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:ABSTRACT '. o

Sixteen guideline recomm2ndations developed by an
experiential education advisory panel-are presented. Pplicy

guidelines are intended for .use in developing exXperiential ‘education

proqrans. ‘'Bach issue is briefly delineat2d;. major p01nts that were

Qoffered for the panel's consideration are hithighted. The issue
‘statements concern the following areas:‘'l2arner obijectives, site

selection, evaluatian, structure for learning, diversity of

'experieuges, identification of learners, access to various employment

;vorkplace personnel. Immediately following each issue statement is
‘the panel's guideline recommendation including the rationale,

‘lavéls, program expansion, commitment to programs, worker protection,.

legal, requlrements, paid experiences, academic credit, employment
credit, preparation of educational personunel, and preparation of

safequard, and potential benefits."For example, the firkt
recommendation is that experiential education .goals should be
translated into "specific learner objectives and should be ‘stated' in

terms' that reflect shared understandlnq among all- participants.
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A Many régcent esliosinnalmractices inmsive the total community.as a it and resource for-learn-
ings: These\outmba_‘iﬁ eqsarpiaes énable learners to acquire knowledge, skjlls,.and
s.and prepane Iuﬁfs‘zﬁr participstion in a variety oflife roles. Recognizing the value of -
g.by. direct ewperimaipgiiey the"véal wr|d, individudls from labor, management; education,. ,

y xcantbth j-fggnégal‘€qom€be”e,n!wa‘iflg together tQ design-and implefnént successful expe-
, v, rientigledt cation gawogramms: imthe world a®work. ‘While a number of excellent programs already
N em( DT \diﬁg“‘hf‘_qm:e'xpariential-hrn’ing.opportunitie's-presegts a continuirig challengeto
. el partigipants. . e B S e
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. This report'is part-of a study of policysissues in experiential éducation. As a fesult of discugsihg _'
andiclasifying selected issmes, guidedine recommendations for experiential'éducation’were déveloped. ™ ' "
. Thefpraject!s advimory pamefiyvas instrumental in clarifying,the, lssugs and developing the recommen-", | -
- dations:: The Natasmal ant§ is indebted to the.panel members for their conscientious. efforts and~
forthe:tirie:they smve to-the project. For their ¢ontriblitions to this study, acknowledgment is ;
given to: Herbert Lévine: Rutgers, The State Uniyersity of New Jersey, who served as panel chair-~
reksq;-Maska :Ba:sh'_a’lde&unien—Garbide:—Gorpdrat-jon;—Jose“p,h?.B'enotti',"._Genera|;Ele¢tric Company;_
Whillia t’Br%s,‘(.‘ﬂnéral.;:Motom Corporation; Scott Detrick, Natienal School Boards Associatian;
JuiterDoralih; United Auto Workers; Kenneth Edwards, Infernational;Brotherhood of Electrical -
#lomi=Charles:Heatherly, National Federation of Indeperider 3Lsiness; Robert Lipscomb,
“ilsionsiiEducation Association; Richard-Mc Allister; Retail Clerk#éinternational Union; Dorothy - -
Shields; AF1.-C|O; Cecil Smith, National Urban Léague; Beverly ‘Stanton, U.S. Conference of =
Miswess; John Swamn, Recruitmentand Training &ggrar'n: Scott Thomson, National Association of -
Ssmewslary Schoot ®rincipals; Gail Trapnell, Amefican Vocational Association; James Ward, American
‘Fasmsstion of Teambers; and the ex-officio panel members: ‘Evelyn Ganzglass, U.S. Department of
LawerJUistine Rosriguez and Susan Nevas, U.S. Department of Health, ‘Education, and Weifare.

y Appreciation must also be given to the many students and' experiéntial education program-

. cussslinators who assisted in this sumly. Marcia Freedman, Colurhbia University; Mary Klaurens,'
Urigpmersity Wmta; Thomas Omens, Northwest Regional Educational;i?:oratory; and Harry
Silmasman, Uniersity of California, Los Angeles served as reviewers of thisBcument. We thank
themfor their helpful comments and suggestions. David Hampson, Chigf of the National Institute '

,of dudmcation’s Career Exploration Division, initiated this study and Ronald Bucknam and Robert
'Hammis: served as Project Officers forthe study; we’thank them for their guidance and suppbrt. .
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%ﬂv:cdgnition is duéfR-ichard Miguel for his overall direction of the proj&;; _at:d for the prepara- .

tiorwiof this report; borah-Coleman: for coordinating the literature reviews; Lanise Wasson for- :
- . gasivéging infprmation’ about the experiential programs; Jeanette McC’qn@) for editing the .
report; and Kay Freeman fotsecretarial support services. T e o
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orﬁs awesult of the coll'ectwe eff\a}-uﬁthe pedbjest’ sadu-wd the project .
policwissues presented are'by no meaﬂonu— .of imavetites the=panel but' !
r-nlsSuec that t:OuId/be considé hmﬁw! B

. ek ZcOme of the pro;ect was thavul ot lbguilitel mmmendatlons B
-y Wiwiimsry pembl’ These recommendations aresimeneec-éscusedmiiiiitation by indi-
i Widwals issived imithie policy- making and ‘planningameces Exsymeiiieie. jon programs,

Lo
DI

While seasscemmendationg shquld be most helpfuiiaes allipartie . instamng new.

#iwﬂmlso be of usé m more estebllslummm
~ Y‘Iwms usd in thhe' ;tudy are explalmd brisie:

-

* L
] Brperlmﬂal Iebrmng refers to the proce*nmuq stk gther life roles
-ty studying,-observing, and performing.thilmerin any tmouily outside the
.schoot) where those roIes occur. . i e '

id fxpenmlal educatlan refers to planned ec_atlond' _ to enable
" learners#o acquire attugudes,,skrlls‘and knossledge o 9o life roles by
participating in work settings. This is an ixégmsjve ¢ sging-all programs that
depand:upon experiential iearning.as a pri | I:;ﬂ,;m-study fOcuses‘ .
prlmarrtv on work-onented expenentlal ac-lnon

/ '

‘o Pragr'anrrefers fo any grgamzed effort to Eﬁct g mesition. It may be
referred'ato as a program or, for exa\‘nple itmay beyaer or exlstlng program
in a scheol. - :

° Leamer£ refer to the mdlwduals for whmrthe expurlmmam |s~|ntended

. ,Partlclpants refer to aII persgns involvedsin -nrexpuﬁntqrproﬂn namely, Iearntrs,
- parents; labor and management represematiwes, pm sad teaclurs, admm|s—

.ﬂtrétors,\cohnselors and qther school pemonmel. .

‘..

;) . 4
ﬂminllowpg are he guideliné recommend - d by thgpmel The rationale, .
wgreds; and mtentla beneflts for each guidelimee eta'fej-wnhln thisreport L /
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SR ExrﬁﬂAL}aoﬁ&Anon POLICY GLﬁETES
e ¥ i q.EARNER o A é‘ :’Expormtlai education: mf;ould be temnsiated into specnhc .
' Feo . |earner objectives and sr-‘)e stated in thewms that teflect

K

OBJEC,‘TIVES . ®
LT R w . & shared understamding amesi=all participasss Criteria for-.
’ . -_;-’.' . ¥ * - - evaluating the olsjectivessarepart of thnsu understandmg
2 SITE ale Experiential learning Id be devufor programs -,
. "' SELECTION ‘ on the basis of#he p r delivering-alnggterm nersonal 'i
_ v é § social, edugati_ m or evelopmer“ts: .
E - 3 -E\'I‘ALUAT!ON .o Evaluation shoslli-be s mmmtinuous proess iv“rii_)g-‘ all -
Brooh e o\ . o participants; thijk#vocsssssould be condusesd ascsrding to
. ‘“ ) R . terms and pr.*sﬂ:lished in' the—siaralmug stages.
o 9. STRUCTURE Experiential “iahniigy sramid be structume-1g fifitulate .
- -FOR LEARNmG _. . learning throwsilt eimifu| activities, inc Jw'p_qo_'r7____;_._____”_

. . tunities for r interpretation. LT :

‘ ’iﬁ : ';_7 ) - ‘ T }
DIVERSITY OF ’ The learner'sspmiml{ it of experiential educatiom:oppor-
EXPERlENCEs - tunities shoulisme! edjversity’ of leamninggamalswork

: L experiénces. . ¥ - : ‘ 3
. Lo . ' ;& 7 :
o 6 ﬁlDENTIFICATION All learnérs stsmld zopportunity ipate in . "
- ﬁOF LEARNERS- programs anmwtb‘mvolﬁ' 1111 heir assign- >
E ments. Particiemsion id be based on & d shared ,
I T ’ understandirndy & factors: (1) the sloWilk knowledge .
T ©_ and attitudes is expected to dé : {2) the
) JREIRIDPLINES ; learner’s n and capacity for ®oping them; . -
T : ang (3) avaiishiifity of wesources gnd opportilities.
. 7 Accsgsv'.rao VA%?IOB' . Experien'tial‘—ﬁlzlg-epportunities shouldme-developed at
EAE/I‘I;%LS ENT T various empimpment levels within community work sites.
8 PROGRAM Lo Experiential learning opportunities should be developed
EXPANSION gradually, expanding only after pilot programs have demdn-
, e  strated success:
’ - . ‘4 .-
9 COMMITMENT. Cooperating organizations shouid be encouraged to sustain )
¢ TOPROGRAMS = <their mvolvef’nen‘t over given periods of time. The nature and
. ; g ‘ exterit of this commitment should be agreed upon in the ~
- . - ‘ plannlng stages by aH involved. . _
. 1 o WORKER / 4 The presence of experiential learners in the workplace sh0u|d
. ; PROTECTION " 'not result in the dlsplacement ‘of workers. If the work force .
. X ‘ ) isreduced ‘while a progran) is in effect, , a0y required reduc- *
. tions in experiential learners or other program modlflcatlons '
’ . ' . should be made aceording to terms agreed upon in the plan-
, : , ning stages. Y,
I's ' 4
I 4 ’ ' . /\ . ' g e '
~ ~z” , ' vii'’ <
VO .
5 . A \
& ) ’ . :




V K:'. ' .‘ . '. )

, 12 PAID
s Expmencss

L]

13 Sé ' ic.
| s

b EMPE@MYMENT
- cnsn!'

»

l’:E
ﬁ ~, %EIIENTS

-All persons responsible for experlentlal programs should

be thoroughiy familiar with kegal requireménts and ramlflca-
tions as they apply to experiential |earners

Salary issues should be cqoperatively decided upon by all

- parties involved in the program, working within the context

ﬁ--—PREHaATlgN OF

EDUATIONAL

PERSONNEL -

—

. 3

1 6 PRE’ARATION

OFWORKPLACE /

- PEAISONNEL

of the appropriate 1aws, regulations, and collective bargaining
.agreements. ’

The criteria for grahtlng credit to learners for participation
in experiential education programs should be agreed upon
in the planning stages by teachers, administrators, program
staff, and the agency grantmg the credit.

Credit for previgus expenence in experlentlal education pro-

‘grams' should be considered t_)y labor and management

Educational_ ersonnel associated with the program should be
given a thordugh understanding of the work settings, the
potentlal of the learners’ experiences, and their own roles jn
assisting the learners to achieve the program purposes. Par- '
ticipating organizations should assume full responsibility for

_ the training, compensation, and recognltlon of all personnel

who implement the program.

Personnel from the workplace, who are called upon to inter-

. act with experiential lgarnerssshould receive comprehensive
orientation to their roles in’ experiential education. Collabo- .

ration between these workers and the program staff should

. be‘maintained on a systematic basis for the duration of the

program. Participating organizations should assume full
responsibility for'the adeguate training, compensation, and.
recognition of all personnel who implement the program.

\ .
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"~ SPECIAL:NOTE TO READER
. ’ kN . > e , o R

of the generlc term experlentlal education programs is meant to mclude programs such °
e-based academic programs (e.g., Expenence-Based Career Education); coQperative e

vocational education programs (e.g., secondary school cooperative distributive education); service

learning pr

ams (e.g:, programs under the auspices of the National C mlssmn on Resources-for

Youth); empldyment, training, and educational motivation programs (e/g., CETA Youth Programs,

70001, Ltd.

expenenc’
Program).

" this pro;ect

); apprenticeship programs (e.g., The School to Work Initiative Program); general work
programs; and career €xploration programs (e.g., The Executive High School Internships -
Information regarding these and other praegrams can be found in another publication of
Experlentlal Education: A Primer on Programs

.

"I
e
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e o Jncrelmngfy, |nst|tut|ons in the-educational sector and the society at Iarge are becoming in- S

volved in expanding edu |o al znvrronments beyond schooling. These efforts, often referred to
as expenentlal education, require the collaboration of representatives from labor, management,
educatian,;-and communijty organizations. This study examines policy issues and provides guide-

- lines that can be useful in collaborative efforts for experiential education. , .

. .. )
. -
“ - . ’ »

Experiential Education Defined T

.. Theterm expenentlal education takes en meanlng when it is applred toa partlcular area of
- edugational pursuit. When individuals egterwork environments for the purposes of (1) acquiring = .
. knowledge and skills for given occupations or (2) enhancing their own career development through - C
observing and_performing work experiences or (3) improving their own decision-making $kills ' ,
-through- studying-the-social-context- of work, they.are learning-experientially._Hence, experiential
*. .- learning means learning about work and other life roles by studyihg,.observing, and performing Y e
' them and it involves expanding educatiohal environments to places where these ro|es occur. _ ¢
: Thrs study prlmarrly concerns experiential educatlon which consists of planned educatlonal
J‘\‘* /activities embodying expenentlal' learning as the principal learning process. The following is the
operatlonal definition ef experlentral education used by th|s project

‘s Experlentlal education is a set of planned educatlonal experiences des:gned to enable
learners to acquire attitudes, skills, and knowjedge for work and othier lifé roles by
participating in work settings.

- ’ . L
N . A ‘ . -

" Background and the Problem -

Both in- and 0ut of-school educational exper|ences contrlbute to an accurate perceptlon and
total development of the attitudes, skills, and-knowledge individuals need for their careers.- The
recognitiop of this fact has led to the development of many prograrhs which have an experiential
learning component. These prqograms seek to capitalize upon the learning potential that can be
derlved from experiences mﬁ work sectors of our sodiety (both paid and !olunteer work) . .

éut educatlonal pragrams that are conducted outside of schools and ‘use experlentral learning
as the principal educational process can encounter policy issues difficulfato deal with. This is so et
. because of the difficultles involved in creating structures for learning ifgfivironments that have '
other purposes. Because workplaces outside the school are not structured as educational environ-
ments, they can present unusual and unfamrllar challenges to those who want to implement an
experiential education program. Part.of the problem |1es in the immensity of the task—both its
. 'scope.and its manageability, but it:alsoyresides in the convergence of the many partlclpants assp- -, ,
ciated with the effort—and thelr.dlverse motives, perspectives, values, and varying levels of familiar-
ity with-and sophistication in éarrying out- thqr roles. Collaboratlon required for policy settifig
and decision making brings together persons. from various sectors (e.g., management, labor, educa-
vtlon) some of whom do not fully apprecrate each other’s perspectlves nar fully cOmprehend the
problems invalved in fusing educatlon and work expenences o R T

‘ .._ . . . 9 ..
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reqmres. . j nderstqndtng of thepohcy issues concerning experlentlal educatlon and (2) the

i

determlna oi.0 Zpol'cy gurdehnes'fOr creatnng experrentral opportunmes and for spttlng parameters .

S .J"

‘ L Purposes"ahdi Objegtives.

‘ Seelng the need for clarrflcatlonof current and emerging policy i issues, .the Natlonal Institute . .
~of Educatlon (NT E) requested that a study be undertaken by the National Center for Research in

: Vocatrona] Education to. develop policy guidelines for-future experlentlal education programs. .

' The pnnclpal objectlves of thls study were asfollows -,

.. Toclarlfy |ssues concernmg experlentlal educatlon

S B To propose recommendatlons for. use as po||cy gu|de||nes

e Before detarllng the procedures used in th|s study, |t is |mportant to understand the foIlow:ng

> ' Dpf/n/t/on of /ssue. For the purposeof this study, an. /ssue |s seen as a matter of

.~ cancern:for which there ‘are differences of opinion and value. "We have used issue
. asa pomt ‘of concem about wh|ch there canbe. |eg|t|r;oate debate

»

Se/ect;on and cla(/f/cat/on of issues. Although this study was to be hmrted to ten
.pollcy issues, sixteen were ‘explored. The issue, areas were selected by the 'prolect s
ddvisory panel. The project staff in consultation with the advisory panel developed
clarification statements for each issue. |nformauon for these statements was obtained
from fiterature reviews, mtervuews W|th personnel from var|ous eXperlentraI pfograms,
and the prqect qdv1$ory panel members : .

' Deva/opmeﬁtof ywde//nes. A requlrementfof the stud was to commission a b|ue- -
ribbon panel:of . .". top level, tough minded individual representrng the broad rahge
of actorsin.the experlentlal education approach. ¥ The responsibility of this panel

" was to prepare the guidelings based on the-identified issues under the dlrectlon and
advice of the panel chairperson. Because the panel was vital to the suceess of the
pro;ect it was used fully in-both an advnsory capacity and aﬁevelopmental capacity
(l e. preparlng the guldehnes) e

A

Procedures .7

The project was conducted during the period of July 1, 1977 through November 30, 1978.
The followmg isa calendar of the.major events that led toward the development of the guideline
, recommendatlons . ,
i

' “July 8; 1977 e Selection of advisQry panct chal(person.
-August 2, .1:9-77f . Selection ot advisory panel members; identification of other indi
R viduats an.8 organizations to provide input for the project.
Oct_ober 4.5, 1977 t st advisury panet Ineeting held  (entative issues identified.
. 14 )




) January 31'and." - Seci;)hd advisory panel meetin;; held—issue statements reviewed;
" .February 1, 1978, -format of guidelines approved; subcommittees for_'med. o

April__and May 1978..  Advisory panel subcommittees met—issue statemerits critiAUed;
. guit_ieline recommendation developed. ) C

. April 24-25,1978 = . First reactor group wbrkshop held—program coordinators and stu-
o dents revigwed issue statements and guidgline recommendations.

C ' May é2-23, 1978 . Second reactor group workshop held—policy makers from sixteen
- . . ~ experiential programs reviewed issue statements’and guideline
' re_commendations and provided insights into program policies.

A June-'6', 1978 . Third advisory panel meeting! . ¥ it ,&.ommendations
: - " finalized. ' g :
November 16-17, " Invitational Conference held. ..

1978+

“Each bf the above events is discussed in mbr%!etaii, in the following"sections.

Establishing the Advisory Panel

" . -Representatives ffom NIE and the project staff and Dr. Herbert A. Levine, the project’s ad-
. =" . 'visory-panel chairperson, met at the National Qenter to select the members of the advisory,panel.
. ,-*-1jilllas decided that: (1) broad representation from management, labor, education, and community .
~~  groups at a national level would be most desirable; (2) four representatives from each group-would
_be selected; and (3) representatives from the Department of Health, Education, and Welfare and ~
from the Departmer'\t of Labor should serve as ex-officio membe‘r7~A,¢omplet'e list of the advisory

. panel members can be found on page /v.

Identification of Issues
* At its second meeting, the advisory\biﬁék@greed upon sixteen issue areas: clarifying intended
‘outcomes; developing experiential opportunities; structuring experiances; diversifying experiences;
assegsing gffectiveness; identifying experiential learners; creating a diverse array of experiences;
paying experiential learners; expanding experiential education; maintaining commitment; worker
_ ‘displacement; observing tegal requirements; granting credit; recognizing experiences for their market-
able value; preparing educational persondel; and preparing personnel from the workplace. The
project staff made site visits to various programs, interviewed experiential educators, reviewed the
literature pertinent to the issues, and assembled two redctor groups: (1) program coordinators and
students, and (2) program policy makers (see Appendix).

P

Guideline Recommendativns

* The panel was d'v'dﬁd jluu t'lvu(- arilsi i it b anut tevlE WO dCVo'u') glliudullu ecOMme-
mendations and to provide guidance to the swaff in fo.maulating the related discussion of the issues.
At the panel’s third meeting, the guideline : ecolimendations were 1eviewed and final modifications



).-"; . o , . C . . N
‘were made.- Thls document whrch contalns those isue statements'and gurdehne recommendatlons
_-Was written’and subsequently revrewed by the advisory panel substantwe experts in expenenth1

e educatlon and related fields, and the Natlonal |nst|tute of Education’s Pro;ect Officet. s

itational 'Conferenoe

’l

The issue statements and gu|de||ne recommendatlons were presented and discussed at an inviz%:

tational conference on November 16-17, 1978. This conference provided suggestions on the variOUS

uses of the guldelme recommendations. Conference presenters were alumni of experiential educa- ¢

tion programs, pragram coordinators, labor and management representatives, researchers, and . ‘-’-

__ representatives from-major experiential education-organizations. The presenters addressed the isstie
themes and the:in.jortance of the guidelines; they also provided examples from practice. The con- -
ference proceedings can be found in another’ publication of this project.

o
Summary ; )
.The Experiential Education Advisory Panel met as a total group-tfiree times. Subcommittees
of the panel met an additional two times. During these meetings panel members considered and
debated various aspects of selected policy isspes and, as a result, produced their guideline recom-
' mendations. The remainder of this repert presents those issues and gmdelrnes

- \
9 ' 1} \

. . . .o
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. ISSUES AND GUIDELINE R-éCOMMENDATIONS
» L ."" o " : - Lo _’ . L .
e ‘The_poﬁcy issues investigated in this study were chosen by the project’s advisory panel for-con-
- dideration’in developing guideline recommendations. Although these issue areas are by no means
-~ the'only issues of interest to the panel, they do represent those issues that were addressed within

. the time frame of the pl‘oiect.\ S
- The follm)ving assumptions were made in regard 10 the issues and recommended guidelines '
.included in this section: : . ‘ -
AR ) ——
4 s
1., Flexible approaches to a policy issue are desirable, - . . .
, ) R .

2. joiutioh;to ai:y issue should be arrived at through.¢ .. . .
3a Policy issues are wide ranging and vital to those affected, wreating dhgém, initue asts.
I N N . ¢ P . :

o  4. ?,A policy gqideline stiould ta,ke into account the impact on all groups involved. C o

< . . ot . . : . : L . ;. .
5. Policymaking accommodates both democratic expectations of consfﬂjﬁgncues'ﬁand the

3 -

© - .ultimate:merits of the outcomes of policy decisions. e .

i . ) L
. . i

) L Overview of the Issue Areas
The specific issues and guideline recommendations evolved fram an investigation of six'ge,neral
issue areas: objectives and ou@mes,.:characteristic? of experiential learning, selection and oppor-
' tunities, impact on the workplace, certifying learning and work experiences, and preparing personnel.-
These general issue areas will be discussed briefly to provide background for the issues and guideline
recommeridatians considered inthe advisory panel’s deliberations. - E .

4
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* Objectives and QU mes . , : .

" The principal common factor of all experiential education programs is their use.of experiential
learning as the educational process. Programs can differ consigerably from one another, however, .
depending on their particular purposes and objectivés. Five major groupings.of these programs have
been identified according to intended outcomes:. (1) career development; (2) personal growth;

(3) acadentic and life-skill development; (4) job-itill development; and (5) youth employment.
There is also considerable variation within these chtegories, which becomes ghvious as one looks at
the specific objectives and requiremenits of the various ptograms, The point to be made here is that
experiential education programs are more individual than they are alike, and generalities.applied to
them will‘have to be weighed in terms of true relevance. Despite their differences, however, théy
share a number of problems and concerns relating to their achievement of the intended outcomes.
‘Design of the experiences should begin with the objeé't‘ves, deriving the necessary procedures
and resources from an analysis of those objectives. Howe(e«& it is not always easy to create a good
match between intended learner outcomes and appropriate experiences to attain those outcomes, an
area of yncertainty for many prugrams Fiequently, insufficient attentlon has been given to three
aspects of the problem: (1) achicving a clear understanding of program outcomes by all participants;
(2) developing realistic expectations, und (3) knowing what eftects a given experience will have on

specific outcomes. \

\
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Despute the desur'ablhty of any of the |ntended -outcomes, however the uitimate questuon is
whether or not there is:sufficient value in experiential learning to .justlfy the expenditures of timg
and money. Which programs are cost. effective in achieving their outcomes? Whish outcomes are
impractical from a cost-effective standpoint? Are |ong—term beneflts avallable? Phese and other
questions must be answered .

In summa'ry the gaps most in need of attention lie inthe following areas: (1) determining
realistic and attainable, outcomes; (2) understanding alternative experiences for achieving outcomes;
and (3) workable criteria for assessing the effectweness of the éxperiences. Guideline recommenda-

tlons 1, 2 and 3 relate to these issue areas. . ,
No ‘r ' ‘
> NE intial Learning
TR B :ed towasd developing experiential learning assignments. .However, clo
examinauic & . e and quality of those exprerlences is needed. Individuals want to amass
experience h, . ringful and useful. These is ljttle mcentme on the part of those who eng
in the experien & ¢ . e who.provide them to- partlclpate in enterprlses of little consequence.

. Therefore, care rnu: . Lie executed in deslgnlng expenentlal*educatlon o

Work experiences are often a more |mportant force in shapmg one’s career than those of the.
“'classrodom. But not all experiences will resujt in, positive outcomes. Poor experiences can‘intensify
" problems and reinforce negatlv'g'lablts and attitudes. 'The way in which the situations are perceive.
by the participants has considerable impact on whether or not skills, habits, and attitudes important
in productnve work are acquirdd. Similarly, much d;pends on the purpose forwhich the.learners
are in the program and consequently how they are vs‘ewed that is, as observers, workers, or on-the-
job |earners . . : g ‘¢ e
Part of the problem of assur vy high quahty e}perlendes ||ean the fact that there is conslderable
variability in the control that progran staff havekqver the experlences Also, our knowledge regardlng
,what constitutes good experiences is rather embryonic. We need better mformatlon to increase oyr
understandlng of what these different experiéhces are and how maﬁy are tied |nto the planned proce
of education. Guideline recommendations 14 and 5 relate to this issue area.

Selection and Opportunities o, TR

Matchmg experlentlal learners w approprtate Iearnmg opportpnltres is @ challgnying task. It
involves not only developing a suitable array of experiences but also. meetlng the needs of a diverse
population and determining what expenenees are likely to have ajong-term impact. There is a pre-
dominant feeling among program people that getting learners into the rlght experiences is crucial.
Experienced coordinators in co-op programs, for example, claim that itIs the key to success. It is
relatively clear that-both learner outcomes and the future of the pi'ogrvam tself can be affected.. For
example, mishandling placement can result in undesirable career develogment, rejection of future
learners by employers, and a poor image of the program in the com ity. _Guideline recommen-
datlons 6, 7, and 8 relate to this issue area. / i '

]

tmipact on the Workplace '
tven though all expemt.a. Vs, 0. dO Gl B Do alteuiiy o Ul k eaperienc... then
-wy presence constitutes-an interveni.ov chat will be 1 Guive 1 with varying degrees of enthusias. .,

Ko
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The number of Iéj/arners, the diverse nature of the paFticipation,“anc__jvthe long-term relatmonships of
. .the programs are in a tenuous relationship with the work environ}ne_nt;.the_ expressed purpose of the
»  work enterprise, and the personnel with whom the learners interact. For prog(arﬁﬁ requiring students
" to engage in real work experiences, the problems can be even greater. Guideline recommendations
9,10, 11, and 12 relate to this issue area.” o : o .
Certifying Learning and Work Experiences

. ‘ o N . . . . .« " . . o r
+  Because'of the learners’ investment of time in experiential education programs, they usually
have the expectations of receiving pay, academic credit, or both. These items are considered charac-

teristfts of most programs and are usually offered as incentives. - o R4 ' ["
. . " - ' -
" Awarding academic credits for demonstrated skills anc Ca il '.'
) . programs is Qenerally acceptable to most persons. However R 1y, and U
. basis'and mahner of awarding them is subject to debate. - -
. : [ ]
. Because many of the programs do involve considerable L w:nce, it seems only
logical that Jearners should be able to use it as part of theirr 1k . ' ditionally, under cir-
cumstances where new employees receive higher wages or otrer be .« .+ based on their work expe-

riences, learners’ work experienices should be considered.

. Guideline recommendations 13 and 14 iclate L0 this Issue areg., J .

Preparing Personnel

The process of experiential icarning is dependent upon a rich and varied learning environment
and upon persons who can stimulate learners to acquire knowledge, sKills, and attitudes from that
environment. Both the educational personnel associated with the programs and individuals within
the work force are persons from whom the learners can benefit. . ’

Because experiential cducation pioytams e designed tu achieve a particular set. of outcomes,,
they are dependent upon program personnet and personnel from the workplace, who have a tlear W
understanding of the program and how best 1o assist learners in achieving those outcomes. The time
has come to assure that high quality services are provided. To do this calls for the organization of
resources, both hurnan and material keeping the needs of individuals 1n mind. Guidelinks 15 and 16
relate to this issue area

a
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‘1 Learner Objectives ' . . .
. — T A T . e
NEED FOR - » Objectiveg-for experiential learners vary among the programs, ranging

-CLEAR .
{;  OBJECTIVES. f

’ [y

REASONS
FOR'LACK
OF CLARIN Y

A

AVOIDING
MISUNDER
' STANDINGS

C

DETERMINING
CRITERIA

\

om a few general igoals to lengthy lists of specific objectives. Similarly,
asons for differences in stating goals vary. Nevertheless, one-6f the major-

 purposes. of having ‘goals is frequently not met: communicating to all pai

ticipants what the intended outcomes of the program are. Among the conse<”

.quences of inadequately commumcatmg program intentions are the following:;

|nsuff| entorina roprlate uses of human and material resodrces, dlsappomt- .

ment of pamC|pa , ineffective feedback, and results that cannot be substan-

tiated—all of which may prevent Iearners from realizing the full potential of the

experiences. ) \ LA, v
L d ‘

5

There are three ;?nmary reasons for Iack of clarity i in statmgaob]ectlves
difficuity in stating some of- the learner oiitcomes; (2) preference for- flgxi-
. ty; and (3) uncertdinty in program design or ex cution. Whlle‘he expla- .
1 ¢ ion'for this situation is more comptex than can\%e mentioned here, each®
U1 ‘hese points can be illustrated briéfly. -

*7s The desired outcunes of experiential education are seemingly limit-
less, and some are more difticult to state precisely than others and more sub-
ject to'multiple interpretations. This is particularly true of attitudinal objec-
tives, such as acquiring.good work values and positive self-concepts. The
second point to be made is that many consider being specific about objectives
inappropriate Some claim that too much specificity hampers the creativity
and spontaneity of the experiences, while others maintain that some desired
outcomes are best left unstated because making them explicit may-result in
loss of support from some participants. Finally, the field Qf experiential edu- -
cation js a relatively new venture for many partigipants, WP otivated by
some general -notion of the promise that the experiences hold for learners,
tftese newcomers are not always certain of the program outcomes nor capable
of expressing them.

Aunwther aspect ut the problem; resndes in the fact that setting goals for
caperiential education calls for anc: g“pprematlon of the viewpoints of the
various sectors involved in the enterprise. For example, labor, management,
educators.and others du not always view the needs of the learners and the
prospects uf the progiams in the same way. Further, communication among
the various sectors requires sensitivity to and a complete understancﬁng of
the needs of each sectur and how these programs can complement those (
needs.’ AN

r) .

Pl tasl o st obijuna e bastuo olten been viewed as L€ |nu\/‘l’héz
oahe edacato i along  But expenential education is o collaborutive effort
) this regard, sach parucipant should have an equal voice in determining
th: criteria fo. setling program objectives a consideration that is often
oveslovked »

Thiiow o ' o AP I M P T R RY R Y PRTR VY |
b 20 Vb Uovse a v g sa UG ml: oy viaturs o dcarners is dum, uffecdy
Theus progiacas v describad in Expotential bdacation A Priaer 00

Progranis
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EXPERlENTlAL EDUCAT'ON GQALS SHOULD BE TRANSLATED INTO SPECIFIC LEARNE‘R -
« OBJECTIVES AND SHOULD BE STATED IN TERMS THAT REFLECT SHARED UNIYERSTAND-

* ING AMONG ALL PARTICIPANTS. CRITERIA.FOR EVALUATING THE OB.LE IVES ARE

PARTOF THIS SHJBRED)JNDERSTANDING Coe . .
Translating goals into specific objectives lays the groundwork ] . RA-TION'AJL"E'

" - for a shared understanding of whit learners can expect to gét out .
‘ ‘of their involvement in experiential education. It alsp enabi,
* persons who provide experuentnal'opportunltles to fashion th..
. experiences so that attainment of the objectnves becomes re:.
*Part of the task of clarlfylnggbjectlves is to determine the criter. _
‘by which 1hOse objectives will be evaluated. ' “.
v
hrogram staff alone cannot be responsible. All persons concernea
" with t‘ne program and the success of its learners inust be involved in "
. .the process of stating the objectives. This involvement contributes
i greatly to general understanding of what the program is designed to
» accomplish.. )

- f . -

-

This recommendauon to mvulve all persons concerned is
appllcable to all programs; but the deyree of specificity and the

amount of time spent on this task will vary trom program to - | , ' .
‘ . . . ]
program. . . ) . ~ :
. ~ - <
®  Statjng objectives hi specitic Lenus s blten difficult and tirmne . SAFEGUARD
consuming, sometirmies requiiing speclal training to expedite '
the task. / 4
I's

® Becoming Lou Specitic iiay result In easily incasured Lut
trivial objectives or in 10ss of program vitaiity and flexibility
Careshould be taken o see that this does not ogcur

- Goal specitivity iay load Lo tateod saproctablons Tor uchireys
ment, but there are 1.0 guarantees  All imust recaginize their
responsibilities und their effect on jyoal attainiment

- | Y N , o Y YOS VIOV N I YT
) - -
BENEFITS
. Laportvaal o ooy o0 e e g i o
have ab and sgtend nyg of wn o
- Larevet, b Griguy b e by

vl e cuu.ngfu| aath poo b




) . ; o L

2 Slte Selechon ‘ Y

S OPPORTUNITIES - . It is prabably safe,to saw that almost all work-related-experiences
‘FOR SUCCESS . can be helpful to'some ind. <aual’ at some glven time, But ¢onsiderable
: N thought must be glven to icmertifying approprlate experiences for selected

o " ' learners so that specific objeerives may “be achieved. This r\nsa placing
: ' " the right learners in the rigtm places at the right times. |If this important
‘L, P I - step is overlooked learners may experlence ineffectual or even detrimen=+
. tal consequences. - . v e .., _
_ Experiential education activities can provide bﬁrﬁhort -term and
. *long-term benefits. I® their special Way, they can enable ledrners t¢
; develop occupational competencies, bask sk skulls %elf-confidence, de-
sirable work habits, and interpersonal skills. They can also assist in
’ ' career decision making and career planning but only when the experi: \
, ences are carefuIJy chosen and desugned -
AREAS OF If these experiences are not carefully developed, they can be
CONCERN | s wtally unproductive from an educational viewpoint. From the learn -
s o er’s point of view there are seven areas of undesiratle outcomes for
which experiential education programs are sometimes criticized: (1) ac-
- " quiring counter productive work attitudes or habits; (2) getting experi-
ence only on jobs they can get on their awn; (3) providing no enhance-
ment of career opportur-'4e or further educational pursuits; (4) training
for jobs that are scarce, &%) scqmring a poor on-the-job record; (6) be--
coming labeled, stigmatrmd, . orQereotyped because of program partncu-
pation; and (7) focusing «n'y on job- Skl” development.

Buowuase Many vuwcDations are stratitied along social class lines,
experiential learners who are provided limited opportunities may not
get to make the most of their interests and abilities.” This is a special
concern for experiential learners who seem destined for lower-class jobs
and those who have not been reached-by traditional school programs.
But any learner may become tracked {locked into a job). Those who
have a genuine concern for individual choice and respect for a liberal -
education oppose tracking. Premature limitation of the experiences
which prevents achievement of full potentiai must be avoided.

A .

EXPERIENCES Clearty expertendal-education must uttirmately lead to himproving
THAT MAKE A ue 19t of the experiential learnér. The types of work already available
DIFFERENCE to.inexperienced youth are often marginal. Getting learners experiential
assignments that ensure growth and maturity, that assist in the transition
¢ to adulthood, and that eventually lead to stable, promising jobs is the
chjallenge to all.‘pamCIpants‘ .
(cmay Not e possible w start soi.... learners in “botles  wuik
tx,.. .tnces, but their experiential assig.iinents should provide for soii...
grow«h and 1=E8@rning  Whethier the purpose is job-oriented or not_ pro
granis 1.aust develop ouputtunities which demonstrate that par uupam..
result. in better outeormes than nonpartcipation.

ERIC
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. Guideline 2
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'EXPERIENTIAL LEARNING SITES SHOULD BE.DEVELOPED FOR PROGRAMS ON THE
. BASIS OF THE POTENTIAL FGR DELIVERING-LONG-TERM PERSONAL, SOCIAL, EDUCA-

TIONAL, OR CAREER-DEVELOPMENT BENEFITS. :
. ' . ‘ Il | .

.
Y -

. U hY
* ‘ ) - . ) . " ‘.' )
Develprn;experien-tial learning sites for programs must be RATIONALE ,

dorf‘e t\?oughtfully. Each_work site may have the potential for

",experiential learning—but not for everyone and not ‘for every , N
program. AS a site is chosen, it should be evaluated in terms * c
what it-can realistically contribute to’prospective learners, . :
Personal | sacial, educational, or career-developmeént needs of o )
participants.must be advanced in sdme way. Programs having ., e

., career awareness of exploratior as their principal purpose
seém to have more latitude in this area. However, random

placément of participants can:he costly in terms of time and ) ’
resources especially as opportunities become scarce and
learners Move from one to another aimlessly. For programs
with purposes requiring-intensive, direct experiences over ex\ L q
tended periods of time (e.g., job-skill development)}, concern for A
participants receiving long-term benefits increases, since the - - )
prospects of multiple experiences are reduced. " .
- L4
® Some mismatches of learners and experiences are in- SAFEGUARDS
* evitable. Provisions must be made for recognizing and - '
) remedying such s\ituations ‘
® Proper support trom and adMinistation by progiaim
. staff and labor and management represgntatives and N
commitment from learners are essential in ensuring the
appropriateness of any experiential site ' é)
. . . 14 1
® Short-term benetits (e.y , securiNg a teingoaiary Jobs) (O
should not be underestimatec. They can be instrunieial Vi
in advancing one’s career as well as meeting iImmediate \
needs.
4
. Learnais van o elo). wdyy o I atoiwads tuIENI AL
that will enitiai o carce: «pportunitivs BENE?TS
N .
& ® L carners will Ly toe de clup a jrasna Y e
record.
- { varnies N . . ..
barriers viiat 1o 0o e H g b

- FoafNer e il b s valto
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* "RELIABLE {he assgssment of experigntial ‘education is*a challenging task -
‘FE$DBAGK- for everyone‘ involved in the enterprise. It is also an important task
'INFORMATION because all Participants require reliable feedback information if the -

.o ' " " ‘expefiences are to be effective. To some, aessment % thought of as
’ S an isolated eveht designed te:prove that®ertain outcomes have been -
. - ’ -achieved, Qyt the assessment of experiential educatién is.more Eompli- . .
/ N _gated than that. \T ST T
' _' . . &€’ T .
d CURBENT 3 It is reasonably safe to say that no one type of assessment tech-
EVALUATION - mque has the explicit answer to solving the evaluation problem /In-* .
* TECHNIQUES stead there are many approaches to assessment and each type df expe-

riential program varying by locales, tailors its assessment b‘rocedures to
meet its own negeds. While most programs are afare that improvement

is needed, they belicve their assessments adequate within the current -
techniques of evaluation available. But the most cynical critics deem
current assessment:of expert@ntial education inadequate ane beligve '
that it is floundering, ‘ .

~

Despite the poor pictuwe portrayed by the critics, considerable
proyiess has been made. For examply, Experience-Based Career Edu-
cation, the Council for the Assessment of Experiential Learning, and
Cobperauve Vocational Education Departments have been successful
in conducting credible evaluations, While they have shown that expe-
riential learning can be assessedwith acceptable rigor, several qualifica-

‘ tions must bﬁ)kept in mind. “The assessmgnt process must emanate
from clearly stated policies and Rrocedures,;and it must be conducted
by individuals experienced in’ this area.

' ¢ ' ' [ 3
PARTICIPANI There is v ol that leginers, labur and management represen-
INVOLVEMEN i cauves, program staff, und othér participanits need continuous feedback.

But itiis'also quie apparent that all participants ought to partuc:pate in
the assessment process. Because® of the collabbrative nature of the
programs, it is important that each participant provide and receive
assessment datu  In this way the daia can provide multiple persaectlves
ultimately enhaiting the role of cagh participant.

AL uiniNATIVE Phe o cdar Giiad 1 oo gy UG a888esii e will have o
METHODS comghosd o e the und jae needs of an individual program. Sut
b ant e should e adowed (o provide for consideration of possible
cp roaches Wheiever poussible alternative methods\of setting standards
should b w ed and thy results compared  Unce the desired approach

Is deteanpacd itshhula be used consistendy  These suggestions, emanat
Iy froim a CAEL stady are alse representative of many program par
Weipants Uioe gl o vin e sestinent i

ERIC
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L/ w7 Guidgline 3

'EVALUATION SHOULD BE A CONTINUOUS PROCESS INVOLVIN AL:%ARTICIPANTS'
THIS PROCESS'SHOULD BE CONDUCTED A CORDING*TO TERMS AND PROCEDURES
E°TABLISHED~1N THE PLANNING STAGES.

- . - "

¥ o /
. P < I v S
, Each program will have to design the eyal‘bathn process RATIONALE
4ccording to those procedures best suited to its purposes ar ’ ' ' C
. .objectives. Many good program-evaluatnon techniques.ex ,
. but the methodologies for evaluating experiential educatioi. .. e R o

just evolving. Evaluation is a difficult task and one often un-
appreciated by many. Nevertheless, each program must capi:

" talize on the opportunity to involve all participating parties in
helping to guide and direct the learner’s growth -and in the
continuous improvement of the programs. The criteria for

v evaluatihg prograrq effectiveness should be determinéd during
the planning stage$, but planning and evaluation are viewed
here as continuous .processes, the various stages of which
should refine and augment the criteria. -

-

®  Techniques may have to be develuped to train individuals SAFEGUARDS
for their roles in the evaluation process. .

Cve

®  Care must be taken to develop appropriate pyocesses for

ex.penentlal Iearnlng .
® Everyone involvad i dis progians will understand whal POTENTIAL
needs to be ddne tu achiuve objeqtives and what corrective BENEFITS

actions need to be made tor the benefit of the learners.

b4 Learners will ieceivi wonilhin . o Ihack e tedp theiny
better achiev.. theii Lujectives
\-

4 Learneias will deval oL o oo )

L4 Piogiaine will 1, e
evaluation pr. .o




4 Structufe for Learnmg : - '

D

. ‘DEVELOPING ~  +
‘. MEANINGFUL °
EXPERIENCES

. EMPTY
EXPERIEN

IMPORTANT
QUESTIONS

-

REFLECTION AND
INTERPRETATION

/

tlon and success factors

L4

- One aim of bxperlen’ual education is te make learning activities,

" . meaningful. Youth are concerned about their success in adult work |

roles. .Consequently, they will enthusigstically engage in most work
activigies which provide a.challenge and an opportunity to apply new-
found knowledge and skills. Further, the experiences must provide
the learner with a sense of achievement and success. Therefore, con-
sideration must be given to structure the experiénces to mclude motiva-

.
Certainly no one advocates meaningless &xperiences, but it is not

uncommon to find experiential learners in situations that demand little

of them. In sOme;pro(%ams_ma'ny participants-are not expected to do

very much, and consequently they gain very little. For them it is sim-
ply'a-"holding action.” Still others are placed in potentially meaning-

“* ful experiences but are mindless of the educational value of the oppor-

tunities. In both instances, structure is needed to promote purposeful
behavioral ahange.

The total gamut of experiential education offerings includes a
wide variety of activities that can be beneficial and worth the time and
money spent on them: However, ong needs to answer questions such
as: How can appropriate sequence and timing of the experiences be -
achieved? Du the experiences vary for different learmners? What addi-
tional learuiing activities are required to complegent the work experi-
ences? When and how frequently are direct experiences preferable to
in-school experiences? , What do learners need to know as they move
from eng type of experience to another?

Most, but not all, programs recognize the need to provide for

© . retiection as part of the experienge. Through seminars.and counseling

sessions learners gain insights that may never be achieved through the
experiences alone. For example, some learners may not agree with the
rules and standards governing their work experiences. Having the op-
portunity to yeflect on the problem and disauss it with others may help
them resoive what would otherwise be a negative experience. A more
signiticant benefit of reflection is that it enables individuals to Jearn
those things which are diffigult to learn experientially in a short span
of tin.e Beuvause they have designed experiences to include opportun
itics tor reflection anu interpretation, certain programs have enabled
learniers (0 appn vach their full potential.

1]

Expericatiul yaoygiana that provide we tl.whille expei tenugs spend
«onsiderabte dine in careful planning, aevelopment, monitoring, and
follow up  Other prougrams that are /afssez-faire on this score leave
much (o Grance a.d seem il ely o result in disappointment andJ even
cynicisi, fur all the participants  Although 1t is a time-consuniing task
structaning the capea iehces seen.. well worth che effort
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E)(PEFHENTI’S _‘L LEARNING SHOULD BE STRUCTURED TO. STIMULATE LEARNING
THROUGHM] ANINGFUL%.CTIVITIES |NCLUD|NG OPPORTUNITIES FOR REFLECTION

_ AND INTERP?B.E‘[ATION W _ e
. - " Y : v
The quality of expenentnal education depends-on the . ‘.. ) RATIONALE
extent to ‘which learners realize the full educhtional pote ’ o .

of.thk experiences they undert’ake Merely placing learne;

experlentlahTearn:ng semng and leavmg them tp their 0) . '
dewoes 70 {68 somethmg from the experiences is likely tf ra o
short of the mark:for-most individuals. Strategies for achievi, . T

the _learner objectives of the programs should be”planned - ’
openly, honestly, and thoroughly with input from all partucupuu . " P

These same individuals must continue to commynicate in gulduu,
the progress of the experiences and providing whatever follow-up
assistance. is needed. This recommendatlon is appllcable to a||

expetiential programs. L
-« . ' '
®  The experiences should be structured 1o stimulate Creativ: SAFEGUARDS
. ity and enhance individuality. The structure should be '
' flexible enough to enable learners to capitalize on un-

anticipated opportunities as they emerge and to encourage
them to develop creatively the experiences they undertake.

®  Structuring experien€és to bring out the full educational

: potential may require more time and personnel than are
available. The structuring process will have to take these
factors into consideration. ,

®  {carners will ciguge oo o v conw Ve 0 PO PUTENTIAL
their develop.nent. BENEFITS
I
[ fearnerswili beaty « ... ol LY
[ 4 L carners will undeng, )il 0 sotud

other educational exy. 1icicus

L4 Leariicis will gabiv a i i il JucLa,
exper ienes offecting lll i f i
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Liversny. or_r.xpenences NIRRT

- .

oot Many‘ expenentlal educatlon programs favor d|v§rs|tyJ0f expe- .-

.-+ .riences, finding'that diversity stimulates learnlng, encourages career .,

" exploration, and ensures qwme range of skills, knowledge, and:atti-

- tudles-on the part of the learpers. ‘When dlverSIW is ,not considered in

. deslgnmg the’ experiences, learners may find themselves in situations

o where their activities become routine, boring, and nonproductive from. ‘-
ol ‘a learhmgand career-development standpornt ‘ o .

5‘!@'

Dlverse ‘experiences are deslrable for two fundamental reason!.
F|rst learners require activities that provide motivation and reinforce- "
ment and experiences that allow them to erigage in a \’/anety of-activ- " . * -
. |tles wh|ch help them develop multiple talents and interests. By apply- = %
-8 |ng th@miselves to diverse tasks, learners. becofhe self-oonfldent andt less '’

PR
® . ew -
l

P s M . L E ; threateped by the. bhallenges of the workplace. Because true self-
AL B gl ? confidence is gained from- competence in performance, moving the
, "€ learner from one #ctivity to another must be done thoughtfully Learn- .

, ers faceﬂ wuth a yarlety of work experlences for career-awareness pur-

Sécondly, ,dlverslty develops in the learner an awareness’ of the
.. multiple applications ef occupational skills. Since today’s workers may
“+face’ several cateer changes in a lifetime, it is important for them to ',
appremate the use of similar skilis:in different work contexts They
.7 also need 1o develop an appreciation.{or the |nterdependence of the
dlfferent‘jobs constltutlng the work force. . o

T
N »Jn‘.l.l,'.

. . -

PR AUTHENTI,C . .. As learners ,experlence different activities, they should be exposed e
s EXPERIENCES : " to the same conditions regular workers face.whenever possible. Other-

L , ©. . wisé,.the work experlences will not be authéntic.nor will learners gain
S '.' P T - a true.perspective. -Although the balance |nherent in the relationship

feew R . between learner and worker roles is pften tenuouys, experiential-learners

TS PR SR . must dévelop aclear picture of the total work environment: conditions

' -+ -, andstandards of the workplace; legal requirements; rules of conduct;

o . safety precautions; and other aspects. Similarly, theprocess of deter- .. -
- . e L N " mining appropriate.experiential activities must be based on collective:

: "a - bargaining agreements (where they exist) and on what is expected of

ST employeesonthejob . ~ ) A

-
N -

I Wh|le |t may be difficult ‘and costly to provide learners wrth .
o e e dlverse experiences, participants should make every possible attempt to

FaLly LT T develop them: The long-term benéfits to the learners and, conse-

I A S quéntly, to work establlshments should be well worth the effort

."" o T e : v * The determlnatron of what constltutes appropnate d|vers|ty must
S b begln with an analysis built-around the needs of the learner. Meeting

T *, - . these needs for diversity becomes the real challenge for all those who
e .o provide the exper|ent|al learmng opportun|t|es.

v




o N ,s‘s:evERALL SETSOF E\XPERIENTIAL EDUCATION OPPORTUNITIES
SHOUI\D INCLUDE A DIVERSITY OF LEARNING AND WORK EXPERIENCES. =

R A vast array of experlentral |earn|ng opportunmes exists. : RATIONALE. -
This leeI'SItv is found-not only in the variety of work but also : L
in.the kinds.of Iearnlng experiences available to individuals.

From the standpolnt of human development, it is |mportant for

. learners to be gxposed to as' much diversity as is appropriate _ - ' ;

o and'beneflcmle The timing of diverse e:::é!jnces determined . f

R it | plannmg, will depend upon the purposes of specific' - = - y Lo

K ,”prd’éarams ‘and developmental needs of the partlcrpants The

" concern here is to encourage individuals to be versatile and
“flexible in-terms of career decisions and preparation and to
-deter them from becoming locked into career paths uhneces-
sarily.—Diversity ‘f_
. . care@r awareness and exploration as their purpose, but this
‘ recommendatlon recognizes dwerslty as an integral and im-
el por’tant part of all experiential education.

v, '
srelel U ‘ . : , .

:5 [ ‘- ’ . '/ .

®  Too'much diversity may cause confusion in career decision : SAFEGUARDS
making or shallowness in career preparation. Care mustbe ' )
- taken to ensyre its proper place in a total experlentlal ;
education program.

e ‘After routine experiences, wh|ch may ,be a de5|rab|e
’ * starting point for some learners, experiences should
become increasingly dlverse and challenglng v _ o .

. ® . Diyerse experiences will provide an excellent basis for o PBTENTI'AL
 career decision making. : : .o ) , BENEFITS v

e Diverse experiences will contrlbute to the development _
of transferable skills.

14 .
' 1}

o Dwersny W||| serve as a catalyst, motlvatmg part|c|pants ' -
'to get the most out of the|r experiences. ) :

\ . w !

4 17
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he_hallmark-of experiential.programs having__ ... .. ... .. -
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R A SHING -~ There are fhose who believe that any learner can benefit from almost
& -LEARNEﬁS o * any experience and that those most in need should acquire all. the experlence
o WITH . possible. Howevaer, programs vary considerably, and different experlences ’

e . -0PPOR1‘UNITIE§ require-varying |Jve|s of readiness for participation. For this reason, a sensi-
- ' - tive approach to matchlng |earners with WOrk related |earnmg opportunmes
i, neege{l\ - . - . . .
The lmpOrtance of identifying prospectlve learners and sbcurlng appro-
priate experiences for them’ can be viewed from two vantage points. Most

e _ significantly, program sp0nsors want |earners to berfefit from the experiences.
' Sinee experiential education requires a substantlal lnvestment of all partncupants
e * . time, learners should be at a stage of readiness to benefit from participation,
e " . 7% and the experiences should have the capacity for devéloping the learnérs. - 4

The second concern emanétes from the desire t6 make the program a success,
“  Careful identification of learners can-contrlbute to maknng this objectivea .

, reality. ) . o 4
IDENTIFICATION The basis for identifying learners and matching them with |earn|ng ex-
; PROCEDURES . periences consists of both formal and informal measures of therr vocational

interests and aspirations, their needs and abilities, and their readihess in_
terms of career, intellectual, and social development. - A case can be made for
any of these approaches. However, none is without problems. For. example : o
while random assignments have often: ended i in disappointment, precise job o
. : analysis and thorough diagnoses of learners’ needs and abllltles have not been ,
¢ I - particularly satisfactory either. Use of tests and other screening dlvices has - -
o S " frequently been unsuccessful. Intervigwing has oftén proved to be not only _
I S time-consuming but also ineffective because of lack o approprlate techniques . .
: .or trained personnel. This brief discussion of the problems canbeno more -
than illustrative, for the problems€:d Q’ne attendjng circumstances are, far:

<

- too complex. ' But the situation i hopeful. Program staff are improving
identification procedures. They argbecoming more sophisticated about -
what works—and more importantly, what does not. *They are also becomlng . T
. more sensmve to differences in learners and in work sutuatrons- . e
DISADVANTAGED .. One prablem area still presenting a challenge is that of providing expe- : L
LEARNERS “riential opportunities to individuals who-lack knowledge basic work skills, -
and positive attitudes. These disadvahtaged persons are often unable to LTl
-, benefit from many of the experiential programs, though some individuals LT
: will be more I|ke|y to benefit than others. Those individuals-in the greatest .
TR . need should be given equal consrderat;on but how to ascommodate learners :
o who cannot benefit greatly from many opportumtles remains a mystery
This preblem will-not be solved easlly, but one solution to be avoidedis”. .
o pattermng selection processes after” those used in industfy. "In. most cases,
these practices are inappropriate for experiential programs, supposedly
designed “for. educational purposes and not for employer recrultment and

> temporar’y work-force augmentatuon o , . 5
. n;' K .- . @ . . v
TN . . |dent|f|catron of |earners and matching them with e onally pro- ' e
< , ‘ duyctive experiences are crucial, initial steps in developing sk ful experien- ' X
N ) : tial programs. They must be executed effectively and fairly. with due con- :

. sideration for both the |earners and fhose who prowde the opportunmes

. Vi 4 . i ’ K
/ _ S U .
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ALL LEARNERS SHOULD ‘HAVE THE OPPORTUNITY TO PARTICIPATE IN PROGBAMS .
.D,BE INVOLVED: IN DETERMINING THEIR ASSIGNMENTS. PARTICIPATION
BASED ON.A CLEAR AND SHARED UNDERSTANDING OF CERTAIN FACTORS:

4 I EDGE, AND ATTITUDES THE LEARNER IS EXPECTED TO DE-
VELOP (ngRLEARNER'S NEED READINESS, AND CAPACITY FOR DEVELOPING
THEM -AN (3) AVAILABILITY OF RESOURCES AND OPPORTUNITIES

: . . -
[ - . . . . . -
g « .

f ' !

_ Experlentlal education opportunities shauld be open to . " RATIONALE
all who want and need them However, the selection of par.- - o LR
ticipants cannot be -done on an open- enrollment basis for all ' o . L
.. programs.~ At. least two considerations are pertlnent here. * : - o
“ First; 'every program cannot be expected to provide an infinite .
" number of experlentla}ammg opportunities. Secondly, and :
more |mportantly, the benefits to-be derived from any expe- _ _
rrence depend upon the readlness of the prospective learners ©= o _ o .-
" to dcquire the knowledge skills, and udes for whuch the ' ’ R
—+——program is designed. .~ - e S L

Because some experlent|al education opportun|t|es requ|re _
more preparation than others, the timing of experiences is- - ' ‘ ' Y-
critical. Prospective learners who are not ready to benefit from
- a specific program should be counseled in terms of the prere- ‘ o
quisite skills, knowledge, and attitudes required and how.they - ' - LA
_ should go ab‘out developlng them. . ' K R

Exper|ent|al assrgnments are l|m|ted,,of course by the . - ‘ : o
resources available and the capacity of the community to _ . B R
’ - provide the experlentral opportunities. S . '
N - £ D | _ -
®  Programs will develop linkages with other programs t{ ' C POTENTIAL
" make qounsellng and referrals a reality. : o o BENEFITS
e Counsellng and referrals should become avaulable to any ‘ - ,
' "applicants not yet ready'or able to benefit from the : L
_ vprogram .
®  Learners will be encouraged to develop the capacrtles o oo
' requlred for targeted experlences s ' ' .
L Learners will become reallstlc in their cholces of expe |
rlentlal programs, A
® Learners will. recognize the sequence of experiential . - ~
education required to fulfill career plans. . - ;
® The appl|cat|on/select|on process will become a learn|ng o . - .

experience in itself.




7 Acceis to Varlous7Employmént ‘Lt—?vels I

' GAINING ! '.’. X .- N Mo’éexperlentlal |earn|ng opportumttes are in occupational areas ' "
ACC__E,SS N where youth and other inexperienced workers aré usually employed as ’
' IR S S clerlcal sales, and factory workers; as laborers; and @ workers in service

. i} R S Toccupations. Thesé opportunities are less likely to be found in occupa-

2Ty T E L tions where irlature workers are the dominant group. I experiential . :
e : ‘ education were designed only -for entry-level job preparation, then th&, . S

_ situation might be acceptable. But when all the objectives of experien- ‘

. ) - tial education are taken into consideration, the objectives indicate a '

‘ R AR S need for access to a bfoader range of oceupations than many ‘work

organlzatlons are presently willing to offer
g

THE NEEDS | Experlentlal programs vary widely in purpose and therefore in

VARY .~ *| need for access to different employment levels. Experiential education
T i for career awareness and exploratjgn requires a number of different ‘
| S opportunities, ideally covering alll®bs and occupations. Even when
. G : *learners have selected a specific job for in-depth exploration, they
T ' should be exposed to jobs that lead up to and go beyond that position. - -
/’) . This range affords a’better cdreer perspective for their present experi-~ * °

' - ences. Experiential education involving training for- specific job often . oot
i , demands a considerable investment of time. Complementing that
-« experience requires exploratory experiences in related jobs at a com-
- parable level and at higher |eve|s for skill transferability and career
. A perspectlve _ o
". .o { . ’u'/:\‘ . . B ) . - - v
/., LIMITS OF While it may be ideal to open up all work experiences to expe- R
o MEETING / riential learners, doing so may not always be practicable. Each program | o
*THE NEEDS and work organization will have to determine the feasibility of expand- . T
‘ ing opt|ons at different employment levels. And when eXperlences are ' '
made available, they may have to be limited in order-tg prevent un-
desirable disruption of the work productlwty of the cooperatmg orgah;. ,
lzatnons. . v,f ST, . t

Because many yog&hs ahif ot’c_f ;
first- hand contact with. the* orld;._

"inzxpenenced work\ers have -lxttle
otk and the’ various botsatfo

v T

w;
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<EXPERIENT]AL LEARNING OPPORTUNITIES SHOULD BE \DEVELOPED AT VARIOUS B

EMPLOYMENT LEVELS WITHIN COMMUNITY WORK SITES .
' EXperlentral educatlon is concerned with career opportun- ' ' RATIONALE
mes that. mclude but go beyond, preparation for entry- |eve| . “ '
F jobs Smce a first: reactlon from employers may be that expe- . '

fiential jearners. are not ready to participate in higher-level
occupatlons they should be made aware of the-many purposes
the programs seye. For example, many e)iperm\n\lal learners.
. can develop skills, knowledge, and attitudes better if they have
a clear sense of c.areer dlrectlon. _This entails being able to ex-
plore multiple facets of careers tﬁ’at may be open to them in the
. distant future.. Having access to as many employment levels as
.n', posslble will provide the information learners need to make wise
-decisions_and to pursue their own career- direction. While it
may be: approprlate to start some learners at lower levels, |t
——would-be- |napr7roprlate to-leave them there ce

a

® | earners placed with workers at high employment levels .- . SAFEGUARDS
should be given a clear and complete 'understanding of the _ .
responsibilities involved in careers at these levels to ensure
their realistic expectatiogs of such jobs. - '

@ Labor and management representatives should be made
aware of how various program purposes can be met. by
- exposing learners to different employment levels.

¢

® .Learners will be able to determine their compatibility ' POTENTIAL

with persons at various employment levels.: - BENEFITS
- . LY

° Learners will become aware of work environments and
requirements at various levels and will be able to deter- o ;
mine whether work under those conditions is desjrable '
to them., . ‘ L . -

. . ‘ - A
. ® Learners will be able to determine what skills, knowledge, ‘ . s

and attitudes they will need if they aspire to levels higher
than they are now ready to enter.

®  Learners wull be able to assocnate with and learn frpm
mature workers.

® - Mature -workers will be made aware of the talents of &
R younger workers. - :
' ~e
. i,
: 21
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: 'EXPANSING THE/ Lo All‘nost every type of work gan provide apportunltles for experi-
NUMBEROF = ent|a| learning, but the feasibility of creating/an ever- -expanding number
: OPPORTUNITIES - - of experiential opportunities is subject to debate Surveys-have re-
' . + vealed-a range.of opinion. At one extreme are those who say that only
\ v "4 . asmall fraction.of youths can be offered experiential education in the
’ . privaté sector. Conversely, others maintain that experiential opportun-
. . ." ities ¢can.be expanded substantlally and are expected to, increase. But
¢ ' . the essential question of supply and demand implied here is a relative
. . . one: what is the saturation point for-organizations-in providing oppor- -
e 3 . tunities, and %\Lresponswe can they be to program requests?
L]
REASONABLE » The m‘breasmg numbers of experlentlal programs are maklng many
REQUESTS -~ . varied demands on personnel time and ‘services within work organiza- -
. . tions, These requésts are necessary if the experiential education objec-
‘ ™ . tives set forth by the programs are to be met. Labor and management
> _ are now being.sought more than ever, for their cooperation and exper-

“tise, and éach néw program approaches a work organization with what
seems to be reasonable requests. |n most cases they are reasonable, but
the combined requests of all the programs can become more than the
work organization can reasonably be expected to undertake.

. " While most work orgahizations recognize the desirability’ of par-
: ticipating i a program, each organization may set limits on the num--
ber of learners they will accept and may impose conditions under which

“they will accept them. For example, one organization may require learners .

o , to meet minimuym entry-level ]Ob quallflcatlons another may not allow -
o learngfs toNgecome directly involved in the work activities; still, athers will
M ' accept a limitpenumber of learners on'a trial basis only” These require-
L . g ments will vary not only- from organization to organlzatlon but also from
program to program, wnthln one organization. . . :

~ , -
- A .
.

COORDINATING o " In-cities where experlentlal educatlon programs place heavy’

- THE REQUESTS demands on business and jndustry, strategies have emerged to coordi-
' “ . : _nate the'flow of requests between the programs and the work organ-

Co . - izations.. Some 'school systems have established clearing houses for

requests; others have 'sét up a network through which programs can

contact work orgahizations; in several localities both business and

schools'have provided full-time personnel to work ‘out the problems.

In situations where experiential education is just beginning to take -
™ . hold, experience indicates that controlled growth of programs is de-

) sirable and especially important in developing and maintaining positive:
relationiships among sectors and |n achlevmg quallty in the program
N \ 7 | itself ' , :

i -
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. - EXPERIENTIAL LEARNING OPPORTUNITIES SHOULD BE DEVELOPED GRADUALLY, - .
ER EXF_ANDING:_ONQY AFTER PILOT PROGRAMS HAVE DEMQNSTRATED'SUCCESS.; .
SR . .‘,' . _i ’ '_.I - . ’ l#: .
Al| participants.will be more receptive if they see that the’ - RATIONALE - '
| '_gg,,ram-i.s“senﬁiplii;planned. Gradual deveJopment of experi- - o , S :
itial education offerings should lead to glfective use of com- .
.. _mupjty. fesourcgs*and-should ensuré positive relationships::. o
* " betwe en’ programs.and community organizations. Controlled
’ growth of experiential education offerings is in‘the best interest .
of everyone concerned, especially ‘the learners, Programs that
act irresponsibly in this area.can.ugdo much that has already T i
been accomplished and can jeopatdize the future of other
. programs. After thorough evaluation of pilot programs has
. been conducted, the data_from_these evaluations will indicate . ___ _ . .
whether expansion is warranted. - ) S e
P = i . . ) . % . ,
Xy 'Agreement on success ‘criteria must be eétablished in . ¢ : SAFEGUARD
- planning'stages. ' . "
pann <
o y .' s | . » - : ) . ,
° "f’ﬂearners will be placed in experiential learning-assignments : POTENTIAL
" having high probability for growth and development. BENEFITS -
® The placing-of experiential |eafners into the workb,lace . -
_gradually will create a receptivé atmosphere because such L
a process will not disrupt existing operations of manage- - . W 4
‘ment and labor.’ ' : ’ : v
) ~ Community resources will be developed effectiveiy. , , < . . Y
o._»-%t . i , - B . ’ — . . ,.-.
~ §
Y "~
1 v’ ’ '
/\ "
. / .
. 23 .




9 Comml‘ -,ent to Programs

NEED FOR S Expenentnal education programs al'? dependent upon the support
: COMMITMéNT Y and assistance of a number of cooperating organizations. Without the
B o . learning. sites provided by. community workplaces, these programs _
‘4 would cease to function.: Therefore, it is the responsibility of cooperat-
' . ing organizations not only to.provide the experiential leagning oppor-
tunities but also to maintain their |nvo|vement for the perlod ‘to Wthh
‘they are committed. : -

f PDSSIBLE REASONS ’ For a variety of reasons; paﬂncnpatln?work organizations some- _
. FOR WITHDRAWING . - times withdraw their commitment, and as a result programs have tb
SUPPORT ‘ - curtail or.suspénd their activities. Among reasons given for wuthdraweJ

' . are the following: (1) decrease,in product {2) economic setbacks;
. -+ and (3) labor surpluses resulting from Wployment But un-
T ' stated reasons also account for withdrawal of commitment. Programs

‘ ' ) poorly-planned or managed can cause disturbances in the flow of work
" — -~ —-activities, -Learners may-fail-to-measure up to the expectations” imposed -
upon them. Learners may prove to be a burden to mature work
requiring too much supervision time or training. Labor and mar\%
ment may decide to invest their tinde, efforts, and support in & er
activities considered more beneficial to youth.

[

—— a

. IMPORTANCE . But the prospect of losing commitment from part|C|pat|ng organ-
- OF PLANNING izations need not be athreat. Many programs have been sustained for
N ' yedars even under hardships caused by declining proflts and lay-offs.
A - . The key to continued cornmitment can be found in the planning stages
‘ -in the agreements niade by participating organizations. Most work v
‘organizations can project business profit and loss factors sufflmently
into the- future to indicate how long they can remain |nvol with
¢ . . the program.-In"addition, many program objectlves can contir ue to be
‘  met regardless of the employment picture. While some features may ",
have to be modnfned or curtailed, programs need not be suspended.

<

~ o -
- . . . * ’ e : * N )
‘ RE_CIPROCAL‘ P In essence, programs cannot survive wqthout commltment from E
COMMITME‘NTS ) . cooperatlng organizations, but.commitment is a reclprocal matter.

The programs must abide by the agreements made and must strive td
accomplish the goals established by- mutual agreement with the par-+
- t|C|pat|ng organnZatlons

il

j, - 9 . o .- . EY




S .. Guideline 9

e

COOPERATING. ORGANIZATIONS SHOULD BE ENCOURAGED TO -susﬁ%ﬂmelﬁ |

>

s ¢

INVOLVEMENT OVER GIVEN PERIODS OF TIME. THE NATURE AND EXTENT OF THIS |
* COMMITMENT-SHOULD BE AGREED UPON IN THE PLANNING STAGES BYALL INVOLVED. |

. * Experiential:educatjon programs must have the continued . - =~ RATIONALE
- ‘support and partjcipation of cooperating organizations. Success s "
~ for the prog'r,arn{ is doubtful if the relationship with the prgan- -
_ izations they rely upon is tenuous. For this reason, cooperating
~ ~organizations 'should accept commitment to the program as
~ part of the agreement, and program developers should provide
~ forgradually increasing~participation on the part of these o
- organizations. ‘Most organizations, by advance planning, can . . s
make- gorpmitments -for specific periods of-time, ensuring T
completion of the experiences for a specific number of learners.
Increasing or gdecreasing the number of entering learners will

" be subject to business upturns or reversals and so must be re- ' e
negotiated periodically. The duration of each comimitment will A
* have to be agreed upon as well as the terms for continuing the .
* relationship. This recommendation applies especially to experi- .~ , | A
ential programs'in which learners are paid for their work experi- . o ‘
ences. ~ o , o : ' L \ X
e . ; . ) ' ] . . . r’ . L . - ‘ .
e  Alternative plans should be available if the work fofce . SAFEGUARDS ™ -
: is reduced and ex‘ential learners are remaining at the o .
same level. ) :
. @ Program staff should work closely with cooperating ' L L
" organizations, considering their future involvement in 4
long-range plans. : . o
‘e Learners wii be assured of completing their experiential .~ .’ ‘POTENTIAL . -
assignments. . . - BENEFITS
® Advanced notice of.imability to honor a commitment ’ @ -
will enable program staff to secure other expegriential ) ,
learning sites for future learners. to . - - -

e Employers will be able to decrease participation amicably
if business conditions become unfavorable. _ L
- | _ ' ¥




. ’; P N : . ..: .;-, -
.fé." -__._EASING IﬂA . ERS‘ - .j The prospect of brlnglng expenentlal learners |nto workplaces wm
‘INTOTHE - _ *- sometimes be met with enthusiasm but at other times with apprehen- -

e

=T 'WORKPLRCE - '.slon The smoothness of their transition inta the workplace will de- o
. s E ™, .pend upon several considerations: whether or not they will be paid,.the ..~
' ‘ - length of their stay, their numbers, and their effect-on the work'organ-
, Y - 'ization.. But underlying these considerations are the terms and con- -
ditions which govern the learners’ participation. These terms anﬂ con-
ditions concern the existing work force because some experlentlal

" P , L : i programs have a potentlal for worker dlsplacement -

ECONOMIC . ’ Eoonomlc conditions” and the employment picture |nfluence
CONDITIONS ' worker attitudes. In times of high unemployment and competition for

" . jobs, an uneasy climate surfaces. Workers, being concerned about

2 keeping their jobs, become less receptive to bringing expenentlal

learners onto the employment scene. When ttie employment picture

, L o brightens, these concerns seem to dissipate. These pherromena“are

‘f R B "----understandable—butpresentsome degregofa dllemma—When jobs-are
el o _plentiful, youth seek employment directly; but when jobs are scarce,

' ' B youth are likely to remain in schéol and/or to seek out experiential
learning opportunities. Therefore, those who promote experiential
education will have to reconcile the conflicts inherent in the employ- - - -
ment picture. Of-paramount importance are clear communication of .

¥  program purposes and agreements- that alleviate workers’: concerns
about- d|spla{ement o

ras

-

PAST S ‘ " This problem area is not without a history. A number of experien-
EXPERIENCES .~ tial programs have flourished during periods of high unemployment ©
' being successful because of the manner in which the cooperating organ-
izations the conditions for learner participation. :However sthere
have been other instances where the situation was mishandled. Even
S ‘ though the AFL-CIO gave strong support to passage of the Manpower
TN - ~ Development and Tralmng Act (MDTA), many union leaders felt that .
oD MDTA tended-to train<in occupations where jobs did.not exist and'that. :

- o . it tended tg break up occupations requiring apprentlcechlp Now that " -
Cre e e ) MBTA has.been replaced by the Comprehensive .Employment and
. Training Act (CETA); similar probleris still exist. Organized labor -+
- indicates that training under CETA is often offered in areas-where ‘%here .
Lo ' is an existing surplus of trained labor and that mjsuse of CETA "has '
' created substututlon of workers by federally flnanced CETA employeec. )

COMMUNICATION Bince one of the purposes of experiential educatlon is to assist
AND youths in preparing for work and in securing’ satisfying, productive
AGREEMENTS " . jobs, it is incongruous that some of these programs also have the.pro-
L : spect of displacing workers. Apparently, the early planning stages of -

' some programs do not include representatives of all sectors affected by
the program and do not develop the necessary agreements relevant to
the worker-displacément issue. This is an oversight which mewtably
.Fesults in unfortunate consequences for all concerned.

K

26

E




S R SR _;, Guideline 10 S
" .THE PRESENCE OF EXPERIENTIAL LEARNERS IN. THE WORKPL'ACE SHOULD NOT
" RESULT IN THE'DISPLACEMENT OF WORKERS. IF THE WORK FORCE. IS REDUCED
*"/WIHILE A PROGRAM 1S IN EFFECT, ANY REQUIRED REDUCTIONS IN EXPERIENTIAL o
“LEARNERS OR OTHER PROGRAM MODIFICATIONS SHOULD BE MADE ACCORDINGTO . .~ !

TERMS AGREED URON IN THE PLANNING STAGES. LI

Yoy

rn,
.

.. Because introducing experiential learners who will receive , : 'RATIONALE
pay for work experiences can.be a concern, assuranice must be B ' )
_ given that worker displacerrient will not occur. The assurance’ . .
~ isessential to ensure positive relationships between the learners . ] o . Py
- and'thig workers who willbe their instructors., The prospect of * ' L E
’ - reducing the nurnber of learners or other program adjustmerits T cL
-—'mqst'—b&discqsi,ied—irrtbe-plannings't'age's,_as,wel|_as_deteimini,r_1_g L .
. the timing and other conditions-related to such madifications. . : : W

v While this recommendation is particularly applicable to pro-
grams ip which learners are paid, non-paying programs in the R

e p'lanri’ié; stages should also consider. any- possible changes. ) o . R
* Any'program:in the paid employment sector, is. vulnerable ' ' T

* when worker security Is threatened. . . N C .
’ ‘: “ . . ‘o n‘ ' . . - . -~ ‘ .
° Exper'ie‘ritial learners should clearly understand the - - SAFEGU ARDS o
" relationships between learners and workers. o
Lo . . . ',.
e  All workers should be made aware of the purposes of the - o Lo ”
program and the conditions under which the learners are- ' -
< ¢ . present in the workplace.
- el o e L &
B B . . A .' ,‘I‘.'. ' i .- ". A T ..“. o ’. -“c' . J‘.' .. ..l__.‘ A L . .
. R } ) - R - “‘.: ) - : . : . - o ] :
® . Workers will recognizé that experiential learners are in POTENTI AL
* the workplace primarily for educational purposes. - BENEFITS .

S R \! . ' . _
.. ® Everyone will understand what conditions require increas- : .
ing or decreasing the number of experiential learners and ‘ _

. what .conditions require other program modifications. ‘ §
- - * .
»
’
- 4 ‘
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gal Requjrements

'y . - ——

PURPOSE OF
LEGAL " :
R EQUI REM ENTsa

. .-'__ s . L )
:"*';‘x )

v, IMPORTANCE
I OF . ‘_
INTERPRETATIONS

'
"e

UNDVERSTANDJNG
‘OR' CHANG E?

-

H

' rlentlal educatlon ,

--L‘. . N F ' ) Al

e TheEe are many 4ega| requvrements having lmpllcatlons for expe— -~

“rienitial learners. These requirements, designed to protect youth from
EXplmtatlon dnd to.ensure their safety and wélfare should be catefully
consndered SO thatﬁearners can benefit from full particlpatlon in expe .

Fhose individuals who consider regulations (laws related to child
labor, minimum wage, working hdurs and conditions) as barriers to the -

> experiential programs want them relaxed. They argue that-these regula- - *

tions are antiquated and unduly restrictive. Others disagree. “Studies
reveal that such laws and regulations affect experiential education

_opportumtles in the workplace to a slight degree.  Even though the

evidence is mixed, those involved with the programs tend to conclude
that the effect on eXperlent|a| education is not as negative as often

" presumed, but that the complexity, and diversity. of such regulations ;e—_,"

may result Jnunterpretatlons ‘that limit youth work expenenees What
really needs to be mvestngated then, is not so much the impact of legal

. requirements on the programs as the impact of madequate knowlédge-

about them: . . . ‘

Unions, in particular, are dedicated to the preservation of those laws

which protect the rights of all workers, and they would in.no way

support loose interpretations of laws whichrwould create dlsplacement

of employed workers or explmtatlon of youth. _ L

There will continue to be those who advocate changing labor |aws
and regulations to open up opportunltles for experiential learners, in
inevitable conflict with those who be||eve in the preservatlon of these )
legal reqmrements : ) , Y

] . - N ., ) *
A reasonable startlng pomt*ls to gain a thorough understandlng of :

the laws and regulations and the rationale for their existence: Since

there are programs functioning: effectively within these legal require-

ments, it seems that experiential education can flourish 'without change

and that change, if it materlallzes will evolve slowly- W|th the support

of all sectors of society. _ '

08 . ‘ L *
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< T

SIBLE FOR EXPERIENJIA'L PROGHAMS SHOULD BE THOROUGHLY

.. FAMILIAR:WITH LEGAL REQUIREMENTS AND RAMIFICATIONS AS THEY APPLY TO

. EXPERIENTIAL LEARNERS.

T

] H . ¢ - . o

..

' Nothing déstorys a program faster than infringement upon
labor laws and regulations, but these legal requirements. need
not be viewed as-barriers. There is enaugh. latitude within the
laws themselves to accommodate the educational activities of
experiential programs. But there are definite limits that must
be observed-to protect the learners.and these vary locally and
.regionally. Anyone involved in implementing experiential
. - programs must follow the laws and regulations which affect

much of the poligy surrounding the programs.

- ?

. @ Programs in which unpaid learners are engaged may be
~. .- perceived as abusing labor laws and regulations if the
" learners’ experiences are considered real work experi-
* ences for which others in the organization are paid.
During the planning stages, clarification and documen-
tation of the unpaid status of learners should be made.-

g . . . ' -

® Awarene}?of legal requirements will prevent undesirable
consequences for the program. ‘

(] ’"AWai'eneSS of legal’ requirefnents Ay open up oppor-
"~ -tunities previously not known t exist. ~

\ o

|l-} y
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RATIONALE
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. POTENTIAL

~ BENEFITS
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"12 Pai:d' Ex.p' ences . | - "‘L

s 1, e '
WHEN IS PAY " Apparently, there are as many who 3rgue that pay should be *
APPRQPRIATE? -+ . given to éxperiential learners as there are those who argue against
- . ' . it. Some deem it an incentive or reward for |earn|ng, as well as
‘compensation for work; others think it unnecessary, detractlng
from the experlence jtself. Part o.f the dilemma in the "‘to’ pay or
not to pay’’ debate is found in the difficult determlnatlon of what
constitutes productive work in the learning experlence After the .
t nature of the experiences is clarified, the determination of whpther
compensatnon is appropriate can be made.

it s not seem possible to make unilateral statements that can
govern h considerations. These are matters to be determined for
D each situation in- which the programs function and to be decided upon
by persons involved in planning the experiences: labor and manage- -
ment, parents, teachers, administrators, learners, and program staff.

RESOLVING Federal and state child- labor regulations (for general and spemflc
SALARY types of employment) working hours, reglstratlon of employed mnnors
ISSUES ' and minimum wages determine to a large extent how salary issues will
be resolved, but there is much confusion among participants regarding
& these regulations. These laws overlap and contain many special excep--

tions and conditivns in both primary and secondary sources of youth
) employment. Therefore, all program participants must work together -
. . to achieve mutual agreement and equitable resolution of salary issues.




ot

Guideline 12
SALARY. |SSUES SHOULD BE COOPERAT[VELY DEClDED UPON BY ALL PARTlES

- INVOLVED IN THE PROGRAM, WORKING WITHIN THE CONTEXT OF THE APPROPRIATE
- LAWS, REGULATIONS AND COLLECTIVE BARGAINING AGREEMENTS. |

A ) L . -

+ The conslderatlon of wages. for expenentlal education °  RATIONALE
‘must be made by all parties involved in the program—iabor o '
. and- management representatives, teachers, administrators, ,
program staff, and learners. Uppermost in the consideration L ' / :
~ are two factors: (1) protecting the agreed-upon wage of _
. worker; and (2} assuring that there is no violation of fajr-labor o,
standards or collective’ bargalmng agreements in the payment - - ’
- or nonpayment of learners.

® Learners will be appropnately compensated for work ‘ . POTENTIAL
performed. - . BENEFITS

e Fair labor standards and collecuive bargaining
agreements will not be violated.

4
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13 Academlc Credlt R . ‘6

WHAT IS

'CREDITABLE? " '

HOW-CREDIT
" 1S AWARDED

-t

' DECISIONS TO

GRANT CREDIT

l-f partlcloation in an experiential education program has produced .

' .competencies ordinarily crédited in an educational institution then it
. should be possible to get credit for them. Howevér, not all compe-

tencies relate to an established school curriculum and, therefore,
they may not appear to mérit such credlt Consequently, the grant|ng
of credit also involves a judgment on the credlblllty of the experlences

The National Panel on H|gh School and Adolescent Education.:
deflnes certification as:. .

. a positive evaluation of a set of learn|ng experiences—
an individual is "certified’’ when he or she has completed
t of learning experiences which meet the standards set
by?&e certifying agent. [Granting credit] is the process
of giving a positive evaluation to a specmc learn|ng experi-
ence or set of skills, o

From this definition it Is clear that credentlals cannot exist wnthc o

. the certlfylng agent. Who is the agent to grant educatlon credits for .

experiential learning? The answer varies from state to state and:within ‘ )

a state itself. By and large; though, secondary .and postsecondary S
schools usually act as the certifying agents The dlfjlcylty, however

is not who will do it but how, . . .

h

Despite consnderable debate in recent years, no method for award-
ing credit to experiential learners has been judged the best. Never-
theless, there are many schools that give academic credit for learning
through experience and several existing models could be useful despite
some disadvantages |nherent in each. While these models affer. hope, -
it appears that certlfyln& agencles ‘have yet to agrée on a bas|s for
accredlting experiem‘tial arning. i .

Academlc cred|ts are be|ng awarded for a varlety of educational
experiences, and- so it is bécoming increasingly clear that traditional .
academic credits will be’sharing their.role with credlts ga|ned through :
experience. / -

Fhere 1s one poulnt, however, which cannot be argued. The de:
uislon to include credits as part of the experiential program is most’ .
appropriately made at the inception’¢f a program through agreement -~ + ™
between the program planners and a certifying agent; and, because - .
teachers are instrumental in the awarding of acdemic credits, they,
too, should be involved in this decision if the programs are to be
succcssful



 Guideline 13-

R

THE CRITERIA FOR GRAN'FING CREDIT TO LEARNERS FOR PARTICIPATION IN EXPERI-

ENTIAL EDUCATION PROGRAMS SHOULD BE AGREED UPON IN THE PLANNING STAGES '

BY TEACHERS AD
- CREDIT

NISTRATORS PROGRAM STAFF, AND THE AGENCY GRANTING THE

-

-

'-1.

* Schools offering experiential programs should consider = ° RATIONALE
granting, credit for competencnes gained. Most do, but not :
all apply. these credits toward graduation. It is important to
recognize that many. competencies ¢an be gained by either ¢ .
in-school ‘or.out-of-school experiences. This recommendation T
addresses qg :need to.recognize learning that takes place outside
" the school&m accredited programs.. The nature of the credit
"~ and the criteria for granting it will vary from program to .
program. 5 . - .

L4

° " The means and procedures for determining ‘whether _ " SAFEGUARD
- competencies have been gained through experiential ’ T

‘learning should be given careful consideration. ' -

° |ndividu§‘ls¢@| have alternate strategies for ac iring” ) ‘ PO-'i'ENTIAL
academic‘cre&?its. ‘ BENEFITS

@ Schools will have a broad range ot ceruticable experi-

ences and competencies. -
\
I

» Soctiety will recagnize out of-school educational
experiences designed for credit as an integral part of
thqfhool s curriculum., )



"'14 EmploymentCedlt I

P*’*

_ FUTURE .. g . any schools now often grant academlc credit for learning ac-
EMPLOYMENT ’ qulred through experiential education. In the market place, however,
V-ALU_E _ - . the situation is different.. When experiential learners apply for regular.

employment, work experience acquired in experiential programs is |
not usually consudered’ in employment decisions and in establishing
rates of pay.

' When learners fail to receive matenal compensatlon for their
involvement in the learning programs, they may question the value
of the programs and consider themselves no better off than non-
program participants.

.DECISIONS ] " However, there is wide diversity in types of experiential edt

WILL VARY cation programs and not all can result in monetary remuneration
or other compensation in future jobs. Thesé considerations will
have to be determined at the local level for specific programs and .
in some mstances for specific individuals.

/ 7 S B




. © Guideline 14 .

K CREDIT FOR PREVIOUS EXPERIENCE IN EXPERIENTIAL EDUCATION PROGRAMS
SHOULD BE CONSIDERED BY LABOR AND MANAGEMENT

W

Many»learners accumulat_e a substantial amount of expe- RATIONALE
rierice in praductive wofk through participation in experiential ; '

learning programs They also-acquire yseful competencies for
future employment. Employers and unions should give serious
consideration to these factors when hiring experiential learners

. and establishing their employment position. However, specific

decisions made in this regard will have to be worked out accord-
ing to’ collective bargaining agreements and the nature of the

* particular employment situation. .

F 2
° .Experlentlal learners will receive appropriate compen- ' N POTENTIAL
sation for their work experience and skills. o BENEFITS
. Expenentlal learners will realize the advantages gained '
from parthlpatlon in experiential programs. C
~ \ R N
. ™ ~
s v :
| K.
A
\ . . ." :
{ ..
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15 Preparation of Educational Personnel. . o

» . .
‘ . 1

- NEED FOR : .. For most experiential learning programs, the educational func-
+ - APPROPRIATE « tion is carried out by professionally:trained teachers or counselors,
PREPARATION preferably those with experience in both education and industry.

iy The education sector generally believes that the educational functlons

of socnety should be carried out by professionally qualified teachers
and that education should remain in the control of public systems of
education. However, most educators are trained to function in schools,
not workplaces. Trying'to use the same methods for experiential
: education as those used in schools, teachers often experience frus-

- . »  trations and dlsappomtment Therefore, as far as experiential edu
. . cation is concerned, their training ne-ds to be supplemented

Many educators with little or no contact with the busir
lack information about the labor market. They also need. s| -
competencies to execute career-related programs. Program per,
. then, will require experiential education preservice and in-sei
. training. They will need special knowledge: how linkages be:...; |
agencies are established; how to communicate with noneducaturs s,
educational matters; how to guide learners through their program
experiences, assisting them in interpretation; and how to assess achiev(
. ment of program objectives. -

LEARNING Une method ot acquiring these skills is for program personnel to
THROUGH caperience the wourk environments themselves through graduate pro-
EXPERIENCE grams desngned to help educators make ‘‘the transition from school to

‘ workplaces.” These programs will include supplemental training
specifically designed to assist educators in executing their roles. The
expense of such training should be borne by one or more of the par-
ticipating organizations.

-
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Guideline 1 5(L '
.EﬁUCATIONA_L PER_SONNEL ASSOCIATED WITH THE PROGRAM ‘SHQ_ULD BE GlVEN A
.THO.R'OUGH .UNDERSTANP"\]G OF THE WORK SETT|NGS,. THE PQTENTlAL OF THE
. L'E_A_F\!NERS' EXPERIENCE__S, AND THE{IR QWN ROLES IN ASSISTING THE LEARNERS TO N

ACI‘_IIEVE :THE PROGRAM; PURPOSES. PARTIClP ATING ORGANIZATIONS SHQUL_D'--M o e
ASSUMEFULL)RESPONSlBILI '.IfY "F'O"R':THE TRAINING, COMPENSATION, AND RECOG- )
: NlTl'QN'OF ALL PERSON_NEL WHO ?PLEMENT THE PROGRAM. .

3
M

Extending educational environments beyond the school
will be a new experience for many educators associated with
the programs (teachers, school admindktrators, counselors, and
program staff). In addition, many will have had little work
‘experience in settings other than schools. For these reasons, R
educators in these programs must understand how to help . . )
learners prepare for the expériences, how to integrate the ex-
periential learning with other educational experiences, and how
to assist participants in processing the experiences," Educational ) ~
personnel:also need to have a good grasp of occupational infor- |
mation, business-world principles and operations, economics, : -
labor laws, etc. Knowledge and skills such as these must be
gained prior'to' involvement and must be maintained throughout
the program. .-

RATIONALE

~

'@ Educational personnel should realize how an understand- - SAFEGUARD
ing of the work environment will be important for them;  } - o
it enables educational personnel to be ®ffective in inter-
acting with labor and management representatives. -

3

® Learners will be supervised by knowledgeable persons ' POTENTIAL
who will help them get the most out of their experiences. . BENEFITS »
‘® Educational personnel will have credibility with repre g ("//

sentatives of work organizations, .

®  Educational personnel will undeistand how the total
community. can be used as a complete educational
environment. t




16 Prep’ération of Workplace P

NEED FOR
APPROPRIATE.

*  ORIENTATION

» MEANINGFUL.
INVOLVEMENT

N

LA
i

rsonnel

Workplace personnel spelﬁ‘much time with experiential learners.
Therefore, it is important for them to know how they help the learners
achieve program objectives. Perhaps the most effective facet of their
role is to communicate who they are,. what they do, and how they
perceive the world. In this area, they can communicate what educators

* cannot. .

Rivs-

The orientation of personnel from the workplace‘should provide
all the information required td carry out program objectives. |t should
stress the importance of the worker’s role and should preserve the
personal entity each worker ci

.)".‘-‘\. ' ./.
A4
Programs'that rely heavily .. 1, .13 ¢ v .er
vrattspersons, or other "‘tutorial’ agei (4 NS e . ouslYy € . Lbw
they can involve these workers in the .o.aduct of the'prog.. .. .lany

benefits may accrue from considerate and sinc re'i‘r\/ol\/evn‘ent of
workers in the various aspects of program’Jirriplemehtation—n‘ot only
for the learners, but for'the workers themselves. And every effort
shuald be made 10 recognize the important contributions that workers
make. :
4. —/ . 4 .

Fiesciviee ard i service training for personnel from the workplace
oould be conducted without disruptions tosthe work effort, and
expenses for the training should be borne by one or more:of the par-
ticipating organizations. ~ ' . o L

i
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e s ‘G'uideline:‘< 16

PERSONNEL FROM THE WORKPLACE WHO ARE CALLED UPON TO INTERACT WITH
EXPERIENTIAL LEARNERS SHOULD RECEIVE COMPREHENSIVE .ORIENTATION TO
THEIR ROLES IN-EXPERIENTIAL EDUCATION. COLLABORATION BETWEEN THESE
WORKERS AND THE-PROGRAM STAFF SHOULD BE MAINTAINED ON A SYSTEMATIC
BASIS FOR THE DURATION OF THE PROGRAM. PARTICIPATING ORGANIZATIONS & =
SHOULD ASSUME FULL RESPONSIBILITY FOR THE ADEQUATE TRAINING, COMPEN-
SATION, AND RECOGNITION OF ALL PERSONNEL WHO IMPLEMENT THE PROGRAM.

“

-

Perhaps personnel fr'c’m the workplace who are if\volved . . SRATIONALE
in the programs make the most critical contributions. Inmany . R R
ways shey serve as, role models for the expériential learners. - : ' - '
While it is important that they maintain fidelity to theit work
roles; it is"also important for them to be well informed about
the program and what it is striving ta accomplish. Further,
they should play an active role in shaping the learning experi-
ences. ' Theirs.is a.challenging and essential undertaking. All . ,
personnel' associated with an experiential ‘education program
should bes ggyided appropriate training, compensation, and
recognitipn, #" ’ )
. g.n %2

° .Program-staff_ and personnel from the workplace should SAFEGUARDS
" interact often to assure that learner outcomes are achieved _
as a result of their respective roles. N

® Oriengai'ion programs should be carefully planned and
~ implémented to stimulate and facilitate the participation
of workplace personnel.

® Workers will be recognized foi thich program . POTENTIAL
- participation. ' BENEFITS
o  Learners will receive beneticial assistance houi peisoiniel _
- who understand their needs and interests. / :
e Educational personnel will have the assistance of oo

place personnel who understand the program objuctives
~ and who can help learners achieve them.
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- CONCLUDING REMARKS

‘.'- A by Herbert A. Levine . |, S o

v .

" “The precedung guidelines are clearly drawn, comprehensible, and workable. They can bea

_basis for effective development of collaborative effort to meet the experiential learning needs of-
“young.people.. They are not designed to be.inflexible regulations, byt rather it is hoped they will

serve-as significant guidelines which will make the tasks of the cooperating parties easier and more.
effective as they develop programs suited to local conditions. '
" Our group of representatives of labor, management, education, community, and government
hotly debated the'issues-and prospective guidelines for over a year. The resulting consensus may
requife even further refinement in the crucible of experimentation and program development in
the field. Although the guidelines have been, reviewed by qualified practitioners, the advisory

. panel invites your comments and Sugge.{tions‘wh_ich should be sent to the National Center for
" Research in Vocational Education. Sy ot s L

-

If will be to the advantage of all of us,if we can jntroduce y'6ung pedplé to the world of w'or!<-
in expeditious, harmonious, and-effective ways. :

% .
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