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FOREWORD

l ,

.\ Many recent sikicellenadraeticesimealVe the total community.as a site and resource for leEim-
hesioUt-ofashaelliaisall sprrpalies enable learners to acquire knowledge, slolls,and

et.1, )1hd. prepare leraersciar participation in a variety Oflife roles. Recognizing the valUe of

- Aiernin \by directeapedisoritthe'retil wert, individuals from labor, management, education,

'art e-gsnerat'aonlietallartrire beermaiking together to,design- and impleeneht successful expe-

. ,
yientia,;educationspogremirathe world work. While a number of.excellent programs already

\ exiattPitiidingshidliquality-ereriential berning.opportunitiei resets a Continuing challenge to
p ':Pio4112artiants. -

t
- -

- 4
. 4

,..--1.10-repOt*parti0 s study of .pplillipissUe$, in experienliel.education. As a result of discussing

unittaharifYingfeelected jaws guideline recommendations,forextierientiar education'were
Thepaejeatta'advieorypametas instrumental in cla.rifyinathkissue. and deVelOping the recornmen-
Akio* The Nailing! Ciente is indebted to the.panel nrembeli for their conscientious efforts and

forthe4inietbeysave4athe.project. For.their contributionstothis 'study,. acknowledgment is
given:to: Herbert LeViiik\Rutgers, The State University of New Jerseyi.who serveclas Panel chair-.

lalatabeldef-rUnion-Carbidw-Corpciration;-JosephIBertotti;Zegerat*leatric.otopsnY.; . _
l ha Bresiks,4GisneraL,Motors Corporation; Scott Detrick, :National School Boards AssociatiOn;

United Auto Workers; Kenneth Edwardi,-IniemationakBrOtherhood of Electrical
Charles,Heatherly, National Federation of Indeperidentipbsiness; Robert Lipscomb,

ation Association; Richard-Mc Allister; Retail Clereltinternationar Union; Dorothy
Sreeldk-FACFL-C10;. Cecil Smith, .National Urban League; Beverly-Stanton, U.S. Conference of -
Ialearg.John Swann, pecruitmentand Tfaining pcegraM;Scott Thornton, National Association of
Smoudary Schboi"inciPals; Gail Trapnell, Amefican Vocational Association; James Ward; AmeriCan
-FgaratiOnof Tembers; and the ex-o:fficio panel members: ..Evelyri.Ganzglass, U.S. Department of
tillaw-Jtrstine Rodriguez and Susan NeVas, U.S. Departm'ent of. Health, Education, and Welfare.

Appreciation must also be given to the many students and' experiential education program-
causdinatOts who assisted in this study. Marcia Freedman, ColuMbia University; Mary KISUrens,'

Ltriearsity of Minn ta; Thomas Omens, -Northwest 'Regional Educationallitboratory; and Harry

Slibu rnan,Ul ertity of California, Los Angeles served as reviewers of thisWumen.t. We thank
thearfor their helpful comments and suggestions. David Hampson, Chieftof theNational Institute .

of filiscatiOn's Career Exploration Division, initiated this study and Ronald Bucknam and Robert
.Hasi*-servektes'Project Officers .for-the study; we'thank them for their guidance and support:

lecOgnition is due Richard Miguel for his overall directiOn of the prof eq and for the prepare- .

tiantatf this report; DgeboraliCoJeman for coorginating the literature reviews; ise, Wasson for

getraing informatidn' about the experiential programs; Jeanette Mcdonafit for editing the
report; and Kay Freeman forseCretarjal support services.

iRobert E. TaylOr. 4,
Executive Director
The National Center for Ilesearch

in Vocational Education

iii
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. 'Import* aaesult of the collective eff:41saftth e.pobjearsackdasmoseibild the project .

lbw- sumipciliciiissues *tented areby no Maposilliikoniummalsof imeavaltimitop nel but. I

rap moteissueathat tould;be considerallitmithitatissaiMe ject

ipakailitco me of the project was thessasel ' -' ractnimendations.
SY panel': These recortimendationsarstiam ,

,......_ ---n by indi-
eilduialaimmised loithe.polidY-Making and tilanninn

-....a....... n prOgrams.

**NU abessommesdatiOni shOu Id. be most helpfuillse a" in starting new.
pograsikarmecamalso-be Of usd in more, esiablistatrprogrants.
4 . . '

Thasisrms usadin the stUdy are explained brim,,.
"Experiential 14ming refers to the proCesasilialtrninv
".by studying, observing, and performing.thilmorm at*

wherelhose roles occur.

INT Experiential education refers to plasnededwartionalt
tearnersito acquire attitudes,,slcilli7and.knassiedge
participating in Work settings. This is arr Mellasive
depancettpon experiential learningas a pr I

- pritharibt on work-oliented experiential ectssation.

_II Progranrieferis fo any ?rganized effort tolmiect
referre*to as a program or, for ex4niple, ismay bow
in a' school. .

-

Leamek refer to the individuals for whan-tbe stowiamsial;iipsitam is- intended.

fit
astiother rife roles

it famlly outside the

to enable
life roles by

satincpaN prograrns that
This study focuses

It maybe
or existiiig program

,)'anticipants refer to all Persons involifedsin ostexperialentistiprOgarn, namely, learntrs,
parents, laborond management represemadires, prsiasinettaft anOteactsers, adminis-

Arators,icoimselors, and other school 'Impanel.

Thoefollowiag.'are the guideline recommend
104801004-- andpotential benefits for each guideli

"

1

V
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t
by taro panel. The rationale,

etaillem-virithinrthirreport.
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:I.EARNER:
OBJEcTIVES

SITE
SELECTION

,
.!

3 fv.A.p.JATIpN.

ITIAL £01.JaATiON POLICY GUIDE INES

STRycTuRE
t:FOR LEARNMIG

-44.1

,DIVERSITY OF
EXPERIENCES

g !`4IDENTIFICATION
"".-40FLEARNERS.t'

7 ACC TO VARIOUS
EMP ENTLES

8 PROGRAM
EXPANSION

9 COMM ITMENT.
- TO PROGRAMS

10 WORKER
PROTECTION

'Experiential educaticor goisshould be bonneted into specific- .
-.learner objectives and -sic stated in *owns that teflect
shared understanding anireiall participial. Criteria, for
evaluating the olejectivenarenert 'of this itorionderstanding.

Experiential learning Id be deviirodefor programs
on the basis (Attie p r deliverinwleiggerm nersonal,
social, educatie l or evelopmenflowebt.t ,

Evaluation sho be ile soot nuous proems initilvingt all
partidipants; thipanainimmould be condensed amording to
terms and pro established in theleierrepetages.

Experiential 1.111114
learning thr
tunities for r

The learner' - /steed
tunities shoUNIkleol
experiences.

d be structui-to elate
I activities, incl rtor-

nterpretation.
,

of experiential educable:stoop:Sr-
iversity of learnirierarollwork

All learners *told ES,ORportiinitY t ipate in .

programs anoiseould4riavoWl' in/deter eir assign-
ments. Partiortion be based on shared ,

understandinif factors: (1) the s knowledge,
and attitude* is. expected .to d , (2)" the
learner's n and capacity for d ping them;
and (3) availaillityaf vesources And oppormaities.

Experientialomminglepportunities shouldme,developed at
various employment Web within cOrninweetty work sites.

Experiential learning opportunities should be developed
gradually, expanding only after pilot programs have demon-
strated success,

S

Cooperating, organizations should be encouraged to
involvement overtheir involveent over given periods of _time. The nature and

extent of this commitment should be agreed upOn in the
planning stages by all involved.

The presence of experiential, learners in the workplace should
not result in the displacement-of wbekers. If the work force
is.recluced While a prodrani is in effect, aoy requiied reduc-
tions in experiential learners or other program modifications
should be made according to terms agreed upon in the plan-
ning stages.

vi
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PAID.
EXPERIENCES.

it3 ACAIIIIM IC
CREAM'

EMMITYM ENT
IrTu. CREW

-,t5PREPRIMAT-ION-OFEDUCKTIONAL
PERSONNEL

1 PREPARATION
OF:WORKPLACE
PEONNEL

All persons responsible for experiential programs should
be thoroughly familiar with 141 requirements and ramifica-
tions as they apply to experiential learners.

Salary issues should be cooperatively decided upon by all
parties involved in the program, working within the context
of the appropriate laws, regulations, and collective bargaining
agreements.

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

Credit for prevjQus experience in experiential education pro-
grams' sho Id be considered by labor and management.

Educational ersonnel associated with the program,' should be
given a thor ugh understanding of the woFk settings, the
poten/lal of the learners' experiences, and their own roles in
assisting the learners to achieve the program purposes. Par- .

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

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

. act with experiential learnersAhould receive comprehensive
orientation to their roles in experiential education. Collabo

-4 ration between these workers and the program staff should
. ba'maintained on a systematic basis for the duration of the

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

VII
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SPECIAL NOTE TO READER

i 7

The u of the generic term experigntial education programs' is meant to include programs such
as experie e-based academia programs (e.g., Experience -Based Career Education); cooperative -

vocational, education ryprograms (e.g., seconda school cooperative distributive education); service
learning.proglarns (e.g:, programs'under the auspices of the National Cdfnmitsion on Resources-for
Youth);.emplayMent, training, and educational motivation programs (eig., CETA Youth Programs,

.70001, Ltd.); apprenticeship programs (e.g., The School td Work Initiative Program); general work
experienCiprograms; and career exploration programs (e.g., The Executive High School Internships
Prograrn).vInformation regarding these and other programs cart be found in another publication of
this project: Experiential Education: A Primer on Programs.

4
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1.

Incredgingly, institutions in the-educational sector and the society at large are becoming in-
volved in expanding.aduckional environments beyond schooling. These efforts, often referred to
as experiential edUcation, reduirk the collaboration of representatives from labor, management,
education, and Community organizations. This study examines policy issues and provides guide-
lines that can be useful in collaborative efforts for experiential education.

INTRODUCTION.

Experiential Education Defined

The term experiential education takes on meaning when it is applied to a particular area of
educational pursuit. When individuals eoterwork environments for the purposes of (1) acquiring ,

knowledge and skills for given occupations or (2) enhancing their own career development through
observing and performing work experiences or (3)-imprOVing their own decision-making Skills

-through-studying-the-social-context-of-work,they are learning- experientially . -- Hence, - experiential
learning means learning about work and other life roles by studyings.observing, and performing
them, and it involves expanding educatiohal environments to places where these roles occur.

This study primarily concerns experiential education which consists of planned educational
/activities embodying experiential' learning at the principal learning process. The following is the
operational definition of experiential education used by this project.

Experiential education is a set of planned educational experiences designed to enable
learners to acquire attitudes, skills, and know(ec/ge for workand other roles by
participating in work settings.

Background and the Problem

Both in- and out-of-school educational experiences contribute to an accurate perception and
total development of the attitudes, skills,, and. knowledge individuals need for their careers.. The
recognitt of this fact has led to the development of many programs which. ave an experiential
learning mponent. These pgrams seek to capitalize upon the learning potential that can be
derived from.experiences inch e work sectors of our society (both paid and yolunteer work).

gut educational programs that are conducted outside of schools anduse experiential learning
as the principal educational process can encounter policy issues difficu o deal with. This is so
because of-the difficulties involved in creating structures for learning iiikironments that have
other purpcises. Because workplaces outside the school are not structured as educational environ-
ments, they can present unusual And unfamiliar challenges to those who want to implement an
experiential education program. Part,of the problem lies in the immensity of the taskboth its
,scope and its manageability, but italsoxesides in the convergence of the many participants asso-
ciated with the effortand their, diverse motives, perspectives, values, and varying levels of familiar-
ity with and sophistication in Carrying outthkir roles. Collaboration required for policy sett%
and decision making brings together persons from various sectors (e.g., management, labor, educa-

tion), some of whom do not fully apprebiate each other's perspectives nor fully cOmprehend the
problems InvdIved in fusing education and work experiences. b

,

1
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Consequently, the introdtiction'Otxperiential education interventionsIntoworkplaces..... .

requires IV an ynderstanding of the'Policy.issues concerning experiential education; and (2) the
-determinatpROf poliCYguidelineslortreating experiential opportunities and for setting parameters

' for theiriMPlementation. . ,
, ,

r.

t Iv
Seeing the reed for clarification -of current and emerging policy issues,.the National Institute

Of EducatiOn (N'fE) requestedthat a study be undertaken by the Nationii Center for Research in
Vocational Education to develop policy guidelines for,-tuture experiential education programs. 4.

The principal objectives of this study were ae-f011ows: ,

Totlarify issuesConcerning experiential education

Purposes and Objectives

To propose recommendations for use as policy guidelines

Bbfare detailinthe procedures used in this study, it is important to understand the-following:
. \ .

Definition of issue.. For,the purposeof this study, amissue is seen as a matter of
concern.for which there ar% differenCeS of opinion and value: We have used issue
at,aoirit*of concern about which-there can'be.legitimate debate.

. -
Selecgon; and ,c1.1..ficatian of issues. Although thisitudy was to be limited to ten
.pOlicy issues, sixteen were explored. The issue,areas weiv.seleated by the Project's
'advisory panel. The.projebt staff in consultation with the advisory panel developed
clarification statements for each issue., InfOrmaton.for these statements was obtained
from literature reviews, interviews with personnel from various eXperiential prOgrams,
and, the project 4dvisorypanel

Developme4tyquidelines: A'requiretrient of the stud was to commission a blue
ribbon ParielVf ".... top, level, tough minded indiOiduakrepresenting the broad rafige
of actbts'in.the 'experiential, education aOproach.i' The responsibility of this panel
was to prepare theguidelines-based oritheidentified issues under the direction and
advice.of the panel chairperion. 'Because the panel was vital to the success ofthe
orojeCt, it Was used fully irrboth an advisory capacity and attleyeloprnental capacity
(i.e., preparing theguidelines).

procedures.

the project was conducted the period 9f July 1, 1977 through November 30, 1978.
The following is a calendar of the.rnajoi events that led toward the development of the guideline
recommendations.

.July 8; 1977

-August 2,1977,

Selection of advisory Gotta! tialcoerson.

Selection of advisory penes members; identification of other indi
victuals arid organizations to provide input for the project.

October 4-5, 1977 A adviow y p.ehet Ineetlny held lei active issues identified.



January 31 and
February 1, 1978

April and May 1978,

, April 24- 25,1978

May 22-23, 1978

June 6, 1978 .

November 16-17,
1978,

Second advisory panel meeting heldissue statements reviewed;

-format of guidelines approved; subcommittees formed.

Advisory panel subcommittees metissue statements critiqued;
guideline recommendation developed.

. First reactor group workshop heldprogram coordinators and stu-,

dents reviewed issue statements and guideline recommendations.

Second reactor group workshop heldpolicy makers from sixteen'
experiential programs reviewed issue statements and guideline
recommendations and provided insidhts into program policies.

Third advisory panel meeting I
finalized.

Invitational Conference held.

,a-Lommendations

Each of the above events is discussed in mono:fetail in the following sections.

Establishing the Advisory Panel

b(2
Representatives from N I E and the projec staff and Dr. Herbert A. Levine, the project's ad-

. viiorypanel chairperson, met at the National enter to select the members of the advisoryopanel.

s 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 froin the Department of Health, Education, and Welfare and --
from the Department of Labor should serve as ex-officio members omplete list of the advisory

panel members can be found on page iv.

Identification of Issues

4). At its second Meeting, the advisory panthagreed upon sixteen issue areas: clarifying intended

.outcomes; developing experiential opportunities; structuring experiences; diversifying experiences;
assessing effectiveness; identifying eperiential learners; cre,ating a diverse array of experiences;

paying experiential learners; expanding experiential education; maintaining commitment; worker
displacement; observing legal requirements; granting credit; recognizing experiences for theirmarket-

able value; preparing educational personriel; and preparing personnel from the workplace. The
project staff made site visits to various programs, interviewed experiential educators, reviewed the
litefature pertinent to the issue's, and assembled two reactor groups: (1) program coordinators and

students, and (2) program policy makers (see Appendix).

Guideline Recommendatiol 13

The panel was divided Otto 1,, vice ClV dev,:i...0 gulUelinu

itiendations and to provide guidance t..) the bca ft in fo.mtilating me related discussion of the issues.

At the panel's third meeting, the guideline imunernendations were I eviewed and final modifications

A



were Made. This docuMent, which contains those issue staternentand guideline recommendations,
was Written/and subsequently reviewed by the advisory panel, substantive experts in experiential-.

.

education and related fields, and, the National Institute of Education's Project.Officer.

itationai'Conference

The issue statements and guideline recommendations were presented and discussed at an invi
tatiorial conference on November 16-17, 1978. This conference provided suggestions on the various, .

uses of the guideline recommendations. Conference presenters were alumni of experiential educe.- j. :

tion programs, program coordinators, labor and management representatives, researchers, and . '.."./

representativeslrommajor experiential educationorganizations. The presenters addressed the issue
themes and the-ir.portance of the guidelines; they also provided examples from practice: The con-
ference proceedings can be found in anotheepUblication of this projeCt.

Summary

, The Experiential Education Adv1401y Panel mat as a total grouptHree times. Subcommittees
of the panel met an additional two times. During these- meetings panel members considered and
debated various aspects of selected policy 'sums and, as a result, produced their guideline recom-
mendations. The remainder of this report presents those issues'and guidelines.



ISSUES AND GUIDELINE RECOMMENDATIONS

.

The policy issues investigated in this study, ware chosen by the project's advisory panel foccon-
lideration'in developing guideline recommendations. Although these.iisue areas are by no means

Only issues of interest to the panel, they do represent those issues that were addressed within

the time frame of the pfoject

The following assumptions were made in regard to the issues and recommended guidelines

included, in this section:

1.. Flexible approaches to a'policy issue are desirable.
4 .4 .

2. §olutions to any issue should be arrived at through

"s)

3.. Policy issues are wide ranging and vital to-those affected, ideating d17 fat into rite.

4. A policy ,guideline should take into account the impact on all groups involved.

5. Policy making accommodates both democratic expectations of consfftenciesCand the
ultimateinerits of the outcomes of policy decisions.

Overview of the Issue Areas

The specific issues and guideline recommendations eyolved from an investigation of six general

issue areas: objectives and outunies,,characteristici of experiential learning, selection and oppcir-
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
recommeridations considered irithe advisory panel's deliberations.

-..,,,,..:
:7:;*

)

Objectives and Oingpmes

The principal common factor of all experiential education programs is their useof experiential
learning as the 'educational process. Programs can differ considerably from one another; however,
depending on their particular purposes and objectives. Five major groupingiofthese programs have
been identified according to intended outcomes: (1) career development; (2) personal growth;
(3) acaderdic and life-skill development; (4) job- ill development; and (5) youth employment.
There is also considerable variation within these aitegories, which becomesobvious as one looks at
the specific objectives and requirements of the various ptograms. The point to be shade here is that
experiential education programs are more individual than they are alike, and.generalitiesapplied to
them will have to be weighed in terms of true relevance. Despite their differences, however, they
shore a number of problems and,concerns relating to their achievement of the intended outcomes.

Design of fhe experiences should begin with the objectives, deriving, the necessary procedures
and resources from an analysis of those objectives. Howe re it is not always easy to create a good
match between intended learner outcomes and appropriate experiences to attain those outcomes, an

area of uncertainty for many programs Fiequantly, insufficient attention has been given to three
aspects of the problem: (1) aChidVilly d clear understanding of program outcomes by all participants;
(2) developing realistic expectatiuna, LaiJ (3) knowing what effects a given experience will have on

specific outcomes.

1



.Despite the desirability of any of the intendedoutcomes, however, the ultimate question is
whether or not there ig-sufficient value in experiential learning toljustify the expenditures of time
and money.. Which programs are cost effective in achieving their Outcomes? Whiah outcomes are
impraCticel from a Cost-effective standpoint? Are long-term benefits available? These and other
questions must be answered..

In summary the gaps most in need of attention lie in./the following areas: (1) determining
realistic and attainablgoutcomes; (2) understanding alternative experiences for achieving outcomes;
and (3) workable criteria for assessing the effectiveness of thddxPeriences. Guideline recommenda-
tions 1,.2, and 3 relate to these issue areas. .

. e,

wierninmit
experience h

in the exper
Therefore, tars

Intel Learning

:ed towaid developing experiential learning assignments. ,However, clo
e and quality of those experiences is needed. Individuals want to amass

,'t lingful and useful. Them is little incentive on the part of those who enc.
r c ;e who provide them to.participate in enterprises of little consequence.

rnu\ . 106 executed in designing,eiperiential'education.

6

Work experiences are pften a more important forcd in shaping one's career than those of the,
classroPm.-. But npt all experiences will result in positiVe outcomes. Poor experiences can intensify
problems and reinforce negativhabits and attitkies. 'The way in which the situations are perceive,
by the participants has considerable impact on whether. or not skills,habits, and attitudes importani
in productive work are acquiriO. Similarly, muchdaPehds on the purpose for.,which the.learners
are in the program and consequently how they are .mewed, that is, as observers, workers, or on-the-
job learners.

Part of the problem of assn, 11,9 nigh quality,e?tperiendes the fact that there is considerable
variability in the control that program staff have,over the experiences. Also, our knowledge regarding

,what constitutes good experiences is rather embryonic. We need better information to increase our
understanding of what these differeoteXperiences are and how mafiy are tied into the planned proce
of. education. Guideline recommendations 4.end 5 relate to this issue afea.

Selection and Opportunities
,

Matching experiential learners to appropriate learning opportunities is a chalie,iging task. It
involves not only developing a suitable array of experiences but also meeting the needs of .a diverse
population and determining what experiences are likely to have a long-term imiact: There is a pre-
dominant feeling among program people thatgetting learners into the tight eXperiences is crucial.
Experienced coordinators in co-op programs, for example, claim that it :lit e key to success. It is
relatively clear that both learner outcomes and the future of the progrvarn tself can be affected.- For
example, mishandling placement can result in undesirable career develo Merit; rejection of future
learneri by employers, and a poor image of the program in the comm ity..Guideline recommen-
dations 6, 7, and 8 relate to:this issue area.

Impact on the Workplace

even though all exper uo (,,t p,, ,.In tiv fen...- then
y presence constitttes.an'in ven \ ,,iv, ghat will bi with tAir ing degrees of enthusias,.,

4.,
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The number of krarners, the diverse nature of the parsticipation, and the long-term relacnonships of
the programs are in a tenuous relationship with the work environdnent;.the expressed txirpose of the
work enterprise, and the personnel with whom the,learners interact. For program 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.

Certifying Learning and Work Experiences

Beceruse'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-

teristits of most programs and are usually offered as incentives.

Awarding academic credits for demonstrated skills an
prOgrams.i4Renerally acceptable to most persons. However
basis and manner of awarding them is subject to debate.

i, 1,a1 tr,L,

Because many of the programs du involve considerable L. .,:nce, it seems only

logical that ,learners should be able to use it as part of fheirl ii . 1,4,r,tlitionally, under cir-
cumstances where new employees receive higher wages or other b, ., , .i. based on their work expe-

riences, learners' work experiences should be considered.

Guideline recommendations 13 arid 14 it:we to this issue arei.,.

Preparing Personnel

The process of experiential ICOI ,iing is depertuerit upon a rich and varied learning environment
and upon persons who can stimulate learners to acquire knowledge, skills, and attitudes trom that
environment. Both the educationallpersonnei associated with the programs and individuals within
the work force are t,ersons from whom the learners can benefit,

Because experiential e designed to ooneve a, particular setOfoutcomes,,
they are dependent upon program personnel and personnel from the workplace, who have a clear .

understanding of the program and how best to 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 human and water la( keepiny the needs of individuals in mind. Guidelin6s 15 and 16

relate to this issue area

I i , , , II. . I I. "in,, ,I I,. ,I . . , Ali. . APti..;

I. .veiny i:ages 1.: :t.1, .1.. . Ilii(:J :,1 IlIghlibtiti It . Jiii"I 111,1 IlS fr-1, , , :re offerett for tht,

pLy el's ccnsidei .1011 I..11 I :.I It:1) i Ilw,iiil; I 3 I , 14,9tle Sit:1(1:11i ;lit is tilt; ,onus 1,,t,deline recornmen

dation



1 Learner Objectives \
'

NEED FOR .
- CLEAR /-

OBJECTIVES, 7/

'REASONS
FOR (LA&
OF CLARIl Y

AVOIDING
MISUNDER
STANDINGS

N

DE1LHMINING
CRITERIA

i.

a I

Objectiyesfor experiential learners vary among the programs, ranging
[from a few genera I 9oals to lengthy lists of specific objectives. Similarly,
Reasons for differences in stating goals vary. Nevertheless, oneof the major
purpbses of having\goals is frequently not met: communicating to all pat-
ticipants what the intended outcomes of the program are. Among the consec'

_quences of inadequately communicating program intentions are the following;
insuffiqient or inappropriate uses of human and material resources, disappoint-;
ment of participah1C, ineffective feedback, and results that cannot be substan-
tiatedall of which may prevent learners from realizing the full potential of the
experiences.

;

There are three primary /reasons for lack of 'clarify in stating.obje,ctive:L
difficuky in stating some ofthe learner oistcomes; (2) preference
ty; and (3) uncertainty in program design or exlcutiori. While$he expla-

1 t ion`for thi's situation is more complex than can 't& mentioned here, each' .

211 :hese points can be illustrated briefly.

' The desired ouu:onies 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 Oxplicitpnayresult in .

loss of support from some participants. Finally, the field,Qf experiential edu-
cation is a relatively new venture for many participants. WN.e.pnotivated by
some general notionOf the promise that the experiences hold for learners,
t.trese newcomers are not always certain of the prcigram outcomes nor capable
of expressing them.

Anothei aspect 01 ti.c: problemAiides in the fact that setting goals for
cAperiential education calls for appreciation of the viewpoints of the
various sectors involved in the enterprise. For example, labor, management,
educators, and others do not always view the needs of the learners and the;
prospects of the programs in the same way. Further, communication among
the various sectors requires senlitivity to and a complete understancing of
the needs of each S8Ctur and how these programs can complement those
need*.'

)

1Stlip, 1441 -1 ..,i10 talt.,..ii t, leJa\t,) ortell iitRIII VIC:IA/C.1d LIZ th6 I)i UV!
I we edocau il alorrs But eApetianti\al education is a collaborutivt, effort.
lij this regard, ea .31 par t.cipsnt should haiie an equal voice in determining
th : criteria fo, setting program objectives a consideration that is often
overlooked

4)1. th; ,)4/ i ly 1,t4.111 tll d 1011/1.e15 15 d011e oftet

4,19 di..3 1C dliSk thid I LC.14/CatiOn ,4

Progr65t.



Guideline 1-
\

, sr,

. \ EXPERIENTIAL EDUCATION GOAL; SHOULD BE TRANSLATED INTO SPECIFICLEARNER -*

OBJECTIVES AND SHOULD BE STATED IN TERMS THAT REFLECT SHARED UNDERSTAND-
ING AMONG ALL PARTICIPANTS. CR ITER IA.FOR EVALUATING THE OBJCT.IVES ARE
PARTOF THIS SHARED JJNDERSTANDING. ,

Translating goals into specific objectives lays the groundwork
for a Mgared understanding bf whig learner's can expect to get out

I Of their involVement in experiential education. It alsb enabi,
'persons who provide experientiallopporttinities to fashion th.

4'
experiences so that attainment of the objectives becOmes-a rek t

Part of the task of clarifying4blectives is to deterniine the critur.
by which -those objectives Will,be evaluated.

*rogram staff, alone cannot be responsible. All persons concerned
with tie program and the success of its learners must be involved in
the proCess of stating the objectives: This involvement contributes
greatly to understanding of what the program is designed to
accomplish,.

This recornmendauun to involve all persons culicerned is
applicable to all programs; but the degree of specificity and the
amount of time spent on this task will vary trom program to
program. .

Stating objectives In bpecifit, Let His Ia e,iten difficult and time
consuming, sometimes requil my special training to expedite
the task.

Becoming too speo tit, ilidy I cwill in easily I 11Cd3111- ed LAIL
trivial objectives or in loss uf program vitality and flexibility
Care should be taken to see that this does not occur

oual spoon...ay may luak.1 t(,,
rnent, but there are lio gu,oc.htees All must recognize their
respoirsibllitles .aid their effect on Judi attainment

L,1/4/11i0..11,1i .I11i I

1§1. Ild 1.9 01 ill.

I ak, I k) I a /I .
1/ III t/d ewhoyful 'Jill 1., L. hi I

RATIONALE

-

SAKEGUARD
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2 Site Selection .

OPPORTUNITIES . r . It is probably safe,to saw that almost all work-related-experiences-
FOR SUCCESS can be helpful tosome indr,-dualt some given timed But donsiderable

thought must be given to icciertifying appropriate experiences fix' selected
learners so that specific objectives may achieved. This teilnk placing
the right learners in the right places at the right times. If this important
step is overlooked, learners may exPerience.ineffectual or even detrimen,.-
tal conseque--

.

nces. .

1,

AREAS OF
CONCERN

Experiential education activities can provide b hylhort-term and
long-term benefits. Ii -their special Way, they can en le learners to
develop occupational competencies, bask skills,4elf-confidence, de-
sirable work habits, and interpersonal skills. They can also assist in
career decision making and career planning' but only when the expert.,
ences are Garefuliy chosen and designed.

If these experiences are not carefully developed, they can be
totally unproductive.from an educe-W:5nel viewpoint. From the lean'
er's point of view there are seven areas of undesirable outcomes for
which experiential education programs are sometimes criticized: (U ac-
quiring counter productive work attitudes or-habits; (2) getting experi-
enceonly on jobs they can get on their own; (3) providing no enhance-
ment ut care,er opportur'-'ims or further educational pursuits; (4) training
for jobs that ate scarce, 3corering a poor on-the-job record; (6) be
coming labeled, stigmatnuid.Pintereotyped because of program partici-
pation; and (7) tocusiny .Jivy on job-skill development.

bu,inae may occupations are stratified along social doss lines,
experiential learners who are provided limited opportunities may not,
get to make the most of their interests and abilities: This is a special
concer n for experiential learners who seem destined for lower -class jobs
arid those who have not been reached-by traditional school programs.
But arni learner may become tracked flocked 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 potential must be avoided.

EXPERIENCES k. Ica( I y experiential education must ultimately lead to improvirry
THAT MAKE A u.0 rdt of the experiential learner. The types of work already available
DIFFERENCE toinexperienced youth are often marginal. Getting learners experiential

assignments that ensure growth and maturity, that assist in the transition
to adulthood. arid that eventually lead to stable, promising jobs is the
chfillenge to all participants. a

,itay not be possible io start sun_ learners in "'butte, \Nue k

,t races, out their experiential assignments should provide for son
grolkni and is:It-fling Whether the purpose is job- oriented or nut, pro
grans 1.mot develop uppur (unities which demonstrate that par
result, Ili Lena' oot,;0,11C:s ihdr1 noliparticipation,



Guideline 2

EXPERIENTIAL LEARNING SITES SHOULD BE.DEyELOPED FOR PROGRAMS ON THE .

BASIS OF THE POTENTIAL fOR DELIVERITERM PERSONAL, SOCIAL, EDUCA-

TIONAL, OR CAREER-DEVELOPMENT BENEFITS.
..

I
t.

i si...
.. ,

,

c .
`, . .

DevelbPing experiential leirning sites for prbgrams myst be RATIONALE ,

4)

,experiential learningb not for everyone and not for every
dorre thoughtfully. site may have the potential for

program. Asa site is choSen, it should be evaluated in terms
What it can realistically Contribute to'prospective learners.
Personal, sacial,educational, or career development needs of ,

participanti must be advanced in mime way. Prdgrams having
career awareness or exploratiorf as their principal purpose
seem to have more latitude in this area. How,ver, random
placement of participants cambe costly in terms of time and
resources especially as opportunities become scarce and

learners Move from one to another aimlessly. Fpr program's
with purposes requiring intensive, direct experiences over ex
tended periods of time (e.g., job-skill development), concern\ for

participants receiving long-term benefits increases, since the -

prospects of multiple experiences are reduced.

Some mismatches of learners and experiences are in-
evitable. Provisions must be made for recognizing and
remedying such situations

Proper support trcm dud d.iminlatidllul, by pi ow am
staff and labor and Management representatives and
commitment from learners, are essential In ensuring the
appropriateness of any experiential site

Short-term benetits (.9 Set.urtny d di y 1014

should not be underestirndtec They &. be in4trunich1ai
in advancing one's career ds well as meetI19 immediate
needs.

t earn,..3 in , etc., i , .1 .11

that will enti career oportui.1tit:3
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3 Evaluation

RELIABLE
FEEDBACK
INFORMATION

1 CURRENT
EVALUATION
TECHNIQUES

PART ICIPAN
INVOLVEMEN

AL LluVATIVL
METHODS

The assissment of experiSntial education is'a challenging task
for everyone' involved in the enterprise. It is also-an important task
because allVarticipants require reliable feedback information if the
experiences are to be efrective. To sorry, anessment 41-thought of as:
an isolated evait designed toprove thattertain outcomes have been .

:achieVed, lit the assessment of experiential ismore eompli-
ated than that. .

,

'
It is reasonably safe to say that no one type of assessment tech-

- niqt..4e has the explicit answer to solving the evaluation prOblemilii-'
stead there are many approachesto assessment and each type 6f expe-
riential prqgram, varying by locales, tailors its assessment Orocedures to
meet its own needs While most programs are akre that improvement
is needed, they believe their assessments adequate within the current
techniques of evaluation available. But the'most cynical critics deem
current assessment'of experiential education inadequate and believe
that it is floundering,

Despite the poor picture portrayed by the critics, considerable
progress has teen made. For examplt,, Experience:Based Career Edu-
cation, the Council for the Assessment of Experiential Learning, and
Cobperative Vocational Education Departments Have been successful
in conducting credible evaluations. While they have shown that expe-
riential learning can be assessedadvith acceptable rigor, several qualifica-
tions must bb kept in mind. The assessment process must emanate
from clearly stated policies and rocedures .and it must be conducted
by individuals experienced in this ar

ThUlt; nt, .inntn that la rners, IdtJUI and rnanagementrepresen-
Jrives, projr.rin staff, rand oth r participants need continuous feedback.

But it iselso quite apparent th all participants,ought to participate in
the assessment process. Becaus orthe collabbrative nature of the
pi °drams, it is important that each participant provide and receive
assessment ddt,. in this way the data can provide multiple perspectives,
ultimately enhallinj the role of each par ticipant.

11.. I ti.; hdve t,
3ign :,1 {) moo, the trill int heeds o1 tun individual program. Sut

,:nt thin: bil,7111d IL) provide k r consideration of possible
c, p ,Iroat;hus When e( possible, alternative mettuxkof setting standarus
should be ti dnd the, results compared Once the desired approach
Is deteilliriltid it sh Arlo he used consistently These suggestions, emanat
11,9 horn An:1 snitly aid arse.. few eseiliatftc of many program par
th:i1/12111...3 iih tit ,S "II u. 3C4tAllelli.
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GuicIRline 3

EVALUATION SHOULD BE A CONTINUOUS FROCESS INVOLVIN
THIS PROCESS`Silt5ULD BE 'CONDUCTED ACCORDINC1-0 TERM

ESTABLISHED-1N
c=

THE PLANNING STAGES.

Each program will have to design the erltation process
according to those procedures best suited to its purposes ar'
objectives. Many good prograM-evaluation techftiques.ex
but the Methodologies for evaltiatiriTexperiential education _
just evolving. Elialuation is a difficult task and one ofte,n 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 rd in the
continuous improvement of the programs. Thy griieria for
evaluatibg prograriffectiveness should be determined during
the planning StagA, 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 developed to train individuals
for their roles in the evaluation process. .

Care must be taken to develop dppiOpriate pjocesses for
eXperiential learning.

ALL ARTICIPANTS; '

AND PROCEDURES

RATIONALE

SAFEGUARDS

Everyone i11vut,,,,,1 11I i. i ,,. ,....,',2,,j.,,..: will lii Kiel Ji.c11 id V1/1 WI. POTENTIAL
needs to be dbne to Lchicve objec,tives anti what corrective BENEFITS
actions need to be tirade for the benefit of the learners.

learners will ieL;elvt; I lo Pulp Weill
better achiev.. their cujectivcs

t edl lief z NVIII , I iII ,

i'loillullw vvni
evaluation pr. .,;,s



.4 Structute for Learning

DEVELOPING One aim of lexperiential education is to make learning activaties,
MEANINGFUL meaningtol. Youth are concerned about their success in adult work
EXPERIENCES roles. Consequently', they will enthusibstically engage in most work

activities 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 experiences to include motiva-
tion, and success factors. .

. r
EMPTY Certainly no' one advocates meaninglessIxPeriences, but it is not
EXPERIEN uncommon to find experiential learners in situations that d,emand little

of them. In some.programs.many participants. are not expected to do
very much, and conse4rently 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, strudure is needed to promote purposeful
behavioral change.

IMPORTANT The total gamut of experiential education offerings includes a
QUESTIONS wide variety of activities that can be beneficial and worth the time and

money spent on them:' However, one needs to answer questions such
as: How can appropriate sequence and timing of the experiences be
achieved? Du the experiences vary for different learners? What addi-

. tional lean ling activities are required to complement 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 ofie type of experience tcr another?

REFLECTION ANU Mcist, but not all, programs recognize the need to provide for
INTERPRETATION reelection as part of thexperiertpe. Through seminars and co.unseling

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 reflect on the problem and diss?uss it with otherg may help
them resolve what would otherwise be a negative experience. A more
significant benefit of reflection is that it enables individuals to' learn
thpse thinys which are difficult to learn experientially in a short span
of time Bet.ause they have designed experiences to include opportun
ides Cur reflection alio interpretation, certain programs have enabled
learners to app oaLh their full potential,

LAPefictillai 1.1,91c11113 that provide vv,,,Ilivvidle expel spend
unsiderable time in careful planning, development, monitoring, and
follow up Other indwell's that are laissez-faire on this score leave
much to (.1,,Ance a..d seem Iii ely to result in disappointment and even
uyilicisn, tut all the Itarticipants Althouyh it is a timeconstaning task
str tietd log the: iehcts seeii well worth the effort
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, Guideline. 4

EXPERIENO LEARNING SHOULD BE STRUCTURED TO, STIMULATE LEARNING
THROUG ANING.FULACTIVITlEg, INCLUDING OPPORTUNITIES FOR REFLECTION
AND INTERWTATION.

The quality of experiential education dependson the, RATIONALE
extent to'which learners realize the full educational pote -

of.thb experiences tkielandertake., Merely plicing learner
experientialTearnjng settingl, anit leaving them to their co -.
'devices ttr.feaPot something frOm tLid experiences is likely tF '
short of ffie mark.lopmost individuals. Strategies for achievi,
thejearner objectives of the programs should berdlanned
openly, honestly, and thoroughly with input fror'n all participqr .

These same individuals must continue to communicate in guider
the progress of the experiencei and providing whatever follow-up
assistance, is needed. This recommendation is applicable to all
experiential programs.

Aor

The experiences. should be strutaur ed to stimulate creativ
ity and enhance individuality. .The structure should be
flexible enough ,to'enatkie learners to capitalize on un-
anticipated opportunities as they emerge and to encourage
them to develop creatively the experiences they undertake.

Structuring experienas to briny 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.

SAFEGUARDS

I earners will u.,,"d1/4, ,.. .... Ii..., .. drip' ,, 1,.,.. ,.. Po ftNIIAL
their develop,lient. BE EFITS

A

i Cat IctS Vvtll be at,' . , ,, " ,. 41.1

I GCAlittrb Will uncle.;, , , ,,,,, 1, .. , , , . ,-,wd
other educational el(p)..1 It IlLob
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xpepenues.

' Many experiential. education programs- fivOr diverSity,Of exile-
iiences, finding that diVersity stimulates learning, encourages Career
explOration, and ensures a, Wide. range of skills, knowledge; rindattl-' '.

:-.'tUdesokthe pert of the learners': 'When diversityispot Considered :in
', detigning the experiences, learn-INS' may find 'themselves in situations .

.,, . . , .

:..... where their activities beCoMe routine, boring, and nonproductive from .

'a learhinaand career-clevelOpment standpoint. ,

., .:. 'A, ' .....
',

','.:BEfttl717S ifiF.- Diverse experiences are desirable for two fundamental reason.

.--

'DIVERSITY'. '' ..' First, learners require actiVities Oat provide motivation and reinforce-
...Mont, and experiences that allow them tOengage in a (iatiaty ofaCtiv-

itie,swhich help .thern.develop multiple talents and interests. By. apply-
: irig;.therriielveSto diversettiiks,.learnere.becoite selkonfident and less '

.: threatened by the..hallehges of the workplace. Because true self-
c cOnficlehce is gained fiC:3m competence 'in perfOrManCe, moving the
' ' learner from oneectivity to another must be done thoughtfully. Learn-

erd:facrigi with ayariety of Work eXperiences for careterawareness pur-.
' Jame% heed a:Plannfd..approachto;terve as a guide. ..

.

.AUTHENTIC
EXPERIENCES

SeCondly, diversity develops tin the learner an awareness-of the
multiple applicationsof occupational skills. Since today's workers may
face several career changes in a lifetime, it is important for them to 1;

appreciate the use of similar Skil ls.in different work contexts., They
, also-need to deVelop an appreciation.(or the interdependence of the

. differenflabs 'constituting the Work force.

Aslearners experience different activities) they should be exposed
to the same.conditions regular workers fate.Whenever possible. Other-
wise,.the work eXperieftces*ill not be authentic..nor will learners gain
a trUeperspective. AlthoUgh the balance inherent ithe relationship
between learner and workeeroles is often tenuoUs, eXperiential learners
must develop a clear picture of the total work environment: conditions
and standards of the workplace; legal requirements; rules of conduct;
safety precauticins and other aspects. Similarly, the of deter-
mtningappropriate.experiential activities mist be based on collective,
bargaining agreements (where they ekist) and on what is expected of
,employees on the job.

. .

. it may be,difficult and Costly to provide learners with
diverse experiences, participants should make every possible attempt to
develOp them: The long-term benefits to the learners and, conse-
dudntly, to .work establishments should be well worts the effort.

. The determination of what constitutes appropriate divertity must
beginwith an analysis built around the needs of the learner. Meeting
these needs for diversity becomes the real challenge for all those who
provide the experiential learning opportUnitieS,

1
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Guideline 5
/Th

LEARNER*10ViRALL ,SEleOF E\XPERI,ENTIAL EDUCATION. OPPORTUNITIES
SHOU1,81NCLOE A DIVERSITY OF LEARNING, AND WORK EXPERIENCES.

(.4

A . A vast. array of experiential learning opportunities exists.
This diversity is founcfnot only in the variety of work but also
in the kinds &learning experiences availa6le to individuals.
From the standpoint of human development, it is important for
learners to be exposed to es' much div

The timing of diverse exper nces, determined
ky as is appropriate

anc(beneficialt.
bylirk Olanding, will depend upon the pu poses of Specific
:pedilams and developmental needs of the participants. The
concern here is to encourage 'individuals to be versatile and
flexible interms of career decisions and preparation and to
deter them from : 'ming locked into career paths unneces-
sarily.--Diversity I. e-hallmark-of aperiential programs- having

.. . career awareness and exploration as their pUrpose, but this
recommendation recognizes diversity as an integral and im-
portant part of all experiential education.

Toomuch diversity may cause confusion in career decision
making or shallowness in career preparation. Care must be
taken to ensue its proper place in a total experiential
education program.

After routine experiences, which maybe a desirable
starting point for some learners, experiences should
become increasingly diverse and challenging.

RATIONALE,

SAFEGUARDS

Diverse experiences will provide an excellent basis for POTENTIAL
career decision making. BENEFITS ...if

Diverse experiences will contribute.to the development
of transferable skills.

DiVersity will serveas a catalyst, motivating'participants
to get the most out of their experiences.

17

28



niers
1 . e

P.W.C.H i NG. - , There are those who believe that any learner can benefit from almost
. .

LEARNERS any experience and .that those most in need should acquire all the, experienCe
MTH". . , possible. HoWever, programs vary considerably, and diffetent experiences

..OPPORYLINITIES'' requirevarying Irkels pfleadiness for pertkipation. For this reason, a sensi-
tive approach to matching learners with work-related learningbpportUnities
iS.n040 d

..

,

,

.

The importance of identifying prbspective learners and *curing appro-
priate experiences for.themcan de viewed'irom two vantage points. Most
significantly, program sponsors Oant learneit to benefit from the experiences:
Since experiential education requires a subitantial investment of all participants'.

..,. time, learners should be at a stage of readiness to benefit from participation,
and the experiences Should have the capaciy for developing the learnetS:
The second concern, emanates froM,the desire to make the programa success,
Careful identification of learners can.contribute to making this objective a
reality. . .

.

0

IDENTIFICATION The basis for identifying learners and matching them with learning ex-
PROCEDURES . periences consists of both formal and informal measures of theivocational

interests and aspirations, their needs and abilities, and their readiness in
terms of career, intellectual, and social development. A case can be made for
any of these approaches. However; none is,without problems. Forexampler
while random assignments have ofteended in disappointment, precise job

, analysisoand thorough diagnoses of learners' needs and abilities have not been
particularly satisfactory either. Use of tests and Other screening +ices has
frequently been unsuccessful. intervievving has oftenkbied. to be not only
time-consuming but also ineffective because of lack oraPpropriate techniques

, .or trained personnel. This brief dismission of the .problem's can be no more
than illustratiVe, for the problems nd tile ettendjng circumstances arejar -

too complex. But the situation hopeful. "Ptogram staff are improving
identification procedures. They a 'becoming More sophisticated about .

what works and more iniportantly, what does not. -lhey are alsO becoming
more sensitive to differences in learners and in work situations:

DISADVANTAGED .. One problem area still presenting a Challenge, is that of providing expe-
LEARNERS riential opportunities to individuals who lack knowledge, basic work skills,

.- ' and positive attitudes. These disadvantaged persopt are often unable to
- benefit from many of the experiential programs, though some individuals

Will be more likely to benefit than others: Those individuals in, the gteatest
need should be giveiqual consideration, but how to accommodate learners,
who cannot benefit greatly from many opportunities remains a mystery: .
This problem will-not be solved easily, but one solution to be avoided is . .

,-, patterning selection processes after those used in industry. In most cases,
these practices are inappropriate for experiential programs, supposedly
designed for educatiOnal purposes and not for emPlOyer recruitment and
temporary work-force aUgmentation.

Identification of leathers and matching them with e-eltime'ovally pro-
ductive experienCes are crucial,initial steps in developing ful experien-
tial programs. They must be executed effectively and fairly with due con-
sideration for both the learners and (hose who provide the. opportunities.

29



uuraeline,
ALL LEARNERS.SHOULD HAVE THE OPPORTUNITY TO PARTICIPATE IN PROGRAMS
AND-SHOLIO.BE INVOLVED; IN DETERMINING THEIR ASSIGNMENTS. PARTICIPATION
SHOULD,13tBASED OW CLEAR AND SHARED UNDERSTANDING OrCERTAIN FACTORS:
' (1) THE,$14:LS, KNOWLEDGE, AND ATTITUDES THE LEARNER IS. EXPECTED TO DE-
VELOP; (21 TiltLEARNER'S NEED, READINESS, AND CAPACITY FOR DEVELOPING
THEM;.AND (3) AVAILABILITY OF RESOURCES AND OPPORTUNITIES.

Experiential education opportunities should be open to
all who want and need them. However, the seteption of par
ticiPahts cannot be vione on an open-enrollmegt basis for all
programs.- At least 'two considerations are Pertinent here.
First; every program cannot be expected to provide an infinite
number of experientialjgarning 'opportunities. Secondly, and
more iMportahtly, the benefits to be derived front any expe-
rience depend upOn the readiness of the prospective learners '
to acquire the ,knowledge,tkills, and-atfitudes for which the
prograni_isidesigned.

Because sorhe experiential education opportunities require
more preparation than others, the timing of experiences is
critical. Prospective learners who are not ready to benefit from
a specific program should be counseled in terms of the prere-
quisite skills, knowledge, and attitudes required and how they
should go about developing them.

Experiential assignments are limitedof course, by the
resources available and the capacity of the community to
provide the experiential opportunities.

Programs will develop linkages with other programs t(
make.counseling and referrals a reality:

...Counseling and referrals should become available to any
applicants not yet ready'or able to 'benefit fr.= the
program.

Learners will be encouraged to develop the capacitiei
required for targeted experiences,

Learners will become realistic in their choices of expe-
riential programs.

Learners will.; recognize the sequence of experiential
education required to fulfill career plans.

The application/selection process will become a learning
experience in itself.

19
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Acce to lyariou mploymeri46els

GAINING ,'
ACCESS

THE NEEDS
VARY

Mo experiential learning opportunities are in occupational areas
where youth and other inexperienced workers are usually employed as
clerical, sales;and factory workers; as laborers; and a workers in service

,,occUpations. These opportunities are less likely to be found in occupa-
tions where Nature workers are the dominant group. If experiential
education were designed only for entry - level, job preparation, then t
situation might be acceptable. But when all the objectives of experien-
tial education are taken into consideration, the objectives indicate a
need for access to a broadei- range. of occupations than many work
orgahizations are presently willing to offer.

Experiential programs vary widely in purpose and therefore in
need for access, to different employment levels. Experiential education
for career awareness and exploratke requires a number of different
opportunities, ideally covering EMU and occupations. Even when
learners have selected a specific job for in:depth exploration, they
should be exposed to jobs that lead up to ,and go beyond that position.
This range affords abetter career perspective for their present experi:
ences. Experiential education involving training forI specific job often
demands a considerable investment of time. Complementing that

4- experience requires exploratory experiences in related jobs at a corn:
parable level and at higher levels for skill transferability and career
perspective.

A

, LIMITS OF While it may be ideal to open up all work experiences to expe-
MEETING riential learners, doing so may not always be practicable. Each program
THE NEEDS and work organization will have to determine the feasibility of expand-

ing options at different employment levels. And when experiences are
made available, they may have to be limited in order to prevent un-
desirable,disruption of the work productivity of the cooperating organ-
izations. ,

Because many yoyti,isintr catige.invkperience#
first-hand'contact with th*)#:1.tf;-WOrk and the vbr-k4iW'stkiO6n'S:.f
theV may hold irrthe rtarifthAt they4A, :e8.0
the entire spectrum of etti '

, zfitoP 0. /(4,
,ekperiential educationto meet this net*:

t.'
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,Guideline 7

(EXPERIENTIAL' LEARNING:OPPORTUNITIES SHOULD BE DEVELOPED AT VARIOUS
t

EMPLOYMENT LEVELS WITHIN COMMUNITY WORK SITES..

E);periential education is concerned with career opportun-
Mei that. includei. but go beyond, prpparation for entry-level
jobs. SinOe a firit reaction from employers may be that expe:
ruential learners are not ready to participate in higher-level
-occupations, they should be made aware of the any purposes
the programs seie. For example, many ex)periehtjal learners
can develop skiffs, knowledge, and attitudes better if they have
a clear sense of career. Oirection.J'his entails being able to ex-
plore multiple facets of careers tliat may be open to them in the
distant future. Having'access to as many employment levels as
Possible will provide the information learners need to make wise
decisions and to pursue their own career- direction. While it
may be,appropriate to start some learners at lower levels, it
.would-be-inaprpriate-to-leaVe them there.

Learners placed with wo rkers at high employment levels
should be given a clear and complete' understanding of the
responsibilities involved in careers at these levels to ensure
their realistic expectations of such jobs.

Labor and management yepresentatives shOuld be made
aware of how various program purposes can be met by
exposing learners to different employment levels.

RATIONALE
ozt

SAFEGUARDS

Learners will be able to determine their compatibility POTENTIAL
with persons at various employment levels,' BENEFITS

Learners will become aware of work environments and
requirements at various levels and will b able to deter-
mine whether work under those conditions is des)rable
to them.

Learners will be able to determine what skills, knowledge,
and attitudes they will need if they aspire to levels higher
than they are now ready to enter.

Learners Will be able to- associate with and learn from
mature workers.

Mature .workers will be made aware of the talents of
younger workers.

6*,
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8 ;::Program EXpansion

EXPANING THI
NUMBER OF
OPPORTUNITIES

REASONABLE
REQUESTS

sai

COORDINATING
THE REQUESTS

N.

i
. Almost every type of work can provide op

/porfimities for experi-
ential learning, but the feasibility of creating an ever - expanding number
Of experiential opportunities is subject to 5iebate. Surveys-have re

. waled a rangedf opinion. At one extrenie are those who say that only
a small fraction of youths can be offered ekperiential education in the
private sector. Conversely, others maintain that experiential-opportun-
ities can,be expanded substantially and are expected to increase. But
the. essential queition of supply and deMand implied here is a relative
one: what is t e saturation point fororganizationsin providing oppor-
tunities, and h w responsive can they be to program iequests?

mg

The increasing numbers of experiential programs are making many
varied demands on personnel time and'services within work organiza-
tions. These requests are necessary if the experiential edubatkon 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 each new prograM approaches a work organization with what
seems to be reasonable requests. In 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 organizations recognize the desirability of par-
ticipating irk 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
to meet minimum entry-level job' qualifications; another may not allow
learn s t ecome directly involved in the work activities; stiltathers will
acce t a limit `number of learners on a trial basis only7 These reqUire-
ments will vary of only from organization to organization, but also from
program to program, within one organization.

In -cities where experiential education programs place heavy'
demands on business and industry, strategies have emerged-to coordi-
nate thellovii of requests between the programs and the work organ-
izations. Some 'school systems have established clearing houses' for
requests; others have set up a network through which programs can
contact work orgehizations;. in several localities both business and
school&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
relationships among sectors and in achieving quality in the program
itself:

22
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Guideline '8

EXPERIENTIAL LEARNING OPPORTUNITIES SHOULD BE dEVELOPED GRADUALLY,
EXPANDING. ONLY AFTER PILOT PROGRAMS HAVE DEMONSTRATED SUCCESS.!

All participants-Will be more receptive if they see diet the
ram is sensibly planned. Gradual development of experi-

till should lead togfective use of com-
resourcits and should ensure .positive relationships

n programs. and community organizations. Controlled
groviith of'OcPerieptial education offerings is inAhe best interest
of everyone concerned, especially Vie learners;" Programs that
act irresponsibly in this area can updo much that has already
been accomplithed and can jeopaidize the future of other
programs: After thorough evaluation of pilot programs has
been-conducted, _the_data from these evaluations will indicate
wiAther expansion is warranted.

A ft

Agreement on success criteria must be established in
planningstages.

RATIONALE 40-

SAFEGUARD

A

1.*

tamers will be placed in experiential learning assignments
having, high probability for growth and development.

The placing of experiential learners into the workplace
gradually will create a receptivAmosphere because such
a process will not disrupt existing operatioris of manage:.
Ment and labor.

Community resources will be developed effectively.

23
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9 Commitment to Programs

nik6i4o.11.
7.-:.;cOrihntwl-nneNT

--
Experiential education programs aldependent upon the support

and assistance of a number of cooperating organizations. Without the
learning. sites provided by community workplaces, these programs
would cease to function.' Therefore, it is the responsibility of cooperat-
ing organizations not only to provide the experiential lenning oppor-
tunities but also to maintain their involvement for the periodlo. which
they are committed.

POSSIBLE REASONS For a variety of reasons, participating work organizationa son1e-
FOR WITHDRAWING . times withdraw their commitment, and as a result programs ave tb
SUPPORT curtail or suspend their activities. Among reasons given for withdraWal

are the following: (1) decrease,in product' ( ) economic setbackS't,
and (3) labor surpluses resulting from gh unemployment. But un-
stated reasons also account for withdra al of commitment. Programs
pootlyplanned or managed can cause disturbances in the flow of work

-activities. -Learners may fail to measure-up to th-e expectations-imposed
upon them. Learners may prove to be a burden to mature.worke
requiring too much supervision time br training. Labor and ma
ment may decide to invest their tinie, efforts, and support in o er
activities considered more beneficial to youth.

. IMPORTANCE But the prospect of losing commitment from participating organ-
. OF PLANNING izations need not be.a-threate ManY programs have been sustained for

years even under hardships caused by declining profits and lay-offs.
The key to continued commitment can be found in the planning stages
in the agreements Made by participating organizations. Most -work
organizations can project business profit and loss factors sufficiently
into the- future to indicate how long they can remain involved with
the program.,-.In addition, many program bbjectives can continue to be-
met regardless of the' mployment picture. While some features May
have to be modified or curtailed, programs need not be suspended.

RECIPROCAL In essence, progFams cannot survive without commitment' from
COMMITMENTS cooperating organizations, but commitment is a reciprocal matter.

The programs must abide by the agreements made and must strive to
accomplish the goals established by mutual agreement with the par-.
ticipating organi2ations.

24
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Guideline 9

COOPERATING,ORGAN.12ATIONS .SHOULD BE ENCOURAGED TO 'SUS IN THEIR
INVOLVEMENT OVER GIVEN PERIODS OF TIME. THE NATURE AND EXTE T OF THIS
COMMITMENTSHOULD BE AGREED UPON IN THE PLANNING STAGES BY ALL INVOLVED.

C:

EXPeriential.educaVon programs must have the continued
support and pargcipation of cooperating organizatiOns. Success

,for the progronis is doubtful if the relationship with the organ-
, iZations they rely upon is tenuous. For this reason, coopeiating

:organizations .should accept commitment to the program as
part of. e agreeMent, and program developers should provide
fOrgradually increasing.participation on the part of these
organizations: 'Most organizations, by advance planning, can
make commitments for specific periods of time,' ensuring
completion of the experiences for a specific number of learners.
Increasing,or Flecreasing the number of entering learnerill
be subject to business 'upturns or reversals and so must be re-
negotiated periodically. The dUration of each commitment will
have to be agreed upon as well as the terms for continuing the
relationship. This recommendation applies especially to experi-
ential programsin whiCh learners are paid for their work experi-

ences.

Alternative plans should be available if the work face
is reduced and ex441ential learners are remaining at the
same level.

Program staff should work closely with cooperating
organizations, considering their future involvement in
long-range plans.

As.

Learners ell be assured of completing their ekperiential
assignments.

Advanced notice of irtability to honor a commitment
will enable program staff to secure other experiential
learning sites for future learners.

Employers Will be able to decrease participation amicably
if business conditions become unfavorable. _

fr
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EASING
'INTO THE
wORKPLAci,

,ECONOMiC
CONDITIONS

PAST
EXPERIENCES

COMMUNICATION
AND
AGREEMENTS

4

.

The prospect of bringing experiential learnert into workplaces Will'
sometimes be met with enthusiasm but at other times, with apprehen7
skin. The smoothness of their transition into the Workplace will de-

, Pend upon several Considerations: whether or not they will be paid,,the,
length of their stay, their numbers, and their effect on the work-organv
ization.. But underlying these considerations are the terms and ,con-
ditiOns which govern thq learners' participation. These terms arid con-
ditions concern the existing work force because:some experiential
programs have a potential for worker displacement.,

Economic conditions- and the employment picture influence,
worker attitudes. In times of high unemployment and competition for
jobs, an uneasy climate surfaces. Workers, being concerned about
keeping their jobs, become less receptive to bringing experiential
learners onto the employment scene. When the employment Picigre
brightens, these concerns seem to dissipate. These pherromena-are
understandable, but-present-some degree of-a dilerhma. When jobs are
plentiful, youth seek employment directly; but when jobs are scarce,
youth are likely to remain in school and/or to seek out experiential
learning opportunities. Therefore, those who promote experiential
education will have to reconcile the conflicts inherent in the empfoy-
ment picture. Of-paramount importance are clear communication of _
program purposes and agreemeritsithat alleviate workers' concerns
about displament.

This probleM area is not without a history. A dumber of experien-
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,there
have been other instances where the situation was mishandled. Even
though the AFL-CIO gave strong support to passage of the Manpower
Development and Training Act (MDTA), many union leaders-felfthat
MDTA tended-to trainzin occupations Where jobs didnot exist and that'.
it tended t? break up occupltions requiring_ pprentiCeihlp. 'Now that
MIRTA has,been replaced by the ComprehentiVe.EmPioyment and
Training Act (CETA), similar problems still exist. Organized labor
indicates that training under CETA is often offered in areaswherethere
is an existing surplus of trained labor and that misuse of CETA 'has
created substitution of workers by federally financed CETA employees..

ince one of the purposes of experiential education is to assist
yobths in preparing for work and in securing satisfying, productive
jobs, it is inCongruoui that some of these programs also have the pro-
spect of displacing wOrkert. 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-displacement issue. This is an oversight which inevitably

.l'esults in unfortunate consequences for all. concerned.

26



:..Guidelirie

EXpERIENTIAL LEARNERS IN. THE WORKPLACE SHOULD NOT

RES IN'THEIASPLACEMENT OF WORKERS. IF THEIVORK FORCE. IS REDUCED

AWHILE PROGRAM: IS IN .EFFECT, ANY:REQUIRED REDUCTIONS IN EXPERIENTIAL
,LEARNERSORptOtROROGRAM MODIFICATIONS SHOULD BE MADE ACCORDING TO

tERMS AGREELYURON IN THE PLANNING STAGES.

BeCaqie introducing experiential learners who will receive
pay'tor work experiences canbe a concern, assurance must be

.
given that.worker displacerrient will not occur. The assurance
is essential to ensure positive relationships between the learners

.
and'thltiorkers who will be their instructors., The prospect of
reducing: the of learners or other prograth adjustments

--masfbe-discussed-in-tbe-planning-Stagesuaswel Las_determini ng_
the timing and other conditions-related to such modifications.
'While this recoMmendation is particularly applicable to pro-
grams ip which learners are paid, non-paying programs in the
Plannitg stages should also consider any possible changei.
Any'prograrn in the paid employment sector, is vulnerable

when worker security is threatened.

Experiential Learners should clearly understand the
relationships between learners and workers.

All workers should be made aware of the purposes of the
program and the conditions under which the learners are
preseht in the workplace.

Workers will recognize that experiential learners are in

the workplace primarily for educational purposes.

Everyone will understdnd what conditions require increas-
ing or decreasing the number of experiential learners and
what conditions require other program modifications.

27
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PURPOSE OF
LEGAL
R EC:MIRO ENTS. ,

equirements

IMPORTANCE
OF
INTERPRETATIONS

1UN DE RSTAND1 N G
OK CHANG E?

Thete are many legal requirernents having irnplication§ for expe-
riential learners. These requirements, designed to protect youth frotn

. '.explOitation and to.ensure their safety and.wdifare, should be catefully
cOnsidered so thatftearners can, benefit from full participation in expe:
riential education.

Those individuals who consider regulations (WA related to child
labor, minimum wage, working hOurs 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
opportunities in the workplace to a slight degree. Even though the
evidende is mixed, thoseinvolved with the programs tend to conclude
that the effect on experiential education is not as negative as often
presumed, but that the complexity, and'diversity of such regulations
may result in,interpretations.that limit youth work experiences. VVIlet
really needs to be nvestigated, then, is not so much the impact of legal

. requirements on the programs as the impact of inadequate knowledge-
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 which.would create displacement'
of employed workers or exploitation of youth.

There will continue to be those who advocate changing labor laws
and regulations to open up opportunities for experiential learners, in
inevitable conflict with those who believe in the preservation of these
legal requirements.

A. reasonable startingspointis,to gait a thorough understanding 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 materializes, will evolve slowly with the support
of all sectors of society:
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tAtillt.I.ARYVITH,L GAL REQUIREMENTS A D RAMIFICATIONS. S THEY APPLY TOAIA:PERSONSRESP SIBLE FOR PROGRAMS SHOULD BE THOROUGHLY

EXPERIENTiAL LCARNERS.

Nothing destorys a program faster than infringement upon
labor laws and regulations, but these legal requirements need

not be viewed as-barriers. There is enough, 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 Mint follow the laws and regulations which affect
much o t policy surrounding the programs.

RATIONALE

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 learhers should be made..

Awarenestof legal requirements will prevent undesirable
consequences for the program.

'Awareness of legal' requirements ay open up oppor-
tunities previously not known t exist. -

29
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12 Paid Exp ences

WHEN 'SPAY
APPROPRIATE'?

Apparently, there are as many who argue that pay should be
given to experiential learners as there are those who argue against
it. Some deem it an incentive or reward for learning, as well as
Compensation for work; others think it unnacessary, detracting
from the experience itself. Part of the dilemma in the "to pay or
not to pay"debate is found in the difficult determination of what
constitutes productive work in the learning experience. After the .

nature of the experiences is clarified, the determination of whether
compensation is appropriate can be made.

It Ors not seem possible to make unilateral statements that can
govern pE h considerations. These are matters to be determined for
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 Fedel di dill' state ch ild-labor regulations (for general and speCific
SALARY types of employmentl,working hours, regisirdtion of employed minors,-
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-
dons and conditium 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.

4
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Guideline 12
r.

SALARY ISSUES SHOULD BE COOPERATIVELY DECIDED. UPON BY ALL PARTIES
INVOLVED IN THE PROGRAM, WORKING WITHIN THE CONTEXT OF THE APPROPRIATE
LAWS, REGULATIONS, AND COLLECTIVE BARGAINING AGREEMENTS.

The consideration of wages' for experiential education
must be made by all parties involved in the program labor
and:management representatives, teachers, administrators,
proOam staff, and learners. Uppermost in the consideration
are two factors: (1) protecting the agreed-upon wage of
worker; and (2) assuring that there is no violation offair-labor
standards or collective bargaining agreements in the payment
or nonpayment of learners.

RATIONALE

Learners will be.appropriately compensated fur work POTENTIAL
performed.

Fair labor standards and collective bargainilly
agreements will not be violated.

BENEFITS



WHAT 1$ If participation in an experiential education program has produced
CREDITABLE? competencies ordinarily credited in an educational institution then it

should be possible to get credit for them. However, not all compe-
tencies relate to an established school curriculum and, therefore,
they may not appear to merit such credit. Consequently, the granting
of credit also involves a judgment on the credibility of the experiences.

HOWCREDIT
IS AWARDED

DECISIONS TO
GRANT CREDIT

The National Panel on High School and Adolescent Education..
defines certification as:.

... a positive evaluation of a set of learning experiences
an individual is "certified" when he or she has completed
a s t of learning experiences which meet the standards set
by e certifying igent. [Granting credit] is the process
of giving a positive evaluation to a specific learning experi-
ence or set of skills.

From this definition it Is clear that credentials cannot exist with( ,

the certifying. agent. Who is the agent to grant education credits for
experiential' learning? The answer varies from state to state and Within
a state itself. By and large, though, secondary and postsecondary
schools usually act as the certifying agents. The difficulty, however,
is not who will do it but how. ,

Despite considerable 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 inherent in each: While these models offerhope,
it appears that certifying agenciesfiaVe yet to agree on a basis for
accrediting experiential teaming.

Academic credits are being awarded for a variety of educational
experiences, and so it is becoming increasinglyrclear that traditional
academic credits will besharing. their role with credits gained through
experience,

held is (Aid point, hqwever, which cannot be argued: The de
to include credits as part of the experiential program is most

appropriately made at the inception'of a prograrn'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
SUCCUSS



Guideline 1.3

THE CRITERIA FOR GRANTING CREDIT TO LEARNERS FOR PARTICIPATION IN EXPERI-
ENTIAL EDUCATION PROGRAMS SHOULD BE AGREED UPON IN THE PLANNING STAGES
BY TEACHERSATISTRATORS, PROGRAM STAFF, AND THE AGENCY GRANTING THE

WCRE. .

Schools offering experiential programs should consider RATIONALE
granting\ credit for cOmpetencies gained. Most do, but not
all apply these credits toward graduation. It is important to
recognize that many competencies Can be gained by either
in-school'or.out-of-school experiences. This recommendation
addresses \ttneed tOrecognize learning that takes place outside
the School in accredited programs.. The nature of the credit
and the criteria for granting it will vary from program to
'program. .

The means and procedures for determining whether
competencies have been gained through experiential
learning should be given careful consideration.

Individuals411 have alternate strategies for ac firing

academic credits.

Schools will have a broad range of cer Lineable expef i-
ences and competencies.

Society will recognize out of-school educational
experiences designed for credit as an integral part of
the Sehool's curriculum.

SAFEGUARD

POTENTIAL
BENEFITS



14 Employment C

FUTURE
EMPLOYMENT
VALUE

A '4-
-,..lylany schools now often grant academic credit for learning ac-

quired through experiential education. In the market place, however,
the situation is different. When experiential learners apply for regular.
employment, work experience acquired in experiential programs is
not usually considered in employment decisions and in establishing
rates of pay.

When learners fail to receive material compensation for their
involvement in the learning Programs, they may question the valtie
of the programs and consider themselves no better off than non-
program participants.

edit

DECISIONS However, there is wide, diversity in types of experiential exit
WILL VARY cation programs and not all can result in monetary remuneration

or other compensation in future jobs. These considerations will
have to be determined at the local level for specific programs and
in some instances for specific individuals.
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Guideline 14

CREDIT 'FOR PREVIOUS EXPERIENCE IN EXPERIENTIAL EDUCATION PROGRAMS
SHOULD BE.CONSIDERED BY LABOR AND, MANAGEMENT.

Manyvlearners accumulate a substantial amount of expe-
rience in productive wofk through participation in experiential
learning Orograms. They also acquire useful 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.

Experiential learners will receive appropriate compen-
sation for their work experience and skills.

Experiential learners will realize the advantages gained
from participation in experiential programs.

A

A

RATIONALE

POTENTIAL
BENEFITS
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15 Preparation of Educational Personnel
.

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

The education sector generally believes that the educational functions
of society should be carried out by brofessionally 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 disappointment. Therefore, as far as experiential edu-
cation is concerned, their training nez-dstc be supplemented

Many educators with little or no Contact with the busiriii
lack information about the labor market. They also need. si
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 bei...d
agencies are established; how to communicate with noneducator,:,
educational matters; how to guide learners through their program
expeOences, assisting them in interpretation; and how to assess achieve
ment of program objectives.

LEARNING One method or acquiring these skills is for program personnel to
THROUGH expeeience the work environments themselves through graduate pro-
EXPERIENCE grams designed 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.

.1*



Guideline 15/'

OUCATIONAL PERSONNEL ASSOCIATED WITH THE PROGRAM SHQULD BE GIVEN A
.
THOROUGH .UNDERSTANDING OF THE WORK SETTINGS, THE POTENTIAL OF THE
LEARNERS' EXPERIENCES, AND THEIR OWN ROLES IN ASSISTING THE LEARNERS TO

ACHIEVE THE :PROGRAM PURPOSES: PARTICIR ...MG ORGANIZATIONS. SHOULD,-
ASSUME, FULL ;RESPONSIBILITY "FOR :THE TRAINING, COMPENSATION, AND FIECOG-

NITIONVF AL( PERSONNEL WHO PLEMENT THE PROGRAM.

J

Extending educational environments beyond the school RATIONALE ,

will be a new experience for many educators associated with
the programs (teachers, schooladmiribtrators, counselors, and

program staff). In addition, many will have had little work
experience in settings other than schools. For these reasons,

' educators in these programs must understand how to help
learners prepare for the experiences, 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.

EducatiOnal personnel should realize how an understand- SAFEGUARD
ing of the work environment will be important for them; /
it enables educational personnel to be bffective in inter-
acting with labor and management representatives.

Learners will e supervised by knowledgeable persons POTENTIAL
,who will hel th m get the most out of their experiences. BENEFITS

Educational personnel will have credibility with repre
sentatives of work organizations.

Educational personnel will lliideistatiti hov. thG rural
community can be used as a complete educational
environment.

a



16 Preparation of Workplace Personnel

NEED FOR
APPROPRIATE,
ORIENTATION

MEANINGFUL.
INVOLVEMENT

0

.

Workplace personnel spec rmuch 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.

The orientation of 'personnel from the workplace'should provide
all the information required trcarry out.program objectives. It should
stress the importance of the worker's role and should preserve the
pe'rsonal entity each worker

Programs'that rely heiVily ur. r , t er
,Idttspersons, or other "tutorial" airei ,e, Anishi c, I

they can involve these workers in the ..toAduct of theprog,,. Zany
benefits may accrue from considerate and sincere involvement of
workers in the various aspects of program' jrnplementationnot only
for the learners, but for'the workers themselves. And every effort
should be made to recognize the Important contributions that workers
make

h CJUI VIt.e dliti III bervIL.e tralniny for personnel fr9m the workplace
41,.,IO be conductLci without disruptions to.the worn effort, and
expenses for the training should be borne by one or more.of the par-

,. ticipating organizations.
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Guideline

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 THEPROGRAM 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.

'41

Perhaps personnel frctm the workplace who are involved ,
in the programs make the most critical contributions. In many
rdayi they serve as, role models for the experiential learners.
While it is important that they maintain fidelitto theirwork
roles, it is'also important for them to be well informed about
the program and what it is striving to accomplish. Further,
they should play an active role in shaping the learning experi-
ences. Theirs,is a challenging and essential_undertaking. All
perionnell as.lociated with an experiential education program
should begtovided appropriate training, compensation, and

recognitipk ;4'
0047 t,
Ft

Program staff and personnel from the Workplace should
interact often to assure that learner outcomes are achieved
as a result of their respective roles.

Orientation programs should be carefully planned and
implemented to stimulate and facilitate the participation
of workplace personnel.

Workers will be recognized tug Lich ptuyi
participation.

Learners will receive benehciai assistance pcs _eo ici

who understand their needs and interests.

Educational personnel will have LiI e assi3tui u I ,,,
place personnel who understand the program objectives
and who can help learners achieve them.

ATIONALE

SAFEGUARDS

POTENTIAL .

BENEFITS



CONCLUDING REMARKS

A by Herbert A. Levine 00
U

' The preceding 'guidelines are plearly, drawn, comprehensible, and workable. They can be a

basis for eftilcAie development of collaborative effort to meet the experiential learning needs of

young people. They are not designed to beoinfleXible regulations, bi4t rather it is hoped they will
serve:ail:significant guidelines which will make.the tasks of the cooperating parties easier and more

effectiVe as they develop. programs suited to local conditions.
4.

OUr group of representatives of labor, management, education, community, and government
hotly debatedrthelsiuesand prospective guidelines.for over a year. The resulting consensus may
require 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 suggeitions- which should be sent to the .National Center ,for
°

Research in Vocational Education. <6 A

It will be to the advantage of all of us, if we can introduce young people to the world of work
in expeditious, harmonious, and-effective ways.



APPENDIX-PART 1

Experiential Learning Issues and Guidelines
Program Coordinators and StudentsReactor Group Workshop

The National Center for Research in Vocational. Education
April 24-25, 1978

Occupational Work Experience Program

George Hamric, Coordinator
Hamilton Township High School
P99 Lockbourne Road
Columbus, OH 43207

Charles W. Drake ,
5316 Edgeview Road
Columbus, OH 43207

Roger Dale MpOuirt
.245 Lancaster
Obetz, OH 43207

fiCommunity Action Program

Robert W. Deraska, Coordinator
326 N. Broad Street
P. O. Box-1013
Lancaster, OH 43130

Randy L. Green
2741 Lake Road, SE
Lancaster, OH 43130

Do ftni Courtwright
405 Eagle Avenue
Lancaster, OH 4130

College Venture Program

Paul E. Dube, Director
Center for Cooperative Edupat,
Northeastern University
Boston, MA 02115

PARTICIPANTS

Justus O'Brien
1003 Abbey Way
McLean, VA 22101

Laurel Anne Hirsch
345 W. 85 Street, NO. 47
New York City, NY 10024

CE2: Experience-Based Career Education

Sandra Kannonberg, Coordinator
9000 S.W. Durham Road
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Florence M. Thomas
13165 S.W. Ash Aventie
Tigard, OR 97223

Jess Smith
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Tigard, OR 97223

New Opportunities in Work

Doris W. Sto Coordinator
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Findlay, OH 45840

AfiuU tiVd High School
Internships Program

JuAnn Hunter Duperrault, Coorchnowl
Instructional Services Center
707 E.:'Columbus Dcive
Tampa, F L 33,502



Stuart Martin Langer
8401 Bowles Road
Tampa, FL 33610

Twyla Pumroy
6815 South Trask
Tampa, FL 33616

Building Construction
Apprenticeship Program

Pan Batenburg, Coordinator
Community College of Allegheny
College Center North
111 Pines Plaza
1130 Perry Higbway
Pittsburgh, PA 15237

John T. Moffett
3167 Morningside Drive
AllisOn Park, PA 15101

John M. Hirding
57 Coulter Street
Pittsburgh, PA 15205

70001, Ltd.

Alice Robinson, Cool di+ ialui
2853 Grove Avenue
Lorain, OH 44055

Marcie Monroe
2853 Grove Avenue
Lorain, OH 44055

Bonnie Quillen
2853 Grove Ayenue
Lorain, OH 44055

Occupational Work Adjustment Program

David John Miller, Coordinator
Hamilton. Township High School
4999 Lockbourne Road
Columbus, OH 43207

Jerry Brown
71 Mireline Avenue
Columbus, OH 43207

Dianne Potvin
3814 Higbee Drive

Co. Columbus, OH 43207

Occupational Work Experience Program

betty Corbin
Hilliard High School
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Linda Simovart -

Hilliard High School
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Experiential Learning Issues and Guidelines
Policy MakersReactor Group Workshop

The National Center for Reseproh in Vocational Edupation
May 22-23,

Jon Bailey, Legal Advisor
Indiana Department 'of Public Instruction
1204KlestFMarket
lindianaptilis, IN 46204 $r

o
4

x Robert Blum.
Experience-Based Career Education
Jefferson County Schools.
Lakewood CO

Ronald Bucknarn, NIE Program Officer
1200 19th Street, N.w.
Washington, DC 20208

,

Robert Dunleavy
International Brotherhood of

Electrical Workers
Box179 RD No. 2
Venetia, PA

Arletta Fountain
Rockwell International ACT Program
600 Grant Street
Pittsburgh, PA

'14

John Graves.
L.ivonia Industry Education Council
32625 West 7 Mile
Livonia, MI 48152

Lester Jipp
Community-Based Learning hog...is
Suite 1300, Two Allegheny Center
Pittsburgh, PA 15212

Robert Johns; United Steelwol el s
1330 Market North'
Canton, OH 44714

Mary Kohler
National Commission on riesous.
36 West 44th Street A
New York, NY 1003

PARTICIPANTS

Richard L. Kole
Kolmar Labs
123 Pike Street
Port Jervis, NY

Earl Le Doyen.
Stanton School District
1800 Limestone Road
Wilmington, DE 19804

Herbert Levine
ELIG Visory Panel. Chairman
Professor, Labor Stud Rutgers
New Brunswick, NJ 03

Joyce McSpadden
Academic Internship Program
West Charlotte High School
2219 Senior Drive
Charlotte, NC 28216

Homer Sweeney
California Association of

Work Experience Educators
40775 Fremont Boulevard
Fremont, CA 94538

Rose Wheeler
Director of Youth Programs
National Alliance of BUsiness
1730 K Street, N.W.
Washington, DC 20006

Mary Wilkes
Detroit P4blic Schools
14111 Pathan Street
Detroit, M 1 48228

(-lot to bl at idetibery
Skyline Project
7777 Forney Road
Dallas, Texas 752 /
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