes, audiovisual equipment and career materials. If the Center

doesn't have it, Dick knows where it can be found.

"We don't separate basic skills from other aspects of the program,"
Dick explains. "I haven't met a student yet who isn't honeét about facing
where they are in developihg basic skills. The whole idea is not to have
kids work on things they already do well, but we do provide a guide for

planning basic skill acquisition. We use basic skills materials for on~-site




Aruitoxt provided by Eic:

PR

learning. Being community-based, we have to do things different £rom the

way a school might do it. The focus nere at (CE)_. is to get kids to talk

2
to people -- they're the resources, not just books and materials."

e Life Skills

Activities felated to thé-five Life Skills allow students to express
their own ideas and feelings. Director Jerry Beier says, "Kids can explore
questions of personal meaning like 'Who am I?' While kids are really getting.
to extend themselves as people, at the same time we're bringing them into
and Xeeping them in touch with the practicalities of living ‘in this society."
Each year, students must comdlete 10 projects in the Life Skills constella-
tién, two in each categofy—-?ersonal/éocial Development; Critical Thinking;
Creative Developmedt; Science; and Functional Citizenship. One project for
each area is prepackaged because, says Lesarning Manager Hal Stoltz, "we found
that if all of the projects were totélly individualized, some objectives
could be overlooked. So we decided to write prsparatory projects to intro-
duce students to =ach Life SXills area and incorporate our oEjectives, but
we lat kids decide how they're to be done. The second project in each area

is the student's own."

For a science project, for exahple, a student who wanted to build a
terrarium found she had to do considerable research. She read several
books and magazines, talked to nursery employees, and prepared a written
report in the course of this project. For creative development, she learned
candlemaking, and for person;l management, she learned about the tax structure.
All projects requirs research and are negotiatsd with the individual's
Learning Manager with help frcm the Learning Resource Specialist. Com-
munications and math skills are used in almost every endeavor, and eacn

student kzeps a journal of his or her weekly experiences,. progress, and

"feelings. The journal goes to the Learning Manager (or whichever other

staff member the student feels most rapport with); stafif respond to these

journal entriss in writing =ach week.

Learning Manager Hal 3Stoltz enjoys an exercise he does with each student
who's complatad a creative development project. He and the teenager sit
down and theorize about what it would take to produce enough of the item made
(projects are usually simple products) for the student to make a living.
This kind of analysis requirss practical assessment of the possibilities
of mass production, supplies, marketing, and economics. "It's really
exciting to see kids tu¥xn on to these ideas," Stoltz feels. ]—7,2
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Another aspect of the Life Skills study is the school's requirement
that all students complete all 13 of (CE)Z's Competencies, whether they'il
be with the program one year or two. . Originally the school required all
13 Competencies of juniors and only 7 from seniorsvbut the Board of Directors
changed the policy this year. If these Competencies are important enough
to be requirements, all students should have them, they maintained, whether
tﬁey spend one or two years at (CE)5. The Competencies are really survival
skills, things people need to be able to handle in the world outside the

school, and were developed by staff, parents, employers, and other educators.

Competency Certifier (examples)
‘® Transact Business on a Credit Basis . . . . . . . . Local Bank Official
e Maintain a Checking Account in Good Order . . . . . Local Bank Official

e Provide Adequate Insurance for Self, Family and _
POSSeSSions . . . . . . v . vt e e e e e e e Insurance Agent

e File State and Federal Income Taxes . . . . . . . . State and Federal Tax
Employees
@ Budget Time and Money Effectively . . . . . . . . . Home Economist

® Maintain the Best Physical Health and Make
Appropriate Use of Leisure Time . e e e e e e e Physical Therapist

® Participate in the Electoral Process. . . . . . . . City Recorder

® Respond Appropriately to Fire, Police and :
Physical Headlth Emergencies ... . . . . . . ... . Fire Prevention Officer,
: Police Officer

® Understand the Basic Structure and Function of
Loc' ., State and Federal Government

Local Government Representa-
tives, Judge, Lobbyist

» ExplainIOwn Legal Rights and

Responsibilities ., ., ., . . . Attorney

® Make Appropriate Use of Public Agencies County Clerk

® Make Application for Employment and
Successfully Hold a Job ., . . . . . . . . . . . . Employer with Whom Student
- ' is Working

Driver Instructor, Police-
man, Mechanic

e Operate and Maintain an Automobile

Students meet with the Learning Resource Specialist to schedule their
competency preparation and pinpoint target dates for completion. Certifiers
are community members who cooperate with the program by holding seminars at

v - ... their places of business or at the Center to teach students the fundamentals

in their fields, and then test each student to be sure he or she underétands

Q ‘ : 1. ll"' 3
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the salient points. A couple of competencies, such as a driver's license
and preparation of tax forms, require parental permission or must be

done in simulated form. Students must arrange their own schedules and make
their own appointments with certifiers for teaching and testing. "when I
first heard ébout it," one student told us, "I thought, 'Well, it's a bunch
of malarkey, man.' But it is basically what you need. And you really
have to get in there and work to pass. Those guys (the certifiers) won't

just pass you--they make sure you know it."

° Career Development -

Throughout the student's term at (CE)ZAa major facus is on career
exploration and work experience. During the initial weeks after orientation
when students and Learning Managers are designihg initial learning experiences,
they map out a program in the area called career development. This phase
can include four levels of‘expérience at employer sites. Any student may
pParticipate in all four levels, but all students must camplete requirements
in the first two: Exploration Level and the Learning Levél.

In planning for career development experiences, the student determines
kinds of jobs he wants to explore by talking with staff and using the Center's
materials. The Learning Resource Specialist has several aids to offer in
this process, notably Exploration Packages Prepared by other students in
their visits to area firﬁs and a computer network called the Career Ihforma—
tion System with an on-line terminal at the center. Students punch in re-

quests for career information and receive printouts in areas of interest.

In light of this information, the student must choose five different
work sites to explore for between three and five days apiece. This Explor-
ation Lével experience is coordinated by the Learning Manager and the Employer
Relation; Speciaiist-(ERS), who oversees work site placements, is liaison
between business andAthe Center, and helps each student get the most out of
the exploration. At each site, an adult is designated as an employer-instructor
whose job it is to show (CE) , students the firm's work stations, answer’
any questions, and detail the skills and attitudes required for each position.
The Exploration Level is merely observation for the student, a general look
at the activities involved. For eéch site visited, the student completés

his or her own Exploration Package to demonstrate understanding of the bus~
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iness or industry. These packages, often containing captioned photographs,
tape interviews, and narrative descriptions, are submitted to the Employer
Relations Specialist for credit and then made available to incoming-.students

to help with their exploration choices.

A second step, one that occupies up to two-thirds of the student's
time during the year, is the Learning Level. Each Learning Level can take
from three weeks to three months and must be preceded by an Exploration
Level experience. More than observation but less than job training,
the Learning Level offers the studegt a chance to zero in on the experiences
associated with a particular job he or she finds interesting. At the same
time, the student, with help from the employer-instructor, completes one of
the 10 required projects for the year. .When businesses are recruited for
the program, the Employer Relations Specialist meets with the designated
employer-instructor and completes a Learning Site Analysis form, a guide
to all the skills, attitudes, materials and procedures followed at the
site. A student who has chosen a particular site meets with hls Learning
Manager and the two of them negotiate a project using the Site Analysis
as an indicator of possible experiences.‘ Basic skills are woven into the
proposed projgct, which the Employer Relations Specialist then takes to
the employer-instructor for review. When everyone's satisfied that the
project is sound and the objgg;ives are attainable, the student begins

working on project activities at the site.

The Learning Level offers wide latitude for différent student
interests, and for changes in interest. Projects can be renegotiated
if they prove too demanding; and for students who are particularly in-
terested in a skill, special arrangements for learning can be made. Em-
ployer Relatlons Specialist, Duncan Hunter, recalls one young man who
became so fasc1natedw1th dentistry while on a Learnlng Level that he was

allowed to practice filling teeth that had already been extracted.

To complete a Learning Level, students must attend weekly employer
seminars held at the Center. In these sessions, employers talk about spe-
cific issues in the larger‘world of work. Topics this year included job

application procedures, job discrimination, and the work ethic.




For students who become deepiy interested in a job,'there's another
kind of involvemént known_as the Skill Building Level, a kind of pre-apprenQ
ticeship hands-on training to give the youngster entry-level skills. Again,
supervision and teaching are handled by the employer-instructor, but pro-
jects will be more specifically task-oriented and the student may enroll in
a company's own training program. One young woman discovered her talents
with wood at Sun Music, a firm that makes. amps, mixers and speakers for
musicians. She learned the basics of designing speaker cabinets and became

proficient with a variety of industrial power tools.

A fourth option is a special placement, which is not skill-oriented
but uses community businesses or agencies as research sites for students.
For example, one group of students working on a science area became in-
terested in environmental impact studies. They visited three or four
business sites to compare how different organizations épproached the studies.l
Another small group studied the effects of the oil shortage on local economy °

by télking to many local business people.

Staff éoint out that many students are nervous .about making appeointments
and talking with adults at first, but may come to view thé workers they
meet as members of the Center's community. Many come to feel securz on
employer site as well. Says Dick Sagara, "I've seen some kids really get
interested in job sites. At Metro West Ambulance, one of our gradﬁates
is now an employer-instructor working with this year's students interested

in this career area."

How It All Fits Together

. Planning

The programs' present organization into basic skills, life skills,
and career development, along with the accountability procedures and zone

planning system have been developed‘over the last three years to help
students structure learning and complete it successfully.’ Although students
are responsible for designing their own projects, they have plenty of help
making individual plans for the year. 1In addition to the human resources
for help in planning, students depend on materials which 1ay out the
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program's.requirements. Initial planning begins with one-to-one student/
staff meetings. Materials like the Student Héndbook help students remember
what's expeétgd during the year, and who should help among staff.l The
Handbook includes a sample list of activities for the first planning zone,
along with expectations for student behavior, puntuality, amount of work,

and measures of accountability.

'

To graduate from (CE)2 students must have completed all 13 competen-
cies; 10 projects in the life skills area per year; five exploration levels
per year, and they must spend twc-thirds of their time in the community on
learning levels each program year.” Basic skills must be satisfactory as
well.

7 Coordination and Counseling"’

At every step of the learning process, program staff, emploYer
instructors, and competence certifiers supervise student's progfeSs, report
to the student and to each other. Employer instructors certify skills
learned and confirm hours spent at the site.on a regular basis; when a
'stﬁdent leaves the placement, instructors sit in on a final evaluation
conference with the Employer Relations Specialist. Students are responsible
for arranging the certification of competencies, but program staff make sure
that they too keep in touch with certifiers to anticipate problems or refine

procedures.

Transportation to and from learning sites or certifiers or other
special projects must be arranged by students, but Student Coordinator
helps if necessary. A driver is a regular employee of the Center; although
she is paid on an hourly basis only, she usually puts in a 40-hour week
driving the Center's 12 passenger van to provide transportation. Students
must request the services of the van a‘full day before they are to use it.
They are reimbursed for the expenses of travel on a sliding scale which
encourageé use of public transportation or car pooling for those who own
cars; students may partially fulfill reéuirements for physical fitness by

~ choosing transportation like bicycling or walking.

lA simplified list of suggested steps in Zone 1 are summarized from the
Student Handbook on the preceding page.




Information shsring and csbperation amoné staff in, this program is
unusually intense. Sandra Kannenberg is the focus ogrmuch of this acti-
vity as (CE)Z's Student Cocordinator. Sandy, whose back%round is in guid-
ance and special education sees students individually and in group ses-
sions. She also coordinates student programs. Says Learning Manager,
Hal Stoltz, "Never does a week go by that the entire staff doesn't sit
down and talk about every student." The progarm staff, to make sure they
are up to date on each student follow a plan to discuss 15 students each
week. Discussion is detailed and an informal assessment is made of each
student's progress, but coordinsﬁion at the program for each student often
means daily contact among staff. At (CE)2 specialists truly work as a
team, and they strive to make youngsters feel they're members of the team
too. A weekly meeting of all students is required; some weeks it is an
Employer Seminar; other weeks the meeting is for gemeral information
sharing and "housekeepihg" topics. Issues concerning the operation of
the Center, like noise in the central loundge sre handled democratically,

with student responsibility for problem—-solving.

Being part of the team for students means being responsible indivi-
dually as well as in a group. Says Sandy, "If the student wants to do
something, we throw it back on their shoulders. We say, 'Do you think
you have the time to do it?' We always make students aware that they're
respoﬁsible for their own decisions. Sometimes we have to use the pat-

on-the-back, kick-in-the-rear method." Dick Sagara agrees: "Some kids

‘we push and push," he muses, "and they don't move much. Others we barely

" touch and they make monumental strides. With a program like this, it seems

very easy for some students to work into the corners -- that's my
terminology -- and play different areas of the program off at hard times.
At the same time it isn't easy for a student to do that because we're
constantly checking on kids' progress and finding out what each of us can
do to help."

Parents are consulted and kept informed of their students' progress
throughout their careers at the Center. Parents must approve the initial
application for (CE)2 and come to the Center to discuss testing results

and the individual program worked out between Learning Manager and student.
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-~ Throughout the year, staff keep mothers and fathers informed of progress

at individual conferences with Sandy and other staff and at special social
functions. "It's more like a private school," one parent explained, citing
family-staff get~togethers at a local park and Cenégz sessions to explain
the fact that "I can communicate with them whenever I feel theré's a
problem. I can pick up the phone and get someone-;n the line immediately.

I don't have to call back three weeks later."

) Zones and Accountability

Under (CE)Z'S year-round contracts, staff spend summers helping refine
the program and developing strategies to make it work better. The summer
of 1974 they turned their full attention to the problem of helping students

schedule and maintain the pace of learning for which they are responsible.

From the beginning, staff and students alike recognized the unusual
degree of fieedom,’and responsibility required of students in choosing
learning projects, scheduling them, and arranging for certification. Early
in the project staff developed and relied on what they later called an
"elaborate system” of paperwork to keep track of student pfogress. With
staff responsible for many students at different learning levels and for
simultaneous design and coordination, records of student prdgress did not
always get filled out completely or promptly moved from staff to staff.
Inevitably some students ended up with too many -projects to accomplish in
the final weeks of the program. 7Iwo or three students had to work one

summer to compiete projects in order to graduate.

A student who observed the change toward more structure with the new
planning zones‘remarked, "For the“first.six months,lit was really too
unstructured for me because I'd been used to -- for years and years --
'You're going to do that at this time and this at this time.' Being an
experiment, there were things the staff didn't really know either; they're
just trying it. At the first they didn't put enough emphasis on ‘the fact
that there were things that you had to get done and there were deadlines to
meeﬁ." The zone system initated by the staff is a series of planning aids --

time frames within which student would accomplish a certain number of tasks.
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As detailed in the Student handbook, the program designates eight zones each
program year each lasting between three and eight weeks with a list of
activities suggested for each time period. The student can make up his or
her ownlschedule but the overall format helps keep people on the track and

moving along.

An important detail is that the planning zones are closely tied with
the program's accountability system to keep students aware that there are
standards for performance. Expectations like "prompt attendance at
competence seminars" are clear as part of accountability system. So are
the range'of consequences for not living up to commitments to the.
program. "Scme students are reluctant to become adults." says Project
Director Jerry Beier. "That's why we worked on accountability and zones.
Zones set out time periods for students to plan within and accomplish
things. 1If a kid goes through a zone and doesn't do a lick of work, we
counsel them. 1If there's no work in the second zone, we do a day-by-day
plan. By the third zone we meet with the student and a parent, and in
the fourth we ask them to come in when staff are available for supervised
work. We often counSel kids to go for their GEDs or to get full-time

employment to find out what they want to do." 1If nothing works, the —

student must leave. Both students and staff are pleased with the structure

. Provided by the zones, although some details concerning the use of them

remain to be worked out. : “
® Staff B

(CE)Z is small -- 60 students and 7 professional staff. The rela-

tively low ratio of staff to students can be misleading to those thinking

about adopting all or part of the program. In addition to working with
students, staff have, from the very beginning, been responsible for other
important aspects of the program. They have had responsibility for design,
for development of forms, records, schedules and accountability; for
recruiting and helping employers prepare for instruction to students; for
working with parents. They also provide orientation and some 1ntroductory

tralnlng to visitors 1nterested in replicating the program and spend time
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with other visitors who want to report on the program's progress. Finally,
they work rsgularly with the NWREL staff to collsct information for use in

. : #
the program evaluation. _

Despite these responsibilities, statff feel that they, like students,
have chosen this alternative -- to do design work, run the program, and

devote indiwvidual attention to students -- because they want to, a combina-

tion which one student referred to as the "together atmosphere" of the
Center. Learning Manager Hal Stoltz formerly taught'éfegular" high school.
"Here I can let the students see the real me," he says, "and I see a real
opportunity to help integrate what a student needs to learn with things

they can realize ars valuable to them.” Emplover Relations Sgecialist
Duncan Hunter puts it this way: "This is the first curriculum I've ever
worked with that ties one area with another in a logical way.” That
informality of staff-student ralationships and the warmth that characterizes
them ars important factors inethis program. All staff are whits, as is the

student body; four of the staff ars men and thrse are women.

Implovers as Instructors and Policy-Makers

) As Instructors

More than 100 businesses are providing services to (CE)., at present,

2
from flower, clothing and grocery storss to the Unitad States Army,

Allis-Chalmers, General Telsphone and T=zktronix, Incorporated. Most were

"

ecruitad through personal contact by Employer Relations Specialists and
many have been with the project since it began operation in 1972. A first
step for the employer is the signing of a Lettar of Intent statihg his
willingness to cooperate with the program: at the same time (CE)2 absclves
the firm of any liabiilitv in conjunction with the training to be offered.
Company officials designéte an zmploysr-instructor with whom the (CE)2
Employer Relatiqns Specialist goes owver the learning possibilities in a
Site 3nalysis form which is filed for student and statff reference. (2All
participating companies and instructors ars listed on a Csnter rolodex for

re

rowse through.) Each week an ERS visits sach firm hosting a

o]
(CE)2 student to check on progress- and problems.

[ KRR P
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Most employer-instructors seem proud of the job they do with students
and enjoy helping them learn. A nurse at Meridian Park Hospital in Tigérd
observed, "I learn somethiqg new with all of the students coming through."
Several employer-instructors feel that it boosts the morale of other workers
to been seen as teachers or examples; others felt they could use more

Preparation in learnming just what to do with students.

Each participating company sends a representative to four training
sessions a year where employer-instructors can get together with staff.
New participants are given a thorough briefing of ho& the program works
and how employers can help. A significant improvement in.*he. package
this yvear according to staff is a reduction in the amount of paperwork

required of emplovers. N

° As Policv-Makers

"Business zeople," says one of them who serves on the Board, "have
to make a commitment to help make the program work. It means taking time,
in some cases, that employers don't have, but if you think it's important

you'll find time for it."

As instructors, business people may spend time 2ach week for several
weeks with students on site, but their commitment is usually to

individual students. Emplovers on the 2oard or those who have developed

' an interest in.the program often spend up to 20 hours a month regularl
€ prog K .
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on (CE)2 business. The l3-member 3card (wWwith & employers and 3 union
representatives) meets once a month, but an Zxecutive Committee of
business people, (CE)2 staff and a school district representative meet
more fraquently and informally. Early in the program, before Center's
employer specialists really defined their jobs, planning committee members
were instrumental in recruiting other employers for the program. Now,
staff readily point out, the Board pretty much'"calls the shots" and
certainly knows what goes on at the Center. They approve major exgendi-
tures; they have helped to solve problems such as student insurance; chey
have helped to make the program acceptable to union membersnip; and last
year, they changed a major requirement so that all students must fulfill

all competencies for graduation.
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One of the most important issues addressed by the staff and the Board
concerned the students' experiences at employer sites; How much and what
should instructors be expected to teach? Should students be paid or should
instructors be paid? wWould students be producing goods or services for the

employer?

The productivity issue was a broad developmental problem anticipated
by staff and planners of the entire experience-based education program.
(CE)2 staff and Board members had set up procedures to use by Employer
Relations Specialists in recruiting and training employers as instructors.
An agreement of cooperation was already being used which specifiéd no pay
for students or instructors. Staff and the Board decided to draft guide-
lines specifying the limits of productivity and setting forth more explicit
criteria for student learning on site, on which the various levels of employer
site work are based. At both the éxploration and Learning Levels, students
explicitly must not be involved in producing any goodsvor services on site.

The Skill Building Level will allow hands-on work under carefully specified

conditions.

To insure a broad representation of business views on the Board, it
was decided to expand union representation from one to three. Currently,
members filling those three slots represent three 1evels‘of union organi—
zation: one is a chief lobbyist to the state fof“the AFL—CIO; another is
on the County Central Labor Council; a third is a member of a local union
organization. Although the Tigard area is not heavily unionized, .these
three representatives have done much to increase acceptance of (CE)2 among
unions.  According to one staff member, the union representatives believe
that unions should have input, just as businesses do, about how students
1eérn about the working world; and that students must undcrstand the role
of unions in th#t,worid. Parents who were union members wanted their own
children to know about their jobs and about their union and were responsible

for increasing acceptance among some shops for the program.

Other employers help the Center with more logistical problems; for
example, liability insurance for students con site and away from the Center.
A set-of policies to insure safety for students and protection for employers

was an entirely new concept in insurance for local companies, according to

-~ one -staff-member. One-siich-company.-which-was an employer-site--researched-- .

P
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the idea and helped the Center put together a package. Since that time,
attorneys for schools which are considering replication believe that
students are adequately covered under state law which governs cooperative

Wwork experience offered in some regular high schools.

In addition to solving problams and making policy, emplovers and
éoard members also provide valuable information sources for the program,
They host visitors, help expléin the employer's side of the program
evaluators, federal program officers, and people interested in replication.
"We feel we are helping to design the program," sSays one Board member;
others feel they have an impact on the way students learn and get aloﬂg in
the world. Although no members receive any pay for service on the Board or

 with the program, there are always many more candidates for open Board
positionsbthan can be appointad.

(CE)2 and the NWREL

(CE)2 staff work closelv with several groups at NWREL on product
development, prcgram documentation, replication and evaluation. The

product development team is also devising an entire set of user materials ¢

for replication efforts.

The bulk of internal evaluation work is acne by three other NWREL
staff, using information which (CE)2 staff help compile. The internal
evaluation, begun in 1972, includes formative measures which help staff
identify ways of improvinq the'program. Other aspects attempt to compare
students' learning experiences at (CE)2 with those of a control group of

students who remained at Tigard High School.

An innovative evaluation tachaique used by staff was the adversary
hearing, in which two educators trained as lawyers argued the merits of the
(C‘E)2 srogram, using witnesses, supporting data, and student projects as

N evidence. The hearing was not designed to finally evaluate the prcgram
but to raise iésues apbout 1its operation; a gideotapé of the hearing has

proved valuable to- pecple interested in replication.
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.During 1374-73, the Educational Testing Service Inc. has been con-
tractad to do an evaluation of four Experisnce-Based Career programs. In
addition to standardized tasts, ETS has placed an anthropologist at each
site to collect observational and recorded information; they have developed
a standardized instrument for amployers participating in EBCE programs and
will be developing case studies of students, smployers and other program

staff.

Both NWREL and (CE)2 staff have provided orientation, briefings and
demonstrations of (CE)2 activities to several hundrad people from public
school people to those interested in altsrnative settings. Some are
intersstad in implamen:ting the =2ntire concept; others want to look at
specific zlements. To four different districts who have exprassed intafest
in replicating the 2antire (CZ), model, NWREL has supplied technical assis=-

2
tancs and a very small slanning grant to help them get startad. For

{3
{3

1

rt

distrizts which want £o adapt ments of the program, NWREL and (CE)

Ny

2
provide matsrials and support, but raquire that sach district agrse to

let svaluators =ollect information from th site to increase understanding
of the costs and modifications involved in rnpl cating the program.

(CE)2 Looks at its Future

Staff at the Northwest Regional Zducational Laboratory and (CE)2 have
developed this program with an eye to spreading the idea nationally.
Program Diractor Jerry Beier feels tﬂat a small student body -- maxi-
mum 100 -~ would permit the most sffective teaching for this ﬁodel, but -
suggests that in large districts, settings could be crzated Zor clusters
of 100, each acting autonomously. Care should also be taken with staff

selaction, and a low staff/student ratio should be maintained. 3eiesr

rn

~feels that staff must be supportive people, ideally with backgrounds in

both =2ducation and business.

(CE), personnel nave lsarned that sixtzen and seventzen-ysar-olds

&

need structursd formats if they're to handle the rssponsipility for their




own programs. They need both p;anning assistance and close super§ision in
a community-based program where they spend the major portion of their time
outside the Learning Center. Employers need a good ﬁnderstanding of what

they'll be called on to do, and (CE)zvhas found that although union members
can express suspicion about the program, they are also eager to be included. .
Liaison between the program and the employer must be intensive, with weekly

attention to employer needs and problems.

Says Board member Bill Lehnert, "Sometimes business people had '
education people go in opposite directions, but Jerry and his people have
really developed a good approach. I believe special programs aren't
necessary: this program could work within an existing school, using

existing buildings and teachers, for at least half the school's students."

Experience-based career education, at least at (CE)2 means sending
young men and women into the community to learn about the working world
from adults involved in a variety of careers. Tracy Wal;ers is a (CE)2
student who was losing interest in high school and doesn't regret trans-

ferring to this alternate program. When she left high school, she reports,

A lot of my friends put me down. But high school's one big popularity
contest to see who can dress the best, who goes out with who...That's not
what life's about."
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IN BRIEF
Urban Career Education Center
62-64 West Harvey Street
Philadelphia, PA. 19144
Dr. Charles H. Peoples, Project Director .

Urban Career Education Center (UCEC)
Originated Spring 1972

The UCEC is funded primarily by grants from the U.S. Office of Education

and the National Institute of Education, and was initiated as an affiliated
project of the Opportunities Industrialization Center of Philadelphia. It

was designed as a research and demonstration project to provide an alternative
school setting for public school dropouts and potential dropouts. The first
two years of the program featured the Career Intern Program, a curriculum
development effort, and a program for students' parents. ‘Although the con-
tract for the Career Orientation Program and Community Career Program were
concluded in January 1975 and operations for those projects were minimal at
that time, both programs were of major importance to the UCEC and are described
in this case study. Other sources of funding for curriculum and parent
activities are being sought.

Project Staff (Career Intern Project Only):

Administrators 4 Instructional Staff 8
Counseling Staff Associate Professionals 5
Counselors 4 ' Resource Center Specialist 1

6

Career 3 Support staff

OICs/A Staff involved: |
Program Manager Evaluation Assistant , .
Operations Assistant Accountant ‘ Secretary

Student Interns: 130 students in grades 10-12 in January 1975;
enrollment for remainder of 1975-76 years will
be 240 ~

Funds: The following figures represent grant totals for the planning and
operation of the UCEC; for details concerning allocation of funds
for particular program features, see the case study. The program
started with a planning grant from the Office of Education (Spring
1972 to November 1972) with $520,000.

National Institute %f Education - Total Grant $2,656,919
February 1973 - Febraury 1976

. USEC/Operation $627,000/yearly average
Evaluation $250/000/yearly average

|

)
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" Office of Education " COP and CCP $340,000
March 1974-January 1975 B

Manpower Development $183,000
" and Training Act Funds

Adult Basic Education $157,000

Features: ~ Career Intern Program for 1l0th-12th grade ztudents

- Career Orientation Program: curriculum and training
development effort coordinated with public schools

- Community Career Program: for parents of UCEC interns
~ Resource Center and Career experiences '

-

Q0IC and the Community

UCEC's parent organization, the OICs of America, is a well established,
minority-operated manpower training program which operates in more than

110 cities throughout the U.S. OIC originated in Philadelphia and. developed
UCEC in conjunction with the Philadelphia Board of Education in 1971 to
provide career educational options for students concentrated in the
Germantown area of Philadelphia  where residents are primarily low-income,
and mostly black.

Monograph: A Preliminary Report on the Development and Interim Results
of the Career Intern Program

Write: C. Benjamin. Lattimore .
Urban Career Education Center
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Philadelphia's Germantown reflects changes that mark the transition
of a formerly fashionabls neighborhood to one now termed "inner-city."
Groceries, laundromats, and short-order rsstaurants line its main streets,
but the side streets still offer a faded image of what this community was
to‘the prosperous merchants who buiit here in the late 1700's, Set well
back from tree-lined streets, houses are thrse- and four-story brick and
frame buildings with graceful lines and proportions, As housing pressure
has grown and more wealthy residents have moved to §uburbs, Germantown's e
stately homes have been divided and redivided into apartments for low~income

families who have £lad the sven mors faded tanements which dot the neighkorhood.

The Urban Carser Zducation Center.is locatsd in Cermantown, in a
complax of stone buildings formerly owned bHv a drug manufacturing concerm,
The Cantar is an alternative high school Zor Jdrcpouts and potential dropouts

offesring instruction and intsnsive guidance :to nelp yvoungstzrs make _oos;‘:;va

ir

well-informed choices about their carsers and their lives in personal, g

economic, and social terms, UCEC is attampting to demenstrate that inner-

city vouth, given appropriate support, can choose and prepare for meaningful

careers that match their needs and intsrassts, goals and abilities,

Quer the past three years, the Urban Career Education Csnter has reen
involved in threse major programs and a host of supporting activities, These

programs are:

® the Carser Intern Program of counseling, instruction, carser
experisnces, enrichment experisncss, hands-on carser sxploration,
braeparation for collage and tachnical school, on~-the-job training
for aigh school dropouts and gpotential dropouts;
o the Community Carser Program, an =ffort to help parents of
Center interns achieve their own =ducational and carser
goals through counseling and referral while enlisting Da*ent
support for the Centar's work with their children;

] the Career Orientation Program, a pilot project to devzalop
career-orisntad curriculum and technical assistance for desig- ,
nated elsmentary, middle and junior high schools within :hé Phila-
delphia School District. 1In time, such curriculum could reduce
the need Zor specializsd progranms like the Urban Career =duca-
tion Center's

ERIC
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Of these three programs, only one--the career Intern Program--is
currently in full operation. Expiration of funding signaled the end of .
the Career Orientation Program altogether and seversly curtailed UCEC's
Community Caresr Program. B3oth were oridinally designed to support and

enhance the Carser Intern Program.

Funded by the National Institute of Education, the Career Intern
Program is heavily career-oriented. Traditional high-school goals such
as éraduation or a General Equivalency Diploma are important at UCEC as

measures of program completion, but they're used primarily as a means of

} career preparation. Where traditional high schools have had difficulty
with dropouts, the Urban Career Zducation Center succeeds, according to

| - - w2 .

i staff and students, Zor the following reasons:

| o

|

o a great deal of individual attention and supvort can ze given
| . to interms because of the Center's low intsrn/staff ratio;

L

) intensive instruction, counseling, and caresr-experience
opportunitiss are sequenced to give youngsters realistic
exposure to a variety of carsers;

] parental involvement and support serve to bring the outside
world into the learning sxperisnce in a meaningful wavy.

Anather important factor in UCEC'S success is its strong community
base. The Urban Career Edﬁcation Center is administered through the Oppor-
tunities Industrialization Centers of 2america (0OIC) with full suprort Zrom

— the Philadelphia Board of Zducation. OIC operates in more than 110 cities
throughout the country as a private, non-profit manpower training organi-
zation for disadvantaged adults. Because OIC has an excellent track record
with its training programs, the organization is respected and supported by
.the city, and OIC's reputation and contacts form a strong foundation for

UCEC.

”

UCEC's programs work within the context of the Philadelphia School s
District, which makes possible identification and reecruitment of interns,
. accraditation of UCZC as a high scheol, and cocordination of caraer education

The District nas

.
-

| curriculum and experiences in the schools and communitv

been involwved in UCEC's organization and goals since planning for this

program began in 1971, and this involvement has meant not only technical
QO . e
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Support but .also the highly important credentials of a major urban school
System. The Philadelphia School District honors UCEC's academic credits

and awards a District high-school diploma to its graduates.

Why UCEC Happened and Hoéw

QIC became interestad in carser education for high-school students
when it resalized =hat the people comind tovits educational and tréining
programs were becoming increasingly younger. Since 1964 OIC had been
serving adult ﬁen and women who wantad skill training either to secure a
meaningful job, to advance in their jobs or find bettar occupations. As
applicant agehbegén to decrsase it hecame obvious that nigh schools were
not successful in preparing youngstars for any initial occupation and that
even those who conciuded their education With the 12th grade were unable
to find meaningfulvwgfk after graduation. High school dropouts had the
same 2robl=ams, mut 5o a worse degrae. The Urban Carzer Zducation Cantear
was sesn as a way Lo orient high schcol students to .the world of work and

nelp them orepars for a carser,

The Reverend Dr. Leon H. sSullivan, Aounder and Chairman of the Baard
of OIC/A's of America conceived of UCZIC and initiated the plannlng that
resulted in the Canter's funding and development. The pProposed Canter
found support from the U. S. Office of Education and the National Institute
of Education to learn whether OIC's successful experience in reaching adults
could be transfsrred to aigh school students. A start-up grant from the

ing

rt

Office of Zducation of $520,000 in the spring of 1972 allowed OIC to
and train staff for the three Programs UCEC would offer. The Center opened
in November 1972 and enrolled 208 interns drawn from the black Germantown

community.

From the beginning, UCZC had to overcome ingrained ideas about job
perparation. The black'community has looked to college as the hest possiblé
terﬂatlveQ:Sfd}te children and opportunities for other kinds of carger
prvparatlon<3ave been limited. Given the high cost of collage-.education
today and the fact that basic education (elementary, middle, junici: and

senior high) for inner-city black youngsters tends to have questionabls

impact, the UCEC staff feel that college should not be seen as the only

answer, and that other careers should be viewed with equal respect.

ERIC | ;193
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One initial difficulty, as staff came together fo- the first time,
Wwas that they nadn't had- enough time to discuss and clarify their goals
and form cooperative working relationships before interns arrived in
November. As a result, some became possessive of their own areas of respon-
sibility and information sharing was sometimes limited. As staff came to
Xnow 2ach other, however, this problem subsided. UCEC presently utilizes
staff and program development and workshops and meetings to encourage team-

work and to develop staff competencies.

As UCEé has grown, staff have found that the school's status as a
researcn demonst;atiOn oroject is a mixed blessing. UCEC's Director, Dr.
Charles H. Peoples, is a black educator whose pievious positions include
Director of the Philadelphia Model Cities Reading Skill Center and Assistant
Director for the Urban Problems Work-Study Program. He belisves the inno=.. .

vative aspects of the Center's programs are exciting and inspiring, but

that the problams of program develogment demana a good deal of flexibility

and a nigh tolerance for frustration from staff. Por example, evaluation
of UCEC by the firm of Gibboney & Associates of 2hiladelphia during the
past vear meant disruption of program routine, Such evaluation requires
additional hours of ccordinatiggféhd information retrieval from staff and
sometimes causes anxiety in staff, youngsters, and parants alike, Happily,
people's concerns about the evaluation Process now seem to have abated.

Staff ‘and students are gager to taik to visitors anpout the Center.

Once undewway, UGCEC'z Intern Program funds wé:e transferred £rom

the Office of Zducation to the National Institute of Zducation; NIE Sro-
vided $2,756,000 for ths three periods ending in February 1976. - This sum
was divided between evaluation-related activities and program orveration.

An average of $250,000 each year went for such evaluation activities as:
evaluation design, intarnal and extsrnal evaluation, comparative literaturs
search, consultants, rsports to the NIE, develorment of cost measures’ and
éta:t up costs of staff and curriculum. At the same time, an average of
3626,000'aach year was spent in operating the program. As a non-profit
sponsoring agency, OIC does not directly fund programs. Money Zrom both
NIE and the Office of Zducation wers used for administrative and program
costs for UCEC; in addition five staff within OICs/A were funded for coor-
dination of UCEC with the OICs/A operations. NIZ, which funded the Career
Intern Program, funded 63% of staff costs, as-the Intern Prcgram required -

65% of operating resources. The remaining 35% of staff and operating costs
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were devoted to the Community Career Program and the Career Orientation Pro-
gram; they were funded by $340,000 of CE discretionary funds and money from

the Manpower Development and Training Act in a l10-month grant through January
1975.

UCEC Today

The Urban Career Education Center's grey stone buildings -- four in all =--
house the school's classrooms, offices, cafeteria, student lounge, counseling area,

career department and resource center. Over the past three years, UCEC has

gradually expanded to include all available space, the latest project being
the refurbishing of the former drug manufacturing laboratory, with its water

and gas lines, to provide a science lab for interns.

The inner walls of UCEC proclaim two messages about the school's goals
and student body. The first message, presented on bulletin boards and
posters throughout the buildings, is that choosing a career means choosing
one's life, and there are plenty of fields to consider. The second message
on the Center walls consists, paradoxically, of a lack of messages, 1In a
city notorious for its graffiti, the yellow walls of UCEC are unmarked. No
suburban middle-class elementary school could boast more respectful treatment
- of school property, but at UCEC it's not a heavy-handed administration that
enforces such respect, %t's the pride of the interns themselves. The Center's
interns really believeJin their school, and visitors quiékly get the message.
When students from another school visited UCEC recently, they threw cigarette
tutts on the floors and tacked party posters to the walls. Center students
responded, "If you're going to come here you're going to clean up your mess.
Don't bring your trash.in and destroy our school." The butts and posters

were speedily removed,

Although Philadelphia has a neighborhood-gang membership in excess
¢f 8,000, UCEC is accepted as neutral ground. Interns who may be members
of such outfits leave their grudges outside. Fully 90 percent of the
school's 130 interns are black: of the total student body, 75 are girls
and 55 are boys. (Enrollment was recently increased to 200.) Interns
are drawn from Germantown and similar neighborhoods throughout Philadelphia.
Many interns previously attended Germantown High School, two blocks away,
and came to UCEC from the 10th, 1llth, or 12th grade. Others had already
dropped out of school. ‘UCEC will not consider students with a history of
violence or strong discipline problems. As a result, interns are not the

troublemakers or revolutionaries of the school system. .
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Instead, UCEC's ‘interns are the lost ones, the ones who were told,
"sit in the back of the class if you don't want to work , " youngster;_ﬁho could be
absent for weeks without being missed by teachers or administrators. They were
youngsters who never stimulated interest on the part of school personnel
but have gotten by, or been pushed along by the system. Given this background,
it's not surprising that these young people make dramatic strides when given

the UCEC brand of personal attention zid counseling.

[y

The tone of the school is reslaxed and informal. Chairs are arranged
in a circle or semi-circle in the classroom: and there's very little of

the paraphernalia of public-school life such as passes, warnings, rsgimentation.

It's not unusual for an intern to bring her baby to the UCEC complex, where
other ‘interns compete to be babysitters while the mother attsnds class.
“It's like we're all aunts and uncles to those kids," an intern explains.
The family image is used oftan by both interms and staff, in the sense of
coop?ration and team work, and in the sense of caring and trust. "It's like
a family thihg," one intern says. "When I first came hers I didn't know
anyone and then I was absent a few days. When I got baqk,‘this girl in my
class said, ‘'Here's what you missed,' and gave me things and helped me

catch up. Everybody's helping everybedy.”

Interns also appreciate the fact that they're tresated as adults. Staff membe
must hit a balance between showing they believe the interns ars rasponsible
adults and giving them the "little push™ that interns themselves admit they
need. Says one intern, "People think that because youtre 16 or 17 ye=ars old
you're still a little kid, but a lo~ of people aren't. I've been through
things that someone 30 or 40 hasn't been through yet. Here you have a lot
of freedom, they don't really try to tie yod in. They just try to help you
out. They say, 'This has to be done,' and tell you why it has to be done.
and if you don't want to be anything, that's on you, But they want to help

you be something."”

UCEC's staff, divided almost equally between men and women are
former tsacners and administrators in Philadelphia schcols, QIC staff,
or stafi of other experimental programs. According to Dr. Peoples, the
most iﬁportant quality Zor his staff is an ability to relate to people.

"an advanced degree is less important than i lot of experience working with
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people. Those who don't know how to rélate to kids have:a long period of adjust-

ment," he says. Staff have divided responsibilities to make sure that each intern
receives individualized and SDeclaILZEd attention. In addition to four administra-

. tors, there are =ight instructional staff, seven counseling staff (four of whom are
counselors and three career developers with special responsibilities for working
with on-the-job exploration sites). The staff also includes a resource center

specialist, five associate professionals from the community and six support staff.

A small staff of QICs/A personnel are also involved in administration of the
project and its evaluation. They include a Program Manager, an Qperations Assis-

tant and Evaluation Assistant, an Accountant and a secretary.

=

Most staff members are black Americans in their 30s who grew up in the
Philadelphia ar=a. They're enthusiastic and articulate, offering warm support to
each other and to the interns, and raeflecting a firm commitment to the program.
(Cne staff member recently turned down a higher-paying job to continue this work
Wwith the intsrns.) These charactsristics make stasf mempers impressive role models
for interns: staff's dedicated professiocnalism, warmth and caring sets a clear

example for intern achievement.

The Career Intern Program

° Recruitment and Enrollment

Recruitment of interns begins with discussions batween the UCEC
School District Coordinator and quidance personnel in the city's public
high schoolsT Students who have already dropped out of school or who
show signs of dropping out (consxatent apsenteeism, low grades, deficient
Carnegie units are indications) are candidates for recruitment. other
criteria are a fifth Jrade readiag and math.leve;, economic need, or
adjustment problems with school or family life. Students thus identified
are contacted by UCEC Associgte Professionals, who explain the program to
youngsters and theif'fhmilies. If they express Lnterest, the prospective
intern and a parent ares schedulsd for an interview with a CIP counselor

and a member of the evaluation team at Gibboney & Associates.

The intake interview is primarily designed to give the prospective
intern and parsnt complets information about the Career Iantern Program.
At the same time, the Ginboney evaluator administers a set of tests.* 1 9,7

TWwice as many candicdates are considersd than can be accommodated in the

*
These tests include th2 Stanford Acnlav.ment Advanced Math and Reading 3attery;
o 'Per's Carser Development Iaventdry; Coopersmitn's Self-Zstasem Iaventory; Raven's
E [(:anda*d rogressive Matrices; Rotter's Internal vs. External Control Scals.
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program, and each pr&spective intern is assigneda.number for a lottery.
Numbers are drawn at random, and half the youngsters become UCEC interné,
members of the experimental group. Those not selscted form the control
group for the evaluation, and return to the public schools or to whatever
they had been doing if they have already dropped out of school. Gibboney
& Associatas staff test this control group periodically, paying students

for their time, to measurs their progress against that of UCEC interns.

Understandably, the lottery systam caused resenthent among youngsters
and their parsnts when it was first instituted. A special meeting to explain
the procedurs was held. Parents tended to feel that this was another middle-

class imposition on their community. C. Benjamin Lattimors, the OIC of America

Program Manager for UCEC, explains, "We had some initial hostility.

Parents were concerned that their kids were placed in this lottary system.

when you say 'experimental group' and 'control group' people say, ‘What is this,
rats?'" UCIC administrative stafs explained the value of evaluation, not only for
continued funding of their crogram, but as sotential proof of success which

will be important for;futureuczc orajects. Parents came to accept the

lottery systam, and UC=C's Associat? Profassionals now explain this aspect

of the program to prossectiwve intsrns and paramcs at the racruiiment level.

° Counseling

Upon enrollment in UCEC, each intern is assigned a counselor at random,
unless staff members have already.had some contact with the intern and request
the assignment, Because personal rapport is considered important at UCEC,
assignments can be changsd if conflict between counselor and intern develops,

but such changes are infrsquent. Each counselor advises between 30 and 40 ¢

’inte;ns, a considerable improvement on the 300 to 400 students per counselor

in public nigh schools. Throughout the intern's career at UCEC, she or he
meets at lzast bi-weekly with the counselor, although weekly meetings are

more the norm and casual encounters around the school occur on a daily basis.

" In addition, when an intern is rsady for the career exploration
phase of UCZIC's program, e or she is assigned :o work with oné of tne
Center's three career developers. Each career developer works with
approximately 45 interns, finding suitable hands-on oprortunities to,
help them explore the world of work and investigate the career they're’
interested in. These carzer devslopers, many of them with related
experience in the Philadelphia OIC, are an important link to the city's”
business community: they make contacts'and arrange for field trips and
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*hands-on experiences with local industries and they also provide enrich-
ment experiences that include visits to_Philadelphia's wealth of theaters,

exhibits, parks and museums.
° Phase I

All UCEC interns begin their programs with Phase I, a 2l-week
Career Awareness program designed to help youngsters see the variety
of careers open to them so they can begin tailesring their UCEC opportuni-
ties to fit their job interests. After a day of orientation for students
and parents, interns begin regular classes in English, mathematics, social
studies and science. Zach instxructor nelps his or her charges determine
which academic arsas are weak and then provides special learning activities
to review and upgrade'basic skills. Although the course work is sequanced
£o provide a full 12 Carnmegie Units for nigh school graduation, classes
are taught in craative, hon~txaditional ways using stratagies such as
small-group discussion, rola-playing, games, and simulations. Textbooks
are raraly used. Instsad, instructors work with Leslie ford, the specialist
who runs the UCEC Resource.Center, to provide relevant careser and
academic educational materials. Because instruction at UCEC is keyed to
the working world, students are shown how each d*s ipline comes into

play in various occupational areas.

Objectives for each course are subdivided into career, academic,
self, and community goals; and specific units nay be designed around
Particular goals or types of goals. For instance, a unit in History I
entitled "Thihking More About Myself" deals with individual strengths
and weaknesses, feelings about self, f:iends and family, values and de-
cision-making. An elective graphics course discusses careers related to
graphic arts, what tools are needed for various kinds of work, and the
training necessary for design and drafting. A science unit entitled
"Phoney Baloney" shows how advertisers can use scientific or experimental
data in graphs and charts in ways that will mislead the public. A special
rnading class is available for interns who need extra help and here too,
materials are designed for the people who'll use them. In addition o the
required curriculum, interns can select one or more electives from a

growing list. Music, art, graphics, yning, cultural arts, consumer-matn

and numanities are available, and a media center is in the process of

ERIC
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being established so students can make documentary films. UCEC's most
popular =lective is a course on the language and culturs of Nigeria,

taught by a native African, Mr, Wogugu.

While they're upgrading their basic high school skills, students
- are also involved imdaily Career Counseling Seminars taught by teams of
counselors, career devalopers and instructors. These seminars are in-
formal discussions of self-awarsness, individual interests and abilities.
After initial discuss?on of the 15 Career Clustsrs set forth by the U. S.
Office of Education, sach intern researches at least two careers in which

he or she is particularly interested, drawing on the materials available

from the program's Resource Sgecialist, Leslie Ford. Carser Investigation,
as it's called at UCEC, allows interns to begin focusing on jobs of interest
through the Resource Center's wealth of job descriptions, professional and
trade journals, articlss and niographiss. Seminar'discussions-involve_

far more than one-dimensional job descriptions. Students are encouraged

to consider the-kind of homes =hey'd like to have, whers they'd ‘'like to
live, what wéfi‘hours rhey would prefesr, and similar life-sityle decisicns

as well as the educational requirements, salary levels, working conditions

and satisfactions of various careers.

As Career Awareness activities proceed, students begin rafining
their interests and discussing their progress with their:counselors.
Before the 2l-week phase concludes, cach intern works with his counselor
(with input from all involved staff) to develop an individualized Career
Development Plan, in ef%ect a blueprint for future_learning. This is a
key step for sach UCEC intern because it determines the dirsction of his
or ner educational and occupational preparation. Depending on carser
choice, the intern may wish to attend UCEC full-time of institute a
combination of UCEC studies and outside tiaining/employment. If high
school graduation is one of the student's goals, the Plan also includes

provision for the 12 Carnegie Units needed for a diploma.

Phase I concludes with a formal assessment of the intern's goals
and progress. Fach instructor assesses the student's rsadiness for mors
complex course work in Znglish, mathematics, science and social s:tudizss

and reports progress to the intern's counselcr, who weighs these evaluations
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and discusses them with the studeént. In weak areas, interns may repeat
Phase I coursework while proceeding with Phase II-level classes where
indicated. Parents are kept informed of their youngsters' progress so

they can offer support and encouragement at nome.
[ 3 Phase II

Owing to the individualized nature of UCZEC's approach and the
differing goals of students, Phase II, the Center's Career Exploration
segment, can last as long as four semestars, In this period, students
earn the bulk of their Carnegie Units through continued study of English,
mathematics, social studies and science, but at the same time, interns
can devote significant time and attantion to actual hands-on 2xperience
in the careers they wish to explors. At least twice during Phase II
(and the program rzcommends thrae) students stend at lsast a week at a
local business or industry o gain on-sits unde:stanafig and sxperisnce
of the tasks involved in various carsers. Setting up thesé individual

explorations is the job of UCEC's carzer developers, who draw on their

own ccmmunity and industrial contacts and those of the business represen-

tative on the Center's Industrial Advisory Board.

Preparation for individual hands-on experiences is a time-consuming
procesé for career developers who may not only have to locate a specific
kind of job, but may also have to introduce UCEC and its goals to business-
men and convince them of the value of the project. The Center's experience
has shown that for maximum effactiveness, the employer needé to supply time
and personnel to supervise the intern during the week-long visit. When
the hands-on program began, visits were scheduled for only two days, but
experience has also shown that a full five-day stint results in a better
understanding of the scdpe of the job and its possibilities for UCZC in-
terns. In some cases, nands-on experiendes are deliberats tests of in-
tarn interest. Says one carser advisor, "Many of our girls think they
want o be nurses because it seems like a glémorous job. We send them
o a nursing nome for their hands-on experisnce, ana if they ieave that
still wanting to be a nurse, then they really want to be a nurse." When
several girls expressed interest in modeling as a career, a staff member
brought a local professional model to‘class tb:éresent a realistic’picture.
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The model coached the girls on make-up and dress but also pointed out
the competitive nature of the business which for many women should be

a part~time occupation.

Part of the value of the hands-on experience, staff feel, is the-
chance for interns to learn what's generally expected of an employee in
terms of punctuality, neatness, and responsibility, traits that suddenly
become critical in the real wdrld outside the school. Because inté%gs
themselves identify the type of careers they would like to explore during
their hands-on experiences, these visits are important to them. One de-:
veloper reports that one of his interns was caught in a torrential rain-
storm on the way to nis first hands-on axperience and arrived in soaking
clothes. "The amplover sent him home to ary off," the advisor reports,
"but at least the intern showed him he was serious about wanting to be

there. "

Counseling sessions continue during Phase II. Carseer Counseling
Seminar team members work with interns on how to prepare for job applica-
tion. Interns practice £illing out application forms; they develop their
own resumes and role-play job interviews, discussing appearance and per-
sonal attitudes during this critical job—éeeking encounter. Interns and
seminar:team members also explore the requi:aménts for moving up any

carser ladder.

Phase II concludes with a formal assessment period similar to the
one described for Phase I. Again, the intern and his or her counselor
sit down_to take a close look at academic progress and the results of the
student's two hands-on experiences to chart or alter the overall Career
Develorment Plan. If Phase II coursework is'notvsatisfactory, more work
may be reguired in some areas. If the intern's hands-on explorations re-
sulted in a change of career focus, the counselor or career developer in
charge of hands-on placement hay decide that more carser exploration is
warranted. reer developers, classroom instructors and the intern's
counselor all contribute to this assessment, and parents.are asked to
contribute their viewpoints. This important assessment results in plan-

ning for £inal Phase III activities.

o
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® Phase III °

Phase III is the culmination of the intera's UCEC experience, .a
Career Specialization program allowing studenﬁs to concentrate fully on
achieving their nost-UCZC goals. If a student Plans to attend college,
Center instructors will provide advanced coursework or arrange with other
programs for these classes to make sure the youngster is ready. The
counselor helps the intern apply to the college he or she wants to attend
and works to secure financial assistance for the lntern. Youngsters who
prefer on-the-job training can continue working toward their high school
diplomas aft UCEC: staff hélp arrange for full or part-timé jobs and
design schedule; that won't conflict with the student's work. Tuteorials
are often useful here.to prepare youngstars for the G.E.D. exam. Students
whno oPt for advanced skills training receive staff nelp in locating and
gaining entry to appropriate programs in technical schools, industry, or
local community collsges. On-the-job training is a popular option with
both students and industry, since UCEC offers an amploveriincentive in
the form of a $2.00 an hour stipend for'each student he hires, 1In addltlon,
employers who've already provided hands-on experience for an intern will
often ask the Center if they can offer the student a job or on-the-job

training.

A final assessment period determines whether the intern has success-
fully completed the necessary 12 Carnegie Units for UCEC graduation or is
ready to take the G.Z.D. examination. THose interested in further on-the-
job or full-time work are evaluated Dy career development staff as well
as counselors in terms of their suitability for the working world. A
student has completed his or hér UCEC course when the Career Development
Plan drawn up during Phase I has been fulfilled and all staff recommenda-

tions have been get.

"At the rsgular high scheols," one intern asserts, "once you graduats,
they never want to see you again. But here they want to know how youltre
doing and they help you wWith whatever it is. Here they really care." The
Urban Career Zducation Center does care about its students, not only in
personal terms, but as a means of discovering how well &the Program has

@ served Philadelphia's young men and women. Students who opt for skills
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training or on-the-job positions are contacted and given assistance by

their counselors for six months after they leave UCEC: those who go on

5z

to college are followed-up for a full year. ' RGN

Community Career Program
T

While the only UCEC program currently in full operation is the
Career Intern Program, some activities continue in the Community Career

Program (CCP) for parents of interns and in the Career -Orientation Pro-

gram (COP). Both these programs were instituted at the same time as the
Career Ihtern Program and were designed to support it, but loss of original
funding has meant curtailmént of many éomponent activities. Originally

the CCP program had seven\stéff: Coordinator, Group Development Specialist,
Group Program Specialist, two counselors and two Associate Professionals.
CCP now has only one counselor to work with the families of 130 students.
 This is cleérly impossible on a regular-contact basis, since many parents -

work and can only be seen in the evénings, often in their homes.

The Community Career Program was initiated because UCEC's founders
believed that career education meant choosing a life, and this kind of «
decision and preparation requires support at home as well as in the class-
room. Parental involvement in the program seemed a prerequisite for this
support, so the school offered three ways for parents to participate.
Throughout the intern's stay at the Center, counselors detail intern pro-
gress to parents and elicit their support and understanding.. At mid-semester
forﬁal assessment periods, counselors meet with parents at the school to

discuss their child's record and activities.

A second level of parent participation is direct involvement in the
program's activities. For many parents, this represents the first time they've
been made to feel welcome at a school, and once they understand that their
participation is really wanted, they return to help as volunteers with activities
such as workshops and seminars, or they help during the orienﬁation of new
interns entering UCEC. Some parents become Associate Professionals, paid

members of the staff who help with office work, the cafeteria, and orientation

of new interns and parents.




Finally, parents can become members of the UCEC_advisory Board which
provides support to UCEC. When the Program first began, there were three
separate advisory committees for educétioh, industry, and the community. Now,
these groups are sub~committees of the single Advisory Board and UCEC staff
look for increased support and cooperation- from Bozrd members and parentsl

The Council consists of 33 members and meets on a monthly basis.

"Many parents feel their own lives would have been easier if they'd
_atte.naed .a school like UCEC. The Center tries to help them with their own
goals by referring them to social service agencies that can offer financial
and educational assistance or help with ﬁfansportation and child-care problems.
A few parents have taken classes at the Center and others hav= enrolled in

schools to obtain their own high school Pducatl ns

Thz Carser Community Program has sponsored workshops for parsnts on
Vdrug.abuse and neighborhood gangs, which intzrns also attended. <Says one
mother, "It's important to talk akout race, sex and drugs because the kids
are télking about them." Delbert Simmons, the ¢¥P counselor, works with
parents on their own and their children's concerns. Too oftsn, he feels,.
parents interact with their youngsters only when there's a problem or a
crisis. "Sometimes all parents need is to get it out,"” he says, "to talk

to someone about themselves."

Career Oriesntation Program

The Carser Orientation Program (COP) was designed to bring carser
education into Philadelphia's elementary, middle and junior high school
classrooms to help youngsters. avoid some of the problems UCEC intsrns
faced in high schecol. UCEC's founders rzasoned that if school could be
pade more relevant to life and work, the dropout problsm could be drasti-
cally rsduced and eventually there would be no reed for projects like the
Career Intern Program. Unfortunately, the COP program lost its funding in

fall 1974 and is no longer in a position to test that hypothesis.

When COP became operational in 1972, seven GCEC staff were assigned *o

work full-time with 13 schools in District Six and selascted schools from
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in this work, and the units developed were rerlned by wrlter/censultants P

other districts. Since COP's initial funding didn't permit curriculum develop-
ment for grades X-12, planners decided to focus on grades 5-8, since i%!'s

at this point that students must maks decisions about high school courses

and begin relating these courses to careser expectations. The program first
asked principals at its designated sdhools to identify teachers to help
deveiop career-oriented cuiriculum materials in English, mathematics, social
studies and science:- These teachers wer= paid w1th COP funds while engaged

2

Packages of these units were then disseminated to 12 SChQOlS for implemen-

tation and fsedback. (A previously-developed commercial package from
Pennsylvania =Zducation Aids was used on a trial basis at the thi*teenth
school for grades X-4.) To test the curriculum, a Career Development Com-
aittse (CCC) was formed at sach school consisting of *a community represen-
tative, a counselor, and a2 teacher. Weekly lasson plans wera ragquired of
tsachers working with the COP matsrials, as were paid Saturday workshops
for training in their implementation. Detailed directions were given for
classroom activities. 1In time, teachers became mere adept at working with
these mate;ials, 50 Saturday sessions werz discontinued and tsachers were

given more freedom in choosing and presenting classroom materials.

Counselors in sach CDC wers responsible for disseminating curriculum,
coordinating field t.lpsihﬁieembly programs, and bulletin boar3d presenta=~
tions. Community representatives (parents) recruited parents cf program
participants to be resource speakers, field trip chaperocnes, to work in
after-school clubs, and for similar activities. Teachers provided class-
rocm implementation and feedback. In some casee, ‘the Community Career Pro-
gram parents helped with the COP activities, and vice versa, a highly bene-
ficial link between the elementary, middle and junior nigh and UCEC worlds.

In all, some 58 teachers were involved in the work of the Committees.

Another important link between components was the fact that COP staff
nad initially participated in curriculum development for the CIP, As a result,
COP curriculum emphasized student participation in the form of games, role-
pleys, puzzlas, and so on, and gbals were divided into UCEC's general objectives
of selfi-awareness, community awareness, and career awareness. For example,

students studying weather discussed their own likes and dislikes about weather,

how various natural forces influence weather, and related topics. They

N 200




then explored the relationship between weather and the way various people
live in terms of dress, agriculture,‘recreation and the like. The activity
ended with actual creatlon of a miniature weather station and an investi-

gation of the kinds of jobs involved ln this field.

Thomas Paclini was COP Coordinator before program funds ran out and
now works for the Philadelphia IOC in a different capacity. He's enthusias-
. tic about the COP and feels the program gained real credibility and via-
bility in its two years of opératién. "The program has ended formally,"
he states, "but the schools haven't rsturned the marérials and we know

from conversations with them that they're still using them."

‘Problems, Solutions, and the Future for UCEC

With two funding sources, two sponsors, and three spanking-new
programs, the Urban Career EZducation Canter of Philadelphia might well'have
sncountered significant operational problems in its first three years. In-
stead, most of the program's rdu’gh spots have been éliminated by time, ex-
Perience, and the patience of UCEC's staff, whose dedication to the welfare
of dlsadvantaged teenagers is aerhaps the single most important ingredient

in the program s effectiveness,

As staff learned to work together and with the business community,
trial and error improved the program. fdands-on experiences, for example,
were arranged for five, not two days, to provide maximum exposure for
students, and staff soon learned that it was imporﬁigt for businesses
hosting interns to provide the staff and time necessary to make each ex-
perience meaningful. The project's responsiveness and flexibility were
also avident in the aourse of the Carser Orientation Program. When union

"restrictions on teacher participation and freedom reduced interest, staff

nmodified their requirements to make the program more atitractive and workable.

UCEC's administration found the evaluation process presented special
Problems. Enrollment was maintained at 130 interns, significantly less
than the 240 capacity, and the lottery system of student selectinn resulted
in hostiiity on the part of parents. The Center found that it ne=ded to

o explain the purposes and methods of evaluation to prospectxve interns and
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parents from the very beginning and to convince the community that proof

of :the program's effectiveness was critical to the establishment of similar
projects. Staff also had to be sold on the necessity of evaluation: they

Wwere more interested in directing time and effort toward the critical needs
of young people. As evaluation progressed, however, the people and methods
involved came to be accepted: the final stages of the evaluation process

are winding up and the program will soon be operating at full enrollment

capacity.

' Funding is the Urban Career Education Center's most serious problem,
Original fdnding from the QOffice of Education has expired, and the National
Institute of Zducation's grant will terminate in February of 1976, Alreauy,
one of the Cente*'s three components has been abandoned, and a second has
been severesly curtailed. OIC personnel are currently exploring with =he
J. S. Department of Health, Education, and Welfare staff the possibility-gf
establishing similar programs in nine other OIC's of American throughout

America.

Although major supportive programs have been discontinued, the Urban
Career Education. Canter continues to sexrve Philadelphia teenagers through
its Career Intern Program, and it does so in a highly individualized, per-
sonal way. The key to the UCEC approach is the schQOl's method of helping
students develop thei; own goals and showing them how to achieve their
objéctives in a step-ﬁy-step format. A young woman at UCEC who's now pre-~
paring for college put it this way: "I came from Germantown, a very un-
popalar school. You didn't get much attention. I had a very pessimistic
attitude, I didn't have any plans. I came to this place and they were
talking about college and a4job and I said, 'Wow, it sounds pretty unrealistic
to me.' But then, they helped me set up a goal and taught me how to reach
it. And I said, 'Hey, it is oossible‘for me to do it.' ,..It seems I'm able

to make more friends out of school now, too* I get on the bus and start

talking to people. I just feel more friendly about everything."
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IN BRIEF

SPAN (Start Planning Ahead Now) Program
Northside High School

1212 Vollintine Street

Memphis, Tennessee 38107

James Hugueley, Program Director

e

Project Originated September 1970

Project Staff: Director. full time
‘ Career Education Coordinators (14)
Secretarial staff (2)

Schools involved: 17 Elementary Schools served by 4 Coordinators
18 Junior High Schools served by 6 Coordinators
6 Comprehensive High Schools served by 4 Coordinators

Students involved: 31,000 students, approximately 20% of total enroll-
ment in Memphis city schools

Funds:
Development funds: $431,000 U.S. Office of Education
: Vocational Education Amendments
Act, Part D Exemplary Programs
Current funds: (approximate)

U.S. Office of Education (Part C) §$ 86,000

State through city échool

o
district . : $ 100,000

Local community and business $ 110,000

Total operating funds for 1974 - 1975 - $296,000

Major Features:

-Career Education Coordinators for each school

~Open circuit television series of occupational films for
elementary school students

~Computerized occupational information emphasizing local and
regional jobs

-Work experience and placement after graduation for high school
students ' :
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-Memphis has all the legendary ingredients of Southern charm--the
meandering Mississippi RiQer with steamboats plying their way south to
New Orleans, cottog fields studding the surrounding countryside, dogwood
and azaleas, the W.C. Handy and Beale Street tradition of black rhythm and
blues music, the soft cadences of Southern speech. A;though local people
feel their city is still a country town at heart, Memphis is also a booming
urban center with skyscrapers, chic boutiques and restaurants, the South's
largest medical center, and an array of nationally-known colleges and uni-

versities.

Like any other major center--north or south--Memphis has been dealing
with the problems of school desegregation. The city's school system serves
both low-income, inner-city neighborhoods and middle-class, residential
areas, yet the majority of students in this system are black, despite the
fact that the city's population in the 1970 census was only 40% black. Tﬁis
disparity is in part the result of changing residential patterns as white
families have hoved to the suburbs in~respohse to court-ordered busing, or
have placed their children in private schools. Although some Mewmphis schools

"re virtually all-black, faculty and.staff are balanced throughout the city.

Moreover, the Memphis School System has had to face the litany of -
problems shared by most‘of the nation's inner-city schools--limited budgets and
physical facilities, large classes, lack of student interest and a corres-
pondingly high dropout rate. Graduates found they had few of the skills

\ they needed for employment, and their disillusionment filtered back to
fuel student convictions that school was a waste of time. The only alter-
native to the college-prep thrust of Memphis} school system--and it was
hardly an alternative at all--was an underfunded vocational education pro-
gram seen by many as a dumping-ground for youngsters unable to-continue on

to college.
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SPAN: An Introduction

Concern that the Memphis school system wasn't meeting the needs of

all its students led the Division of Vocational Education, and other key

Memphis educators to draw up a plan in 1970 for a career education program

to be known as SPAN (Start Planning Ahead Now). For Mr. McGinnis, Director
of the Vocational Division, planning ahead meant involving not only local
educators but also a group of business and éommunity people to help deter-
mine the shape of the program. Guided by the requirements of the grant they
sought from the Vocational Education Amendments Act of 1968, SPAN's planners
were charged with developing a program to reach every grade level in the
Memphis schools and deciding which target schools would implement théir
program. Their planning sessions included extensive research into the
burgeoning field of career education and, for the special features they
wanted (such as computerized career information), wvisits to programs al-

ready underway.

A th;ee—year grant of $431,000 from Part D of the VEA Act was awarded
in mid-1970, and SPAN immediately went'into action in six Memphis schools,
most of them in the inner-city. Today, the program is flourishing in 40
schools and is funded at $296,000 primarily by state education money fun-
neled through the city-wide school district. Approximately one third of

the present operating budget comes from federal sources.

SPAN was designed to help youngsters in grades K to 12 explore a
variety of career possibilities and begin training.or preparation for their
careers while still in school. Its éhilosophy continues to be that a college
education is not prerequisite for a happy and successful life; that college-
bound and non-college-bound students deserve equal status and respect; )
and that all students have the right to work and to be considered employable

when they graduate.

The real heart of the SPAN program, the reason it's effective, is

the Resource Coordinators who work directly in the schools to make career

"education happen. Although they're all advocates for the career ed. con-

cept, each is a specialist for the particular age group he or she works
with, since the program offers different kinds of activities for different
ages, according to the needs and interests of each group. There are 14
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SPAN coordinators in all. At the elementary.level, four coordinators

share ;eéponsibility for 17 schools, working with teachers to provide
children with an awareness of-the diversity of the working world. 1In junior
high, the program adds an emphasis on decision-making and identification

of personal interests and skills. Six coordinators help teachers and

students in 17 Memphis junior high schools.

By senior high school, both the options for students and the help
provided by SPAN coordinators are enormously expanded. Alternatives for
young people at this stage include college prepaiation, vocational educa-
tion in specific trades, technical or pre-technical education, and a com-
munity (Coop) work experience program. Four coordinators serve six com-
prehensive high schools, helping teachers use a variety of SPAN strategies
and working closely with guidance counselors to see that youngsters are
aware of the variety of options open tb them. At the senior high level,
SPAN staff also serve as placement coordinators, finding suitable slots

for students when they graduate or leave school.

At every age level,_SPAN offers a variety of resources to Memphis
teachers. Some of this assistance is hardware: open-circuit ﬁelevision,
a computerized occupational information system, and a microfiche system .
highlighting specific schools and jobs in the Memphis area. Other SPAN
materials include career comic books, language worktexts, films and curric-

ulum guides developed by teachers and Board of Education consultants.

Structurally, SPAN has changed very little as it has expanded over
the past four years. An early experiment using teacher aides to help with-
career education activities in the classroom was discontinued because
teachers felt they needed more experienced people to deal with this new
area. SPAN staff responded by-providing more and different kinds of in-

service training for teachers, including weekend retreats, workshops at
>Memphis State University for academic credit, and Professional Growth
classes. Special workshops for principals prepared them to support

teacher efforts in using new materials.

.
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SPAN Offers Choices

In providing stedents with an alternative, SPAN proponents have had
to con&ihce both black and white parents that career education is more
than the stereotyped notion of yesterday's vocational education system.
Kathy King, an attractive, intense black woman, is a strong believer in
career education; Kathy grew up in Memphis, is working on her Master's
degree &h guidance and counseling, and is also a SPAN junior-high coordinator.
"Many black middle-class parents were against career education when it first
came in," Kathy remembers. "They were middle class themselves, had nice
homes, two cars, a good income, and they wanted their kids to go to college
so they could have the same things. They associated career education with
vocational courses which they thought were for dummies. Now they're all
for it because they know what it is. They kno: it includes college . . .
When the main emphasis was on college-prep couracs there were an awful lot

of dropouts here. The kids weren't interested."

But doesn't SPAN discourage kids from going to college? Kathy
comes back with an emphatic no. “The kids already know all about cellege.
The counselors are very well aware of what training is evailable in college,
but they're not as well versed 'in what training you can get if you go to

vocational school or technical school. We play up that end of it."

Jothei Iocke is a SPAN placement coordinator, a large, soft-spoken
man who understands what it means to grow up black in the inner city. He
sees SPAN as a real cho;ce for kids--black and white--otherwise condemned
to life on the streets: "This is a two-way street. Death is at one end

and jail is on the other. If you hahg around the street corners long enough,

Vsomething is going to happen one way or the other. SPAN is so real, because

these kids know that somewhere down the line, they're going to have to make

a choice.”

SPAN offers an alternative and here's how it works.
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SPAN in Elementary School

ABy the time they reach her sixth grade class, Ruth Berry's 1ll1- and
12-year-olds have been exposed to many of the careers SPAN has arranged
in the Fifteen Career Clusters developed by the U.S. Office of Education.
The Clusters group kinds of work according to function (business and office
careers, health careers, manufacturing, sales, and so on), while the jobs
studied range from tho;e requiring graduate education to those calling for
minimal training. Each konth a different Career Cluster is featured in
all SPAN schools and reinforced with a locally-produced film tied into
the cluster, shown on the 0pen—ciréuit system in each classroom. 1In
September 1974, youngsters were studying public service careers--the worlds
 of fire flghtlng, police work, the postal serv1ce, pollthS, teaching, li-

brary science, and the armed services.

Ruth Berry's class began the month by watching a f£film about a frbg
who wanted to‘try all the public service careers, This is one of several
films produced by Memphis teachers, students and a local television station
to illustrate jobs and skills in 10 different occupational clusters. Deve-
loped with SPAN funds and the filming equipment of local television station
WKNO, the 10 films were produced for rouéhiy $820 apiece. The school dis-
trict's elementary curriculum specialist, SPAN staff, students, and the
Director of Instructional Television at the station worked together to film
live local action and animation for this series. The frog who wanted to
try public service careeré quickly found that each job had requirements--
‘things that had to be learned before he could be hired. 1In the eﬁd the
frog decided to stay a frog, but the moral was clear. if you want a. certain

job, you have to prepare for it.

The film was a real hit with the sixth grade and was followed
by discussions and related prOJncts--maklng flre fighters' hats and a
mailbox out of milk carton (the top speller got to be the mail carrier),
doing a special public service crossword puzzle, reading "career comic books
about public service jobs, learning a song about a policeman. On Pub-

lic Service Careers Day, a policeman came to visit the class and assured




ll-year-old Rosemary, who'd developed quite an interest, that there are
jobs for women on the Memphis Police force. Her teacher encouraged Rose-
mary's interest, although some of her friends were afraid she might "get

mixed up with a lot of shootin'."

" Social studies period was a chance to talk about city government,
and the month ended up with a visit to Qity Hall, where the class met
the mayor, watched a city council meeting, talked to secretaries, and saw

a court session with a lawyer, stenographer, court clerk, bailiff and judge.

The kids are still talking about that day: some of them had never been down-
town, and‘even Ruth Berry had never met the mayor.' Back in class, an af-
ternoon was set aside so students could have their own city government. A
mayor was elected, everyone else became a city council member, and a mock

debate ended in a resolution to spend more money on parks for kids.

Another cluster featured a guided tour of the local steam plant,
and l2-year-old Paul got very serious about being a design engineer. Ever
since the guide explained the job, Paul has earnestly been asking class-
roomkspeakers and community workers whether they hire design engineers

" (army, navy, and post office personnel said they did). On a tour of the
local high school, he‘found out what courses he'd need for this field, and
he got to look in on a drafting class. Finally, Paul had a chance to fill
out an IBM card for the SPAN computér and got back a response telling him

how much school he needs, what kinds of work design engineers do, where

there are jobs, and how much the work pays. After a year, he's still de-
termined to pursue this career. Says Ruth Berry, "I don't know if Paul

will be a design engineer, but he'll be something!"

Paul's information about design engineering came from a popular resource
in the SPAN repertoire: the Computer Assisted Career Information System
(known as CACI). This system was designed by SPAN staff early in the pro-
ject and was modeled after the Computerized Vocational Information System
(Cvis) developed by the Willowbrook High School, Villa Park, Illinois and
the Illinois Division of Vocational and Technical Education. SPAN staffA

revised and simplified .the CVIS mcdel, using information from the U.s.:
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Department of Labor's Occupational Outlook Handbook and local information

about occupations in Memphis and the state of Tennessee. To use CACI, stu-
dents check a master index of job titles and fill out computer cards reqﬁesting
information. The personalized printout includes the child's name as well as

a detailed job description. Kids can fill out as many cards as they like,

and, one teacher reports, "Even kids who can't read found a way #o find

out what's on that job sheet and fill out that card!"™

Field trips and films are also used extensively, the latter available
from the school library and the Board of Education. Job charts, posters,
visiting speakers, hands-on projects, books, special bulletin boards, and
games are provided. For teachers, there's a curriculum hanual created in

large part by SPAN teachers with suggestions for presentations and activities.

With so many activities: going on each month at 17 elementary schools,

the four Resource Coordinators are always busy. Because SPAN is working

its way into an existing school structure, teachers must be won over to

using new materials and Planning subject area lessons to include career
education topics. Teachers who have used SPAN materials enough to see.
response from their classes are enthusiastic, but change in the school

as a whole comes more slowly.

Resource Coordinator Dan Campbell says he spends a lot of his time
pPersuading. "Part of my job is public relations," he admits, "to sell
the SPAN program and the concept of career education to teachers and prin-
cipals. Some teachers do the maximum, some do the minimum, and some are
below par." But, he states, "If teachers become involved with the program,

it'll be a success. They're the whole thing."

Dan, who is white and in his early thirties, recently ran for the
legislature in Tennessee. He's outgoing and Personable, with an engaging
sense of humor. His job means working with some 60 teachers in four
schools, and like all SPAN coordinators, he never has time to do everything
he wants. Dan arranges for preview showings of the monthly Career Clﬁster
film (and sets up special showings for any teacher who missed it); discusses
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~and one details involved in monthly field tiips; arranges for supplies

‘what you want to do." Chimed in a third, "You can learn some of the stuff

activities and graphic aids to help in the classroom; sees to the thousand

and equipment used in hands-on projects; and finds and schedules community

people for classroom visits.

Dan's enthusiasm for SPAN seems to be shared by the kids in.the pro-
gram. Why did they want SPAN to cont1nue° some 51xth-graders,were asked. “i - 4

"Because when you're grown, you'll have in mlnd what-you want to be, sald

one. "With SPAN," another said, "you can start learning now on

that's in the job you want and know how much education you need."

SPAN has proved a great tool for Charlene Fawcett's class. Chaflene
teaches 1ll- and 1l2-year-olds who are reading at the third grade level. Af-
ter a visit to the steam blant, her class collaborated on a story abéut
what they'd seeh, and Mrs. Fawcett turned the story into a large chart.
"Every child in that room knows what every word in that story means," she
points out, "though they can barely read anything else." SPAN is particu-
larly important for kids like hers, Charlene feels, because "it lets these
kids know that there is something else they can be besides doctors, laﬁyers
and Indian chiefs." Letting these.younsters know theie are other careers thaé
are worthwhile and fulfilling is critical, sh- stresses, since statistics
indicate that not more than half will graduate from high school. Other
SPAN teachers agree. Says one, 'Before, you were ignored if you weren't

going to college; now every child in the room knows he can be something.”

-But most of all, Memphis' sixth graderé say, SPAN is fun. What's
fun? "Fun is not working!" What's work? "Work is language, math, social

studies, spelling, health and science." What they mean is that SPAN materia}s
and coordinators have helped teachers find new ways of teaching basic skills

like language, math, and_spelling, which kids £ind more fun and more real.

SPAN coordinators have also encouraged teachers to use hands-on activities to
relate basic skills to actual proje;ts; Most take place in the classroom, but one
school in the SPAN program has a lab where fourth, fifth, and sixth graders can

try activities such as~wood-working, typing, sewing, model contruction, lgndscaping
and food and health-related projects. Eventually, SPAN's staff hope tb have simila

labs in all the programs' elementary schools.
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SPAN in Junior High

SPAN capitalizes on the early adolescent's heightened self-awareness

by dealing with career interests in a more intense and personalized way in

- junior high. Kids still see films on Career Clusters, make field trips,

and pursue the kinds of career-related activities they did in grade school,
and they cend to use the CACI computer system more often. But the emphasis
now 1s c¢n offering chances to explore who they are, what they want, and

where th~y're going.

Guidance zwunselors make sure they spend more time with students
as they progress through junior high. Counselors know that the ninth
graders' decisions about which high schools and which programs of study
they pursue can largely determine their options after high school. Most
youngsters normally attend the parent high school located near their own
junior high. But different kinds of vocational tréining programs ére
offered at different schools and 12 of the city's high schools are com-
prehensive, offering a full program of college-prep, vocational, and ‘general
curriculum courses. If a student knows that s/he wants to pursue a parti-'
cular course of study, counselors will help obtain the necessary permission

to switch.

In seventh grade, each student gets a special career work text for
English class designed to stimulate discussion and thought about individual

likes and dislikes, strengths and limitations, and the images other people

have of us. Grooming-and health habits are related to the practical side

of getting and holding a job, and students are encouraged to consider how

they come across to others. Teachers also distribute sample application
blanks for kids to practice filling out, and there are even tips about

how to act in a job interview.

Featured in eighth grade is a three-week "Orientation to the World
of work," a survey of‘all the work-related courses taught in comprehensive
high school, including distributive education, wvocational office education,
industrial arts, food services, and health services, among others. If they

attend one of the four junior highs with an experimental pre-vocationél
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community who can talk about the realities of specific jobs and the training
. required. The one-semester pre-vocational course brings in personnel rep-
resentatives who guide students through the application and interview pro-

cess. Students often role-play interviews for practice.

Although all eightﬁfgrade students study home economics or industrial arts
in the SPAN program, schools with pre-vocational courses can offer a wider range
of hands-on experiences. TIndustrial arts includes photography, electrical
work, technical drawing and assembly line techniques, while home economics
offers meal-planning and cooking, child care, waitressing and food service
operation. Except for a two-week switchover, these courses are still currently
mostly segregatad according to sex, but new federal/state lagislation means
that next year étudents-will.study both fields together in pre-vocational

courses.

3y ninth grade, Memphié teenagers are concentrating on choosing the
courses they'll be taking in high school. Career axploéétion continues,
now with thée help of INFOE, a visual aid consisting of a microfiche viewer
and card deck. The cgrds, which can be read and then reproduced for the
student to take home, list specific jobs available in the Memphis area,
their requirements, location, the nature of the work and salary paid. INFOE

also lists area trade schools and colleges for student consideration.

Rathy Kiné is Dan Campbell's counterpart in the junior high school.
(SPAN has six junior high resource coordinators, each responsible for be-
tween-two and five schools.) Kathy goes directly into the classroom to teach
SPAN's three-week orientation session, and she handles the multitude
of details involved in coordinating speakers, materials, and field trips.
The létter, Rathy feels, are really important: "A fiesld trip tells them
about careers and it also tells them--hey, there's some other places in
this town besides your house and the school, and you gotta get out and

find them if you want to do scmethning!”

Kathy's chic appearance, her poise, her great energy, make her the

kind of person kids seek out for advice or just conversation’ ' She's
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honest and outspoken, and the kids appreciate it. Like the other SPAN
coordinators, she has both a working and an academic background, éo shé
knows what she's talking about. Kathy is an advocate for the kids she
works with, and also for the SPAN concept. "I want to see it a program
in all seventh, eighth, and ninth grade classes--not piecemeal approach
like now," she says firmly. Mrs. King also wants to bring black community
members into the classrooms to talk with youngsters about "what it's like
out there. They'll have to deal with at least some of what that person

' has already dealt with."

Like Dan Campbell, too, Kathy spends considerable time encouraging
teachers to make full use of SPAN. She even has an imaginary conversa-
tion with an uncommitted teacher that goes something like this:

- "What are you teaching?"
"Math."
"Why are you teaching math?"
"So they'll learn the concgpts." o
"Why do they need to learn the concepts?"
"So they can use them."

"Where are they going to use them?"

She doesn't finish the exchange because she doesn't need to. Kathy's
logic is unassailable. Similar real conversations help teachers under-

stand how SPAN's philosophy includes all subject areas.

SPAN junior high students are facing the fact that they'll soon
have to make decisions about their futures. Irene, an eighth gradér in a
pre—voqational Home Ec lab, said, "SPaAN is‘giving me a realistic idea of
work. I see that it could be a drag unless you're interested in what you're
ddihg." "For instance, her friend Mary piped up, “if you work ip‘an office
but love the outdoors, you won't be happy." 1Irene, however,wéééﬁs confi&é;t
about her own future: "A woman," she says, "can do anything she wants to

if she puts her mind to it."

SPAN in High School

Senior high allows SPAN students to begin getting the skills they'll

need to make a suitable job choice. Because of the diversity of programs
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offered in the Memphis high schools, SPAN for this age group serves to unite
several programs which feature different combinations of employment and aca-
demic experience. Some coordinators believe that the visibility of SPAN's
materials, the work of the placement coordinators and SPAN's reputation
among graduates have boosted the image of the vocational Coop and Work Ex-
perience programs, making them more attractive to students who were not as

interested in college preparatory courses in the regular high schools.

If l2-year-old Paul still wants to be a design engineer when he gets

~ to high school, he'll likely combine academic subjects (math,,thSici, art)
with vocational courses, where he can get groundwork in photography,”printing,
and drafting. Rosemary will have to prepare to meet the Memphis“Police De-
partment's entrance requirements, but her way may be =2ased because of the
liaison between the school system and the City of Memphis' Department of
Personnel, which offers a special cadet program and scholarships to encourage
recruitment. The liason between the Department of Persggnel and the Re-
source Coordinators results in short job exploration Viéits, in trial work
experience placements and sometimes in trainee positiég; for interested

students.

Other high-school-level vocaticnal courses explore the worlds of
diétributive education (a chance to learn marketing, sales ard distribu-
tion techniques); multi-media (videotape productién and radio engineering
in an operating station))i'automotive mechanics (with real véhicles); and
a woodworking shop. Students in the program's cosmetology course are
fully prepared to take the state's licensing examination on graduation.
The Career Office Education Lab features the latest office equipment.

- "Health services and food services are popular, as is the child care coursé

which allows students to work with pre-schoolers in a nursery school lo-

‘cated in one of the high schools.

At age 16, students can enroll in a General Cooé program which frees
them to work half days in the community for pay, or, if they're :still undecided
about Qhat tﬁey want to do, they can sign up for a Work Experience pro-
gram (Out-of-School Experience) and try a variety of unpaid outside jobs

for school credit. CACI, INFOE, field trips, special projects, films,

speakers, and counseling are still part of the SPAN package as well. Students
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who aren't happy with the courses at their own high school are encouraged

not to drop out, but to drop into another school where diffefenﬁ offerings
might stimulate them. Just as junior high students may elect to go to school
outside their area, senior high school students can, with the help of coun-

selors, change high schools, though counselors say this is uncommon.

In the senior year, all students attending project schools receive
three hours of instruction with the Memphis Volunteer Placement Programs,
focusing on the fundamentals of geiting and keeping a job and led by community

personnel directors. Parents, prospective employers and other community mem-

bers are invited to Career/Vocational Fairs held at the scHools so students
can demonstrate their skills. Job-O-Ramas are chances for seniors to meet
with representgtives of business and public service professions to learn

_about job openiﬁgs and polish up their interview and application skills.

Some students get a jump on outside careers while still in school.

A girl in a men'‘'$ tailoring class is selling some of the clothes she
makes at home, and the woodworking shop is setting up a store to sell
their products as Christmas presents. Asked what he was doing before
SPAN came to his school, one student replied, "Loafin'." Another des-
cribed her previous school experience as "Just classes, classes, and more
classes."” By the end of high school, SPAN is emphasizing that students

- will soon be responsible for themselves. The message is loud and clear:

Think about your future-—and your future means a job!

SPAN and the Outside World l

All of SPAN's efforts in elementary, junior high and high school
mean ncthing if young people who.want jobs can't find them when school's over.
SPAN coordinators at theAhigh-school level take personal responsibility for
placing kids in jobs once they finish school, whether kids want to work
for the summer or beéin a career for which they've had some preparation.
While quidance counslors work with seniors who want to go on to college,
placement coordinator Jother Locke helps those who want jobs or further

training. Like Kathy King, Jother is a former teacher, and he's also a




favorite with students, Just as meortant he S an excellent liason be-
tween the community and the two high schools he serves, and he's adept at
developing and keeping track of job slots for students. In summer, elemen-
tary and junior high coordinators also help locate jobs for SPAN students,

and former students call Jother to alert nim to openings where they work.

"There's a place for everybody," Jother believes. "If a student
isn't Qlaced, then something is wrong." Jother's one~to-one relationship
with kids and the business community means he can recommend individual
students for jobs he hears about. (de's got a folder on every vocational
student in his schools.) He breezes into classrooms for what he calls
"quick?éhots" to encourage kids about their Ffutures and pass on the word
about particular openings. Says one teacher, "He has more of the answers
kids want because he goes everywhere.” In additichA ito working closely with
gJuidance counselors, Jother handles the same %ind of coordination Dan and

Xathy do.

Jother Locke enjoys being a placement coordinator, he says, "because
you can see immediate results and get feedback from students. After they've
been placed, they come back and ;alk about their jobs. They come back to
Zou and tell you cbout the outside world." Jother and SPAN must be doing
something right; the program has an extraordinarily successful placement

“rate of 95% in 1973 and 96% in 1974.

' Finding everybody a place in the job market may not mean that every
student will stay where he or she is pPlaced. The 95% placement rate in-
cludes positions as:- food services personnel, gasoline station attendants,
and other relatively low-paying jobs. $till, Jother and other Placement
coordinators believe it's important for students to heve both the income
and job experience to esnable them to malie :lecisions apout further training
or different work. Placement isn't an eni for SPAN S coordinators, but
another means of helplng students get started in ehe outside world. The
Memphis City Schools xeep track of their students,. teo, with a five year

follow up consisting of telephone contacts and mail-out questionnaires,

Once out of school, many students stay in touch with coordinators

like Jother. Their tips on the changing job market where they work are
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" used to help other SPAN students, whlle ahey themselves may change career

direction after hearing about contlnulng educatlon programs through SPAN.

Although SPAN can't do everything for all the students in the schools'
it serves, it provides a valuable umbrella of activities and information.
Electrical studen“ Thomas Ripley was placed on the job two days after gradu-
ation. He succeeded st his first interview, where he was able to put to.
use the tips he'd learned in his General Coop class about appearance and -
attitude. He was always aware of the 'SPAN Progam in school: '"It's every-
where--the bulletin boards, the classes--you can't get around it," he
remembers, Bu* the most meortant thing he learned from SPAN Thomas says,
was "how to get a job " Enrolled in an entry-level vocational ed program,

he began working in the $3.25-$3.65/nour salary range.

Students know, oo, if they've been exposed to SPAN, that the Vo-
cational Zducation Division of the district provxaes 2 mobile counséling
van to serwve adults no longer in the school System. The van goes to neigh-
borhood parks, housing projects, and shopping centers to spread the career
. education message.to people who want further job training. Staffed by
counselors, the van brings written materials, information on community
vocational courses, and free counsaling to anyone interested enough to walk
in. Nearly 15,000 people are currently enrclled in Memphis'! Adult Vo-

cational Training classes.

SPAN's Zffectiveness and Future Prospects

‘Jim Huqueley, Director of SPAN for the.Memphi52Ci;y Schools, has
been responsible for developing the visibility.SPAN now enjoys throughout
the city. He senses a changing student attitude in these schools toward
bot:y Wwork and school as a result of SPAN. "They're interested in the'world
of work and so now, they have a purpose for school," he emphasizes. Jim
feels one of themissions of caresr education is to break into the trap of
the welfars cycle. To do that, kids need to be convinced that the world

holds something cositive for them.




students. Not surprisingly, vocational enrollment has gained since' SPAN

There's evidence that SPAN is succeeding in its mission. An on-
going evaluation hy the Bureau of Educational Research, University of
Tennessee, shows SPAN is'increasing'caréer awareness at all educational

levels and documents a general attitudinal improvement toward work among

came into being. In 1974, some 19% of Memphis' high school students were
enrolled in entry-level programs geared to make them fully employable on
graduation. Benefits are mutual: last year, students working in Vocational

Coop Programs (D.E. - Distributive Education, I.C.T. - Industrial Cooper-

ative Training, H.C.T. - Health Cooperative. Training, C.O.E. - Cooperative
Office Education, General Co-op is a combination of all) and other part-time

job slots earned a hefty $2,500,000 to boost the Memphis economy.

Convincing evidence of SPAN's effect also comes from teachers who
report incrzased attendance rates and talk about kids, formerly discipline
problems, who got interested in their schoolwork and suddenly seemed to take

hold of their futures.

Perhaps the most telling evidence of the program's effectiveness came
when the local school district decided to take over the program after federal
funding ran out. Director Jim Hugueley attributes this iocal support to
several factors: good public relations for the program's activities; effec-
tive relations with advisory boards; and a gréwing belief in the value of

SPAN by lcoal school administrators.

The program will continue to operate at its pre§eht level} Jim says,

partly because the costs of maintaining the developed program are not pro¥

- hibitive. Salaries for Resource Coordinator and administrative staff account

for approximately 70% of the program's overall $296,000 budget. Othér costs

‘are primarily for materials.’ The CACI system can be updated and -operated for

100,000 students for an outlay of only $1,000 per year for paper, pro-rated
éomputer time, and updating labor; Likewise, the INFOE microfiche system
is updated jointly by the State Manpower Commission report and the state's
Research Coordinating unit at the'University of Tennessee in Knoxville. Cost

of this update is minimal.
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Under thé present budget, SPAN will remain in full strength in the
40 schools it presently serves. The program's materlals, films, CACI and
INFCE systems, however, are available to all other schools in the district.
In addition, the Instructional Television career cluster éeries is used

by school districts in Arkansas, Mississippi, and other parts of Tennessee.

The State of Tennessee has iecognized an effective model in SPAN,
and plans to provide some assistance for new materials for this program.
More important, a new state vocational education law specifying that career
education staff or a counterpart will soon be available throughout the state's
junior and senior high schools, with an anticipated career educatlon ‘staff
ratio of 1 to every 200 students. Memphis plans to use its share of this
available money to beef up its program in junior high and high schools, re-
directing the local share of its funding to expansion of the concept in

elementary grades.

This year, SPAN will enhance its elementary-level film library with

the "Bread and Butterflies" series developed by the Agency for Instructional
Television in Bloomington, Indiana, an approach staff feel will provide greater:
variety and flexibility in the overall curriculum. Jim Hugueley would like to

see the state legislature follow up with an extension of its bill to provide funds

. for career education coordinators at the elementary level as well as at the junior
and senior high level. . "Increasing job and career awareness and influencing basic

attitudes must begin on this level," he asserts.

‘fSPAN staff seem unanimously behind their program and.want to
see more support for it--more money for labs so kids can experience hands-on’
projects, more.time to'arrange'field trips and community experiences,
more opportunities for individual teachers and SPAN coordinators to plan
strategies for creative teaching. They also want to see more community
awareness of what they're doing and why. One community leader who employs
SPAN graduates feels :some of the overall Memphis community has not yet

taken a good long look at what SPAN has to offer.

"SPAN isn't going to solve everyoné's problems, but it's proving an
effective alternative for thousands of Memphis youngsters who, might other-
. "

wise feel useless and bypassed by society. A prominent comﬁﬁnity member
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and SPAN booster says it very simply: "Three years ago the kids didn't

know about jobs. Now they know there's some kind of job somewhere that

they can do."
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IN BRIEF

Career Education/Environmental Studies Pro:ect
Deerfield Valley Elementary School
Wilmington, Vermont

Casey Murrow, Director

Originated September 1973

- Project Staff: Director, full-time
: . A551stant Director, part- tlme
Speclal Substltute, part-time

School staff .
involved: District Superintendent,
Principal, 11 full-time teachers

Studentsi
involved: All 187 students in classes K-6
Funds: -U.s. Office of Education 581500

Vocational Education
Amendments Act, Part D,
for Exemplary Projects

-Windham School District $11,500

-Windham School District School supplies and
buses for field trips

" Total budget (1974-75) $20,000

Major features:

-Release time for teachers to take mini-field trips,

attend workshops, visit other schools;

-Career Education Resource Center

~Organized program of field trips and community visitors
-Resource Guide to local business and community occupations
and people :

The community and school:

Once a farming community at the edge of the Green Mountains in middle southern
Vermont, Wilmington's year-round population of 1700 now depends primarily

on the tourist and skiing industries for income. It is one of six small

towns in the Windham Southwest Supervisory Union school district. The Deer-
field Valley Elementary School is organized as a modified open classroom
school and occupies a new building constructed in 1969. It is one sf.five
elementary schools (K-6) in the district. One district school houses grades
K-12 and the other is a secondary school for grades 7 12.
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Here in Wilmington, Vermont, where skiing and tourism have replaced

farming as the community's economic mainstay, the Deerfield Valley Elemen-

‘tary School is combining some old and new ideas in education. The school

building itself is new, an open-corridor structure featuring three-walled
classrooms, a Learning Resource Center for kids, and a Teacher Resource
Center, and it's set next to a thirty-acre tract of woodland, a living
enviropmen;al lgb'for youngsters to explore. Inside Deerfield Valley you'll
find idealistic young teachers working alongside women who've taught
Wilmington children for years, and you'll find a principal who teaches every
day because he loves working with children. You'll also find a thriving
Career Education Project in this school based on the old-fashioned conviction
that kids learn not only frbm ﬁeachers, but also from people who work nearby,

from parents, from their environme:t, and from each other.

Career education at Deerfield valley has a single goal: toyexpand
learning opportunities for children and teachers beyond the classroom, into
the environment and the community. Four major elements of the project are:

e field trips to businesses and individuals, made possible

) by releasing teachers from regular classroom duties;

e maximum use of field trips as education devices by means
of preliminary activities, post-visit wrap-up sessions,
and follow-up project designed to use the experience
as a focus for learning or improving basic skills;

e visits by community members, parents and workers for class-
room demonstrations and discussions about occupations or
for assistance with week-long projects focusing on specific
jobs; : '

® concerted efforts by teachers and project staff to devise
ways of incorporating career information into regular
subject areas such as social studies, history, reading,
mathematics.
Deerfield's teachers, working with three Career Education staff members, use
these strategies to show their students the interrelation between local

occupations and industries and the larger world outside Wilmington. Their

approach is more than informational -- exploring careers means looking at

lifestyles, work surroundings, skills, rewards, environments, leisure time.
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. There are several things the Career Education_projeét does not do at
Deerfield Vvalley. Children, for example, are not pressed to make specific
choices about careers. Instead, they're encouraged to consider many kinds
of work as possibilities for themselves. There is no work éxperience or '
work observation thrust to this program; rather, children do projects which
teach skills (mapping, audiotaping and the like) and can be related to their
knowledge of jobs. Finally, staff and teachers have not developed entire
units on career education for insertion into the school's curriculum but

have preferred to relate their basic subject areas to occupations, job

skills, and a general understanding of society and work.

Teacher; approach career education differently, depending on the age
of their students. For the lower grades, career awareness simply means
providing direc£ experiences to help kids make connecticns between the

-~ topics traditionaily studied in the K-3 grades: what do community people
do? what does our town look like? where do food and clcthing come from?

what are families?

A third-grade mapping exercise, for example, seems like a traditional
activity, with fifteen youngsters working independently or in small groups
to measure the nature trail that winds through the school's woodlot. They
identify landmarks and draw their own maps, checking frequently with the
teacher accompanying them. The career ed part of this exercise, however,
began earlier in the day in the Career Education Resource Room, where the

_group saw slides and discussed different kinds of maps. Thé kids identified
people they knew who make maps and those who use them, and talked about the
special skills needed by mapmakers. Maps, they learned, must be altered

~ when townS,'roads or other environmental factors change:. After their
outdoor mappihg session, the group returns to the Resoufce Room briefly to
éhare impressions: they've found that drawing the right perspeétive is hard;
drawing ability is useful in representing landmarks; being able to use math
in figuring distance is important. They talk too about jobs which require

the same skills.

Similar methods are used for older children at Deerfield Valley, but
there's more emphasis on helping individual children define their interests
~and capabilities, develdp communication skills, and take responsibility

for decisions and for learning. Independence is encouraged. For instance,
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each year, the whole school particpates in a project to design and build a
system of watercourses on the hill behind the school. In the past, the
children arranged themseives in a power structure whereby younger kids and
girls carried water while older boys supervised and designed. This year,
older girls decided they could do the job too, and split off, with teacher.

support, to build their own dam systems.

"We've done a lot of awareness things," says a teacher with é mixed
class of fifth- and sixth-graders. "We've worked on different projects that
help kids discover they have choices. For example, we made a giant book

- which is inour room. You can sit inside the book and read--there's only room
for one person inside at a time. Each month there's a different book on a
successful person and inside the big book are questions hanging all around:
What was this person's childhood? Was he any different when he was a child? .
What did she like to do when she was your age? What they find out is that .
sometimes sSuccessful people had problems or made decisions they can really

" understand. Or they learn that people don't always know what they want to
be until they explore many things., Now in ciass we have lots of discussion
about choice and knowing what you want to do. Walking through the room, you

* see lots of things, but you don't see career education -- yet it's really

the focus of everthing I do."

What the Project Looks Like

Although regular lesson plans are routinely modified to accommodate
career education topics, many more activities sppntaneously flow from other
projects or result directly from student interest. This :esponsiveness or
open-ended approach is possible partly because the school is a small one.
With 187 students, the staff includes 10 full-time specialists in reading,
health; ﬁusic, physical education and learning disabilities, and the small

career education staff.

The Career Education Project consists of full-time Director Casey
Murrow; Assistant Director Barbara Cole, who works half-time; and Nicki Steel,
a Special Substitute, who devotes about a day and a half to the program each
waek. All three help teachers coordinate trips and resource visitors, and
moaify regular lesson plans to include career or occupational experiences.

Each has an area of particular expertise: Casey in social studies, Barbara
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in science, and Nicki in arts and crafts. The availability of these three
staff as informal and immediate substitutes is the basis of the release time
concept. Teachers have 12 days each year of release time. When ona wants

to use some of this allotment to go on a field trip, attend a workshop,

or visit another innovative schooi, one of the project staff takes over the
clnssroom. Moreover, all three staff are available to help with regular

classroom activities or field trips.

Flexibility, the ability to take advantage of opportunities as they

arise, is.the key to Deerfield Valley's Career Education approach. Its
success depends in 1aige measure on cooperative relationships among teachers,
and the project is staffed to support and extend such cooperation. Casey
Murrow is‘largely responsibie for acceptance of the program among teachers.
Also important, however, are the educational lezdership of the school's

principal and the open classroom structure of the school itself.

How the Project Began

Seeds for the Career Education Project were sown with the changeover
at Deerfield Valley Elementary from a traditional to a modified open-
classroom school in 1969. The move toward a more open educational structure
was virtually dictated by the design of the s¢hool's new building. A new
district superintendent, Dr. Clarence Truesdell, helped 'with the
school's reorganization because ‘of his experience in open-structure elementary
education in thé Newton, Masgachusetts school. Dr. Truesdell supported
the existing teaching staff because he felt it was important to have teachers
who had earned the trust of parents and the community. In the course of
introducing changes in classroom routine, he points out, "We made sure that
teachers were allowed to teach pretty much in the ways that they're familiar

with. They didn't have to change everything."

Teachers and students alike had to adjust to the new space. Instead
of a central coriidor with rooms opening out into the hall, the corridor
ran around the outside of the building so each classroom could incorporate
the corridor space along walls and windows. Parents with questions about
the new use of space were invited to stay and talk with the principal or

observe classes in action. As teachers became more comfortable with their

surroundings, parents relaxed. too.




The school's new principal, Sid DuPont, sevt his own tone as an

~educational leader when he came to Wilmington in 1971. As head teacher he

spends two hours in ehe math lab each morning helping kids who come to

work out problems from other classes or who want to pursue a particular idea.

He's also taken responsibility for displays throughout the school which are

touchable and provocative. Sid amplified the superintendent's approach

to introducing change. "Teachers should be supported in whatever approach

they choose to take," he states. He encourages teachers to try new ideas,

too. "The only way to teach," 'Sid says, is to learn with your students."

In 1973, CaseyMurrow and Sid had come up with an environmental studies
program that was initiated a few weeks before they learned that career educa-
tion money was available. Casey had been at Deerfield valley as a fifth
grade teacher for three vears, but having taught in open classrooms in Washington,
D.C. and having spent extensive time observing primary education in prepara-
tion for a book, Casey was already a leader among Deerfield's teachers. He'd
been exploring ways of taking his own classroom into the community and wanted
involve more teachers.' "Barbara Cole had just been hired as part-time staff
for the Environmental Studies Project when we began to look at Career Educa-
tion closely," Casey recalls. "We realized that we didn't need to wear two
hats, that there's a substantial link between environment and career aware- .

ness, especially at the elementary level and especially in rural Vermont."

They had the support of Superintendent Truesdell who feels'tha:\bareer
education is a new and challenging area. "This society", he says,'“is
closed. Try to really observe what professional peoéle do, for example,
and even you and I would have a hard time. Xids are really kept from
knowing what goes on. I asked a kid what he thought his father did for a
living. He said, 'He goes.away and gets into a hole and makes money.' His
father was a salesman. We really don't know much about thJkids or people
decide what they want to do, what turns them toward people or toward
abjects," he states, adding that there's very little theoretical groundwork
on which to base most career education. "Maybe the best thing we can do
is providevexperiences'that go through time, that are long enough or recur-

rent, and to make sure that kids have access to information."

That first year, federal money amounted to just under $7,000 for career

education with another $5,800 coming from the local school district. Casey

Q 2:35




and Barbara each worked part-time on the project. Barbara proved to be a
valuable role model as well as career education resource. She left a job

as a biology teacher at Marboro College to work at Deerfield valley, but kept
her post in the laborator§ of the Wilmington Health Center and contihued to
help her husband (a elementary-junior high principal) and their

five children run the family's small farm. The two project staff began to
set up the central Resource Room and identify with teachers the kinds of

field trips and resource people that would fit into their class schedules.

During the second year of the project, the federal money was slightly

increased: $8,870 from the same source, the Exemplary Project (Part D)
funds from the Vocational Education Amendments Act of 1968 administered
through the U.S. Offfice of Education. These funds paid for

Barbara's time and that of‘Niqki Steel as additional substitutes

for the newly introduced "release time" concept. The school district

raised its second-year contribution to $11,500 which allowed Casey to work

- full ‘time as project director. In addition, the district allowed some

regular educational supplies mdhey to be earmarked for the project and
okayed the use of schoollbuses for field trips. A Vermont law allowing any
licensed bus driver to operate school buses helped the project save on
transportation costs. Barbara, Casey, and two other teachers obtained their
bus operators' licenses and regularly drive for field trips. ‘The project

is aware of eqﬁipment which can be furnished by the district, and capitalizes
on the shared use of céssette tape recorders, projectors,‘videotape units,

and photography equipment.

How the Program Developed

Many elements of the program were developed simély through experience,
as teachers and staff learned how to work with each other. Casey and Barbara
set up a central Resource Room to be the headquarters for Career Education
and Environmental Studies. They developed some strategies for staff teaching,
began collecting ideas for field trips ahd community visitors in a Resource
Guide, and began locating parents interested in getting involved with the

school's activities.

In the course of the project's two-year development, some changes were

made as problems arose, while other changes were undertaken by administrators
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‘and ' teachers to improve the open-school cdncept or implement the

Career Educétion Project in classrooms. On the whole, teachers feel they
have been involved with the new program's directions. Says one, "We didn't
really have problems taking on career educatiqn...We solved things together

as they came up."

Nevertheless, aside from the general adjustment required to teach in the

new school Structure, the project's emphasis on field trips, visiting
resource people and career education information did present challenges to
Deerfield's teachers. Not all teachers were equally receptive to planning
field trips, felt able to bring iﬁ community people, or were eager to
change their regular subject orientation to include careers and occupational
information. Some felt they didn't have the extra time to plan activities
around field trip topics or the expertise to talk about wvarious occupations.
Some were uneasy dealing with the more affective areas associated with career
education such as self awareness, identification of interests, and decisions
about lifestyles and career rewards. Others were not sure how to start
incorforating career information into the basic skills and, after years
.of teaching in closed classrooms, were not sure about how to use extra Staff.
In addition, parents were still becoming accustomed to a school routine
which allowed children to leave school in small groups, design special
projects and learn basic skills in new ways. Teachers did not articulate
these concerns in opposition to career education; most were willing to try
more new ideas. More iﬁportant, Casey, Barbara and Sid had planned for

the new project to begin gradually and with maximum support to teachers.

Training Teachers

Staff training was deiiberately low-key. Casey and Barbara began with
the established monthly staff meetingS; On these Curriculum Days school is
dismissed at noon and teachers spend a half day writing new curriculum,
planning joint class activities, or solviﬁg prbblems. "We started gradually”,
Casey says. “Each Curriculum Day Barbara and I would have something related
to career education on the table -- two or three prqject‘suggestions with
materials and directions for using them. Often we'd\discuss the rationale
for talking about work or cafeers; we might suggest ways they could incor-

porate a project into social studies; or reading." Soon teachers were trying
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these ideas out and beginniné to make suggestions for other projects.

Casey and Barbara quickly found that working individually with teachers was
Ehe best way to talk about combining career sducation and subject areas.
"Most important," Casey notes, "our in-service was, and continues to be,
one-to-one ra=lationships with teachers. We spend a lot of time exploring
what the teacher's goals.are for the next féw weeks and work with each one
to help them come up with their own ideas." Caséy believes there's no
substitute for this one-to-one working relationship: "When people ask me
how they can possibly manage that kind of arrangement in a larger schocl,

I tell them they just have to find some way to make it happen, because the
workshop approach doesn't work for this kind of project. Workshops are
fine if you'rs going to introduce ‘A Thousand and One Carser Education
Activitiss You Can Do with Your Class', and we've done that, but it ddesn't

work for really slanning the xinds of activitiszs that make up.this project."

Teachers are enth'u*siaéti:: about this individual support from Casey and
3arbara, OCne says, "3Barbara comes and says, 'What are you working on?'
and we'res both off immediately into new ideas." Another says, "I only have
to mention an idea to one of them and thev start adding to it -=- it mush-
rcoms. They add things to a trip or a project that really make it worth-

while."

Dufing the first.yea: of the project Casey and Barbara both made
themselves generally available to all teachers. They were not used as much
as they would have liked by some teachers, yet occasionally there were so
many demands for their time that they could not adequately follow-up on
projects they had helped initiate. The second year they split responsibility
for individual teachers, allowing teachers, where possible, to choose which
staff they'd work with. Then Barbara and. Casey scheduled a speéific time
each week when they'd drop by the classroom to help a tsacher conduct an
activity or plan future projects. Teachers like being able to count on
this one-to-one time, and stafZ fesel they're being used more efiiciently.
"We have time to do better follow-up with projects, says 3arbara, "and we

still have time to work on big projects involving several taachers."




The Project Now

® Field Trips and Community Resources

' Sharing responsibilities for classroom activities has led naturally to
sharing ideas and responsibilities for field trips and visiting community
people. A valuable product of the project's experiences is the Resource
Guide put together with information supplied by teachers and students as

well as project staff. The Guide is more than a simple listing. Entries

are organized by areas and by distance from the school. EFach listing
includes the person's address and phone number, the preparation required

for teacher and 'students, size of group that's appropriate, times for visits,
and all features about the place or person llkely to tle into classroom

studies.

A partial list from the Resource Guide shows the scope . of occupations
students have visited or worked with: pharmacist, coin collector, hlstorlan,
restaurant owner, candy store operator, candy factory manager, pollce, dairy-
farmer, auto mechaniec, civil ang sanitary engineer, surveyor, machine tool
maker, homemaker, Printer, potter, meat cutter, plumber, postal worker,

.maple sugar maker, sawmill hand, ski patrol personnel, and many, many more.

Because field trips are used so extensively in this sehool and sharing
responsibility is emphasized, project staff's role in planning and conducting
the trips is important. There's an informal agreement among teachers. and
career education staff that whoever comes up with the idea is responsible
for the major arrangements for the trip or pro]ect, although back-up support
and additional 1deas are provided by staff. Most suggestlons for major
trips, however, still come from Casey or Barbara because they have the most
time for arrangements. Teachers know that Barbara, Casey or Nicki can carry
on knowledgably in their classrooms, and if they get stuck in their plannlng,
staff are always ready to help. "There S a lot of work involved in planning
a field trip the way we usually do it," one teacher admits., "There are so
many nitty-gritty details that I just wouldn't always be able to handle if
Casey and Barbara weren't there. . And field trips can't just come from any-
where -- they really have to be tied in with what we're doing. When we do .
something here, it's because there's a desire to do it, not because it says

in the curriculum 'Field Trip Here"'. . _ i
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Nitty-gritty details include preparing people at the field trip site
for the aée, size, and interests of the visiting group. Staff also éick up
buses or arrange for cars; schedule parents or volunteers to accompany the
kids; develop introductory materials on each subject and collect information
for use during and following the trip. The latter requires a great deal of
time, since they routinely bring in material on related career fields,
historical information, and even develop learning exercises to keep kids

engaged during bus rides.

Teachers say they've learned‘much from Barbara and Casev about expanding
the field trip experience béyond the trip itself. The 3 R's, science or
other basic skills become naturally enmeshed in the experience. "Not long
ago we took a trip to a museum in a nearby town," one teachgr relates. "We
did some reading and preparing reports before the trip about the kinds of
things we would see there. We put together information on the history of
all the little towns along the way and we talked about them on thevbus;

Kids who lived near the towns or had been there on a visit had something
to contribute. On the way back we had the kids estimate how far they

thought a mile would be. Then we had material for social studies and math."

Many staff find it impossible to describe one activity without mentioning .
the equally interesting projects that grew out of it. "Remember when the
kids visited with the man who did bird banding?" one recalls. "That led
to a whole week of activities. They did migration patterns of all kinds
of animals, made overlay maps of patterns in different seasons, charted flight

and travel routes, classified birds and animals,"

In planning field .trips, parents are more than token participants.
When a father who isa TWA co-pilot offered to help out with a tour of a

commercial jet, the excursion was set up so children could get the most out

of the experience. He came to the school three times beforehand to discuss

maps, charfs, and photographs detailing the plane's layout sé the kids
would know what to look for. At the airport, the group inspected the plane,

watched security operations, and talked to a number of employees in the

" terminal building. At the last minute, the control tower agreed to-let

small grdups of kids watch air controllers "talk down" planes as they

approached the field. The father had also organized a tour of an in-flight
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food preparation center and the local air museum to round out the experience,

in éach case making sure key workers were on hand. Perhaps most important,

this father took time to describe, as many visitors or field trip guides do,

what he liked about his job. He talked about how he became interested in

flying, how he began and what effect his job has on his own children and

family, thus giving kids an idea of the decisions and lifestyle that are

associated with that particular job.

=

When people begin to talk candidly about their jobs, there are sometimes

surprises in store. As children crowded around to watch workers lay the

foundation for a schoolyard greenhouse, one man answered several questions

and then said directly to the group, "You kids better stay in school and go

to college so you won't have to do this."

On a Erip to a military post by the seashore a group of sixth-graders

listened intently as a young enlisted man described his duties and respon-

sibilities and then said confidentiaily, "They tell you it's really fun to

learn to do all these things, but I think it's sort of like being in jéil."

Teachers .and project staff say it's often at least as important to know

what you don't want, as it is to know what you do want to do.

Children have a lot to say about what kinds of trips and projects they

do. Asked how field trips are planned, one fourth-grade girl answers, "Well,

we just talk about where we'd like to go, and then we decide when." On the.

average trip every child in the school goes on five trips a year; an average

trip is 30 minutes from the school. Although children are still eager to

take trips, staff report, they're beginning to feel they have choices --

that they can part1c1pate in trips they really want to go on and choose not

to go on others if they're absorbed in other pro:ects. Even now, teachers

say, field trips are not usually seen as ways to get out of school.  "Some-

times we do more work in going on one of these trips than we used to do on

a whole unit in class," one remarks. Many older groups are involved in the

plannlng of their trips, with responsibility for arranglng equipment, lunches,

sources of information, and their own materials.




® Resource Center

The Career Education/Envirdhmental Studies Center is close to the school's
Learning Resource Center and Math Lab where children are accustomed to working
independently or in small groups. The Career Education Center is a kid's
dream, packed with homemade reference boxes labeled "beekeeping"”, "stamps",
"birds", "book-binding", "paper-making"; there are projectors and screens,

a videotape playback deck, maps, a rack of pamphlets on birds and trees and
flowers; brushes, paints, easels, tools, tape measures, nature signposts,

and much more. "The kids have really learned to make use of this room and

the people who are hére," a fifth=grade teacher reports. "They're always
coming up to say, 'Can I ask Mrs. Cole or Mr. Murrow if they have something
to help us with this insect?'" Barbara and Casey make themselves available
for such-'individual projects, and onloccasion, when a particularly indepen-
dent student has forgotten to tell the regular teacher about a project,
staff alertlthe teacher so .she or he can.help if necessary or look for ways

to share the project with the class.

Aside from the Resource Guide and activities developed by teachers
wﬁich have been written down, this project is not a "paper project". Instead,
staff, teachers, and kids have concentrated on collecﬁing materials and ideas
that can't be bound into curriculum guides =-- videotapes, audio tapes,
slides and photographs, stories, art prints, books, displays, furniture,
exhibits. Most of all, the projgct's resources are teacher and student
skills in recognizing learning opportunities, in planning individual projects,

and in using various media to communicate and display what they have learned.

Children have been made real partners in collecting, recording, and
sharing of career information. Nearly all classrooms depehd on reports by

various small groups of kids to>expand their understanding of particular

occupations or interests. To facilitate such reports, the project has made

audio and videotapes, photography equipment and individual journals a part
of regular classroom procedure. 'These records of projects. and interests

also give kids pefspective on their own growth and achievements.

A photography lab set up and operated with the help of local professionals.
provided the chance for older children to teach younger ones how to use it.

Audio recordings allowed children to conduct interviews with people on-the-job

¢
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in local businesses. An audio library was established but discontinued
when staff found that tape files were used more often when they were kept
in the classrooms of the children who made them. (Staff at this school are

flexible enough to use whatever works best.)

Deerfield's Parents and Communiiy

“Because of career and environmental education," one Deerfield teacher
observes, "not only do we go places and see more, but we have more coming in.
The school is really becoming the life of the community.” On a single
evening in October the school building was being used by three groups.
Teachers and parents were having one of two yearly conferences to discuss
individual children's progress. Another group of teachers, community people
and a few parents were holding a workshop session on parent-child communica-
tlons. In a third area, an env1ronmental group was meeting to discuss state
plans for timber cutting. The building was busy with activity until nearly
midnight. | |

Once parents actually saw the school in action, it became ea51er to
1nvolve them in helping teach their children. One way of 1nvolv1ng'parents
was a program called ELF (Environmental Learning for the Future) introduced
at the Vermont Institute of Natural Science in Woodstock, Vermont. This
program trained'éarents to teach environmental studies. Casey recognized.

a good way of bringing parents into the school for projects in environmental
and career education, and contacted the program to ask them to modify their - -
workshops for use in the Wilmington area. He also put together a guestion-
naire asking parents if they were interested and what skills and areas of
expertise they'd be willing to share with the school. Response proved good,
and a particularly inte;ested parent named Liz Saunders took on the job of
contacting parents and helping scheduled ELF workshops. When éarents com-
pleted the workshops, tiz coordiﬁated their Qisits to the school for projects
with classes. Those willing to come back many times were included in the

_Resource Guide.

Parents also tutor in classrooms and accompany groups on field trips.
Others open their businesses and homes for class excursions. Peter Gabaeur,
Manager of the Wilmington branch of the Vermont National Back, is a parent

who hosts Deerfield Valley students. "I've never seen a school that involves




so'many parents," he says. Having been a summer home owner in the area for
“many years, Peter became interested ip the new elementary school three years
'ago when his chiidren began to reach school age and he moved to Wilmington from
Westchester County, New York. I enjoy having groups of kids come to the bank,"
he reports. He shows them how the vault works, takes them behind the window
to learn how the teller keeps track of money, talks with them about credit and
loans. They come back as customers, he says, sooner than you'd think. When
the fifth grade opened a small supplies shop at school called The Pencil

House, they opened an account to record sales, profits and dividends.

Bob Rosso is another parent who likes to host Deerfield Valley students

at the barnboard factory he manages. He's happy about the excitement his
kids brlng home from school, and his interest in what youngsters learn about
careers is more than a passing enthusiasm. Bob believes kids need to know
all they can about jobs, careers and decision-making because he's not opti-
mistic about what's available for them if they stay in Wilmington. "Let's
face it," he says, "other than the ski industry, there are only three choices

ﬂ_avallabletOHmst kids when they graduate from high school 1n this town. They
can work for the machine tool company, join the army, or leave. I want:to
build up this business and help attract other businesses so there'’ 11 be

- more opportunltles around here." Bob's company specializes in treatlng new
wood to look like weathered barnboard, but his guided tours of the factory
are only one service he provides. He gives the school discounts on lumber
for various projects. He's presently helping build cupboards in one of the
classrooms, and other occasions he's helped groups of kids design and build

bird houses from scraps of barnboard material.

Sharon Adams is a parent who was concerned about the changes in the
school after the new building was constructed. N@t only did she visit the
school to learn about the new classroom arrangements, she ran for and was
elected to one of the three school board positions. A long-time resident
of wilmington'ahd operator ‘with her husband of one of the last dairy farms
in the area, she too has opened her home and farm to groups of children from
the school and accompanies groups on field trips. She wanted to be sure
her children were not missing out on the basics of education to take trips
and do special projects. "I think that some of the field trips are Hbt as

‘interesting to all the kids as they hight be," she says, and acknowledges




that some children do better in less structured atmospheres than others.
"But it really comes down to whether you have faith in the teachers at the

school, and I do think we have good teachers there," she says.

What Makes the Program Work

The questions raised by Sharon Adams and other pérents are questions
that teachers and administrators at Deerfield valley take seriously too,
but not over-anxiously. To those who ask "How do you know kids are learning
the 'right' things?" "What's the proper mix between 'basic' skills and other
projects?" they say that there are many answers, that answers to those
questions must be worked out for individual children with parents, teachers

and with the children themselves.

Evaluating the mix of career education and other learning is very much
a part of the way teachers identify their own goals and evaluate their pro-
gress in this school. Teachers acknowledgé respohsibility for the progress
of each child in the classroom in reading, spelling, wrltlng, speaklng,
mathematical computation and problem-solv1ng, environmental and career studies,
and school behavior. fThe school does provide some guidelines. For example,
says Sid DuPont,,"The mlnlmal goal is to have each child work each day for
forty—flve minutes in readlng " This is minimum. Teéchers'are allowed to
organize their classrooms fo:mally-qr informally, to deal with children

individually or in groups, according to the ways they work best.

Evaluation has many forms here and is part of the process of'teaching
basic skills in new ways. "We do some standardized testing," responds one
.teacher. "We know the objectives for each of the grade levels we teach and
we observe the children closely. Many activities don't actually teéch skills,
they only reinforce, or you can find out how well the child has mastered it.
You look and say, 'Gee, he can't put ten pennies in the jar marked ten,' so
you begin to find out why it is he can't do that =-- whether he¢ doesn't under-

stand the number ten, or can't count all the way."

Teachers of older kids are also on the lookout to identify needs of
their students. 1In the course of doing social studles and communlcatlons,
one teacher reports,. "We designed interest surveys and made lists of job

skills and talked with visiting people about how they decided on the job
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they're doing. But when we began to talk about what they wanted to do in
the future, what they would be like in 20 years, I was surprised to find out
how many kids didn't think tney could be anytﬁing. I heard a lot of, 'I
can't do this' and 'I'll never be able to do that.* I'm trying to develop
new projects to help kids recognize their skills, and I tell them all the
time that they can do any job if they are really interested in it and want

, to learn it."

As they become more adept at combining. career~topics and basic skills,
teachers express the idea that career education activities don't "take time
away" from the learning of basic skills, but are used to reinforce the use
and need for those skills. "We use our trips and projects as starting points,"
a teacher explains, "then we read other books, we write stories and descrip-~
tions." ‘“The way I see it," another adds, "the scopé‘and saeguence of our
curriculum still comes from us, but career education allows us to explore

many things." . . .

As head teacher, Principal Sid DuPont spends much time with individual
kids and with teachers and is available to help teachers who need or ask
for assistance. With increased use of release time, kids come in contact
with more than one teacher. Teachers report that in general they're much
less concerned with their own territories and the children who "belong" to.
them. "We don't just consider our classes as only ours now," 'says one. "We
feel responsible for helping and watching out for all the kids in the school.
~ We know them better, and they know us. I can help a child or intervene in
an every daysituation which involves kids not in my classroom, and their

teacher doesn't feel that she hasn't done her job with them."

Individual teaching styles remain Varied, and this is considered an —
asset. There's some effort to match teachers"styles with the learning needs
children and parents feel are most important. As a result class sizes vary;
the average is 18 but one or two classes have as few as 12. Matching students
and teachers is not always possiblerin a small school. sStill, the options are

there and classrooms are open enough that children can from time to time

seek out a teacher with whom they feel most rapport.

Parents are urged to participate in assess1ng how their children are

doing at’ parent—teacher conferences in October and March. Report cards are’
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sent home in January and June, and intermittent progress reports also.keep
communication open. Moreover, barents know they're welcome at Deerfield
Valley any time. Like the children, teachers have learned from resource
people coming into the school. Some have been affiliated with Deerfield

. Valley for significant periods of time -- for instance, a Fulbrlght fellow

- studying the cognltlve mapping skills of children. Because this school is
innovative, it attracts visitors who are often asked to share 1mpre551ons and
ideas. Finally, everyone has learned from experience =-- how much time should
elapse between a project and follpw»up so the experience can be properly
absorbed; what size group is manageable for teachers and meaningful for kids;
how staff can best use their time. At Deerfield Vvalley informal assessment
is done day by day -- it is not relegated to a particular staff-training day
only, nor to the end of the year. Mutual respect among teachers and between

edministrators and teachers is evident.

Tfansglahting Deerfield

The question is nearly inevitable: Could other schools incorporate
Deerfield Valley'e approach to «lementary education? "I'm convinced that
this career education project could operate well in an 1890's building,"
says Casey Murrow. "You wouldn't have the movement among classes as.
easily, but even with the usual doors and walls arrangement, you could have-
the same kinds of projecté and trips, a similar in;egration of career

awareness with reqular classroom learning, that we have."

The key to making this program work elsewhere seems to lie in developing
51m11ar working relationships between project staff, administrators and
teachers. To argue for or against the implementation of this project at
- other schools on the basis of a single personality or building structure

would be unproductive.

Other schools might easily adopt certain features of this program, for
example, the allocation of one teaching position to coordination of project
activities or revolving substitute staff on a release time concept. School
. Supply budgets can be used for equipment and materials important for career
education. Like Deeifield Valley, a school could make sSchool buses
available for trlps durlng the day, subsidize transportatlon or earmark

supplies for use by the project.
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The real question of replication raised by this program is whether a
particular school has a nucleus of interested people who are willing to
work toward an atmospheré where new directions are encouraged. The involve-

" ment of parents, community people, teachers.of different views and children

of various abilities can, it appears, follow from such an impetus.

The important thing, Deerfield Valley staff feel, is the recognition
that opportunities for learning exist in many settings;Qodly some of which

are classrooms. Deerfield Valley has defined career education as "aware-

ness” -- of the environment and. community, of people and -the jobs'they do,
of the relationship between jobs, community roles and liféstyles. Parent
Bob Rosso says his children love what they're doing at Deerfield Valley:
"We spend the first half hour of every ainner just talking about what went
on at school."” Liz Saunders says kids don't hate school now, as she
remembers doing. On the contrary, she insists, "They just hate to leave
school." '
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