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. The Homen s Outreach Project has also produced a book for:
/ prospective NTO women: .

-
.

w . TIME FOR A CHANGE: A Woman's Guide to Nontraditiodal'
. ‘ =Occugatigns, by Dr. Constance Drake Cauley. Ellis Associates, Inc.

Time for a Change and The Nuts and Bolts of NTO are available
from, TERC.

»
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for thus the state,® °,
instead of being whole,
is reduced to a half.

»

* .

Plato, The Laws, Boo’t Seven '

~
LY

. - . - ! . -

Men's jobs and women's 'jobs go'-back a very long way. It's no wonder the
aattern isn't easy to change. -

Lately, more and more people want to change iE Women are finding that they ‘
just ‘can't make ends meet on the relatively low salaries that many traditionally~~—_ \
female jobs pay. Employers, especialiy those with labor-short occupations,™are
looking for women with skilled or technical training but canjt find them. Many
vocational and technical schools are facing _drOpping enrollments and are seeking
new student populationg to fill the ghp. )

-

. Recruiting, training.ﬁné placing\.adult women  in .occupations that are
nontraditional for their sex makes a lot of sense_for everyone. . .

-

desire to do it -— although this'Yys necessary. You need to know HOW to do it:

‘the practical, specific steps yod can take alopg each 1link of the_chai_n. from

. planning to_ followup. You alsd need to understand WHY you are taking each step.
NG . - : .

The. Nuts and Bolts of NTO' (nontraditional occupations) is written fot the
user who 'is a doer,. You are guided along the NTO chain so' that each link °
remains unbroklin. For each potential stress point -- outreach, the introductory
coutse préblem, child care, tokenism, the interview, and many others — the book’
answers three questions: « * v _ -

S v, o N ™
_ What is the proflem? : ' :
. .Why is ft a pro em? . - N d : LN
How ‘can ypu ovércome'.the problem? - \ ) :
t, - .

. , ) f
-To change the pattern of m‘enijobs and women's jobe, you need more than the ~

v

At the end of the ehaid, yo have "the' _satisfaction of “knowing that you have
hélped women to embark upon>rew ~NTO cameers, Jjobs with good pay and good
. futures, . .« - . :

3

The. suggestions in. this book work. "fhe'y/were tested at ‘five postgecbndary_A
schools withgocatio}ﬁal—techn'ioq_l programs,, with remarkable results: within ten
months, -a ‘total of 372 adult women enrdlled in/NTO treining who would not
otherwise hive done ." * Their retention rite wa excellent ,”and several were
placed in jobS by the end of onlyjytem months.: All -five site directors were
rehired By their schools ‘sfter the field test with ifiside funding. Much of what
they learhed in their' NRO prograhs is wsed'alpng to you in these-pages.

> R »," ' - . . ‘,~ .
The site directors qun'}aitﬁ, us’iih wishing.you the accompu,slrnents {and the
deep sense of pleasure.we haée-been,*’ivnesgd to share. . -
- s ' et ’

" A
R s . 't an
- . ’ 111 4 T . /
-

. : [ .
-~y . : . PRI 'b(':’ :{){( 6 : ?, f

z L :
: ( < 9 . ] / . . 4
}' ’ ) (s
- FOREWORD ..
, . ‘* ; .~ .
! Nothing can be more absurd - \ . ¢ ,
' than the praétice which prevails in our coumntry . .
' of men and women not following the sade pursuits
with all their strength and with one mind’, .

“
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HOW THIS BOOK WAS CREATED ' N -

Interw}iews and Literature Search . N P l.,
Y * Y B v A Y

s;af? members - of the ‘Women's Outre'ach\‘Project '1n£eryiewéd the directors of .
166.néntraditi‘ona1 occupations programs for women from November 1979 through
February, “1980. 'In-all but one State, we found NTO programs ponsored by educa-
tional.institutions. nonprofit organizations.-'unions. ingustry,- and government
.agencies.”” In 1lengthy telephone" conversations, we asked each director for

ssugge'stions on what works and what doesn't from planning through followup. i .
. A'l'f:hough we also conguci:ed a shorough literature 'search, tié ’'most ~valuable N
_ information came from these prograh directors who were actually doing NTQ. We .
compiled the information into book form as The Nuts and Bolts of NTO. -y

Out 32 applicat}ons»in a nationwide competition.“‘five schools were
selected 4s field test sites for Nuts and Bolts:. . ; .
4 \ - ’ '
LN 5 .
AMoona Area Vocational-Technical School, Altoona, Pennsylvania
: S .

Broward Community College, Fort Lauderdale, Florida P

Northern Essex Commun’ity College, Haverhill, Massachusetts

-

~ ) .
Trident Technical College, Charleston, South Carolina -
\vl\‘lﬂ(esha County Technical Institute, Pewaukee, Wisconsin ‘ - -

The field test lasted ten months, including start-up timey, The salaries of
the site directors,” who were hired for the project by their séhools, were paid
by the Women's Outreach Project. The, schools contributed fringe benefits and
gll operating expenses. We telephoned each site director ‘weekly, reced%d
'ﬁi‘bnthly reports, and visited each program three times tb learn about progress,
problems, solutions, and triumphs. / . .

o

—’/ In only one of the five sch8ols was the site director .hired from the.
exfsting staff to run the program. Although all five.site directors had prior’
experience in vocational/techhical education, career counseling, and/or women's .,
prbgramming, none had ‘NTO program experience. They used the field test draft of
Nuts and Bolts to establish theirxﬁ:ogragns.

As of this writing (Fall, 1981), four of -the site directors have been per-
manently rehired by their schools to’ continue their programs with no, further
funding from. the Women's Outreach Project. The remaining one i& continuing her
. program while waiting for confirmation of her employment for the next .year. The"
. NTO programs have- been integrated into the ongoing functioning of all five

schools, \ $
N Ld ® - =

- These five schools, by rehiring the site directors with-inside t:unding. hav?
jprovided-the ‘best measure of ‘the Success o6f the NTO programs and, signal the
N\ effectiveness of Nuts and Bolts. & . )

- Using th\is book, theé fielld"test NTO, programs enabled a total of 372 women to .
b en}:er NTO trairﬁ.ng. Site: directas”s report they are pontinuing to do well. ™~
/ ) ' v - . N ,

-
.

* . x -,
Descriptions of theufixi test NTO programs are fougd in Appendix A. ) “

o . ) . o o B Y T - =



)
.
Ve
'
. -~
. . -
. N .
.
. ]
.t
. - ' - ‘ J
~ h . . . ]
M -~
» s
e -

. _CHAPTER 1: THE NUTS -AND BOLTS QF\NTO" ‘

-

¢
\

. NTO (nontraditional occupations, for women) 18 a new wrinkle in an
. - old fabric. Many schools have wondered what can be done ‘to attract
: yomen to male-intensivie vocational programs.. Their facilities,
instructors, equipment, and curriculum are available to everyone, but
few women taRe advantage of them. This book tells you how to build on
. what you §Iready have to recrui;. retain, and place women .in these
programs, S

It will take some effart, though. Before starting an NTO program,

_ you have to .know why NTO programs are needed ahd whether the effort is
worth it for your school. nggter 1 deséribes .wHat peqplﬁ who have -been
involved with new NTO -program® feel fthey have .gotten out of them. We
hope you will have the same exp&rience with yours. ‘ i

."i . s . - N R .
CONTENTS P s e CHAPTER 1

—-—"

3I, INTRODUCTION . . . v v ¢ o « o « o &« 3 R
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‘ This book is _about progrmns to

prepare adult women for nontradff “y o

t fonal ‘occupations  (NTO).' As itj
title implies, the book shows you ho

to run the program, from- planndng
through’ followup »‘
. »
The\SUggestions work. The five
*schools that’ ted§ed this book en-

rolled a ltotal of 372 "women in,NTO >
training, with an excellent retention "
rate, None of the field test site
directers had ever run an NTO program

before.
- N

LY

USERS OF THIS BQOK

Nuts and Bolts has been written
primarily for the coordinator.of an
NTQ program- fer’ women in a publ¥ec.

\ postseqondary vocational-technical

- 8chgoly  the person (or’ people) who
plagg coordinates,. implements, and

. evaluates the services described in
this book :

£
-~

“In® addition, there are other:
types of organizations‘and institu-
tions that will find the contents’
helpful{

v
+

A Secondary schools offering voca-,
tional training. »

* College and uniyersity continuing

. éducation départments.

* Proprietary schoolgs.

* CETA programs. )

# Nonprofit organizations ofﬂering
‘career counseling - or tr#ining.

* Apprenticeship and’ pre-appren-
.ticeship p‘ograms. ‘

+® Indlstry training programs.

# Career counseling centers.

* Job SerVice offices.

* Affirmative Action officers 1in
industry and education.

* Agencies and organizations con<
cerned with training and Jobs for
women .

Fe

[ 4

*

" refers to any Vocational® program in

of an NTO program below.
. ' .

L 4
‘DEFINITIONS
‘ Y ..

Nontraditional ocgcupations are
T ghose skilled and technical jobs that
employ’ fewer than 25% women and that
_require postsdbondary\ vocational or'
. technical training, such as metal-
Lurgicél techriician: or ajr tondi-
t&onfhg and refrigeration mechdnic.
We ane not ‘concerned here with oc-
cupﬁti s .that require colrege or
graduate school.: ,- . ,

. -

Nqntraditional vocational program

your 3ehool in which fewer than.25%
of the' students are female. Another
term for-this is "male-intdnsive pro
gramg." .

* .
NTO Erogram megans a coor!na ed
series-oﬂ,adjunct services per formed
by a staff member whose responsibil-
ity it 1is to publicize the NTO pro-
_8ram, recruit women, proJide support
services during trainyng,” and assist
-Wwith placement énd llowup. “ These
servicgs build on e isting facili-
"ties, instructors, equipment, cur«
ficulum, and an administrative struc,’
ture. There is a fuller: descn&ption

NTO woman. ' Strictly Spealing,
‘there is no such thing. * NTO wome
like all other people, vary in eve
‘respect, They are individuals,. not
abstragtions.” But we have |had to
generalize, in “order to ,write .this
book, and even then we've said
"some," of§ "many," or ;"most," NTO
women, Please remember that aM™ -
generallzations have exceptions.

4

4 ) g
WHAT IS AN NTO PROGRAM? .

A

"An NTO program ‘addresses the | .
realit that there are many . ’1
vocational-technical programs 1in |
whiqh-mbst,student are male -- for . .
example, - chemical technology. auto ]
mechanics, and many others. Rather :
"than :go te the. enormou$ and unneces-

_sary trouble of oreating a duplicate °
training "system : for females, it is -
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far more‘s%nqible to adapt the cur<
rent system so that it can serye
women as well as 1t is already serv-
ing men.-
T tatpl of these’ adaptations., ) .

variety of speoial women-oriented -ac-

process from outreach to followup, we
- ' emphasize that some women need none
of these servicés so succeed in NTO.

" gchool with the same servides you now

“n‘bvidé to men’in the male-intensive

vocational technioal programs.

“  We have written thi& book to as-
sist the other women, those who do
need - spécial ,7services from. an NTO

. program. ror,ex553r37§;: addition to
the existing .career eXploration re-
sources and services’ your .school al-
ready offers, an NTO program can add
a nbn-credit course to #ntroduce
women to nontraditional occupations,
or cah atrange hands-on tryouts for
them 4n your shops and labs. In ad-
‘dition your existing academic and

v  occupatlional ’ training "services, afh
NTO program can add physical fitness

thaining, math avoidance tutoring, or

brief 1ntroductions\,to technical
tools and terminology Ir addition

o‘the support services you currently
offer, an N‘ﬁ program can adq special
help witil® 1d care, a workshop on
'assertiveness.
dealing with sexual harassment should
it occur. R

To borrow a phrase from thy field
-\ of special education,\women ar® thu$
"mainstreamed” into existing classes,
Administrative procedures.
enrollment, grades, degree require-
ments, th.. are the same for women
" and men. Women receive their qccupa-
tional tralning in co-ed classes,
with regulaf instructors: The NTO
activities mentioned ‘above are the

‘adaptations that. enable .women ‘ to be:-

successfully mainstreampd. to help
thetn enroll and ensure their reten-
tion. .

An :NTO program is the sum'

Even though this book desoribes a

" tivities needed at each stage of the v

.<:ﬁ 2.

" They can make, good pregress through -

AN

or prepara ion” for

such as
# one is intended to counter

Given}thie overview,
you. .
1. An NTO program is institution-

wide. Instructional and sup-
port staff are involved and

A NTO program needs a -
coordinator, Adapting and
adding to’existing services
. and procedures takes time,

. Someone is also rieeded to co-

’ ordinate the efforts of others I

in_the school, such ap-instruc-
- tors and counselors.

A complete NTO prograf consiits
of women-oriented activities to
achieve the six basic goals of any
vocational technical training: -

) Outroach - , Training
Carder exploratio?b Placement
Enrollment ’ Followup.

» However, since the circum3tances,
preferences. and resoOrces of in-
.dividual schools differ greatly,

i * there isgndb—single right way to

_accomplish these goals.: We have
therefore included a variety of ‘ac—
tivities for each goal ared. Choole
the activities from each goal ¢olumn
‘that are most appropriate and ‘fea-
sible for your school. As your pro-
gram gets underway, you may want to
add or substitute other activities.

The_chart on the next page pre-
sents the_ activities you can choose
from in each goal-area. Each aefiv-
ity is described in this book. Each
t a- po-

tential -barrier to: the recruitment,
retention, -or job success of NTO —
barriers experienced only or djspro=
Cportionately by women,

L] . v N

v

tyo conseé- .
quences should already be cléar to

" eontribute to the program s .-
Ymplementation. ) .

-

Pa



RECRUITMENT . RETENTION ® JOB SUCCESS
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- amd - CAREER ° o : % -
OUTREACH"”, . ™ o TRAINING = pceenr =P FOLL(MQK

EXPLORATION - _ {
/ T ' | ; =y )

Broghures . ‘|Courses~ ' . ‘Assistance with - Assistance with - Assistanag with - |Contactg w1t(iNTO
. {Fintncial aid Financial atid Child care ¢ |women
. Posters - ) Workshops child care . . Child care . _Transportation L
‘ . " Transportation Transpor@ation : - Contacts with
Newsletters Presentations ' o~ a . ' - |Contacts with - l|employers
4 : . " | Asststance with - ﬁathlhelp employérs , .
Presentations * | Hands-on tryouts Ferms ' . Support groups
. ) | Procedures - Resolyjhg the "in- |Networking N e
Newspapers.- - Audiovisuals : ‘| troductory course ,
' ) préblem” InteAiew 7prepara—
. Radio and Tv * Printed materials . . J tion
) Dealing with other
Mailings Industry tours instruction-related|Instruction in
R - | problems . |legal rights -
Pri releases , |Open house events . ,
- ’ ~ ) ) Physical fitness Support groups
#dvertisements Role models ) training
M~ 8 -« ¢ -t - ‘ T Role models
"Role models - Assertiveness
N traiping“

+

'3

L]

Counseling

Dealing with -
Family opposition
Tokenism

.Sexual hirassment
Racism * d |

Y "

Support groups

Role models




~ ' * speak of the high level of motivation

TI. WHY IS AN NTO PROGRAM NEEDED? — - and determination to learn on the
‘e N part\‘of‘ their women students.
SCHOOLS ussn NTO PROGRAMS Lt . .
. .. Benefits to Counselors
An" NTO program is not -a ?arf-_. s, j
table endeavor. Schools say>»they . - Counselors derive great satisfac-
_benefit as much as NTO women db. . .. . tion from helping female students
" undertake .something that is chal-
Benefits to “Administrators and the E lenging and rewsrding: the women's
School &4s a Whole . . . sense of excitement is contagious.
” . . 'By, having a wider range of occupa-
When you have a Successful NTO . tional options to propose t}) women,
program, you increase your:full-time, cQunselors are able to ‘meet women's
equivalents (F’I‘E's) or tuition income career needs better, which gives them-
by gaining access to a relativély un- = ‘@ ‘new-sense of pride and competence
tapped student population. . You bewr " in ‘their work. Their range of ex-
come the focus of positive community , pertise s extended as they 1learn
attention, in part from the recruit- - .about the topics covered in this
ment publicity generated by the pro- ’bo.ok
gram. You may enhance your school's :
reputation in your state Department . WE ARE NOT EXAGGERATING! “These
" of Education. particularly as NTO is . are not plous platitudes. People
comparatively new. You are likely ta " involved in NTO programs at the field
find NTO and Yelaked progr activ- ' test sites’ ofPthe Women's Outreach

occupational education rant agen- untry have told\us all these things
. cles. Staff morale and motivation go, rom ‘their experig¢nce. We think you
up as people realize they are con- . have a lot to look forward to.’
tributing to a visible sucgess and as

their own gobs become mo:’r inter- g

esting. There are frequently spin- WOMEN NEED NTO PROGRAMS

+ ities eminently fundgble/ by: state ,@o‘ject and elsewhere around the

dffs from an NTO program that benefit RN : ‘
al® students: for .¢xample, a focus " Today, more _women are working
on math fbr sNTO women can’result in \ utsfde the home than ever before.
the improvement of math instruction Sixty percent of all American women
school-wide, orf .a focus ¢n followup . « between the ages 6f 18 and 64 ‘are in
that is inadequate for NTO women can . -thé labor f‘orce Forty-five percent
result' in improggd followtup' services ~  of mothers th preschool children
generally. Th are usually clofbr- are working. 7
contacts with employers. - " .
e “ g,  Over half of them, hgwever, have
Benefits to Instryctors ) " a7, jobs in only two areas: clerical and

. S service. In 1979, women were:
Most instructors of ' male-

intensive occupational programs who -0 99% of secreta;iés.
"are teaching women for the first time . 98% of practical nurses.
report great advantages almost with . 95% of child care workers.

exceptifin. Subject matter that may “-'-. 10% of electridal and electronic

have been stale from years of . engineering tgchnicians.

teaching is refreswéd by the pr"gsence oo .6% of. automobile mechanicsg‘

of students who often approach it . . ,

from a different point of..view. 1In- .. The name for this pattern is occupa-
. structors are .reinvigorated by the - tlonal segregation. °* '

challegle of finding different ways . , (]

to present concepts.  They pften . . : ) vt >

—~y

‘ - \ . u' a .:-' 18
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In  addition to doing different’
Jobs, women'and-mer* are getting dif-
ferent paychecks. Women «high School ',
graduates earn less tﬁan ‘men who
haven't completed elementary school.*
The average salary in 1981 for begin-
ning accounting clerks, most of whom
are female, was about $9;500; ,for

beginning engineering technicians,
most of whom are male. it was about
$13,600.% ¢ .t

The fact//tgat ‘there are as yet

relatively ‘few women in nontradi-
tional jobs contributes to the’ wage
gap between men and uyomen' women
earn 59% of what men’ #&arn. ~ Put
another way., the average woman hassto
work nine days in her job-to earn the
same amount of money the average map
can earn in five days-in his.

Cateer ladders -- the Jjobs youy
can move up to -- ar'e another disad-
"vantage of "w 's" Yobs as campared |
to "men's" jo For example, an ex-
perienced secretary can advance to
executive secretary and an experi-
enced X-ray technician can advance to
X-ray supervisor. An experlenced
business machine _repairer, however,
can move up to d%nufacturer's sales
representative, service ' manager or
supervisor, dealer, and franchjser.
Hany‘other male-iptensive Jjobs have

similar advanceme potential,

Without advancement to higher-
Jdevel Jobs. the responsibilities,

‘challenges, and salaries level o%{”»
Although a° number of traditiona ly

female jobs ‘are challenging and en-

Joyable, many become financial
dead-ends. .
Women's need to escape low-

paying, dead-end Jobs has'never been
greater. The divorce rate ist con-
tinuing to rise. and wives .usually
have custody of children (often with-

-

™

.National Survey of Professional,
Administratiye, - ‘Technical, .and
Clerical Pay, March 1981. Bureau of
Labor Statistics, U 3, Department of :
-Labor. . )

" out adequate support).
" unmarried women choosing to keep and

_ cupations,

Tne number of

:raise their chikdren is increasing
.Single women' are delaying marriage,
Women's increased lorngevity means
more years of widowhood. The cast of
living has- doubled in tbe last
decade. Did you know: < ‘o
* The average woman today can

éxpect to spend 28 years of her

iife in the labor force?

$ ~ * Only seven percent of American

- families today consist of a
Wage-earning father, a homemaker
mother, and two children?

In view of these changes and

netds, skilled and teghnical occupa-
t{ons have many advantages for. women.

* They require only secondary or
postsecondary, not college or
graduate, education.

*-Training opportunities are

" plentiful, close tp home, rela-
tively inexpensive, and "fairly
flexib{e in scheduling. ,

¥ Career advancement potential is
good.

% Job openings are expanding

* They pay well.

The key is training. Without.
training in skilled and technical oc-
women cannot .enter them,
If your 3school is like most, you
probably don't have many women in the
agricultural program area (except for

- ornamental horticulture),

the
technical program area (exciét— for
scientific data processing), or in
the trade and industrial area (excépt
for cosmetology, textiles, and a few
others).

Vocational-technical educatlon is
the gateway to Jobs that pay well and
have a future. Why have so few women
gone through the gate in the past? .

. THE STATUS QUO EXPLANATION

The’ simple. but nonetheless true

reason why~so few women.are enrolled

in NTO training is that most %heople




g -, .
haven't thought much dbout it. No
one 1s standing in the sgchoolhouse
‘door._ barring. the way to women who
want to be stonemasons., The problem
is much more subtle -- and.more inno-
cent — than that. :

~v - ]

Womep Haven't Thought About It .

: T9day73 adult women grew up- in
the post-war eﬁz o\ earlier, at a
time when the ericam ideal of the
feminine rdle’ was to be a wife,
mother, and homemaker. : The vigm was

‘reinforced by the schools, media,e

peers, and parental attitudes and
behavior. ' It was no conspiracy, but

e

a reflection of how -much of .America:,

lived -- or wanted %0 live -- at the

- time. ) N

! A

Before the passage of Title IX in
1972, most girls wexe not ‘allowed. to
_yafe Industrial Arts even if <they
"\agted to\ - (This pattern lives on,

"dispel? the

“

< DN

\" 2

S\
And wﬁgt Jobs
Clerical work,

job, or a better one.
do they think of?

teaching, and nursing, Jjust as- they

remember being taught, just as -they
see otherjwomen doing. .This main-
tains the status quo. S
W - f % [y v A
~ v

Ignorance about nontraditional
oceupations keeps women 1in
ditional jobs. One of the major
functions of an NTO program is to
ignorance. When women
learn about NTO and begin to imagine
themselves doiné these jobs, many:
enrol]l in NTO training.
fact, meet many of ®he needs they
have for jobs with,a future that pay
well. This is why, by the way, most
NTO women are 25 to U5 years old:
ecenomic realities force women to
rethink their initial job assump-
tions. .

" Schools Haven't Thougﬁt About It

even when students are free to choose

between Industrial Arts and Home Eco-
nomics. - _In one jumior high -school
recently, the enrol¥ment.in optional-
basis classeg in'.Endustrial Arts was
<133 boys and| * girls.) In #ni
school, girlg vere advised that the
didn't need t¢ take math to raise
babjes. Career counseling often oon-
sisted of suggestions about clerical
work, teaching, or nursing "until: you
get married.”  Gir®s didn't hang
around with the guys to work .on cars
or build a ham--radio, -and didg't
learn airer#t mechanics in the’ ser-
vice. There is no blame attached to
thYs." Adults consciehtiously:- pre-
pared girls for. th adult-. world as
they knew it. . o

The adult ‘world has changed since

" thén, but attitudes and expectations
change more slowly. Now, women are
supporting children on their ownh and
.can't—-a o spend the afternoon
in' the kitchen. Couples are finding
that -the only way to cope with infla-
tion is to have two salaries coming
in® Working women struggle to make

~

Male-intensive vocational pro-
grams have been serving male stu-
dents, as the term implies. School
personnel usually asgume that there
is' little. difference -%metHer the
students in nontraditional vocatiénal
programs are male or- female. If the

- men get a gbod education, the think-‘

ends .meet on the salaries of tra-

ditionally -female jobs. Women are
discovering that- they have to-get a

7

‘the first semester.

ing goes, the samg'wrll be true for
women, with the same academic’ and
support §Arvipes.

<> Many schools withqut organized
T0 programs, hoWever, have found
that the few :women who enroll in
male-intensive vocational programs on
their own often drop out, usually in

planation, staff can easily conclude
that "women can't do this work."

The status duo sexpectation --
women fn these programs are like men
in these programs -- prevents schogl
personnel’ from seeing the differ-
ences. * They haven't thought about
the fact that:

" % Women are more likely to have
trouble with math because they've
taken less of it in hi school.

® Child care problems may make them
e ‘ .

.

!

tra-"'

NTO does, in ’

Finding no eX-»

'\

-
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 nically trained spegjalists, .

~m_ias classes,

’:' - # Sexfial innuendo directed toward

‘them in class is highly stress-
ful, -
# Increased rent %ean force a weman
.living on the economic mangin to
‘ drop out of school.
These are some of the ways_ female
students in these probrams 2are in
fact different from male students.

It doesn't make sense to be even- ¢ -

handed if women and men have uneyen
backgrounds, resources, and respo

sibi{!hies ‘ .

As we have said attitudes and
expectations change more slowly than.
realities, but the realipvies cause
dropouts. An NT® program exists to

. focus on the needs women have that
and to

are different from men's,

provide services to meet

Causes for dropouts, or at least

preventable ones, are then elimin-

ated. ’ »
N .

: them.

A NATIONAL PRIORITY

™

>
" NTO for women is good for the\
cowntry and the community, as well.

With calls for increased produc-
tivity, the addition of ‘a relatively
untapped 1labor , pool 1is a valuable
resource. The private sector thrives
on a well-trained -and .highly moti-
vated work force, Employers have
been seeking women for male-intensive®
Jobs with 1ittle suecess: they can't
hire an untrained person. NTO helps
them meet ‘M‘f‘irmative Action goals
and find the employees they want,

" Computprs and electronics,: tw&
key industries in the booming malel
intensive high technology field, are
experiencing severe labor shortages
across the nation. -Thdusands of jobs
are going begging for lack of tech-
Pre- -
paring women for these Jobs meets a
eritical ndtiofial need, espacially as

cohcern is ‘mounting that the United
', States may be losing its

edge ink
world markets for high tec(mology

. “\~ ’ M (“5.
/' J'. '\ ’

L?

<
software, hagdware, and research and
development,

In a time of tight. public re-
sources and shrinking funds for human
services, high NTO salaries for' women
mean lower public expenditures for
welfare and other forms of assistance
for the working anﬁ non-working poor.

A higher income for an NTO weman
‘means that she c#n assume more of a
share in SUpporting
levels through her taxes.: It-means
she has more money %o spend in local
businesses. \

" With a good paycheck she can

raise her own'or her family's stan-

dard of 'living. make a better 1life
for her children, and
husband ®f some of the pressure f“r
supporting the f‘ani%y.

And a woman who enjoys hér work
vimproves not only the qualfty of her’
own life but that of those who are
close to her..

LY

-

-

government at all =~

relieve her .

.

. f % -

~ * Dakas
.
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A WOHD TO NTO PROGRAM
COORDINATORS
Y . PR VI

Thi’s book has been written for
you. We& have'tried to include every-
thing you K will need” to know for an
_excellent 'NTO pregram. JALl thé upat-
tributed quotations .in this book are

from our field, test.site directors,
who are your peers. Others‘are from
counseldrs, administrators.*instruc—
tors, womer, and "others at the ‘field
test sites, and 0 prdgram coor-
dinators across ' country, ‘You
need to know how real peOple have ap-
proached NTD.

III.

.
o

DY
.

[ 2

’ You “ean't plan and run an NfoO
program entirely on your own. You
must have administrative backing and
at. least some’ supportive counselors
and instructors to work with you.,
You need to be able to use the.
existing resources of your school,-

-such as the public’ information, fi-
nancial aid, testing, and placement
offices, to aveid.duplicating their

. services. Beyond 'proyiding) some
direct seryices to NTO women, Yyour
job is to coordinate the efforts of
faculty and staff members to ‘elimi-
nate or resolve -as many barriers as

-

possible to NTO women"s success in-
tq?ining and on the job. Nuts and

Bolts has helped the five field test
site /directors achfeve this goal
triumphantly.

But -if you bottleneck all the
information’ guidelines and tips
contained in this book, you WN1 make
your job much hardpz fhan it néeds to
be. Share it! icate copies of
Sections I and ‘II of this chapter, -
and distribute them’ to everyone in
your schodl: uho will be: involved in
your program. : Duplicate and dis-
tribute- the sections for administra-
tors, cdunselors, and instructors to

them, You may 8lso want to dis-
tPibute copies of. selected sections
or entire chapters' to s peqple:

KFhapter 4 (Outreach) to your recruit-
ment office, the _sectiony ‘on
instryetion-related problems in
Chaptér 6 to instructors, the sec-

)

2

" time to timej; you'll be glad you did.
- / ! )

bions on sexual harassment and racism

\in Chapter 7 to administrators o NTQ_
women ‘for example., We think:this is

»

lepsien on you than assuming the en-

tire responsibility for teaching
everybody what they need to know.

There is a great deal of informa-
tion ingthis book, probably more than
you .can assimilate in one. reading.
Indeed ,* many of the experienced ,NTO
program coordinators whom we asked to
review the draft version told us they
learned a lot of %things. One said:
®This suggestion is very

clever. and I'm godng to do it
in my program. I'm sure that if
somebody-had told me about it
when we staz&ed two years ago,
wouldn't have thought so. I

didn't know emough then to ap-
preciate what b good idea

is.” “1}

t

\
I

. N

Even within the ten months of the

field, test, a site director had the

Same experience' .

N V4 Ly

. "I've been rereading Nuts and
Bolts lagely dand I'm defi-
nitely seeing different. things
itn it than I saw the first time
around. I'm more seasoned now,
80 the information means more.
I'm getting a 13t of 'new'
ideas -~ even ugh they'wve
beén there al the'time.”

So go bacl$ to Nuts and Bolts from "

’
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A WORD TO ADMINISTRATORS

and

and

IT first. A ,

‘We hope you have read Sections I

This section contains information

Suggestions'

ich people "at our

field test sites t ought would be of,

special interest to you.

-THE ADVANTAGES TO YOQUR SCHOOL-

1]

in your school,
benefits,

-

When you institute an NTO program

attested to aIl of thé following:

W E&cellent visibility and pub-

licity in the community.

* Hoost to staff morale.

Itprgved communicationsiwithin
the 3chool. .
Increased enrollmefit: more
ments, faculty continuity.
Service tora new group of
students,

Helptng to meet the education
and job needs of women.
Improved reYations with local
industry. .
Satisfaction of employers'
demands for gqualified women

Satisfaction of the’'requirements
of Title .IX and the Educatibh
" Amendments of 1976 (P.L. 94-482).

!

you gain 2 number of
Our field test sites have

{
FTE's, strengthened NTO depart- {

* “Improved services to all studefts

through lessons learned in the
NTO program. st

-

.deans; directors of continuing educa-
tion, community, Services, women's

centers,

researchg and planning de=

partments, and develobmentei studies;.
site Qirectbrs° and others:

of publicity and acclaim.

"Our program bro \Mt us a lot
It got

* more recognition then any other
program we've run 1n the past
six years.?

’

"The site director made the

departments at the college very

4

—

This is what thJC{say — academic!

10

1

-

‘mupity's needs,

'inetficient

Ta

aware of the business com- .
She learned -
about, industry and the collegé-
so thoroughly that she ‘acted . .
almost as a liaison between
departments, showing how they
could provide a perfect ':’
training package_.to industry."”

B

"I've seen counselors and

‘instructors in Developmental
Befofe the pk?+

iﬂies perk up.
they were frustrated and
apathetic because there were so

few career options to propose to’

women, The program m their
needs as well as wome:sﬁx"t

"We learned a lot about
publieity and the kind of in-
formation to get out .to women.
It will be extremely helpful
in working with-older stu-
dents, not a usyal group on
our college‘eampus."

"AS a result of the pro-
gram, the Developmental
Studies staff is now iden--
tifying people early for more
reeiistic‘goals; sa that sty
dents don't have to waste a
whole year in one program
only to be told, 'Sorry,

-‘you-didn't make it.'"

"There has been increased -
sensitivity, to the 2act'thet
NTO could solve some problems
in black Womeh's lives, that
a singlée.mother wasn't that
much better off working at a

"traditional job than be}ng on

AFDC." .

"Thanks to the program's
focus on math, we now provide
bettdr math assessment ser-
vices to all‘students."

[ 3

"In the Daet we've of-
fered many services which were
Coffee hours
gave women a listening ear,
but left them_still fgcing the

l%problm This program

21
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showed what could be done to
solve problems." .y

"The school now Sees that if '
they follow the same three
principles — 1nformation. en-
couragement, and remediation —-
‘rétention’ of all students could
be greatz%$ We could guarantee

- an 80% im ovement in every-

one's success."

YOUR ROLE IN THE *NTO PROGRAM

As you've probably suspected, the
advantages of an NTO program don't
come free. Compared t® many o:;EEr

programs Jn a voc-tech school, h

ever, they're relatively cheap. ly

done, and your (Clear commitment

its success.

Financial Resourfes .

Stafr A'%irst-yeér NTO program

" tor. Indeed, this is at the %ery top
~successful NTO programs. As the
program becomes institutionalized, or
integrated into the everyday func-
tioching of your school, the need for
a codrdinator should diminish to
halfatim In a few years, you
should no longer need an® NTO co-
,ordinagbr at. all.

) You probably won't find someone
who is eﬁberienced in running NTO
programs, as this is a relatively new
development. None of our field test
site directors had NTO experience
before \gzey started, but they managed
to do very well nevertheless. They
had experience in some of the fol-
lowing areas,

’

. Vocational-technical education at
at the postsecondary level.

% Career, counseling.

® Social service prograns for adult
women.

® Job development with industry.

two thingg are needed fr you: fi-,
"nancial resources tj/gzt the Jjob

ideally needs a full-time coordina-_

of the 1list of recommendations* for - j

which proved to bé .
valuable: &

v

An administrator. wi NTO super-
visory responsibilities a. field
test sita strongly recommends prepar-
ation before hiring a coordinator:

"Have an outline for & program
in .mind before bringing someone
new to the school for an NTO
program. Do not bring the per-
son into a void."

‘One of the ways this administrator

achieved her goal was by means of ‘a

jeb application process that required
candidates to accomplish some advanch
program planning. The excellent ap--
pljcation questions she devised are .
included in Appendix F. Their value-
is emphasiz :} the site director

she hired, W giedits this applica-

tion process ¥ith getting her program

off to a runnf;g start.

In addition torthe coordinator, a
secretary is necessary. Half-time is’
suffidient, although it will be nec-
essary to have the telephone covered
at all times. wHen the secretary isn't
there; the progran coordinator will
need to be out ‘of her or his office.
frequently. -

The coordinator and secretary
will probably be enough staff if your
school already has a Women's Center.
If not, a part-time or full-time
counselor is desirable,.

See the budget section in Chapter
‘2 for other NTD program expenditures. g

Clear Commitment -

rd

§f a full- time. NTO coordinht}r is
requirement #1, the commitment of a
school's administrators and particu-
larly the top administrator. is in #2.
‘Elace. TO programs across the
ountry agree that nothing dooms a
program more ‘quickly than half-

., hearted coulnitment

"Ourd director gav;\totél sup-
port. When you have it from the
top, you get it from instructors, LE

N -

¢
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Your support is needed for two major,

purposes:

B To convince the unconvinced among
. the staff that the NTO program i3
_an institutional priority, and
¥ cooperation is expected;

* To'help the coordinator ob&ain
‘necessary resoyrces {such as
release time for Jnstructors -to
“agcompany the coordinator to

local employers)
~

r . -
- The following are ways in‘ which-

you can nake .your commitment real.

‘Appoint the right supervisor.

*"Don't lodge the program in
one ‘defidrtment , but have it cut
across™lines. ‘It should be an
institutional project.” 7 -

’ § . 3

Appoint a supervisor -§ho has’

authority and respect, and who has a
school-wide position.

, Prepare staff in advance.

"Sensitize .faculty to NTO

before the program starts. .

“Meet with relevant department

r* heads to indicate how important
the program is to the administra-
tion. Sketch out what will

Aappen and give staff an avenue ¥

to get help with any problems
they might have." -
y 8 ,'/"'

—

Introduce the coordinator, par-
ticularky if she or he is new to the
school.
following.

v/

* Announce the cooiginato% s

. appointment. in a memo to faculty
and staff over your signature.‘

* Introduce the cogrdinator at a
staff meeting that includes a
presentation on the MJO program.

* Accompany the evordinator for
perspnal introductions fo impor-
tant faculty and staff. .

% Include the coordinator in the
agendas of important community

' meetings, -

* ~ s
BN ,
N .

Do this by any or all of the _

3
P 4

Provide on—gpfngﬁsdpbbrt.~

" % Mention the progrm&7;n your in-
house or public communications
% See to it that your school
well-publicized and- effect;tzi\\ \
policies concerning sexual
harassment and racism. (S
. Appendix G for an excellent
Ple of a policy against
seXual harassment.)
® If staff training on sexism,
dexual harassment, or racism i3
necessary, endorse it publicly.
‘* Facilitate requests from co-
ordinators whenever possible:
release time for staff to par-
ticipate in ‘the program, inneva-
« tiogd in normal procedures,
reprimand of uncooperative staff
Af necessary, etc.

-

In short, your role is to convey
a sense of the program's importance
to the school. Tt .is essential for
the program's success.’ )

el
~
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" . program:

. will be reduo;d

V. A WORD TO COWNSELORS

and 1I first.

-An NTO program is too big a-jdb

for one' person to do entirely alone.’

The NTO ‘coordinator will need: your
help. Beyond yaur counseling skills
‘and knowledge, the Only other re-
quirement is an open mind toward non-
traditipnal océupations as a career
option for women. As a counselor at
one o('our fi2ld sites put it, !

"Examine. yourself and your own
attitudes toward job options.
Don't assume because a woman
comes into your office wearing
high heels and a dress that she
won't be interested in NTO."

-

There are three types

seling services needed for

of coun-

an NTO
occupational, academiec, and
personal. '

We hope you have read Sections T .

. however,

OCCUPATIONAL COUNSELING
; /
Women need information about NTO:

= .
* Labor market information: which
« occupations are in high local
demand, who the employers are.
% Occupational information: Job
Suties, working epvironment,
advancement potential, salary,
training required, etc.

’

i

Especially if there are mény women in

your area who are interested in NTQ,

the burden on the coordinator's time
if you share in pro-
viding occupational
Chapter 5 (Career Exploration) will
help you do this.’ P

Y .

The_ most f{mportant thing, how-
ever, is to make 'sure. that women
learn about NTO thrgpgh someone., - If

no one mentions NTO, women don't con-

sider it. If they don't consider it,
they are prevented from making a
career choice from the full range of
occupational' optigns and may fail to

N

information."

. S SN

.choose the career that is best for

them. And if this happens, they can
“Vaste limited time , money, a -
fort. i L

To break this unfortunate and un-
necessary chain, provide occupational
information about. NTO. ' ‘Womén don't
have to chaose it,
consider itﬂ

&
ACADEHIC COUNSEL ING

£

You'! 11 need to knou the pre-

requisites and requiréments, of the
NTO occupational programs¥the co-
ordinator is targeting,-which in turn
are based on an identification of
high—demand occupations in ypur com-

‘munity.
At a minimum, . thi; invol;es
learning what's in ‘the catalog.;

You'll find it much more enjoyable,
if you do some learning on
your own. Get to know the instruc-
tors better, and ask them for ex-
planations and a -tour.through their
shops and labs. -
s
' The best and most enjoyable way
of all to learn -about; what the
varioys NTO occupational programs
involve is to .try them out yourself.
If the NTO coordinator is planning
Hands-on tryouts as part of career
exploration events, take advantage of
the . opportunity and participate.
Site d tors and counselors in our
field tast often mentioned the impor-
tance, of first-hand knowledge of
instructors and curriculum. The
better you ‘know them, the better

you'll be able to advise women.

Another aspect of academic coun-
selfng that ,is important in an NTD
program is remedial services, es-
pecially math. ™ ‘As. women typic
have taken less math than mez;/zzny
of them need to spend some/ time

brushing up on 0ld skills and learn-
ing prerequisite math.

ity, and remember that a negative
attitude about math can prevent _math
. h.

g

~

but they should

Be sensitive
-tQ women' 8 concerns about math abil-

Y

)

)

"




*athievement |if notq dealt with.
(Please read the- section on math in
Chapter 6.)° Be knowledgeable about
_ assessment services and refer women
for testing.
requirem}nts for NTO.
oughly informed on the math.help
- available to women in your develop-
.mental studies department. Keep

yourself up to date on their progress
$0 you can check om the appropriate-
%ﬁe;r math course selections.

ness of,

PERSONAL ¢ COUNSELING

If .you are going to be‘providfng

. personal counseling to NTO women,
please read Chapters 6 and 7, which
deal wth support services. They
contain the information and back-
ground you'll need to do: an excellent
Job.

\,

It will also be important for, you
to be knowledgeable about resources
in your 'school and community for fi-
nancial aid, child care, and “trans-
portation, as ‘these are the three
- most frequently mentioned barriers to
_ enrollment, training, and initid1 em-

ployment.

s Find out what social services are

provided by agencies apd‘ arganiza-
tions in your community.
cannot and' should not be all things
to all people, especially when others
are _holding up their end perféctly
well, The more complete your inﬂsr-
mation about ‘services, fees, hours, -
addresses, phoné numbers, and eligi-
bility criteria, the Better your ré-
ferrals will be and the more effi-
cient you'll be in the long runm\

WORKING WITH THE NTOMCOORDINATOR

much occupatiomal, academic,

Ho ’
,\\gpzjz;ﬁhpersonal counseling - you will
o in the NTO program depends on a

number of factors. However, you
should know that the assistance of
supportive counselors is an important
requirement of a saccessful’ NTO-
program.

Be familiar with math ’
Become™ thor-*

A school -

»

."'

-

Igp terms of  functions, you can
participate in the program by:

° * Helping to brainstorm and plan
throughout the projecg.

* Communicating information,
developments, problems, and
triumphs.

. ® Helping to evaluate and impfove
the program.

In terms of program activities,
youk participation is most valuable
in: / ’

* OQutreach activities (Chapter 4).

¥ Career exploration events

- (Chapter 5).
% Sypport services at enrollment

and during traeining (Chapters 6

;s and 7).

[ Placement preparation (Chapter

8).

-

Counselors who become involved in
NTO programs say that they receive
more than they give: . ' ’

"The program hase had quite an
impact on recruiting high school
girls. Some of our NTO women -
went into the schools and told
how their parents had scoffed
at the idea of their plans when
they were young. One said, 'I
always wanted to be a carpente
.but my parents said, "No, be a
teacher." But now I'm doing
what I've always wanted to do.'
The guidance staff at these
schools has dcfinitely been
influenced, Thsy now encourage
the girls to consider NTO. It
feels good not to be working
against them now."

"Our site director gave us
renewed energy. We all got.
more excited about working.
got our rears in gear!"

-We

"] was frusbrated because so
many of the women I saw wanted
to go into Allied Health, and
in our area there are no jobs.
Now ]I can say, 'What about
welding?' It makes my job
easier, and I feel better
about working."
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VI. A WORD TO INSTRUCTORS‘ '

We hope you have read Sections I
and II first. oz

If- you haven't often had the ex-
perience of peaching your specialty
to women before, .you're in for.K a
pleasant fsurprise. Sometimes, teach-
ers expect women students to be a
headache: they can't do the work,
they'll distract the men, thex'll
lower the standards, they'll need too
much help, they'll take too much

. AR 4

time.
v .

-

» o o

One 1instructor who was used to
teaching men put .it this way:
~ "I honestly don't want women
in my class. 1It's taken, me years
to get to the point where .much of
what I do in clasg is almost by
instinct -« what I say, how I 'put
" my hand on a student’s shoulder. ~
All of this would have to he re-
thought with women. I don't want
to feeﬁ like a novice teacher
again.”
. Some of the-instructors in our five
* field test gites felt this way.before
their NTO program& started. Py the
end of the field sest, howeverd they
‘changed their minds. ~They spoké of,
the new pleasure th ook in £heir
Jjobs, said that the: ‘gdult womer were
very enjoyable to teach’ and felt
that the experience had made them
better teachers. This is what they
said: '

"The class that had some .women
‘ig it seemed more responsive
. than my other classes with onlxvj
men students.”

"The women studeﬂts are above
average in ettitude compared to
‘the average student. Because °
they've received special occupa-
tionq}'counseling, they've given
more thought to the career A
choice process.. They're more
motivated."' - .o

i

Y

. ﬁi'fihd’that women’ prepare
their school work better.and ask
more questions. It makes my job
more interestifg." - o

Hany‘instrqptors havé found that . -
there are some differences, however, .

in teaching women. Keeping these
differentes in mind ¢tbrings you the

. adyantages ment;oned above..

Avoid the Introductory Course Problem
. M ~

As women often enter NTO voca-
tional programs with less background
knowledge than ,men typically ®have,
the curriculum of the introductory
course ‘can be at just the right-level
for men .but too advanced for women.
You need to be sensitive to this pos-

sibility and devote some time to

material you may hiﬁe considered too
elementary before, ¥ -

_,////////;I realize now' that I used to

make assumptions about what

students know, assumptions that

were not necessarily so. These’
" women have..made me question that -
and they've made me a better
teacher. I go slower now and
build in more background they
can relate to. I didn't want to
take class time for introductory
matertal away.from Students who
didn't need it, so I scheduled
a few extra. sessions for those
who did — men and women both."

-

4

"Their attitude and aptifude
are fine, but their ba round
is different. I took it as a
challenge as to hew I could
accemmodate these Students.”

. For more on the ihtroducbbry course

problem, please see -Chapter 6.

"Expand~YouF Methods and Examples
L .

£

Provide as many concrete’ learning
opportunities as you can: doing and
watching are better than listen®ng.

Remember that many women haven't had,

the advantage of obtaining manual



.-

skills or teg;notogical knowledge
bYefore, so ,Mse exaples from areas
more familiar to.them.; - .
"You have to make extra efforts
to develyp analogies that.women
" can understand. Assume that
women were Probably deprived of
games and puzzlés that h
-technological bent to the
doing this, you'll improve your'
teaching methods, L

Encourage Questions N

BN

. This is eSpecially import t in

the beginning, when some wom tend,

to./feel (often mistakenly) that the
men in the ‘class kuoow everything.
This can make them hesitant to dis-
. Pplay their "ignoranee" in public. It
may not be enou
there any guestions?" Be on the
lookout for subtler c1ues to lack of
understand ng. .

For other women, hesitation to
ask . questions is definitely ndt a
problem, (At one field test site.

' several men who were embarrassed’ to
ask questions about material they
thought they shoul ha!g known fed
the questions. ¥o' an odtspoken woman
before class!) ~ It is the women's
responsibility to ask when %hey !
understand, dbut it's yours to cré

an atmosphere that encourages them to

do - so0. - .. T oo

\

Don't Single Women Out

Don't put "them on the spot be-
‘cause they're women. They can't be
the only one ho would benefit from
additional apatiohs or - run-
thréughs, - B ing they are, you

' ean c:ea&g\:::e nt ' ,

"The electronics women studied
together” a lot- and ins n .
including men, because some of
them needed extra help. too."

Tea ath ef‘.ull N

Be awure,of p03sib1e differences
in math. background and attitude (math

"is discussed in Chapter 6).
. all .students. befflefit when math -is

s

simply to ask.n"Are :

"“watch out’ for.

dkain.

taught more attentively: -

L]
-

A "You have to sloﬁ'doﬁn to make

sure,that_each successive concept
is clear. think the math
stumbling block faces men as much
as women, myself."g

Maintain an Equitable Learning
Environment A

Don't allow any harassing, bait-
ing, or social i%olation of women, in
the classroom, and be aware that what
passes for "good-natured fun" can
sometimes be hostile underneath, We
suggest you reaf. the sections on
tokenism; sexual harassment,. and
racism in Chapter 7 to become better
able to recognize these prpblems and
to comgpt them {Tthey should occur.

~

If your teaching methoés in the

‘past have éncluded derogator s - .
ences to wome this will n to be.
discontinued. [, When- insul¥s begin, -~

learning ends.

"Everybody in electronics
knows the resistor color =
code, and knows the crude words.-
that are used to help students
memorize it. To tell the .
tauth I'm glad I have an ex-
cuse to find anogher way . to

’ teach it." Z

N ' R

~ H
Chivalry is another problem to
Whether women ask to
be spared difficult or heavy work or
whether mep offer to spare them, the
result. is the same: - women don't
learn all they should,

"I notice the beginning of
the cour se t dome women were
letting -men make their meagstire-
ments for them in the lab, so I
insisted they make their own.

" It took four,or five. weeks for
’ ‘their corifidence to rise, then
- everythins was fine."

L3
Pl
.
.

"Finally, be aware of nvisibil-
ity. Foree of habit can make you pay




att:ntion oply to the men, Or it can . . .
pe out of concern for the women. - Lot

. - : . "
FY 4 . ,

’An instructor may not want
to seek women out|'in class. He .
doesn't want to put the spot- . - )
1ight on her in the belief it . : . ‘ _ .

would make her uncomfortable." * - . - e T / <

’ ¢ ,

‘l‘hefe adjustments may' seem like a C ('

lot to ‘adk, and in "some ways they " c n
are, But it's a fair exchange, since
. you'll probdbly end up feeling the . ~ )
. .way this instructor did: . . .
I .
"This program was one of the - ! R
. highlights of my teaching career. ’ , ' ‘.
The extra tinme and effort were . o S B

well worth it." ¢ . .
1 : »
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CHAPTER 2: PELANNING AND EVALUATION—

4 . .
, In this chaptg;/yqu will find information on what you need to do to X
L. get your program started -- planning ™-- and to make sure 'it's working
. out as well as you planned it to -- evaluation. They are two sides of
. th€ -same coin, which is why we have put them in the same chapter.
L « We highlight the groundHOrk that should be done to ensure that the )
) program is needed and ‘that there will be support for it. " We also' .
~ describe an evaluation method that gives you the information you need to :
’ sbrengthen your’ program with minimum effort. v )
N
,/Y"\ ’ M
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< : T ® L

I. PLANNING AN NTO PROGRAM . . . . « o o\ + v v v o o v o o v v oo ™20
Groundwork ¢ { ' -l
Obtaining Ideas And Support % B Cs . .,
Putting Your Information Together
A Word. About Administrative Support v

#  II. - DEVELOPING A DETAILED PROGRAM PLAN . . . . & w o v o v o o o o . 20 .

’ From A Basic To An Ideal Program * .
Seiting Goals And Objectives ’
Planning Your Activities

Settingunerical-Goals C - ’
. - -
‘ III . BUmET o o & s 8 8 8 8 8 8 8 8 8 8 8 s s 8 s 8 s 2 's s 2, s 2 2 2 o+ o 29 *
. . ‘ . . .
IV. LOCATING YOUR PROGRAM . » o + = o o o v % o o a'o o v oo o u oo w o "29
Single Site or Multi-Site? . f
Where to Establish Your Office < ’

¥. COMMON-SENSE EVALUATION . .
’ Program Evaluation
Accountability Evaluation ,
a ‘ Benefits Of Evaluation -




make them secure and stable.-

>
@

I.. PLANNING AN NTO PROGRAM

A

Houses are built on fdundations
rather than directly dn the earth to
In the
Same way, a good NTO program is built
on a foundatior: accurate and com-
plete information. * o ., '

You neéd to know what Jobs are §
available, or you run the_ risk of
putting .a great deal of effort Into **
producing -well-trained but unemployed
womert. You need to know that your” "
program serves the needs of your’
school, or you rum the risk ot be- .
coming .isolated and ineffective. As’
ohe NTO program toordinator told us, -

l?

. :
"Don't depend on altrudsm.

Mutual need is the key. The

state college needed studénts

~ and our counseling.center needed

well-paying jaobs for women."
You need to have the cooperation and
support of’ other faculty and staff,
or you run the risk of trying to do
toé much yourself.

-

o

» Good " NTO coordinators rocognize
that thorough planning is the key to
a successful program.

o

"Although I felt frystrated .
‘at times -- I wanted to do, not

o

the succéss of our program is 7

based on the careful prepara- =~
tion I did at the begihning."

to prepare -- I realize now that' , . :

Planning an NTO program is a twoh
stage procegs.’ First is the grounda :
work .phase / in’which you document the
need forfthe program and recruit
ideas and!support from others. This
is your "first cut” a éhthe shape your
p#ogram will take. ce this'is ac-

6mpliqhed you develop a detailed

ogram plan, specifying goals "end
bjectives, -working out schédules and
activities, and in general.converting

‘your "first cut" into a blueprint you

can follow.

: »\

-,

- GROUNDWORK

Careful groundwork takes learn-
ing, talking, listening,

. stage goes a long way to determining
the ultjimate success of your program.

) hgeds Assessment

- - & N -~

Thegfirst thing you need to do is
.to document’ that an NTO program 1is in
" fact needed. '

r

-

AssessingﬁFémale Enrollment. You
wfll almost certainly find that women
are undercenrolled in - occupational
‘programs in ‘three areas: ’'trade and
industrial, -technical, and agricul=-
ture. Get a cataleg
occqupational programs your school
offers in these three areas. You
.want to find the enrollment by sex in
each program, in the most recent

semester for which f;gures are avail—:
ces of this in-

able, Possible
formation are these:
X

* The director of evaluation or
research. .
The registrar. .
Department heads.
® Instructors. -

)

If you have a computer printout

that Specifies enrollment by program
and by sex” of student,
free. If it doesn's. specify sex,

. you'll have to guess in a few cases
- whether "Leslie," for example, is
male or femalé, but don't worry, about
it. ' If ysu can't use centralizéd
' .records, you'll have to -use class
1ists. - .
As*a rvle of thumb, occupational
‘programs in which fewer than 25% of
.the students ‘are female are

' nontraditional for .women. -
.« AsSsessing Occupational Demand.
The other aspect of need that has to
bé documented is the job# for which
‘- these octupational programs _prepare
graduates. » Are they in high demand?
D5 they pa} well? The point of an
NTO program, after }ll. is whether

-

and think-
ing. The. care you take with this '

Aapd l1ist all the .,

you're home.

-

N
r
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-discuss with them.

.organizations

+

ministrators, faculty,” employers,
and others use that cht to en-
courage them to work together

* Ask supporters to speak to ot#er
people about the program.

* Think positively -- unless yon

“"find out otherwise, assume the

person you're talking .to has some

“reason fdr supporting the
program,

% Most important -- remember that
other people's reasons for sup—
porting the program don't have to
be the same as yours,

In your co;Vtrsation;.‘you'll be,
collecting information on the need
for the program from several points
of* view, how the program’, can neet
some of the needs of your school and

local employers, obstacles that exist

to women's success in NTO, services
the program should provide, community
support, and available resources.
You can skim this book again before
you gtart meeting with people to get
an idea of the program options to

beginning to take shape.

There 'are four categories of
people whose information, advice, and
support are important. aThe first
two, facultyzstaff and employers, arg
essential, while advisory committee
members and community service:
and agencies are
desirable. Each is described below.

Faculty and Staff

>

To establish an NTO prégram, you

" need to demonstrate that it is in

keeping with school policies, stated
and unstated.,
monstrate that .-the program is in .the
interest of groups thaph are important
to the school: administrators,
facylty, staff, students, employers,
the community, . -

Start with your school's gosals,
policies, resources, and structures.
How would an NTO program fit in?
Think asbout the influentisl fig-
ures -- the administrators, the board
of truateés, the advisory committee,

»

Your program ig.

You 2130 have to'de- _

= -

the f:aculty. Ho-)would an NTO pro-
gram coincide, with any of their ob-
jectives? ’

Talk to people in the departments
suggésted below. They know a great
deal about the school, its neéds, and
its services, and would be involved

.to a greater or lesser e t in an
NTO program. Involve th om the”
beginning by asking them\ for ™ their

idéas and suggestions

‘Support departments:

- |
Academic Affairs
Admissions
Career Counseling
Continuing Education
Developmental Studies
Development and Grants
Financial Aid Office
Placement Office
Public Information |
Recruitment
Research and Evaluation
Student Services
Women's, Center ¢
Occupational departments: talk
to department heads, division deans,
and® instructors in programs you haVei\\
targeted in your needs assessment.

Tell them what you have learned r
about the sex imbalance in enroll-
ments ang about the job opportunities.

. for women in male-intensive occupa-

\

tions. Ask ‘them how an NTO program
could draw on your school's strengths
(e.g., an excellent counseling staff)

-and remedy its weaknesses (e.g.,
dropping enrollments in  male-
intensive occupational programs
Ask them what they see as the reeSOns
why so few women have enrolled in NTO

v in the past. Ask them what would be
needed .to overcome the obstaclea
Ask em about resources the program

. could ,build on. And ask them if they
would like to ttke part in developing
the NTO program.

* Employers

22

Next to~your school's faculty and
staff, employers are the most impor-

- 31
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tant .group to reach in setting up an .

NTO program. Time and again, NTO
program coordinators. emphasized ‘per-
1sonal contact Wwith employers from the
very beginning of the program.

. - If you don't already know who the
. major employers in your target aqccu-
pations, are, get leads from instruc-

. tors, thHe placement office, the
school-wide advisory committee.
and/or the individual occupationa

program advisory committees. One~of
the Women's Outredch Project site
directors found her School's advisory
committee to be the . best source ‘of
information on - and introductions
to -- local employers.

Employers, ﬁay welcome . an NTO
.program because they have a shortage
of skilled workers, Affirmative As-
tion concerns, high turnover, eor
other reasons. Learning about an
employer's Bituation before the ap-
pointment helps make the discussion
more productive: Make special noté
ol employers who Seem most knowl-
edgeable—and . supportive. You may
' want to ask them for help during the
program for career awareness and
N support activities.
Good questions to ask ofjemploy-
ers‘ere these. P S
Y Hhat has your experience been in
‘finding women for your (elec-
tronics technician, etc )

- openings?

. % How have H&hen worked out in
these jobs?

* What are the specific skills and
education qequlred for these
Jobs?

* How could we be of most use to

you?

[y

Because of 'tqelr central impor-
tance throughout an NTO program (and
not only at placement!), employers
are discyssed in most chapters in
this book. Vs .

Advi sor.y Comnittees -

4

‘In" addition to their value as
links with the employer community,.
advisory committee members often have
the advantage of dual status: they

- are 3school people and employers

simultaneously. They are therefore

able to react to a discussion’ about

NTO in a well-roanded and informed

manner. Ask them the questions you

* find work best with faculty and staff
as well as employers.

— Advisory committee relations are
discussed further in Chapter 3.

Community .Orgarnizations -

idea to talk to social service
agencies andlorganizations and to
women's groups in your area. | Start
by describing the financial and
personal advantages of NTO for women.
You can ask them whether women would
be interested in taking advantage of
the program. At the same time,
you'll be creating a future referral
source, Ancther benefit is that you
will 1learn about, services that are
available in the community. . «

-

Appendix B lists a number of. com-
//—ﬂnunity orggpffition suggestions for
you to consider, including social
\'R‘rﬂ'ce agencies ,

If you hkve time, it's a good

employment agen-
.cies, and women's groups. There is
more information in Chapter 3, as

well.

» - \ e -
PUTTING YOUR INFORMATION TOGETHER
\ L ]
You should now have a comprehen-

sive (although perhaps not detailed)
view of the need for and benefits of

the program according to severasl im-’

portant groups Qf people, .obstacles
to,NTO success, recommended Services,
+ and community and school resources.
h additiog, you have identified your
most likely allies (and Possibly ad-
versaries), created a wider awareness
of the need for the program, and
built a network of people ready to
help. After these conversations, you

)<
|




are getting a {pretf:y good idta of ﬁow
your NTO program is shaping up.

.Put .your’' major findffigs and ideas
down on paper -— a frough program
plan.

ready done so.
your top administratorQo enlist or
strengthen their support. You cap
use it with the most helpful people
you have talked to as the basis for
refining ideas and setting realistic
goals for your program.

A WORD ABOUT ADMINISTRATIVE SURPORT

o~

Experienced NTO prdz}am coordina-
tors state flatly that without admin-
istrative support there can be no NTO
program. How you gét it varies with
your situation. Iﬁ\your school 1is
small or operates on-a personal ra-
ther than bureducratie basis, it may
“be sufficient for you just to. talk to
your president or director about what
you have found and what you propose
to do. If your school is large or-
operates more formally, submitting a
program prloposal may be a required
step in the approval process,

However you choose to make your
approach for administrative support,
keep fn nind that admini:’rators need
answers tdb—two questiorfs. Is the
program needed? sDocument need by the
facts and figures you have collected
in yo groundwork effort. Will it
benefit the school? Document benefit
by the information ydu have collected
in your support-building effort

(e.g., the program will attract new:

ptudents and thus generate new FTE's
.=~ full time equivalents -- or re-
lieve our droppifig enrollment prob-
lem; the progrsm will generate posi-
tive publicity ﬁln .the community,
etc.). You can mention the fine re-

sults achieved at the Women's Out-

reach Project field test sites using
the ;uidclineg in this book -— see
"How This Book was Created” .and

Appondit\A for a duoription of their:

programs and results. :

You can use .this in{ormation-
to obtain funding if yoqu haven't al-’
You can uSe it with

)

A

. 28

.yoyr final program plan.
im§3?

© program gopls,.

* . . < o

A -

There is more inforﬁaﬁfén about
a‘ainistrative support in Chapter 3.

N é .
DEVELOPNSG A DETAILED Pnoocfnm
PLAN '
. He are assuming that at th
-stage' you have almeady obPained fund-
ing. If you haven't,. take your rough®
program plan to the devélepment

ficer, or grant specjalist in your
school for advjce on funding sdurces.
AS these van!l‘bnsiderably from loca-
tion to location, this person will be
able to give yqu the most useful sug-
gestions. - (For information on bud-
geting for an NTO program, see
elow.)

II.

Nov( you are ready to work out
The most

taQt principle is this: all de-
partments that will be affected by
the program (] be at least con-
sulted, and ideal y- involved, in the
detailed planning. You are ainfngd to

make your program an iqfegral part of .

your school./ If these people are a
irth, they will have an
You also
to check out your plans in
f feasibility. For example,
irectors showed
a deyelopmen-
she learned
ble to take

that it would
women in developmenta
the classroom to learn about NTO. So
she planned to visit each class
instead.;

tal studies s%};ialis ’

Using your groundwork contacts,
go back to the smartest and mos
knowledgeable people. Show them yoyr .

preliminary plan and ask-for comments:-

and suggestions. If any are wiRlikg
to help you with your detailed pla
(see below), you're fortunate. This
csn be best accomplished by periodic

task forwtings.
‘ the planning

" The next step ~n T
process is to dete e your broad

—— -
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_FROM A BASIC TO AN IDEAL PROGRAM

It “is helpful 'ta think of an o

program in terms of six goals.
- .y )

Selecting the ones you propose to
accomplish determines whether your
program will be ideal, comprehensive,
or basic. .

o

A
CAREER - ~ | & o
EXPLORATION | ENRQLLMENT

RETENTION® )

OUTREACH IN TRAINING PEACEMENT‘ . FOLLOWUP

Basic AN . )

~ -
®

Comprehensive #

Ideal

"A basic program {achievea these
advanteges ;

.*.:.

« <

' Thqiﬁﬁmen you* reaéh become

. ~aware of a wider ragnge of oc-
cupatio eptiqns. - .
There will be positive pub-
licity for the school. : .
There probably will be an in-
cresse in NIO erirbllment.”’
A _comprehensive pregr§m achieves’

above advantages plus, these:

® High NTO enrollmend

* Good retention rat

® Full support for a wide range
of women, not just those few
who can make it through on their

®* wide impact’ on your school.

-

An ideal program achieves the ~
above advantages jplus these: ’

® Greater job suc Q’for women,

* Improved NTO program through
useful followup information (see
Chapter 8 for an explanation of
the scarcity-but great importance
of good NTO followup).

® Maximum impact on your school.

You need to evaluate your resour-
ces and your support in deciding how
extensive a progrdm to attempt. If
they a limited, you may want to
star%i‘th a basic . program’ npw and
expa to a comprehensive one 'later,
By and large, however. the greater
the scope of your prograd, the, more
the women will benefit and the'gree—
ter the institution-wide impact will

be. —
—
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¢ SETTING GOALS- AND OBJECTIVES -

Despite "all the ‘gibberish we N . /
sometimes see in the ‘name of goals : ' ‘
and objeptivesf they can -- and .

~ should -- make -sense. Goals‘and ob- - : .
Jectives spell out what you' re trying - o
. to do and how you propose to'do it,, .
‘Z Put another. Jay, if you -don't, kno ’
where you're. going. how do you know .
how to get there. or, even whether! . -
you've arrived? '

- v - : ) i
“/fhere are three keys to success R - X ‘
for planning goals and ggjectives:

1. .Be clear about what you're
«doing and why. For each ac- - . .
tivity, apk yourself: what o

° purpose will be served? .
2. Know how each aspect of your * f—~’
. plan links up with the next.- . b
| ' You're ‘building a chain, and -
. ; . the links must connect,. -
", 3. Set-realistic goals and
~ schedules, Too grandiose, .
and yod'll burn out. Too ’
modest, aﬁd no one will
notice you're there.

" . Below. we list objectives, a few e ' N

’ optional activities, and ‘outcomes for -~
each of the six possible NTG program

goals. The actdvities listed here, as

well &8s others, are described in -
later chapters. Note how the outcome . @
of each goal leads intd the objective , 2 :

of the 7Fxt

. GOAL 1 Objective* X number of women are reached with introductory
" OUTREACH ‘ . information about nontraditional occupations as a
v promising career option.

Optional Newspaper articles, school bulletin, radio and TV
\ﬁ Activities interviews, presentations *to women's groups, ‘want
) ) < ads ih newspaper, public service announcements, etc.

-

”

L

s \ . Outcome . Women are attracted to the school for in-depthfoc-
. cupational information, , .

% .

4
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CQAL 2 :gpjective X number of women receive the information about NTO
QAREER* ] ’ they need to make informed career decisions.
EXPLORATION ~" - - N
-+ .« Optional Career/;iplo;at&én course, workshop, readings and’
Activities . films. qgustry tour, hands-on tryouts. etec. . '
‘ Outcome Homén uho decide NTO 1is appropriate for them begin
the eqrollment pro¢ess,
GOAL 3 Objective X numher of women,enrollbin NTO occuypational
ENROLLMENT treining programs. . .
—_— Optional Testing, math refresher course, individual coun-
Activities seling, walking women through registration
procegure, etc. ’
: .
Oytcome quFn obtain appropriate NTO training.
GOAL U4 Owjective -X number of women cooplete NTO occupational
RETENTION ' training.
IN TRAINING . ) ‘
. Optional Support group. staff training, consultations with
: Activities instructors, assertiveness training, extra math
. help, linkages with community services, physical
N fitness training, arranging part-time jobs, etc.
Outcome Women are plaoed in'training-related Jobs.
w4
GOAL 5 Objective X number of women are placed in appropriate NTO
PLACEMENT = jobs. ~
Optivnal Mock interViews, support groups, ¢ontacts with
Activities employers, consultation with instructors and place-
ment personnel, etc.
Outcome Women are working in satisfactory NTO jobs.:
GOAL 6- Objective X number of women are working in NTO !/Ps Y months
FOLLOWUP after leaving school. Informaticn is @btained that
’ will aid in improving the: program's’services.
~ Optional ﬁupport group, individual contacts with women,
Activities contacty with employers, work with placement
onicers etc.
’ . t J
Outcomes ., -Women's continued success on the - job imprdVed NTO

program.

21 36
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PLANKING YOUR ACTIVITIES o
LB .

You will need to choose the ac- o Co o -
tivities you will offer in each goal ’ ) )
area you undertake. In subsequent . . I}
chapters we describe a variety of .

_activities for each goal; they are d
presented in chart form in Chapter 1. - . ‘
“They. are. not .intended as prescrip- .

tions. In choosing your activities,
a» , consider: .

i l -
* The time they'll tak:T\\ . f», ,
. . . ~ I3

. Your budget, .
* Qther staff required for adv
. or work, o

% What you and your colleagues
‘believe will t® most effective
and practical :in your school.-

In planning your activities, you ‘ ' .
may find it helpful to use an outline : ~
like the following. As an example,
we are using an industry tour, one of 1
the activities that can be used in
career exploration, ‘

oo - RN

_r . - "
Activity R . INDUSTRY TOUR ' - ‘
Purgosé ' * To givé women a realistic idea of what NTO jobs
] . apé like.
Consists of , ‘Contact and arrangements with employer. X
‘ Develop)agenda: role models, tour of facilitieﬁl
- ~speaket to describe jobs and ?aygries, sign—up fheet.
. Puﬁlicize tour. .
» " l‘ Plan futurg contacts with women who sign up.
. Leads to ' - .Indiyjdual app§intments with womeh who sign up,

Eadh of the "sub-activities,” such as SETTING NUMERICAL GOALS

"publicize tour," also needs to be
planned, but -you obviously dofi't need

If you are required to, o? prefer-

to plan every detdil of every activ- to, set numerical goals, there is un-

ity of every goal before you start fortunately. no. sure formula we can

, your program, "‘List enough of the give you. Numbers.depend on how many

v : highlights so ‘that you-will be able " student places are available in your

to organize your time well later on. target NTO occupational programs, the

- 2 . « L . N
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speed with uhich’meen.are likely to

.respond to your efforts, the overall’

. economic situation in your' community,
and others. Moreover, your final
:numerica} goal may be placements,
.compietiOns. ‘or enrollments. - We
suggest that you consult with knowl-
edgeable people in Your school and
ask their advice on) reasonable nu-
merical »goals. And (try to aim for
the midpoint between being
over-anbitious and over-modest.

Percentage goals are easier. If
your school now has a 50% completion
rate and you want to do at least this
well, your program goal should be 50%
or 60% completions.

—. Your plan i$ now complete. The
entire process should require from

one -month {(minimum) to three months
(comfortable).

We suspect that no one has ever
operated a program exactly as
planned. Your plans are guides, and
tQ that extent they are as important
as roadmaps in an unfamiliar area.

If you take a wrong tyrn you can get -

back to the main road, and once you

arrive at your destination you may

decide on a better route mext time.

But it would be foolhardy not to take -

your map at "all, or not .to use it.
So make your Pplan carefully, and
" follow it as closely as you .can. .

”~

'III.‘ BUDGET

NTO prfqogram budgets vary.
tivities and salary. levels df?fer.
Some costs in some schools are part
of the general,operating expenses
while in others they are Separate
program line items. -

Nevertheless, here are the 1line

items «ou will probably want to
include o

Minimum Budget Line Items
LI
Salaries and fringe benefits
Full-time program coordinator

- 29

Half-time secretary (may be work-
"+ study student)

Printing and duplicating o

Telephone

Postage . - '

Office supplies ‘. .

Materials (including audiovisual
supplies) °

" Local travel

-

" Other Line Ttems

" Equipment rental or purchase (e.g.,
typewriter)
Advertising (print <and electronic
media)
Instructors (for'workshops.
on tryouts)
Consumable materials in hands-on
_tryouts )
Speakers (incluyding role models)
‘Pedr counselors
Additional secretarial or staff
time : ‘
Out-of-state travel for conferences
Consultants
Emergency loan fund for NTO women

hands-

. As with making a schedule, try to
build a little maneuvering room into
your budget to allow for unexpected

" costs.

IV,

LOCATING YOUR PROGRAM

SINGLE SITE OR MULTI-SITE?

Two of our five site directors
operated their, NTO programs on two
campuses simultaneously. 1f your
school has more’ than ‘one campus, you
will need to think about the pluses

“and minuses of dividing your time.

Advantages of a Multi-Site Location
‘® The program is school-wide, which

gives you more visibiliity and

t "elouts”

® You may“have more occupational

.programs to suggest. ‘
You should be able to reach more
women . . '

® Differences in educational prac- "

]
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tice can give‘'you choices: a
multi-site 'director suggested’
that women who lacked confidence
in their math ability enroll in
electronics at one particular
campus because math was empha-

* - 8ized less there.

' % You hage more people to learn
from, more people to help you. -

. —

‘Disadvantages of a Hu}ti-Site

Location

* You spend a lot of time traveling
between sites.

# Scheduling is more difficult,

* You need a secretary in each
place, or at least someone to
cover®the phone for you.

% Records you need may be at your
other office.

% You are more difficult to reach.

Consider your goals,
energy level. If you want: to com-
promise, you could run a single-site

program the first year and expand to

multi-site the second. On the other
hand, our ‘two multi-site directors
report that while they sometimes felt
frustrated and fragmented, having two
campuses gave them a flexibility.that
benefited the program.

WHERE TO ESTABLISH YOUR OFFICE

resources, and- " photographs,

If you ﬂ;ve a choice‘about where
your office can be located, there are

some considerations you might want to
take into accountt_‘Our site direc- «
tors suggested ’theé- fcllowing advan--

¢ —t&gQS." - ’.

A counseling center, women's cen-

- ter, or student affairs location:

% You are with like-minded peers. °

% You.can generate support from
counselors.

* It is convenient for coynselors
to refer women: to you. ]

Near the régistratjon ared: -
. % . - .
% You dan check class schedule °
details quickly.

]

% You can conveniently accompany

women through the registration

process, .
In the technical and ‘1hdustr;a1
buildings: ) :

y

* You have ready access té women
in NTO occupational training. -

% It is easier to establish rapport
with NTO instfuctors.

‘
-

One disadvantage of a women's
center location is that NTO career
exploratian conducted there may’ be
more difficult for some women. NTO
Jobs may appear riskier than they
really are when compared to the tra-
ditionally female, "safe" jpbs pro-
posed by other women's center counse-
lors. If you will have a women's
center location, establish a separate
identity by means of signs, posters,
and books that clearly
say: "This 1is the women's NTO
place." -

V. COMHQN-SENSE“EVALUKTTGI\,

¢,

"NTO is still new endugh that .
no one knows exactlf how it‘{
should be done. It's an evolv-
ing program #nd therefore many
pieces are not in place yet.

Good evaluation helps you put

- together the pieces better each
time ardund." . .

v

—+ An NTO prosram cobrdiﬁator

"sShe put her finger of the most
important use of evaluation: it
gives’ you the knowledge you Deed to,
fipd out what's really happening.
what's working well, and what needs

Fixing. We call this program (or
formative) evaluation.’
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\PROGRAH EVALUATION __~

‘. The evaluation we are suggesting
here may bg "different from the kind
‘you are thinking of.

“quire multiple regressions, control
groups, pre- and post-tests, or other
lelaborate research techniques. ' In-
stead, you use observations, frequent
progress conversations, simple ques-
tionnaires, and above all an atmos-
phere that encourages everyone --
yourself, women, instructors, counse-
lors, and others -- to be respoensible
for improving the program. )

The point is that you'll probably
make mistakes. Some are immediately
obvious: 1if no one shows up for a
workshop on a topic you know is popu-
lar, you naturally suspect your out-
reach technigues But some mistakes
‘are much more subtle. What if women

It doesn't re-

-

are dropping out and they're not °

" coming to tell you why? It might be
child care problems, inadequate.math

skills, sexist instructors, poor
, career counseling, financial emer-
gencies, or other reasons. Unless

you know what the problem is, you

Pt

D;<L\can't fix it .
. We are therefore suggesting that

you solicit feedback, from everyone ’

involved in the program, actively,

- . regularly, and systematically. The
best way is simply to talk to people.
Ask them how things are gping.

This can take
thinking.
transportation management ‘at one of
our field test sites reluctantly told
Fector that she was going
to drop out. %I don't under-
nd what' .the instructqr is saying.
" Everybody else does, so' I guess I'm

Just stupid." When the site director
called the other four wonfen in the
class, each one -- at first -- said

* everything was fine. They had all
heen embarrassed to ask for help
because "I'm the only one who doesn't
. ‘understand.” You can imagine their
relief when they found eut they
weren't alone. The result? The
women got together, figured out where

some creative

A woman who ehrolled in .

31

they were confused, and asked the in-
structor for extra help. The site

" director kept in touch with the in-

structor to make sure that the women
were doing bettér. ‘

" In this case, good evaluation
prevented five unnecessary dropouts.

54

- How You Get It

The feedback you need can be ob-
tained in a number of ways, all of
them simple,. -

Feedback from NTO women:

# Short questionnaires, either one
per major activity or at regular
intervals on all activities.

#% How-are-we-doing sessions. with

groups. -

% Regular progress reviews by

. appointment, )

% Impromptu Stock-taking in con—
versation.

# Exit inhterviews at ‘end of a
career exploration course or upon
completion of training.

# Observation: Yooking, and
listening. and tWinking.

Feedback from faculty and stiff:

# Individual appointments.
Staff meetings '
% Discussiops after activities such
as workshops.
# Short questionnaires.
'To help you do program eval-
uation, we have included short sec-

tions “on evaluation at the -end of -
(Qutreach’

Chapters 4 through 8
through -Placement and Followup). 1In
each one, we Ssuggest simple and com-
mon-sense questions to ask and/or
questionnaires to use that are appro-
priate tp the #bbject covered in the
chapter. In- addition, we have inclu-
ded -sample evaluation forms in
Appendix F. "\Adapt them to fit your
needs,

40
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- ACCOUNTABILITY EVALUATION + .,
|

" Thepg eeond type of ev!lu-

ation which '{s of Ygreat importance

« and .takes very 1little time to do.

" .Those who are backing, ¥ou fn some way

- -- your school _by its sponsorshig.

your funding source by its dollars --

have ¥ right to know that you- are

- - _ " producing results, We call this

. accountability (or’ summative)
evaluati?n.

"« . " The information they want is’

.

+ " .+ usuallp in terms of numbers,
. = ° many women, for example, '

- .

How

. * have been repched by your
outreach techniques’

: 'Lattended .your career exploration
e e

aetivitids?
v % enrolled in aontraditional oc-
cupations programsas a result
A of -your efforts? ski T
'“_. « % completed their training?
o % got NTO jobs? )

How do their NTO salaries compare
with .tHose ~of their - .prgvious
salaries? )

LIERY . - . Y
3 Accountability evaldation‘SS very
° easy to do. All it requires, is a

.8ystem for record-keeping and. an

o +7- ability to couny. We haye indjuded
" Ywin -Appendix F é~jpample re ord-keeping
> form you can e or Adapt to keep
' . V.77 ‘track of what happenigg to the
* . <7 womef ygu come in 'contact with,

L
B

The infoﬂmation tain .by

very, useful for. anbther purpose:

: ‘public redations. M Y¥NTO program

" """ coordinators stress the importance of
; .- " blowing your own horn by- letting your
. school ‘and thé community know that
‘ .~ . your program is a wisner. When you.
- Tet the president’ of the school know
that you have jncreased female -NTO

. enrollment by 34%, he will be more
. likely t eupport the creation of a

‘ l"re center on’eempus. When
A let counselors

know that mji‘
wame signed. up. for .aM* NTO dar

shop than for any.2ompar

o eveﬁt in"the Jast. fivib year th
. ~w111' be ‘more ikely o suggest
.l * ) r
*> g

" means of accountabili y. evaluation is

4

not; ragging D I d comnunica-
" ¥ 15 and an {s Wial strategicq
.move, ., If yoﬁ "don't tell themy they

‘.

4

-

“won't know. If.- they don't know, your
ability to reach your goals is dimin—
ished .

-
L3

BENEFITS'OF EVALUATION

Here are some of the changes ;hat
®ave stemmed-from Svaluation results.
As you can see, the strengthening of’
the NTO program is substantial.

4 LY -~ .
"I now combine apprenticeships
with other NTO options.in a
siﬂ;le'wbrkshOp. rather than.
devoting-a whole course to ‘them,
I changed this when I found out .
that there are very few appren-. .

. tigeship openiné! b L

~

wOur sehool is’ open'entry-open
exit-and doesp't require place-
ment tests. e course pl o=
ment counseling apparently isqft'
too good, as we discovered when
Sseveral women were advised to
sign up for math eou s that
were too advanced f‘%heq.
now offer math assessment te
<o our women on an optional‘. ¢
basis, and there's rarely a math~
~placement problem. . The eoi)ege
has been so impressed théy're
talking about, doing this for all

students " .
% P

s . 7

"Given tke high need I was, <:‘
able to demonstrate for tutoring
Infmbth and technical vocabulary,
more money uas assigned to t '
Learning Development Center
tutors."

[

"An electronics inetruetor
called me to say tha; a ‘woman
in his elaee whose grades aré

- uaually tope isn't doing at all
“well lately; and she dfdn‘t
want to tell him why when he
asked. , But she told me. One of
her kids was getting into
trouble in school. I put her in
touch with a family counseling '

_./

t

-

|




agency in-town, and thgt‘beem@@ -
to help. She didn't tell the in-
structor because it would look ™
like asking for spedffal privi-
leges, she said. Her qrades are
back up now." -
"Questionnaire resits showed

. that women identified ignorance
about tools as one of their har-
dest problems at the.beginning
of the carpentry program. S0
now I pay the:carpentry instruc- '
tor fof three hourg*ﬂbfore the
senester starts to teach all the
womenr who want to come (and I
really push it!) a quick lesson
on basic tools., It's*helped a

é lot." s

*’* This is a sampling of some of the
. problems and the sqglutions evaluation

can uncover. The benefit far excebds

the effort. ’




“ CHAPTER 3: COORDINATING YOUR RESO%?CES

M ~N

An NTO Brogram cuts across all personnel levels in a school -

e administrators, faculty, and staff. .It cuts across alt-funétions --
outreach, administration, instruction, counseling, fimancial aid, .
placement, and others. And it involves commqyity people —— employers. »
NTO_workers,*ang, community agencies and organizations -~ as well as

school people.

ot

Since_ you can't do everything by yourself, this chapter tells you
. how to build on the support you've already identified and how to take
- advantage of existing resouraes in your school and your community. When €
you coordinate your resources well, you avoid needless duplication of
effort (and burnout problems). You also create a team atmosphere,
improve communication. and make the permanent\adoption of your program
more likely. . .

-~
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I. ADMINISTRATIVE SUPPORT

" For an NTO progrem to be successt.

ful, administrative support is only
slightly less important t.hari am NTO
program coordinator. -

WHAT ADMINISTRATIVE SUPPORT ancs
YOU

N I

It brings you,
legitimacy, and .clout. Having the
top person or people publicly ‘behind
you allows you to influence’ top-level
decisions so that they’ bemf‘it NTO
women, Their deciston
own) are then impleme

more eMewgetically “t

otherwise be, - - '

P Here is what our s=si

say ! gbout admin

support. \
> . ]

invited me

rson to a -’

"The Preside
and another pew
* small lunche ten signi-
ficant supporters of my praject.
-Introducing me to the-deans snd
department heads was the best
thing that could have happened
to estabfish the credibility
of the program in the school.
.. I'm sure a lot of the cocopera-
,f;ten’I've gotten is due tb thatu

*ff the Academic Dean hadn't
.-assigned the registrar to go
with me -to the company, I
wouldn't have been e to set
up the upgrading course thire."

"When I first met with the
Desn of Industrisl ‘l'ochnpfogy
about|the progrsm, he vas
abrupt apnd almost insulting.
“After rying diplomacy ang per-
» I told hims hc”iigh.t. not

T~

ut the President doqc. 80 .
he'd have to- cooperate. Mo prob-
lem since then., It sure is N
. usefil o be able’to pull rank
whcn you need to.”

.‘

L

visiU‘ility,~

’
PLON A A

’ .
4/"There 's been a lot of talk -
lately abgut budget cutting.
.Someone said in a faculty meéting
that we might cut dur NTO program.

., to save some money. Our president

-said, 'Absolutely not,'" .

g ‘

. HOW YOU' CAN_SECURE THESE BENEFITS .

., % If your top administrator
doesn't personally introduce you
to deans, department heads s and
influentjial faculty members in-
troduce yourself.

» Keepﬁ ;nistrators inf‘ormed
Send
- memos
’ =< evaluation results
icppies of local publicity
wi‘t.h them periodic;lly.

!q

;ﬁﬁ

%3
o]

For exan)ple,
. enrolled in an electronics class got
the four highest grades on the mid-
term exam, .Ehe site director sent a
‘memo’ #bout ‘it to -all of her school's
¥ Fop adm\:uistrators. Ab
., . School he NTO .program cookdinator
. sends -a;jnho every semester to all
L adminis ors, faculty, and staff.
< It 18t e. women who.have enrolled

in NTO traimdng. Shé sends a single
Y, "list rather than rate ones by
' occupational program because "it
" really impresses peoble to see all
) th8se nanes‘ .
e
. Remember

4

v

hat
is "really happening™ in the schpol
if nobody tells
administrators” whéy you can:{
— In TV, radiv, dd.newspaper
interviews:.
-=- In progress reports, . -

%8

Like the rest ofi us, administrators .’

enjoy hearing good news — especially
.dabout favoradle publicity for the.
'school and full=time cquivglentn
g (FTE's).

L

en the four womon‘\

‘:not’her .

r* . administrators
" 7, can't help beigg insulated from what

. Give credit to
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XNOW THE SYSTEM -

o
e,

3 s

’
.

-system sndeoperate within its rulés
-- especially il you are new to the
school. .If you Step on a few toes
lightly once or twice, you'll be
forgiven., Do it heavily or oftien and
you may not recover the good will .you
have lost. ’ .

| #There is in-fighting among the
x\\LJ;icg presidents — natural terri-
) orial competition and- jealousy.
But the program cuts across all
linea. I've been very careful to .
. involve every oné of the vice
~+ ¢ presidents from the very Begin-
‘ ning, so that all of-them can
say, /This is our prograa’
instead of¥his pgogram." .

-

1 *
. '

)

* TI, 'WORKING WITH FACULTY AND STAFF

WHY IT'S IMPORTANT

/ Your role .as an NTQ program coor-
dimator is dual. On the one hand,
you will deliver a number of services
directly -~ designing outreach mate-
risls, conducting sll or :;zf of ca-
‘reer exploration events, d counse-
*1ling women, for example. .On the
other hand, you will coordinate the
efforts ‘of many .others in your
sghool who provide necessary sgrviges
_Ap ‘women — necruitment specialiits,

~ missions staff, instructdrs, counse-
_lors, developmental studies specis-
lists, placement’ apecialists, and
possibly others.
These people are usumily

., competent professionals. They do
their jobs as well with female stu-

. denta as with male atudents. Some-
timea, - however, there may be pro-
blems.
discussed in Chapter 1: since there
have rarely been women -in the auto
body program, .counselors may not
think to auggest it. Another ia that

3

e A
It's very important to kgow - your-

financisl aid staff, régistration/ad-

Ong 1ig the status quo problem:

JJew /peopld realize how much our’

)

- men an

society has changed in the last
decade or two. They are therefore
‘ungware of women's needs for high-
paying. jobs. A common problem 1is
that people may nét understand the
consequences of the different ways
women are socialized. For
example, many male students find
technical language perfectly clear,
while many women who haven't had the
opportunity, to learn it as girls,
f%nd it difficult.

For an NTO program to be success-
ful, you must obtain the cooperation

\c;f‘ the "unenlightened" and the "pro-

37
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essional® as well as the actively '
supportive ‘members of your staff and
faculty, while neutralizing the
nsexists" if possible. * Our site di-
rectors and other NTO program
coordinators emphasized the impor-
tance of" good will and respect from
other members of the school communi-
ty, noting correctly that their pro-
grams could not have accomplished as
much as théy 4id without it. Co

For these reasons, we emphasize
the fact that it is critical to works
effectively with your faculty.and
staff. -

WORKING WITH FACULTY

‘On an Individual Basis. To build
simple good will, use simple methods:

® Have coffee with faculty membera. k\

® Cqll them or visit to ask how
things are going or to difcuss a
pending event. '

® Ask them for advice on a matter
within their. expertise.

® Offer to help them out.

*I had lundh with an office
equipment repair inatructor. .
'In thia Job you have to loqk
good ,jhd told me., 'I can tell a
guy got to lose weight, that:
he's got to dreas better. I just
oan't dbring myself to say that to
a woman.' He waa grateful when I .

-offered to talk to\the woman he
meant." \,___. b

’
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A f3vor you can do for counselors
is to Jalk to, any women' who might be
in NTO about training and
career options.. Those counselors who
are uninformed about technical and
industryal occupations should be glad
to az;‘ﬁt your offer. Our site di-
rectors neceiv referrals from
other counse€idrs this Way. :

P

Group ‘Sessions

® Invite them to career exploration |,

events, .

* Hold a "media fair." 1Invite
faculty and staff to yiew audio-
visual materials.

"We asked them which films to
buy. A welding instructor said
that the equipment in one film
was outdated. We benefited from
their expertise and they ledrned
something about NTO."

® Hold a steff-orientation meeting,
with the notice sfgned by a top
administrator., Site director
Mary Jane Gillespie of Northerr *
Essex Community College did th}s.

-- Describe your program,
== Bring in a panel of NTO women
role models (trained at your
school, if possible).
-- Distribute handouts on jobs,
salaries, etc, .
The results were valuable for her
program:

N1deas that had been in my
‘plans were raised by the wosien *
on _the panel and then picked
up by the staff. This makes
thea staff 15003 and not just
mine. .For example, one woman
described how hard it was to bey
the only womsn in her clas#s.- .
An instructor approached me a
few days later with clustering
plans. Then two counselors told
me they thought support groups -
would help, and offered to help
set one up.”

-

Lare listed in the bibliography

Formal staff training is usually
not necessary: if the preceding meth-
ods are used. If you see the need
for it, however, obtain administra-
tive approval first. Your state sex
equity coordinator or regional sex
desegration ‘assistance center (see
Appendix C for addresses) can provide
or recommend training consultants.
If you would prefer to conduct staf
training yourself, workshop material

(Appendix H).

Task Force or Campus Committee
Yy

' Even though you are probably the
only person with off#{cial respomnsibi-
1ity for the NTO program, there is °
nevertheless a way to Spread its
planning and implementation among
other ople. This is to create a
task rce, -or campus'committee, for
your™ programs In the example given
above, the site director achieved her
goal of having an NTO task force grow
out of the staff meeting. Membership
in the' task force was voluntary,
which ensured that motivation and in-
,terest were high.

The day-to-day runniné of the
program will still be up to you, but
a: task force frings you a number of
important advantages:

A\

* RRcusing on the needs of NTO
:Ei‘p can reveal the existence of
{nstitutional barriers whose re-
moval can benefit all students,

* The broad base of the task force
permits action to proceed on sev-
eral fronts simultaneously, and
multiplies your eyes and ears.

* CommunIcation among departments
18 enhanced as people find out

" what others are doing and pool
theit resources for common ‘goals.,

® Task force members become active

NTO supporters. They can be

advocates for the continuation of

the program and encourage people

. in"their departments tp bedome

supporters as well.
* Théy receive the gratification of
involvement in an effort- that is
“different from their ordinary re-

ol

- -
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‘=“;ponsib111t1es and challenging in,
its need for creative thinking
and action. The task foree pro-

* yides an opportunity for profes-

. stonal grouth.

® Broad representation on the task
force contridbutes to the institu-
tion-wide impact of your program.

* If your position is mot refundéd,
the NTO effort will continue,
although at & reduced level,
through the awareness and commit-
ment of task force members,

One site's task force discussed
st to make it' clear to women that
xcellence in advanéed math is not
, required for many NTO jobs. Discus-
_sion mo to ‘general math instruc-
tional problems: 1large class size,
increasing use of psrt-time faculty
with 1ittle commfitment to the school,
the loss of talented math instructors
to higher-paying obs in 1industry,
etc. The group dec to focus its
efforts on improving’ math instruc-
tion,, a benefit for NTO and other
students alike, They also decided to
plan a conference on women, math,.and
technology for the school and the
public at large.

site directoé has a word of
for you, uhich grew out of
experience: P

¢
*Don't ovef\gzd the people
_ who have been Bdpportive. The -
- instructors who ted their
‘time for the fall exploratory
course were not asked to do
that again in the spring.”

One
caution
her own

WORKING WITH SUPPORT STAFF

You will certainly need a secre-’

tary to keep records,-type, file, and
answer the m In particulsr,
someone has cover the office when
you are away from your. desk for out-
reach activities and meetings..
from .civering the telephone, & half-
“time secretary is usually epough.
It's important to estad right
from the Atgft who is re

 a

‘Aside

"

nsidble for -

L3

N

\
the- telephone when both you and your
secretary are awayf = &'
¢ N
" "wWhen it got to the point where
I was getting ten to twenty calls
-8 day, the department secretary
refused, saying it was too much
work and it wasn't her Job.' How
cquld my work-study student{in-
swer the phone when she wasn't
there? People started to complain
I wasn't returning their calls.
I didn't know they had chlled! I
had to go.to the campus dean
three times before the department .
secretary accepted that taking my
" messages was part of her job."

Take pains to choose. an assistant
who . is warm and welcoming.
women's first ‘contact with the pro-
gram may be the secretary, and a. cold
or unhelpful attitude may discourage
them from proceeding any further.

JIf you don't have the funds to
pay a secretary, a work-study student
i{s a fine solution, particularly if
the student is-an NTO woman. Pro;rams

have been able to use student interns

as well, sometimes assigning~them
special tasks such as prepijing and
mailing flyers. y

Whildy we are on the subject of
clerical Jstaff, be sure they don't
perceive you-a8 "dumping on"  their
Jobs. They will be underatandably
resentful if their "occupations con-
stantly play the role of "Brand X" in
comparison with high-salaried NTO
jobs.,

Finally, don't forget to intro-

duce yourself to receptionists and

switchboard operators ¥¥ soon as you
begin your ‘progras. so they know whero
to refer visitors and callers. If
you are regularly at another loca-

tion, let them know sdhedulo and
to reacly yoy.

wher

. “Now for the resourges
fied when-you laid the grou
your program: the, advisor
tee, aemployers, and
orgonizations.

47
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WORKING WITH. ADVISORY

III.
. WCOMMITTEES

technical school, you have ady

access to advisory committees (g in

T —sonfe gses,

boards of trustees) --
one .for the school as a whole, others
for‘”hdividual occupational programs,

If you have 3 women's center in your
school, there may be an additional
advisory committee Tor that. - Advi-
sory committees can be very useful-to
NTO programs by providing --

. I formation on 19cal, job demand
your groundwork phase (one
site director used her school's
,advisory committee heavily and
successfully -for this).
* Contacts with employers for
placement of NTO women.
* Cortacts with employers for
scholarships and donations of
. money and tools.
* Making recommendations to the
schooi on your benalr.
* Perspective:

"An educational institution
falls into a mindset that is

quite different from business
~-or industry.,"

First try to get yourself placed
on the agenda of each relevant advi-
sory committee (school-wide and those
for your targeét occupational pro-
grsms). You will probably have to go
through -your top administrator, di-
rectly or threugh channels, for the
school-wide one and through depart-
ment heads for the occupational pro-
gr.am co-littees. This 1is another
instance where administrative support
helps. - Particularly if you can't
address the full committee, find out
who is most likely to help you and
- talk to those members individually.
Finally,
progress reports,

£ -~

~

[

As a postsecondary vocational-

keep them informed thriough’

- .
. IV. WORKING WITH EMPLOYERS

]

NTO program directorS across the
country agree it is essential to meet
employers in your occupational target

« @reas early on and to keep in touch
with them regularly. This 1is only

. lpgical, since the point of an NTO
program is NTO jobs for women.
Use loyerg for,

# Asse@ssing local job demand.

Tellipg you the courses their em-

" ployees should have, Regardless
of the school's degree or certi-
ficate requirements, some employ-
ers prefer more math, less elee-
tronics, etec.

* Speaking at career explotation
events. )

* Giving release time to their fe-
male employees to sefve.as role
models in your program.

* Scholarships and donations.

* Part-time, work-study, or co-op
Jobs for 0 students.

. PublicizI;; your program in the
organizatiIons they belong to
(e.g., Chamber of Commerce,
Rotary, Kiwanis, Jaycees, and
other civic groups). '

* Giving interview strategy tips. °

* Providing job referrals and ;gbs.

. The enployer' efforts of one of .

our site ‘directors paid off hand-
somaly: .. .

'An ldvisory oonnittee member
told me sbout a lothl‘company’
that was under Affirmative
Action pressure, 3o the presi- =~ -
dent of the company was happy
to hear about my program. He
~ donated $3,000 to the aschool,
renewable annually, for women
trainin( in his figld. And
aven though he ean't make
hiring commitments for a year or
two from now; I'm sure he will
hire some of the women his
company's money put through
- school .* '

<
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- home probleas.

—.

Problems can arise when too many

ple from a school make ocontacts
with employers. - An employer who is
visited by five people” representing
!e different programs can under-

ndably feel hounded and react
negative¥¥. Another problem cagpe” to
1ight at .a field test site, accord’hg
to an admini'strator there:

o

"Our site director told me that
when she went to-see an important
employer, 'she had to correct some
pisTRformation another staff mem—

ber had given him about our ser-

vices. She had to counteract the

, 1l550381on that we must be pretty
disorganized. As a result, we
now coordinate all employer
contacts.” ‘

v s
°

-~
There is more information on em=~
ployers in Chapter U (Outreach),
Chapter ‘8 (Placement and Followup),

and el sewhere.

Yo .
_/

V. YSING COMMUNISY RESOURCES

‘Comaunity agencies and organiza-
‘tidns ‘are uSeful to you in two majop
ways: as squrges for. referrals to
your program and as providers of ser-
vites to NTO women. Often, ™a
community resource can play both
roles for you. For example, a family
oounseling center wWaiting room might
be a good place to- put flyers about
your progfam, and you might want to
refer a woman there ;uho is having’

You can Speak to the staff of the
organizgtion about your program, and
sometimes be asked to do more:

"JobrService was very suppor-

tive and asked me to give inger-
vioe training to their counsel-
.ing staff on ooccupationsl sex
stereotyping, which I did. ‘
Since then, they ve sent a numa-
‘ber of women tg me.’

s

R ¥

»

81

s local school committee,

"T met with the superintendent
of schools and representatives
of the téachers' union to dis-
cuss how my program might help
some of the thousands of |
teachers being laid off to find

new careers, We .agreed that I.
would organize a day-tong con-
ference on NTO careers for
teachers to be held at the
school’. It will be paid for
Jointly by the union and the
The
plan included a followup work-
shop at the union, a meeting
with the Division of .
Employment Security personnel,
fnd a job fair Several weeks
dfter the conference."

with

[ Technique_s for ~working

community resources:
®s

* Send them a written description
of the purpose and services of

your pr .
* Ask for ,meeting with the di-l
rector apd, if possible, the
staff. Describe your program,

gfiswer questions.
. * Keep them informed of your ‘pro-
gress With reports or memos.
*.IMite them to career exploration
events.
% As one site director did, provide
‘staff training.

types of agencies and organizations
you might want to centact /in your
community. There is more information
on this topic in Chapter 4, Outreach,

. See Appendix B for a lis}/of the

.

VI. NORKIHG HITB ROLE HODELS
WHYARE - R0L41ngEL8 IHPORTAIT?

Role models are women who have
“already chosen an NTO ocareer. They
may be students completing their
trairfing or working in NTO Jobs.»
Role models are one of the most

1nportant elements of an NTO prozrlm.v

, \ {

49



&

Since womens/have rane
Jobs 1ip the past, they us
only of €raditionally female jobs.
When they -have the-opportunity to see
and hear NTO women, they can begin to
sée themselves in NTO jobs.. The pre-

v -
sence of role models cam do more to
demonstrate the reality of NTO career
options than your most eldquent
Hords; ' .

"For the woman who_wonders if
. she is too old, or outiof the
labor market  too.long, or if
shes smart enQugh to do it,
. the best answer {s to see a 53.
/ year old grandmother in elec- *

tronics who has Just bought her

first house.
LY

-~

In addition to helping' women en-
vision themselves in‘- NTO careers,
role models are very much needed to
give advice and guidance to women in
your program from the vantage point
of experience: they've been there.
A role model can reassure .new NTO
women that they were also intimidgted
~-Dy the machines at first, that they
"also thought they'd never handlé the
- math, that they were also convinced
they were the only ones not-to under-
stand the ‘lectures. Role models can
gixg\then tips on making it through:
sources of child care, what to say to
parents who don't understand why you

way to study for an exam, what to
wear to an interview, what you can
expect on the Job and many others.

-

WHEN DO YOU USE ROLE MODELS? .

have chosen an NTO career, the best

. -
’ Use role models frequently in:

® Qutreach, Feature them in your
publicity materials with pic-
tures, thuabnail sketches, and
interviews. Bring them with' you
to télevision and radio talk

shows. Have them interviewed for
newspaper les.
® Career fxploration. Ask them to

spelk to your groups individually
or in panels, and leave a lot of
time for queations. In an indus-

" try tour, have the company sche-
dule a panel discussion with NTO
- women working there.

<

* Support.

graduate soon as peer counselors
for New women, or use them in a
buddy system (pairing ‘a new stu-
dent with a pore experiended
one). Ask those who are working
to come to support group meetings
or participate in special
workshops.
% Job Preparatiofi. Have them take
the role of the, interviewer in
mock interviews. Ask them to
give advice on_the interview and
Job experiences

2 NTO Demonstrations. ‘ Include them
in presentatiors to your faculy
and staff at the beginning of

your program, to advisory commit-.

tees or to employers you have in-
vited to learn‘about the program.

TECHNIQUES FOR USING ROLE MODELS

Finding Role Modals g

@
In your

. local employers, ask to talk to.any
NTO women who are working there.

_~Theck school records to find NTO .

women who ha(e already graduated. If
NTO is very new in your area, you may
not find more than a few,  but this is
enough to start. 'They may be able to
lead you to others.

"Now our role model pool is so
‘large- that role models are find-
ing other role models for me.”

Selecting Role Models .

Help the women inxyour program to
identify with them by choosing rele
models who aré like them in age,. job,
race, marital and .parental status,
and any other factors that might be
significant to your gréup. Look for
role models who can describe both the

pros and the cons of nontraditional .

work * and~ training, or pair role
models with posigjive and negative

50

Use NTO women who will -
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initial contact with
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experiences to recount, to make sure
* that your women get a balanced view

Keeping Track of Role Models
LY N

Maintain a file, either in al-
phabetical order or by job cakegory,
whichever is more helpful, Record
where they work, how to reach them,
and relevant personal information,
such as age, marital status, and
children. Make a note each time a
role model participates in your
program.

N

There is a safiple form for
keepi®g track of role models in
Appendix F. ‘

- -,
Maintaining Good Relations With 'Role

Models .

If possible, pay them a small
honorarium for their time plus ex-
penses. Describe the rewards of the
experience t8 them; many role models
get a great deal gf pleasure in. help-
ing other women achieve the same fi-
nancial and Jjob satisfaction advan-
tages they have found. And mo matter

““how good :a role model is, don't

burden her with too many requests.

VII. AVOIDING COORDINATOR BURNOUT

WHAT CAUSES BURNOUT?

‘. It §{s not easy to be an NTO
program coordinator. You have a lot
of learning to do — about NTO Jjobs,
salaries, and eaployers; about in-
Atructors and occupational ‘program
‘requirements; about the special cir-
oumstances many NTO women face; and;
T ymra new to the school, about a
great ' desl of procedural and
'political ‘information. You have an
NTO program to plan and implement.
You have many NTO women to see. You
coordinate publicity, career explora-
tion presentations, and placement.

, You work with many .of the school's
~departaents and people.

7\

’ / ' 4

You need to take care to pace
yourself, or burnout -- job exhaug-
tiom and frustration —- will result.

*It's not only the hours you
have to spend, but the integsity
of energy you expend. ' It's not
just a job —— at times it's more
like a socisl movement. You
don't™go home and leave it at
work. At some point you have to
moderate the tempo. Take,q
break. Have fun, Divorcg your-
self from the job from time to

] time so that you'll still-“be
) around next year."

t

—~

One site director learned this
lesson the hard way. She had not yet
‘been assigned a promised sedretary
and was racing the deadline to get
her newsletter ready when she was
_asked to "drop everything for the
rest of the week" to work on a propo- ,
sal. Several thousand dollars had
just become available to train- women
for skilled Jjobs in a 1labor-short
nontraditional occupation. "I've
only been here for three months," she
told us at the time, "but with all
the pressure I've had, I'm ready to
walk out of this place."” When she
calmed down, she told the vice
president who had made the request
that she 'could not drop everything
without seriously harming her pro-
gram. Her decision was .accepted.
The experience taught hq; that if she
wanted her program to Succeed she'd
have to fend off extra demands on her
time, ‘even for worthy causes. -

This site director's problem is a
common one in schools that are under-
funded and understaffed. Serving on
committees, attending meetings, es-
corting visiting dignitaries, apd
planning ,school events help /a
beginhing to make your program visi-
ble. Beyond a certain pofnt, how-
ever, these activities may prevent
you' from running your own program.

> ‘.-

a3 O] :




HOW CAN YOU AVOID BURNOUT?

Our site directors®and other NTO
program coordinators give you these
tips on avoiding burnout :

% Get all the help you can ‘from
* other people in your school.
- Be selective and flexible —- set
your prioriti
Meet regularly with "one sane
persgn" who will teli\you/what is .
bes@¥o give up.
Kee!’our eye on why you're doing
what you're doing.
Keep records of how you spend
your time -- that will-help yqu
assess how you're actually using
‘your energies,
Do something each day that #$3u
know is 1mggrtant for your
progranm. ©o-
Take workshops on assertiveness

training ang”time management.
Ask your-immediate.supervisor to
run erference for you,

ABOVE ALL:

Relax. And iaugh.

* »
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START-UP CHECKLIST

\ I

Starting with this chapter, Wwe are including a short checklist as a remindsn
for you. Use it as your program gets underway. M

In Appendix D 7§ou will find a "maintenance" checklist.” Consult it from

time to time once your program is running smoothly, to make sure you don't
forget anything important.

' HAvsdfou eeee
1
]

... Learned your school's chain of command and decision making
procedures? ‘

.'Identified sypportive staff?

¥

"e.. Identified potential problems?

~

- y Ve

. ... Informed faculty and staff abqut your program?

... Had individual meetings with faculty and staff?

N

r

' ond Started your role model file? : S~
’ ¢
p ‘. -~
€ . / .' ’
i P i




CHAPTER 4: OUTREACH _ 1 . S : U ‘ A

ot

t £l
- ' ‘ . - D

In this chapter you will find a number of techniques you can use
both ‘within and outside of school for outreach. Using them, you can
acquaint large numbers of women with NTO as a career option and interest
them‘in lesrning more about NTO at the career exploration events &t your

school. Successful NTO outreach calls for adapting your ehannsls of . ..
communication and your messages 80 that they are targeted unmistakably' ‘
at women , : , .
N :
¢ . .o . B .
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I. .STARTING POINTS .

* The i rmbsion some women receive
bout NTO utreach activities is

all %hey heed; they pypass the career

exploration phase ahd enroll#in tgain-

" ing directly. For others, however,
.out h is the Tirst stép in learning
enough about NTO tdJ .make any
decision.for it or against it4

Pl
v.: )

it fits the notion of wide publicity
better than "recruitment" does.
. ey®r, the_yordS‘are often used inter-
changeably.’
’ Your school prg

Eioning outreach $¢stem in placs,

informed °

‘QWe tise the téfm "outreach" because.

How- -

bly has a func-.

elther formal (via an'outreach orsre-,

cfuitment depan%&ent " staffed by
spacialists) ‘or Ynformal (community
contacts Ry a variety of schggl per-
sonnel$. In_a few schooMs, ‘no out-
reach -1s* dbrie at all, particuiarly
when student places are filled without
it. Ideally,whowever, you should be
able to coun®®Bn the backup of experi-

€@nced personnel, funds for outreach
printed materiais. etc.

”»

THE POHER OF THE STATUS ouo A

" If this is so, why have the usual
outreach techniques been unsuccessful

in attracting women to before?

o, The reason is the status quo. If
a woman sees Va. flyer for the
. industrial englneering program, she

assumes i%'s for men, sthe way it's
. always been. and not for her.
»
Simply anngpncing that male nten-
) sive trainéng programs are nOH;Vail-
able. to Women usuald has "11i
" effect. -~ When there: a history of
" exclusion,. inten or not, people
who' havé b
. rush to ert the ga¥e -just betause it
hps finally swung open. In "addition

to opening the gate, someone must in- -

ite them in,dnd escért them through.

:a/}’V T This {is your job. NTO outreach is

-

T

-

- - & )
. 3 - -
” r
‘ .

o~ M »

tional campaign, in which you make ‘it

., clear that 'you afe talking to women:

- -

telling them what the career ‘options
are, what services ydéu offer,.and what
jobs await them:., o ‘-
Outreach ‘techniques for .NTO women
are in most’ respeets only extensions
of regular techniques Later in this
chapter we discass howjyou can use
néwspaper articles,
ments, brochures, copmunity présenti-
tions, and other common
The difference 1i4qs primarily in focus
" and ‘channel. A us §n women meéans
that the content of your outreach ac-
tivities "will be adjusted so that it
appeals to women. Finding new
.channels to reach women means using
some groups and publications you
haven't used beﬂgre :

r . ‘.

BASIC STRATEGIES IN REACHING NTO WOMEN

% Know your population.

}‘Recruit personfjlly.
Educate everybody. ]

% Go to where the women are, ~

* Target the message to women.

# Use role models (see¢ Chapter 3,
Coordigating Youremesources)

* Mix your outreach techniques.

* Have others recruit for you.

Word of mouth will gradually take
over.- Count on one successful deries
of cdreer workshops .(discussed in
Chapter 5) for this to begin to take
hold.
¢ . ’ . \' ‘

’

catalog announce-

. ,/II. OUTREACH TECHNIQUES 1IN YOUR SCﬁOOL

n exclyded don't always °

48

“t

At every school, there are many

,-gomen who have not yet settled on a

- :SES L o DT

career choice, Perhaps they're taking

A

approaches.

a workshop offered by the women's cen-,

ter, or a course in, thew continuing
- education department. Perhaps they

want to find out what the school’

offers. Perhaps they're spending some
« time in deve pmental studies to im-
prove their sRills befor%’they enter

»

* best understood as a (ooj"lcerted educa- %@

+
’

AR A S ot

”~

*

.
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~ for \students:{ * admissions, continuing
‘.'educa n, womeh's center, president's
: office, etc; Py -

an occppational -program. You gén't
havée to raid female-intensive.
ocoupational frograms’ to reach womgn .
in your school.

BASIC TECHNIQUES

Print Brochures

If you have a graphics or publie

,relations department, consult with
.staff on_design.: If you have a print-
ing p am, printing costs to you
should be lpw or zZero. Make the cover
attention-attractipg: simple gra-
phics, eye-catching colors, a .good
slogan; etc. Examples are —-

* Yomen: .it's time for money in - .,

y * your.life.

£
* There is no such thing as a man's
dob. . -] -

[

* Jomen:- earn what you're worth.

* Women: build your own future.

_ On the inside, briefly -describe what

NTO 1is and why. it's desirable, and

. 1ist your program"s services along

"with contact ififormation. There are
samples of brochures. in Appendix E,
Print lots & Hrochures! + Leave them
whekever there, are printed materials

' "Our community outreach work- -
. ers alld™the high school relations
assistant always carry our Rro-.
chures with them when they. Visit

the community.”

Print Posters

¥
N €« -

.Coordinate the design with, your
brochures, Include contact infor-
mation. Put them in publ places:
\die student union, the cafeferia, the
women's ceénter, the admissions office,
ete., h -

¢ . ’

-

:_ your school:

-

‘ referred‘enrolled in NTQ tral

School Puplications .

. Your pMogram should be mentioned
in, all outredch materials produced by
catalogs and bug}etins.
ngs, handbooks, news-
letters, etc. Find out when deadlines
are for submission of items. If you
have a .public relations department,

course lis

get to know the person who ruhs it for

coverage in a newsletter for faculty,
assistance- with press releases, etc.
If you have a stydent newspapgr,.ask
the. editor for feature coverage of
your program.. Qne site director
prepared _an ‘8-page newsletter on the
program which was sent out to 5,000

‘people on the schosl's.public mailing

list, ¢ |

R

S ‘ : .
Ask inStructors if. you might speak
briefly with students during class
time in-developmental studies and math
classes. Do the same in relevant con-
tinuing education classes and in wo-
*men's center workshops .and meetings.
Describe your program a let them
know of career é€xploration events.

Speaking to Women - .

Referrél$ From Staff

working with staff and "facfilky. 'Keeg<
them informed of upcoming Avehts. Let

Mailings

& v - ) .
Obtain mailing lists from ‘the wo-

men's center, the developmental stud-
ies program, the counsellng office,

. thew continuing education department,

admissipns, the registrar's office,
the :pubMc relations_office, ete.
Keep the lists in the form of labels

ready for use,
) 4

OTHER _TECHNIQUES

% Show films abouts NTO at lunchtime
in a room near the cafeteria, or.
elsewhare with brown-bag lunches.

56 .
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‘ -\\\\viggfndix H.)

_repch as well as in your school.

% publicize and hold NTO Hours, y
where women can drop in to learn
from you (and possibly role mod-
els, counselors, instructors,
or employers). . ‘ -

% Staff a booth at lunchtime in the
dafeteria; supply Jnamyéll with
brochures and other Hahdouts., .

. % Set up a display board ‘in.the
student uriion or another well-
avelled location with informa-
ionfabout your program, pictures
rticles about NTO women, etc,

Set yp a "browsing table" with
books about NTO for women, includ-
ing Time for:¢a Change, the compan-
ion volume to The Nuts and Bolts
£ of NIO.  (Others are listed in

=

In/school outreach bccasionally
elicits resistance from staff and fa-
culty members who interpret the spe-

“cial targeting as unjustified favori-
tism or
However, once they understand that
thése strategies result in more stu-
dents, good publicity for the school,
and positive reactions from instruc-
tors of NTO women, the resistance
tends to fade, (Someone shpuld tell
them that according to Title IX,~re-
cruitment targeted at one sex to com-

‘_Tbensate for unbalanced enrollments is

-legal.)

A

III.

OUTRESCH TECHNIQUES IN YOUR
COMMUNITY -

*Outreach techniques targeted at
'gmén in the community usually vyield
re women .attending career explora-
tion events than in-school efforts.

.

Plan to spend a significant amount _bf

time in these actjvities for a ye¢ar or
80, You can decrease it when word of

mouth takes.over,
1 3

————

PPBLICITY

L"%

Brochures and posters, discus;:%‘

above, are important in community out-
Put

r
E

-

5

_office

-
0 ) .
o7

*

-

3 .
< 1

. posters ‘up at- locations frequented bi.

many women, Such as supermarkets,
laundromats, community bulletin
boards, etc. %gve brochuréb on hand
to give to walk-ins and to distribute °

in the community. . .

NewSpaperg = . -

. v N
tures, Identify the major

newspapers in ybur area, includirsg

neighborhood weeklies.. Cultivate

relationgships with reporters and pho-

tographerg; your° public information

should be able to give you

leads. ) ’
"We developed coriVacts right

away with the publisher and

editor, and a reporter has al-

ready been-assigned-toCover us.

But we're keeping a law profile

until everything is in placé,

before we ask the reporter to do

"reverse discrimination." ~ a story on the program.”

"I thought I might have &
hard time persuading our news-
paper to do features on the
program because they've ruh a
number of profiles on ﬁTU’women
lately. I chose a reporter who .
wrote good articles and called -
her. 'I have a program here
that will make terrific copy.
I've been reading your paper
carefully and you are the only
reporter I want to cover At.'
It worked."

" What will interest a newspaper?

* News, such as a career exploration
" event at which "important” people
are speaking, or the kickoff of-
, your program,
* Human interest stories, such as
interviews with NTO students or
workers, . -

Be sure you have the reporter in-
clude contact information in each ar-"
ticle, and {f possible have photo- ,
graphs taken. This is what can happén"

.when a good article appears in the

newspaper :
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"I confess I didn't believe AR
newspapers would work well, so L.
was astounded when the phone rang
off the hook ‘the day the-article .
appeared. I got over 40 calls “
that day alone. Most of the’ -
women told me they had no ides
women could get these jobs., I
made appointments with every one -
‘of them, and aboyt half ultimate-

"1y ‘enrolled. It was exhausting,
though. Now that I know how

powerful the press can be, I'm

cdareful to announcé the next

career workshop or course in the.

article so that all those women ¢
.don't have to call me directly." -

Advertisements. Some NTO programs
repott they have good results using e
regular ad inm the Helo‘!,nted section
of ‘the newspaper. 'This can get expen-
sive, though, Some large companies
buy .permanent space and may be willing
to donate it to-you from -time to time’
as a tax write-off,

Press Releases. Especially if you’
can't get feature coverage of some
aspect of ydur program, issue press
“releases. These are short written
announcements of newsworthy events
which you prepare for newspapers to
use., such as: .
- v * . v
% Efircllment of women in nontra-
ditional career training
doubles

» Local voc ed program praised by ,
State Department of Educstion.... ~

~

They won't alway$ used. but keep
trying.

@ N .
7 Public Service Announcements
(PSAs). ® Thesé are consistently ef--
feqtive Many newspapers run (alen-
dérs of upcoming community events
Have yoyrs inoluded.

To}eviaion and’Rad1o .
N7 .
) Talk Shows, Radio and TV talk

" shows are good publioity forums. Find
© out which .ones are best from your

51
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- record a PSA,

-Ask a woman with a comfortab

school's public information office ¥or
by asking around,
ted by calling the host, describing
your program,.and emphasizing that NTO
is a hot topic 1lately.
take an articulate role model #ith you
to share the terview, You'll reach
more working X¥dmen in evening pryframs
and more rhomemakers dyring the
daytime. )
. , » N

Public Service Announcements,
Find out from your information office
or the TV and radio stations how to
They are most effective
when aired frequently at different
times, of the ‘day. If yqu're putﬁing
together a PSA for telpvision. use ac-
tion shots of NTO women in, schoST.

mal voige “to do the narration. You
may be able to get help from your
school's Audiovisual Department.

\
@PEAKING TO GROUPS

A

"] made Speeches an& time I was
invited, even \if I was scared.”

\

art to do
the major
wn knew
eferrals

The site director w
it: before 4dong ‘most o
groups .in her- medium-s{zed
about her program, and: the
started coming in.

nervous each time, t&%ii
" .You can assume that NTO, for women

will be new to_many of your listeners.
They may be Yearning for the first
time that women are doing these Jolys,
They may not know about the differ-

tween “traditionally -male a female
Jobs Few are aware of the new-ca-
reers in high technology, .and some may
not know about older technical ca-
reers, So. you will bp doing a great
deal of basic tcaching.

In many communities, your program
will Qe welcomed, but in others it may
be seen as contrary "to the current
‘social, ‘educational, and economic

'tradit,ionWou may encounter reac-
,tions ranging from enthusiasm through

resistance. men who 4are

> .

Soqetimes.

F &
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, infor-’

She became less:

ences. in.galary and cateer lz;rers be- -

Get yourself invi-{

If you can, ~
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- -gpeaker
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‘uncomfortable with the idea of women
in "men's" jobs express their discom-¢
fort -by means of awkward Jjokes or
exaggerateéd gallantry. Women who are
uncomfortable with it tend to express "
their objections more directly,

S ’
Here are some tips on speaking to
groups:

¥ .Be pleasant, factual, and brief.
_* Remember that you are the expert
on NTO and that NTO has been suc-
cessful nationally.
. ¥ Assume that everyone is interested
.4 in hearing what you have to tell
* . 'them. .
* BEpcourage the active participation
v of the audience *in discussion, J
particularly those who favor NTO.
* If a participant is taking up too
much time with remarks, offer in
positive way to talk with him or
er after the session.
* Bon't let yourself be drawn into
an-rargument .,
% If a session doesn't go well, re-
member : body wins 'em all.

Presentations to Women

Your purpose here is not to give a
full career explorhtion workshop to
every group of women you speak to.
(whicp would be inefficient), but ra-
thér to give them enough information
to. interest them in learning more at a
career exploration event; at your

. sechool. - . .-

- Speak -to women in groups, such as
“-clubs, ghurch or synngogue groups, wo-
men's centers, PTAs, day care or nur-
sery school meetings, Parents Without
Partners, and the like. Your communi-
ty ‘groundwork (Chapter 2) should have
identified such organizations, and now
is the time to capitalize on your con-
tacts, ‘Make your aVailability a8 a
known, and contact directly

" ¢ those organizations you think might be

most promising. (See Appendix B for a
. list - of community organizatiops and

aser‘es you_may want to contact.)

Hbon you speax to groups of women,
bring slong:

52
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# Your brochure, .

‘% Possible handouts, e.g., local NTO
Jobs and salaries, free Womén's.
+Buréau (U.S. Department of Labor)
publications, training require-,

mentg. ete, ;

You might also want to show a. film,
but preview it first. (Recommended
films are listed in Appendix H.) ’

In describing your program, be
sure to emphasize that it is desigﬁed
to meet the néeds many NTO womeén have,
such as money. Also ress concérns,
such as math. (Math is discussed in
Chapter Q.) Leave t#me for questions,
and make yourself available for more
questions after the session.

"I've found that presentations

to women always go better when the
audience gets involfed via
questions and answers."

L

-

*I've spoken at local recreation

.centers, where there are parents
with school-age children. Even if

they're not ready for full-time

Jobs, I encourage them to start

thinking about careers .now and to

take courses part-time while their
\children are in school."

Presentations to Community
Organizations .

.

Referrals from community social
" service organizations and agencies are
a fruitful source of NTO women. Find
out which ones are likely to come into
contact with women who need well-pay-
ing jobs ‘-~ young women entering the
labor market, homemakers reentering
tﬁb\%abor market,wnr_nzzggr‘cﬁangers.

& To establish & referral network
with . these organizations, send o
Jetter describing your program and
requesting a meeting with the staff if
possible, or at' least the director.
Bring alons printed material 'ut rely
on the spoken word. You may-waﬁt ta
refer some of your program women
them later, sb=use the apportunity to
learn more about theéir services and
staff. \
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. your program,

L]

" If you fun into problems with re-
ferrals from some groups, don't write
them off a8 lost causes. They -may
need to learn more about the goals of

at these organiza s are getting no
information at all about your program
or getting wrong information, go back
to~clear up any misunderStanding.
It's also useful invite their
staffs to career exploration events.

"Divorce~oriented groups are
good, as many of’thgge women need
to go back to work but don't T
know about the new technical
jobs." - . [

"I've met with women involved
in women's groups in town “for my
recruitment. They pass the word.
I give my literature to them and ~
ask that they include itqkith
their mailings.”

As this comment suggests, it's
desirable to "piggy-back™ on the
mailing lists of other organizations
If your material doesn t add.- to the
postagé required, they may be willing

to 1include information about: your.
You can also ask

program for free.
for their mailing lidts so you can do
the mailing directly.

Some NTO program coordinators pre-
fer to devote considerable effort to
presentations to community organiza-

tions because it multiplies their

audience:

*I would rather concentrate
on educating people who can edu-,
cate others or informing people
in large numbers through the news-
papers, - Spending three hours
talking to ten potential NTO
women seems wasteful when the
major problem is making women
aware of these opportunitie;.

When the effort pays off -- when women

tHey refer enroll in NTO training and

later obtain jobs -- let the referring
organizations know. Positive feedback

will -keep the referrals coming.

6u find that women .

" < the program saying,

0

High Schools.

k]

" One NTO program coordiﬁator we in-

terviewed spoke for many others when
he called outreach to high schools a
"delayed reaction" technique. Their
. experience has been that by and large,
few girls are in NTO odcupational pro-
grams at the high school level and few
appear in NTO training or Jjobs right
~after graduation. Commonly, theéy say,
young- women Spend Several years in
.traditionally female jobs, have a
couple of children, and then come to
"You came to my
high school a few years 3go ..."

Changing this pattern is a tall
order.

4

Reaching female stude'nts. ’

Bring along role models and
instructors. Show a film.

* Have discussions with individual
classes. This takes more time,
but the greater question-and-

> answer involvement can be more

, effective. If students are re-
sistant, be.non-judgmental: they
are more likely to change their
.minds aboyt NTO in a few years if. ,
you are not disapproyving or
antagonistfc.

® Participate in career days, with
handouts, role models, and/or
films.

* Arrange for students to come to

. yoyr shops and labs for hands-on

" tryouts for an afternocon. (See
«Chapter 5.) The accent should be

. on fun, not work.

# Set up a short-term after-school,
vacation. week, br summer program
for Jjunior or senior~hiﬂ% school
students to explore NTO.

« ® Focus .on the high schoel- level.
but make presentations to other
grades, too == including eleme:J

‘/" Make a presentation in assembly.

tary school children.

® An indirect but important meth
is to reach parents via PTA me
ings or {nvitations to open house
events. Parental spproval is
still a strong influence on ado-
lescent girls, who are not likely

)
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to gnter NTO training if their
. parfents oppose the decision.

Working with school staff.

¥ Make a presentation at a faculty

, meeting, targeting school admin- °

© iatrators, guidance counselors,,.
and math, Industrial Arts, and
shop téachers,

® Invite staff to attend career
exploration events.

* Arrange for stsff to have hands-on
$ryouts in your shops and labs.

® Work out an arrangement with staff
for girls to get co-op experience
in your shops and labs or with em-
ployers you have contacts with.

# Choose the most supportive gui-
-dance counselor in each local
school to be your liaison for pre-
sentations in the school.

) . ) - 5 e

Many NTO coordinators,report that
when Junior and senior high school
staff discover that NTO salaries are
sometimes higher than their own,
teachers sign up for NTO training
themselves. This is particularly true

id areas where teachers are being, laid
off.

Presentations to Other Groups

You can expect to speak to groups
that are noy composed of potential NTO
recruits or referral sources. Some,
sugh. as employer. associations, are of

direct relevance to your program while'

others may be more in the category of
general community good will. All such
presentations are valuable for out-
reach’,’ however, since they present op-
portunitiés for word-of-nouih Tefer-
rals, as well as community visibility
for your program
« These groups will probably be in-
terested in hearing about NTO in gene-
ral with anecedotal illustrations from
your ¥xperience, ratheér than a de-
tailed description’-of your program.
You may want to give them an economic
overview of why NTO is important, but
ember that .too many ‘statistics are
fully boring. Learn as much as
you can about your audience before you

-

-,
-80, and make your presentation as re-
levant to their interests and concerns

as you can.
brochurest

9
OTHER TECHWIQUES

Don't forget your

v

You might want to try a few of
these. Invent your own, too.

14

® Staff an information booth —— at a
community fair, at a job or career
fair, at event where large
numbers of People are gathered:
' ? L RN
"The management of a large

shopping mall near us reséerves one

Store for coomunity organizations

to publicize their sctivities.

They offereg us the space twice a

week."

* Put up posters at public places
“and stores around town. . Choose
places women are likely to go.
Put brochures therg, too.

® Ask currently enrolled NTO women
to distribyte brochures.

® Ask supermarket managers to put
brochures in grocery bags at the
checkout counter,

® Arrange with the welfare depart-
ment to put brochures in the check
envelopes. (Be sure you have
strong financial aid packages to
offer before you do this.)

® Put announcements of [your program
in the newsletters or newspapers
of high schools, local companies,

military bases, churches sand
"synagogues, and community
organizations.

®* put brochures in libraries:

"I find that libraries and-
career centers don't always, have
information on technical fieids,

-~ 90 I make sure the forlutz;
“'is available and acc it
relatedf to women.”

* Make your own slide show, as site

4

director Bob Walker of Altoona,

Area Voc-Tech School “did:

‘

s~




*During the first cycle of our

program, we photographed thé
womeén in a variety of activities
for a slide show for subsequent

- redruitmenit and- commumity =
presentations. It made for good
PR, and the fact that the pic- '
tures were of 1ocal women
appealed to audiences.”

* Women wit required training
. sometimes aPply to employers for

NTO jobs. Ask personnel direc-
tors to refer them to you.

Buy ad ' space in programs for
music, sports, and theater events.

Put _public service ads injbuses
and subways.

Set up a8 booth (or a~mSbile van)
equipped with simple hands-on
tryout stations. (Don't forget

to check into legial liability
first, fhough, in case of inju~ -
.ries.) You'll need trained people
to staff the booths.

( .
IV. UPGRADING IN INDUSTRY -

Many schools have, arrangements
with local employers to prévide. educa-
tion and training for their employees.
Some employee benefit  packages have
tuition-reimbursemenf'.‘éhs. which can
be used for a degre® or job-ré€lated
courses, Sometimes the school and the
employer will work out a contractual
program tailored to the employer's
needs in terms of scheduling, dura-
tion, location, currjculum, equipment,
etc. You can use this wmodel for NTO
purposes by arranging upgrading cour-
ses for women already working in low-
level jobs at locgl companies.

Our information for this section
comes from Leslie Delmsn, the Women's
OQutreach Project site director at
Browaf#id. Community College in Fort

Lauderdale, Florida.

r -

DO YOUR GROUNDWORK .

® Tdentify growth occupations in
Jocal industry (see Chapter 2).
‘Find out wh companies hire
people for thése jobs: your local
industrial board, Chamber of Com-
merce, manufacturers® asso
tions. These sources tell you the
number of employees, the jobs, the
executives' names and titles, and
whé the company manufactures.
Ask instructors to tell you which
companies have a .forward-lodking
reputation. Avoid for now those
that are known in the community as
strongly inhospitable to women. |
By discreet inquiry, find out
which companies are having prob-
lems abor-short occupations.’
If you find one that is°’ importing
employees from out of state,
ygu' v&probably found an interes-
téed employer. .
Target large companies with good
benefit packages.

SECURE ADMINISTRATIVE. SUPPORT

- before. The

This is absolJ‘ely essential.
"You must have strong adminis- .
trative support from your school .
for this," says Leslie Delman,
"because you have to offer the
company whatever it needs (within
reasonable pre-arranged limits)
and your school has to make good '
on what you offer.”

Dibcuﬁp wﬁth .adpinistrators in
advance: . : . .

. RggistratioATbrocedures.

‘witve spent some time with the
staff of the registrar's officex
_and found out it was possible to
set classes up outside of the
regular school semester. I also
found out it was possible td con-
duoct regiatration at the company,
although this had never been done
vantage of thia is
that once a company is interoatcd
in ce;:ing up classes, you can

a
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. / . .
move on it immediately. Otherwise !
you have to -tell them, 'That's
gresat,  3ée you in three months
when classes start,'®
® Location. Can classes Be held on
¢«_ campus, at the company, or both?
If on campus, can extra .sections
of a class be formed quickly?
® -Course content and schedule. Must
theé. courses you can offer be re-
gular courses or can they be indi-
vidually tailored to the.company's
needs? Can they be offered during
, working hours?
% Instructors,

How can time be

’

, . found fot instructors to teach the

special classes?
® Equipment and facilities. What

can be avatlable? Who pays for

what? //\\\Eq—~
* Contwract detailN.—Who signs it?
What should it include?

THE FIRST MEETING -

\__ The key here is flexibility, sen-
sitivity, and the ability to operate
from the basis of the company s .point
of view,

-
*

R
® Ask to meet with the personnel di-
rector, the training director (of
large companies with in-house
training facilities), or the
president.
« % Tell the official about your pro-

grag,. but say "low-level" or
"entry-level” - employees, not
"women.® Many eamployers are cau-

tious about possiblé sex discri-

* mination suits, which they can
interpret as anything that favors
one sex over the other. Since

* most of fhese employees will be
women, ygu will achieve your goal

J© anyway,

® If they have in-house ‘training,
-ask about training they don't pro-
vide. Perhaps they don't have

- enough time, equipment, or facild-
" ties‘to offer the traiming you're
targeting,

¥

.56

"One electronics company had in-
Shouse training for technicians but

not testers, so' I set up a class
for testers.,"

In most cases, even though they
generally prefer in-house trainins
for its more direct relevance,
they can aecept your training if
you have something they need.

® Ask sbout projected growth, to
make sure there is a need for
people with upgraded skills, P
Stress the efficiency.and economy
of upgrading people {rom within
rather than recruiting from out-
side: ' current employees are ’
known quantities, and the fact
that they have roots .in the com-
munity means less likelihood-of
turnover, ’

®* Find out what the company s ‘con-
tribution can be. Will tMey re-
imburse employees for tuigion?.,.
give them paid time off to attend
blaSseg?

"If employees have éo pay
tuition themselves, I require
much more commitment from the
company to hire them at an up-
graded level when they finish
‘their training. This is mostly
truc of smaller companies."

#“Ask for a sour of the company.
See what jobs women are currently
working .in and ask sbout their

educational level,

\
\
N\

su\ynn«; EMPLOYEE INTEREST

* If the company is interested, ask

them to survey employees to esti- !

mate the response,

¥ Tell them the survey letter must .
come from the company, hot from
you. ust specify the advan-
tages .to the employee of ticip=
ating in upgrading’ courses.’

"I've learned I have to suggest
to the employer exactly how
survey the interest smong empl
ees, * Several companies told me
they surveyed their employees but

63y
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got very little response. It *
turned out they just showed
-peoplv' 1ist of.the cdurses we
. offer and asked .those who were
interested to sign up. VWomen
were put off by the names of
the courses, particularly in math.
That and Iof self-confidence were
why women t pursue it, even
though it was free agd on coapany
time. So I suggested that super-
visors tell individual employees
Fiow well they are-doing and point
out that the company would like
to s¢e them move up from within
end would like to sponsor them in
the courses ghey need to make this
move possible. I find this has
far better resulfs.”

2 Sometimes the company will let you,

circulate written material: ask..

% Sometimes the company will let you -

speak to the emplbyees directly
about upgrading and the courses
necessary. This is most eMfective
when a company person in a posi-
tion of authority reinforces your
message by ,physical presence .as
‘well‘as words.

CLOSING THE DEAL

You may need to go back several
times before reaching agreement,
When it looks promising, bring along
an instructor from the relevant occu-
pational program to discuss course
details with the company's technical
department

*Iec very personable and
compete hnical instructor tof

_ meet :{th eir technical staff.
An inftructor and 1 yisited one
company several times without
success, A few months later, one
of their téchnical staff people"
called him to ask if we could de~-
velop a special program for them.
They didn't bite the first few
times, but ‘when the need ol-c up |
they thought of us," .

SIGNING UP THE WOMEN

% Prepare the -announcement of your
, visit, 1including appoiptment
times, for the personnel départ-
ment to send to employees if they

" choose. Thf's spahes them some ‘
o trouble and it lets structure -

your visit the way you want.
* ‘Set up "half-hour appointments with
“women in small groups.
% In the groups:
—- Describe the courses that have
been-agreed upon, the company's

v contribution or commitment, and

the jobs and salaries they can’
expect afterwards.

. == If women ask you about the jobs

in different companies, tell

them you can't say. Obviously,:

the company won't let you come
‘back if they feel you aré raid-
ing their employees for other
companies,

-- You might want to suggest to
women that: if they're undeci-
ded, they should sign up now
and if necessary change their
minds later, since space is
limited.

*I was-almost delirious-at the’
end of the ddy after repeating
the same thing over and over
again, but 43 people signed up."

% Create extra sections for them if
their numbers ' warrant:

7T set up a special class just
for them at a convenient time.
» The purpose of keeping employees
toget is to create a support
group Yor them,”

Upgrading courses are an excellent
way to help women obtain NTO training.
It can work for you, too.

RN
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V. RECRUITING BLACK WOMEN .

Many NTO programs have found that
outreach techniques that work success-
fully with white women are relatively
ineffective with minority women,.
- some minority groups such as HISpanics
and Native Americans, sex-role atti-
tudes are often more traditional,
making it more difficult for these

women tn/u.'ua{en to th(fif =N1'0./“.

REALITIES .

. Attitudinal' factors may also play
& role with black women, the only mi-
nority group we have ‘enough NTO in-
formation apjpt to discuss here.

There appear to be-proportionately
fewer black women enrolled in NTO than
white women. Since black women are at
the bottom .of the mgle/female, black/
white earnings ladder, reaching them
with information about NTO is espe-
cially* important.
barriers.

’

Some researchers have .pointed out:

that black wdmen may be sensitive to
accusations that NTO women "take Jjobs
away from men" when black men have
-employment difficulties. Historians
remind’ us that not so.long ago blacks.
were urged to .do manual labor while
whites were oriented toward white-
collar work. This may be ‘the origin
of many blgcks' mistrust of vocational
education,
lowering their decupational aspira-
tions and discouraging them fFom
college or professional education.

Therefore, if you find resistance

' to ‘vocational- education in your pre-

' sentations to black women, be honest

sbout the realities of the past but

inform them of the salaries and career

nobil;ty that NTO training now offers.
4 -

One of the Women's Oatreach
Project field test sites, Trident
Technical College in Charteston, South
Carolina, decided to target black

However, there are:

which ‘they have seen as .

.
( L

women in their NTO program. Trident
Tech had severdl years' success with
an earliér NTO program (FACIT/FACET,
Female Access to Careers—imJpdustrial -
ngineering Technology). FACIT,
wever, had been successful primarily
with whi.! women, 3Site director Susan
Duchon folind that by adapting outreach
techniques to the preferences of the
black community -—— and by being pers
sistent in her efforts -- she was able
to enroll 31 black women in NTO pro-
grams, an increase of 86% over the
preceding year, N ’

BASIC APPROACHES

% The spoken word often cagries more
weight than the written word.

# Make use of people, organizations,
and commun newspapers that are
known to and accepted by the black
comnunity., Meet sthe black leaders
dnd solicit their support.

* If. you are white, it's better to
‘go your presentations jointly with

& black. staff member from your

g\\:bbhool == who should also be hea-
vily involved in tHe planning and
“operation of the NTO program as a
whole. ' ’

% Use black NTO women as role
models,

* Try for wide coverage: word of
mouth is especially effective.in
the black ¢ ity.

~

OUTREACH TECHNIQUES °

® Give presentations at_black com-
munity organizations" social and
service groups, community centers,
churches, rural health centers.
Black sororities and service
groups form a good network.
black role models.

® Place PSA's on radio and televi-
sion programs directed to black
audiences.-

® Get feature coverage in minority
newspapers. Have a black NTO wo-
man interviewed in the article.

% Staff an information booth in a
promising location: ’

Bring




1

: L
"We set up a table for recruit-
. ing and counsolin; Black ‘and

Aispanic women at the connunity
a week. "

¥ Leave brochures and put up pos- °
ters in churches, besfuty par-
lors, laundromats, community
centers, and other locations in
the- black community.

% Make presentations at high ..
"schools with a large black en-
rollment, particularly during

, career days.,

center in their neighborhood once .

® participate in Black History Month *

Qvgnts. A

There is additional information on
_serving black women in Chapter 7 (the
section on racism).
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" EVALUATION

»

You need to find out which qutreach techniques are mogt-successful — in
osher words, which ones work best in attracting women to career exploration

events or in a few cases, directly to enrollment, This will enable you to put

your effd’! into methods that work and eliminate those that don't. Here are two
ways to do it.

1. Telephone log

. »
. /
In all your outreach methods, ask women to call you to reserve a place at

the career exploration event you've been pﬁblicizing.‘ Keep a log next to your
telephone: - :

ii; B N

Date Name Home phone Work phone Qutreach technique

. »

2. Questionnaire

Include a question on outreach techniques in a questionnaire you hand out at
your career exploration events:

F
Howwdid you learn about today's NTO career exploratfon event?

Newspaper article
Classified ad
Brochure: where did you get it?
Poster: Where did you see it?
Mailing.
Someone told me:

-- Friend or family

-- Organization or agency: which?

e

To find out about the outreach techniques that are successful with specific
groups of women, add these items to the questionnaire:

Age ' Current job, if amy
Race Current salary

* Marital status Number of children

Reason for coming’to event

:Sort thef® by the outreach methods the .women check off (or better yet, use a
computer if you have one), For example, you learn that older women tend to
learn about your program by reading the newspaper, while younger women use the

radio, You can use this information the next time around to targe,‘ your
population more accurately.

\
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Have you .....

-~
' .. » z . { s
... Written press releases, PSAs? " T
... Learngd where to send them? A . T
~ ‘7p * v
. - v ~
... Designed and printed posters and brochures?

r ... Obtained mailing lists of proSpective women?

°
‘e
.
f

-

A
... Contacted newspaper reporters? .

O -

”

-

... Met TV and radio public service personnel, interviewed program_hosis?l ,
. ~ ' i

.

~

... Identified organizations in the community for referrals?

! v e )
B |

[

. . ‘ - . »
... Devised an evaluation method that lets you know which techniques work )
best? P - ' i

7

uf
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CHAPTER 5: _CAREER EXPLORAPION

X2 .,

] ladders. Job demaRd, and 1logcal c0mpaniesr They want to.learn about ‘the A

4 . work environment-amd.other women's experienges in these jobs. - They need > \)

i to explore their gref interests, and aptitudes as-they relate to
'irange of NTO jobs. - ’

v

o Drganized career exploration activities.are need o. glve women
information about nontraditonal occupations and training and_about the <" -

p services available to them through your school and yo;ﬁfprogr

. You need tq idgntify and resolve obstgmies td encoliﬁ-~ insofar
. possible
s e
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I. INTRODUCT!' .
¢ )

One of the consténts of good. NTO,
programs across the.country is cgge-
fully planned career exploration -
évents. Recognizing that a funda-

©

mental barrier to women's access to .

. NTO jobs is their latk of kndWledge
about what these jobs involve, program
coordfators choose from a variety of
strategies to give theh extensive:
occupationalt information. Their goal

and yours is to give women

enough informatiom about NTO occr; -

»
- -

. tions to make” an informed ¢ er
choice. &r, one site director
concluded, o

- v

recognize that NTO
a major life change
For some women, Just
getting a job is-a big step. 80 .
NTD requires that much more 'pre-
paration and thought. The pro- \
cess can't be accomplished in a
counseling session, Women Ran
«\" visit,an electronic’s class; but ..
“they can't relate to what is -~ ‘
happening there.” They need much .
more than, that: ’
They need hard occuggtional
information. What-are the
Jobs? What is the work like?
What is the environment? P
They need:to be conwinced - .
,they can do it. Can a 35-
:; ar-old mother’ of two who
fMAp't take algebra 18 years,
ago 10 4igh school be an .
electrynich technician?
They nedd to be convinced it
. is_worth -oing., Hha 8 the
* proof thatl the’ Jobs .and the
salaries are- real’y out, .
there?” :

"We have

- ®

’ In, planni jg for career explora—
tign®, keep the se basics«in mihd‘

(3

L Know th occupations'you re tar-
geting, nlluding-the training -
your school offers for them,

" (There fis no sense in promotihg
NTO -aeq pational programs lead-
ing to/poor job prospects.)

¥ Kno¥ your audience: : ) S

A -

. . .
- * ‘
. i }
. ’ .

[N

-~
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“TI. CAREER EXPLORATION.TECHNIQUES

" Here
'indiv‘dually. c .

. yourself,
. Yeast,

. field

70,

.

"The women who- came to the
workshops wers mostly over
. forty ~ not the age when you ,
want to begin crawling ‘under
cars. So aviation technology
went over much better fOr thes
group." s

* Provide a lot of occupational
Je“information, in as thorough, per-
sonal, and concrete a manner as

you can. ‘

* Present the advantages and the

disadvantages of the jobs fairly.

* Help women to envision themselves
in these jobs: use role models.

* Address women's common congerns:*
lack of math, rusty study skills,
‘age, etc.

® Describe the services you offer to
help women make an occupational .

oice, and the support services
you providé*during training.

“

/

LP3

Whether you use the activities-

that follpw in a series or as a single

event, they are all effective in con-

veying occupational information,
Later we describe how" you can use
these. activities in §trucdtured *

formats; samp;e agendas are included.
each waétivity is described

-

- 4 "
PRESENTATION ~BY SPEAKERS OR PANELS
? o

You will be 4 speaker or moderator
of course at the very .
.to introduce the othér spea-
kers, 'lead | ,the d&scu!sion. and keep
the session on sctédule and on target.
You will probably want to have other
people make presentations as well: .
role modelf, i{nstructors,. employers,
and others., Each iakoiscussod'ﬁolow.

Role Models

®

Your 'role rnodeg can* be studeats ,.

nearing graduation er
indeed,.

women 1in the
having both at the

&

P

F O
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_play it safe.

.").

ame sessYon provides a good“TI be-
cause they cam provide "different kinds
of information. One site director
made it a point to invite two role mo-
dels. not one, to represent a céreer:
the exchange, is often- lively and they
balancy each q}her N

e modgls are essential.
describe™ NTO jobs
soint of view. As such, they often
have greater credibility than anyone
else. -

They

.

How to Chgose Role Models. Look
fcr women who are in significant re-
spects like the women you will have in

/our audience.

"I looked for role sfodels in

their midpto-tate thirties,

with kids, some married, some di-
" vorced. 1 wanted women who were

capable but not brilliant and who

had sWitched to NTO from a tradi-

tionally female job or from being

a homemaker."

If you are running your first,caree{
exploration event and are not sure
what type of women you will attract,
Try to find a role
model who is in her twenties, single
with no children, and another who is

more 1like the role model described
ibove. »

. Look for rolle models who will talk

from thg woman's

. » She: theought they were all out to:

.t

straight about the bad things as well -

as the good things about their” jobs,
siffqvns job is all good or all bad.

L 3

. It's wise to IIne up a substitute
in case a role model can't make it at
the last minute. Y

How to/Prepa;e Role Models.

*If
*fi
status .as NTO women necessarily
peans they will be helpful. If
instructors are selecting role mo-
dels, descri in detatl what to

. look for. By Yoing this. youpmill

* avoid thts situation:

“

t all possible, intervi em

»
.

6s 71 /- L
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“

Ndifference:

Don't assume that thel~—

I~

. - from these .jobs, and then slowly

\

"The instructor brought an older
woman who had‘worked in the field
for years and had gotten there the
hard way. She told the audience-

et jobs the easy, quick way.
swould be better, she said, for
them to get jobs as secretaries
or file clerks, observe the field

It

move up.. I Jumped up and said
that the purpoge ‘of the entire

- semin&f series was to help women
eircumvent that ri The au-
dience applauded." ’

- s
-

% Give them the agenda you have pre-
pared. If you want thent to speak
for five minu.t'es before‘ taking
questdions’, «tell them so
advance. ;

% Let them kny what kind of ques-'
tions to expect: combining home
responsibilities with school and/
or job, math, t the courses
were like, what it's like working
mostly with men, etc. p

% Remind them“of the date:

in

"After initial contacts with
role models, I send them a remin-
der letter with # list of ques-
tions to help them organize their
thoughts. I cell them the day
before the panel, too."

“At the Session. Hgve "icebreaker"
questions ready in cas@ayou need them
to get discussion started. (E g., Why
did you decide~to become a...? How
did you feel about the math? Hhat did
your family say about your choice?
What is your work day 11ke2 _What are
the adwantages of your' Job° "The dis-
advantages? Etc.)

P4
The seg of the session may make- a

3

" %I find that Fole models are
often more relaxed*and informal
on a panel at the college than in,
an industrial setting. At the
company, they seem to feel less
free to falk about'any negative
aspects of their Jjobs."

.




4 When it goes well:

"The. panel was a complete
success, in both participation
e . and enthusiasm. About 25 stu-

: dents came. Some had prepared
questions in advance. The role
models were students in aircraft
maintenance and welding, and
graduates of mechanical engi-
neering technology, drafting,
and welding. _The interaction
was lively and informal. I can't
say .enough about the positive ..
valu%,of having these women."

How to Choose Them., Try to choose
an Mnstructor who is a good teégher.
The instructor should have personal

familiarity with industry, so that he .

or she has up:to-date information on
the local job market. Explain to the
instructors you 1invite why their
fields. were chosen and why you have
) ohosp\them. Depending on your poli-

-tical and economic circumstances, you

- ay or may not pay the instructor for

the preserntation. N

o ‘ How to Prepare Them,

. ‘# Describe the women likely to be in
the audience: .
"I told. instructors that the
women would probably. be in their
‘mid-thirties, who realize school
* 18 their only alternative for im-
proving their income. Many are
single heads of household,or
supplementing husbands' salaries,
+80 they can't afford to be in .,

school for ‘a long tiw

- % [Ask _them to be prepared to-talk
" ' about? - .
== An,overview of the field,
including characteristics
.workers should have fog. it. '
-- The jobs: coémpanies, Job open-
ings, salaries, career ladders
-- The training{ courses needed,
from “the fewest needed to get
v ?-_ into thee+field -up to those
) needed for  advanced training;

D

-

&

Instructors " (’?L-//

66

whether emplqyers commonly pay
for additional training once
you are hired.

# Ask them to bring handouts:

# <== Job descriptions along the ca~<"
reer ladder, '
— Local salaries and companies.
-- Knowledge, skills, and abili-
ties needed. .

% Ask them to describe the course,:
not teach it. If women want m
information, they'll ask. Uﬁ{”’
Ask them to be prepargd to an-
swer questions on concerns many
‘women have: the availability of
part-time work, math, age limita-
tions, strength requirements (if -
relevant), etc.

# TAve them the session agenda you

have prepared.
€  You might #l1sd ask instruetors to
bring along visual aids if appropri-
ate. ~ If instructors are responsible
for inV%iting:role. models, pass aldng
the advice ‘contained in the section
above on role models. < ~

>
At the Session., 1If the question

périod is slow in getting off the
ground, use idebreaker questions.

Keeping the session on schedule :
and on. thé point is your
responsibility.

&

"Even though I had'prqpped‘pim
beforehand, one instructor kept
talking about al hé¢ wonder ful
Joblh you could have in his field
with a Bachelor's or a Master's

_ degree. The women were clearly °
..uncomfortable. So I had to in-
‘terrupt him to say that the wo-
men in this room needed jobs
_that paid well, and quickly.

" They could worry aboup advanced
v . degrees later. It went better
after that." N

ot

~

When it goes ﬁeil -
A

"The prograsm was excellent. )
“The instructdf came equipped = .
with 3 minicomputer, dia- - T
gramgped posters, several hand-
outs, ahd two role models. HRé

. .'7:2' c.' | .‘ | .>l




bided everything as planned:
ork, Qmo_qnt of math,
of courses after which
get a job, salaries,
piring, promotion possi-
es. Many Women made
tments with me to regis-
#o apparently the ‘seminar
thwntle," ‘

3

»
ey
f, 7r~:r1*s.ﬁbve in d- local
s ior -op-nsentatives, Such as
e, tieehtors, supervisors, or
p? . *4_ career explorationg
Ret:ons, v
l [}
joyers were able to provide
ts, *raining and technical
pestion tH “he womén\: They
Paced the credibility of the
e by confirming-local Jjob
L ]

L * r

3ite :.\:ctor preferred to
ealys ~~» -Wployer per _.session,
e lenna ii%h several oyers
twe Ta-o0 was that they lnhi-
p ¢~ st=ar_  "Perhaps they re-
tivili.ny sabary ranges or
miites * 3 a3eh other,"

, 271 “appens that employers
88 725°h 13 women do at career
ti:n events, More than one NTO
Tardi~ator has -found ace-
i} essier ;o cmpanies'yhave
p.7Vi7e1entatives to speal at ca-
_\*83l3ration  evepks) These
*$ are also 1ike ' be more
$iire in 3iving female employees
Toee lime > serve as role models

g,

.I A ‘

E3 rour target o’cupations are
te3, tn

“ite a union representa-

». '#h 33 3 business agent .
AN

120akers

-’:3"ng —

Wil e your nl
NP 7 mo

mod'eis.‘ 1nstruct6rs.
as well as yourself

: r St popular speakers,
. -, interested in others as
+5 Hf"!r.. for example:

, $

® A psychologist who can talk about «
aspirations and self-confidence.

_® A researcher (mathematician or
psychologist) who is knowledgeable
about' women and math, St

® A representative of the Occupa-
tional Safety and Health Adminis-
tration who can talk about health
hazards and safety in the
workpl ace. '

As you learn more about your sudi-
ence's responses to presentations by
speakers or panels, you will find

reading career books,

- occupation’ is like.

-is that sd

yourself. adjusting schedules, ak-
ers, agendgs. and ‘topics, Rem r:
there {8 no perfegt formula,
HANDS-ON TRYOUTS -
Why Are They Important

While 1listening to speakers,

and watching
films are good aveflues for learning
about NTO, "doing" is especially ef-
fective. We can't in all honesty
label hands-on tryouts "essential,”
since some programs succeed in career
exploration, without_: thgm, but we
believe this is the .best method you
can use $0 convey what an unfamiliar'
Many women say,
as this one did: '
/ "The hands-on component Was the
key thing that helped me make up
my.mind that'I wanted to be a
drafter.” _

Women find out about the environment,

in
they've made or completed spmething.

'whai the tools and equipment are like

Hands—-on tryouts -~

—- Increase women'sg knowledge of NTO
skills. .

-— Demonstrate that the skills are
attainable and enjoyable, #hd

-— Make the idea of NTO careers
concrete argd real,

of coprsé, the other side of the. coin
women decide that NTO is.

>

»

ir ‘hands, and how they feel wheni -




for:

]

‘them. ’ Thisd1is
(You're aiming for the

definitely nQt for
fine. tOO.

right’ women, not thé most women.)

Logistical problems can arise with
hands-on tryouts., You need to arrange
< | .

* Instructors; this includes working
with them to develop a suitable

son" for the women.

®* Facilities, at a time when they
are not being used by other stu-
dents.

® Materials (consumables),

* If your school has several cam-
puses, and shops and labs are
avallable at only one of them, you

i may have to arrange for transpor-
tation. .

* Any of the above may require money
"out of your budge;.

Some NTO program coordinators ini-
tidkly think the logistics are too
discouraging, only to decide later on
that they are well worth the trouble.
After you've done them once, théy're
easier. '

How Do You Set Up Hands-On Tryouts?

Tryouts can_range from one hour t
one week, from a couple of selections
to a rotation of each major, occubpa-
tional area you offer. Program coor-
dinators often prefer to have each
session last one to three hours, de-
pending on the task. #
éhoose instructors whbo are suppor-
tive of NTO for .women and willing to
devote time to designing the 1lesson
and teaching the class. Ask them to
design a task that-- o
+ == I8 possible to complete in the

allotted time, \

- Is uncomplicated, although rdépre~
sen;ative q{ the work that 1is
normally done,

.— Involves the use of representa-
tive tools, equipmen%. or
materials.

— 1Is safe enough for beginners to
attempt with ordinary safety
equipment and precautions.

. -
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\

!
~-= Produces an object the woman can

_take hgme. if appropriate,

If you are Setting up more ambi-
tious tryouts -- a day to a week —-
the "tasks should be scaled up ‘accord-
ingly. Week-long tryouts are usually,
used in semester—leng;h explorgtory
courses,' for which formal institu-
tional approval is necessary. Short-
term courses tend Yo suit 'women's pur-
poses as well or better, singe many
women cannot afford the luxury of
spending an entire Bemester in career
exploration. .

Constraints on shop oc lab avall-
ability may mean evening or Satufday
sessions. However,
working women, Day-time sessions
usually appeal more to homemakers.

Ask quep to sign up in_advance so
you can cancel or limit depending on

registration. !

Ask instructors what you B8hould
tell the women about dressing safely.
This can include:

b \
% 0ld clothes.
® No synthetic fabrics (they're
sometimes inflammable).
#* Tying back long hair, wearing a
- qf for dirt and grease.
* Removing all Jewq%ry (it can catch
on machinery or ‘cdnduct heat),
%No bows, Scarves, or-ties tha¥ can
catch in machinery.
¥ Leather shoes for foot protection.
Short fingernails.®*- °
Orie. site director had this
rience with hands-on tryouts:

expe=-

"The’ hands-on component was
conducted by four instructors in
drafting, electronics, appliance ,
repair, and office, equipment re-
pair. I asked each one to de-

+ 8ign and teach a 60-90 minute
thahds-on lesson that would give

% ¥
:

\
*With thanks for the list to Kay
Mathers, Tridept Technical ‘College.

74 AT RN
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The women were able to
two areas and 1 was res-

the flight room at the 'right time.
Severlal women said that this ex-
pdrience was the pivotal point

in making their decisions, and
together with the role model .
panel was the most valuable part

of the program.” .

AUﬁIOVISUALS AND CAREER MATERIALS )

Audiovisuals a:e very good to usé,
They enable women to see the work en-
vironment, ahd are a gpod addition to
verbal descriptions. The women shown
Serve as role models. Audiovisuals
alsd provide a change in the tempo:
it's hard listening to someone speak
for two hours..

We 1list a number of good ones
about NTO women in Appendix H, Be -
sure.to preview your audiovisual first
to make sure it's yhat. you want: some
films about NTO women are too.
Pollyannaish to be useful. A film
that is good for your purposes —-

* Presents occupations similar to
the ones yoy're targeting.

® Presents women similar to those
you're likely Lo attract.

* Presents the pros and cons of NTO
work (not just the pros).

% If possible, presents reactions
from employers and (amily members.

* Is feslonger than 25. miq.les or

o so (to avoid boredom) ,

Booksi pamphlets, and ather print—‘
ed materials about NTO "Jobs are also
good. Try to "cdollect a .variety oP
them on specific NTO occupstions f om
the women's point of view, “Time .£f0
Change, the companion volume ¢t Nuts
and Bplts, is an excellent '‘guide for
women who "are beginning to consider
nontnaditional careers. Others aré*

‘ also liased in Appendix H, You can
set these ou% on a table for browsing

at a career exploration event (with »

-

- 4 ‘ -
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borrower's sign-up sheet if you choose
to lend them out).

You can make’'d wall display. Use
plctures of NTO wome t work, short
clippings, newspapenﬁ:iLticles about
your program, a program brochure, pos-
ters, perhaps attractive  and clever
brochures you come across from other
NTO programs elsewhere.

One site director decided to go
all out on_this: @ multi-media event.

"The first day of Discovery Week
was for exploring materials in the
career center about nontrdditional
Jobs. All available slide-tapes
and video cassettes on these occu-
pations were gathered from the ca-
reer center and from the coordinas-
tors in the industrial technolo-
gies. We also collected text-
books, blueprints, and objects 1
made in the courses. We distri-
buted handouts explaining occupa-
tions and fact sheets on: )
employers.”

1N

HANDOUTS \

- You can‘/t—iay everything and women
can't remember everything, so prepar
handouts on all information:that woul
be too long or boring to say, or th
is valuable .-for future reference.

Handouts on Jobé:

Job descriptions % .

Local salaries (if possible, low,
average, and high for starting
and' after 2 years' experience;
your placement office. ﬁtsht have
this information) e

Companies

Career ladders ' \

‘Overview of local job demand

’ L}

Handouts on Training:

Minimum courses needed to get an
NTO job

Courses required for a certificate
or. Associate's dagree

.Einane}al e%d available

75.&




| Support services available in the'
| school, including the NTQ pro-
gram's services,

Handouts on women: ,

Newspaperﬁ-ticles about ITO women

- Homen s Bureau (U.,S. Department of

- Labor) information on working
women they're free and .
excellent ' '

Pencil-and-Paper "Games". mey're‘
lively, fun, and educational: - *

which you get from the Women's
Bureau (see Appendix C for the
address). Ask women to work in
pairs as they fInd the answers in
Twenty Facts. This is good for
demonstrating how important high--
- paykng jobs are now for women/ in
America,
Cut out ads for traditionally male
.t and female jobs from the classi-
fied section of the newspaper.
Choose +those that specify salary
(or are interesting in other
aspects). Mix them up on a page.
Ask women:

Which are traditionally male and
which female?

Which pay better?

What traini and experience are
required, /specially in light of
the salary offered?

What fringe benefits are offered? .

Which ads mention® atmosphere?

Which ones mention job responsi-
bilities?

The ‘rgsblts

are
interesting. '

surprisingly

. One site director developed an
interesting variation on the ad game.
X She cut out ads for computer and¥®
electronics -jobs,-her occupational
. targets, choosing those with technical
4 language in .them. She distributed the
ads ‘and a sheet- of, definitions ‘and
questions, and asked the women _to an-
swer working in syall groups,

Q ) ) '70

- i

e ad game was a particularly
effective tool, because that's
where most women begin feeling
discouraged and mystified by the
technical 'Greek' 'of the newspaper
ads, It gives them a handle to
begin to deal with the lingo.

_active participation was also a
good change of. pace after the
slide-tape.”

b

The

o . 5 . ,
USING INDUSTRY FOR CAREER EXPLORATION

Here is another instance .when good
Local in-

* Prepare a few sh3rt questions on employer contacts pay off. .
« "Twenty Facts on Women Workers," stry can provide excellent career

ion resourtes. Daytime events
st for women who want to
enter or re-eriter the job market., If
you are targe\ing occupations. with

shift ‘work, tr% to arrange evening
sessions for working women.

: . ' oo
Industry Tours .

transportation {for this, industry
tours are usually worth the effort,
well-planned tour enables women to see
the work being done "for real,” expe-
ience the enviromment, and have their
estions about jobs answered by know-
1 dgeable people.

Although yozfdﬁy need to arrange

* Generally, large companies have
the personnel and resources needed for
a tour. Approach those that are like-
ly to hire women in the occupations
you're targeting.
selecting a company for a tour, you

are in.effect recruiting ‘for it, so,
choose carefully. Visit the company
first,

" Industry tours work best when
planned jointly by the NTO ‘program
coordinator and a representative of
the company (usually in the personnel
department), By leaving the planning
entirely to the company, .you may not
get the educational value you expec-
ted. . Women won't learn much from a
mad dash through the plant' or a rah-
rah talk from a manager. One site
director told the representative that
het group would like to hear from a

)
N

y

Remember that in,

*
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woman in a nontraditional job. This
person turned out to be®an upper-level
female ‘Manager who knew very little
gbout life at the technician level.
So specify what you prefer:

* A guided tour through the facili-
ties, with explanations of what
the group is seeing.

4 A speaker (or.speakers) who can
describe the work (responsibili-
ties, salary, hours, career -lad-
der , benefits, etc.) and the
training required or desired.

% Role models at the appropriate‘
occupational level.

) Be sure to allow plenty of time

for. questions from the audience. As
‘usual, come prepared with icepreaker
questions. The entire event generally
takes a few hours.

If you have a particularly cooper-
ative employer who is willing to give
you maximum value  from an industry
tour, you might-consider combining it
with:

- Hénds-bn tryouts at the company
(see aboye) ~ .
, == Informational interviews (see
below).
-- Shadowing a worker (see below).

Informational lntgrviews X

e

Ask the employer to line up enough
NTO workers, male or female, for every
woman or pair of women in your group.
. Women observe the work being do for
half an hour to an hour and ask&es-
tions about the task—and tools,, the
coworkers, the environment, the bene-
fits, or anything.else that is impeor-
tant to them. '

You., may want td meet with the
women beforehand so they can work out
the questions they want to ask.

Shadowing a Worker "~ -

" Ask the employer if women can

spend a few hours to a day on a one-

to-ane basis with people doing the Job

they are ipterested in, Some employ-
o .

!

a

3

‘ers may be more ihclined to agree if

the women's role is to observe, not
ask questions, out of understandable
concern for the worker's productivity.

OPEN HOUSE §T 'SCHOOL /

This kind qf an aq@ivity'is usu-
ally a combingtion of presentation
by a speaker (see aboved and 2 tour of

the school for womeg who are unfami-
liar with it, The purposes of the
tour are to show women what the place
looks like and to describe to them the

services, resources, and facilities
the school offers:; 1It's be to do
this when students are in claSes. 1In

most schools this includes “evenings,
which are better for working %omen.

Decide beforehand what you want
the women to Ssee:

% Shops, labs. and classrooms, pre-
ferably when women are there (if
there are any enrolled).

% Saervices: career center, testing
office, developmental studies,
women's center, library, day care
center, etc.

% Offices: financial aid, regis-
tration, cooperative education,
etc.

L

- .o

Obviously, only some of these places

. will actually be interesting to see.

Taking women to the financial aid
office, however, allows you to des-
cribe the scholarship, loans,Jand
part-time job opportunities available
to students. A

Let 1nstructors and staff know
you'll be coming through with a group
of women. If you'd like any. of them
to say a few words to the group -- and
i{f they're able to leave their stud-
ents to do so -- let them know that,
todb. And emphasize few.

These, then, are the major career
exploration tegnques you can use to
introduce women to .the realities of
nontraditional occupatiens. The.nex;
section discusses how to combine indi-

’
]
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vidusl techniques into a series (a

course) or a day-long workshop.

~
’ ] * L]

ITI. HOW TO USE THESE TECHNIQUES

For all career exp
- day, evening, or weekend - it's
important to provide child care.
Borrowed toys, an unused room, and an
NTO student who would like the ,oppor=
tunity to‘ earn a 1little extra money
are all you need,

ration events

.

LINK THEM IN A SERIES

This is the most popular way to
help women, explore ‘NTO careers. There
are several ways to do it:

% A non-credit coursJ'or a series of -
activities spread over sevéral
weeks, under the women's center,
the continuing education depart-

‘ment, or on. your own. They are

"zeneraliy free or 10w eost. .

A week during whlgh thers.are

" NTO-related activities happening
esach day.
<A formal course for gredit over
the entire semester, in which a
week or two is devoted to each
targeted occupational -area.

‘s

The choice depends on how extensive a
series you want to present, the '1like-
ly size of your audience, and your.
school's procedures for setting up new
programs,

A series has an advantage over an
indtvidual event for the program
coordinator: .

"I had to recruit separately for
each individual industry tour or
role model panel, which meant that
I expended a lot of unhecessary
energy. I learned that a series
was easier on me."

A series of activities is a good

way- to focus on .several occupational

»

/

areas in turn. One site director told
women at the first session how impj}-
tant it was to attend all of them: j
"I gave .them three reasons.

They'd pald for all the 'sessions.

They'd find out about occupations
- they had no idea existed and

therefore shouldn't reject so

fast. And if worse comes to

worse and they enroll in a pro-

gram that isn't right for them,

they can choose another on the

basis of knowledge."” .
A good strategy is to put the occupa-
tional area you think might) be most
popular first in the series.

-
"I purposely put data process-

ing first as I knew it was the

largest interest area’ and because

the instructor.was very person-

able and an excellent speaker,

Even so, I certainly didn't ex-

pect 130 womer, the largest num-

ber of people a Community Servi-

ces program has ever had here,"”

1Y

If you find that attendance is drop-
ping off substantially in the middle
of your sertes, ypu can intensify
publicity for it and pay careful
attention to your evaluation_results
S0 you can correct tho—dfﬂ%gig next

time around. A moderate level of

“dropouts.is normal, however.

One site director found an unan-

. ticipated benefit to munning a series

of eight workshops that were 1limited
to 25 women:

"Since the workshops were not
too large and were part of an on-
going program, a strong. group .
identification developed among

‘the women. Women who entered <l
training as a result of the work-
shops had already established a
supportive relationship with each
other, and With me. The bond was

maintainkd during training in re-
gular support group meeti

i




3ag'ie ‘Agendas . ' . “ » A

‘Her'e are some Sample. agendas.
Note how the, individual sessions are

" linked together and build on each - €
other , combining different topics and v o
activities. - :

4

Series Theme: Two Technologies. o

This-is an eight-session workshop series to introduce women to careers in *
Edustrial and engineering technolpgy. The first five sessions are one hour

ch; the IaQ( three a}re three\hours each. The sessions meet once a w‘eek.

» ’ i

Session 1. Orientation.’ What ig NTO? Introduction to NTO,
- slide show.

’

Session 2. Orientation. Is'NTO for you? Self-exploration by -
discussion and career interest inventory.

Session 3. Role model panel on 1ﬁdustr1a1 technology careers.

‘ - .
Session 4. Panel of employers and NTO faculty. Discassion of
career opportug}ties and_tngfning programs.
Session 5. Role model panel, on engineering technology careers.
Session 6. Hands-on tryouts. ‘Participants choose two out of
three technologies for .1 1/2 hours each.
‘Sesston 7. Hands-on tryouts. Same "as Session 6 but with
< ., different t&chnologies.
Session 8, Hrép-up. Career decision-making and goal-setting.
- Exercises and discussion, completion of evaluation
forms. ' ‘ ’ . -

-
. -

J ..
Sefies Theme: Apprenticeship.

[

- <
-

- Anis is an agenda for a series on apprentciceship that meets for two hours
in the eveninl, twice a week for four weeks. .

|8

°

&ssion 1. bverviey. what is appr'enticlip?‘ what are the
trades? C - .
Speaker: union representative. »

"
*

Session 2. Panel of tralwming directors (industry apprenticeships)

~ Session 3. On-site industry tour,.

Session 4. Role model panel of women in apprenticeshipg.jﬁ

- -+

K J . s .
' . 3 =g .




Session 5,

3

Session 6,

Session 7.

Session 8,

R

Series Theme:

Profile'oi apprenticeship programs: companies,
requirements, openings, applications.
Speaker: union representative.

Hands-on tryouts.

What ,are the real and perceived barriers?
Math, training, next steps.

.

Individual exit interviews, to assess partici-
pants' support service needs and make
referrals.

.

A Growth Industrx.v

This agenda focuses on careers in computer technoloéy for an audience of
unemployed teachers in a five-session course that meets for two and a half hours

once a week,

t

t

Session 1,
Session 2,

Session 3.

Session 4,

Sess 5.
%if
O
N
DAY-LONG WORKSHOPS

<

Jobs in computer companies: what they are, what g\\
you do in them, how different jobs interrelate.

Terminology. career paths, skills reqpired in
hardware, software and logistics

O -
. Transferring your skills to careers as program-

mers, drafters, repairers. testers, and elec-
troniCS‘technicians.

“Technical support areas: technical writing, ,
editing. and graphics - . ,

Can you do it? Sure you can. Psychologist
discusses psychological aspects of changing 5"
careers and preparing for NTO careers. Review

of school's support Services, . :

\/ Lt

- \
Day-long workshops held during
school hours. Saturday workshops

4

Week should be scheduled to coincide with
act working women as well. They are good

for women who are just beginning to explore the possibility of 'NTO. One-day
workshops also have the advantage of serving women who have time restrictions.

\wc‘n\ , . \ ¥

u m
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Sample Agendas

-

10:00

. 11:00

\vlomeJJQ_\nd ustry and Technology "

Saturday, 9:45 to 3:00

Registration’ (Free) .
An’ Employer s PerSpective

Panel of three \'
local employers. : )

~

Nuts and Bolts of Job Hunting Presentations by'a

* scareer tounselor.

12:00

1:00

a . R S A

Brown bag lunch.

" Small group disc&!ons with women working in

' .electronies, drafting, and office equipment repair.

#Discussion groups divided by occupation.
’ -t T

&

/

. Women in Apprenticeéhip and NSngraditional Occupations

|
8:U45

g 9:00

Monday, 8:45 to 3:00
] ]

hegistration and coffee ($3.85).

]

Welcome and overview of program by coordinator.

9t 3¢h\\\Filmstr1p and discussion.

x.,,.J-
10:00

> 11:15

a 12:00
12:45

,2:00

l&\la model phnel of‘ women apprentices, ‘

-Pancl. From the union's point of view:
and union business agents,

emplpyers

Lunch.

¢

Tour of school's technical and industrial facilities.

Panel discussion on "How to Apply:
with school staff and union representatives,

Your Plan of Action"

You.might cbhsider offering both types, a day-long workshop and a series of

workshops, .as they-appeal ,to different audientes.

4
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WHAT NEXT? @

>

The point of career exploration
events is to give women enough in-
Sormation about NTO careers and
traitning to enable them -to make in-
formed career decisions -— for Tor
against. A decision to enter an NTO
career is meaningless without follow-
ing through on it with enrollment and
training. This means that in plan-"
ning your career exploration effort,
you should keep your mind's eye on
the next step, a bridge between
career exploration and enrollment.

"The first time I gave the
workshop series, I announced to
the women during the last session
that I was available for indivi-
dual appointments to help them -
}hink through their plans. I .,
circulated a sign-up sheet for
appointments. No one signed up.
So I called them individually
and invited them in. Several of
these women did enroll and are
now doing very well. I think -
.their rgluctance to follow :
through may have been a reflec- *
tion of how large.a change this
is for them — they were a little
apprehensive. They needed the
indivigdual .encouragement, the
'¢xtra push,' from a personal in- -
wvitation to come in and see me."

: i When she repeated the series, she

figured out a simpler way to achieve

the same end. In order to find out -
the results of a career interest ;
test, women had to make an appoint-
ment with her at the end of the se-
ries. Curiosity won out, they went

to see her, and several enrolled in

NTO training. : .

Contacf Information

~.It 1is essential to get contact
infprmatien frog each woman who
attends a career exploration event.
‘Some women, of course, will _ not need
appointment invitations from you:

they are ready ‘to en:g}l,) based pn

P
A . {
.-

[N

76

what they have learned about NTO ca-
reers. For others, however, an extra
push will make the difference.

You can obtain -contact informa=

tion from registration forms for your
events, . | ¢ )

Timing ) J

Site directors stressed the igpor-

-tance of scheduling career explora-

tion courses or workshops in careful
relation to class registratioo pe-
riods. If there is too much time be- "
tween the last career exploration
event and registration, women's moti-
vation level can drop and they may
not register for NTO training. If
there isn't eénough time, they can't
get the individual assistance they
may need in making a career decision
(see the next_section). So try to
leave a week ®r two between the end
of your course and registration. If
your course must end earlier, ‘plan a
few individual events -and invite wo-
men to attend to keep their- interest

up.. 4

"

- .

4 ¢
HELPING WOMEN MAKE A CAREER
DECISION (OCCUPATIONAL
' COUNSELING) - ,

Iv.

‘ T
Sometimes called occupational

counseling, helping a woman make a
career decision involves:

¥ Helping her obtain more occupa-
tional infdérmation if she needs
it.

% Helping her assess her inter-
ests, abilities,”and aptitudes.

. % Arranging for support services
she(ggil need to enroll and com-
plete her training.
’ :

Léarning about NTO oc¢upations in
the career exploration events you
have conducted 1is necessary but not
sufficient, Not all occupations are
suitable for all people. Women can
do some thinkirg about their personal
preferences in\ your workshops and

B S \ ’

N
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'courses but often benefit from indi-

*

A wor Y
. progr, dﬁ
. part

© sites

vidual guidance in éh
that nfits,n (Some women' do this
thinking entirely, op .their own and
. need very little if any guidance from
you ) ) q‘ & . .

-
- +

AbDITIéNAb OCCUPATIONAL INFORMATION ‘
A ) N - S

For the woman wyho feels she
‘doesn't yet Whow enough  about the
occupation(s) she is. ipterested in: ¢

* -
her books to ' read from your.
. collection of“ocoupational mate-
" rials. v

Send her’ to the career center

Arrange .for her to-talk with a

,role model- in that ocgupation.,

Arrange for, her. to talk witR an

instruetor. S

Arrange for

few classes. o

Arrange for. her to {nterview for

inforiation or shadow a worker in

a nearby company

* G

her to sit in on a

o
Hanyﬂ—coordhnatofs
techniques yseful uit an who
arrives just b e clasyes start and
after your c.aeer exploration fvents.

Rather” fhan having herswait, see her .

indiv1dually
‘E

_ The information you
e hee "plus the use of techiniques
el above .may be enough guidance,
ebabling her 'to, ;égister righh awayy,
L » L
needs .to; be sdid about
currioulym requirements,

ularlygmath.
of conce%th is vesed full
in Chaptér, uppor rvices). You

-reed to Jknow ‘enpugh’ about : prerequi-

occUpational programs to be aple to

Ihvise en reliably. = v
p bl \

A two-canpus program can b £n
advantage. Data processing
v.one campus redquirés & let of math
"while on the other it isn't
.ph sized so _much? ‘l'h1§ knowledge
whi
them,

Iu’the

Ly

d-9® better f
elr math skills..

sing -a career- '

e

-

Ind . these

A frequent .topic’

our se redﬁirlnents of NTO )

*

way, I knbw instructors well
enough now to steer women to the
most supponfive ones." '
Mk ) s ,
. ¢ - »‘- "‘- -
. ASSESgsaG INTERESTS, ABILITIES,~ AND
APTITUDES ”

»

* Career changes are usually
3tressful events in pedple s dives,’
whether a person 1is-going from- home
. yto’ Job or from job to job, volunda-
rily or involuntarily. Old pgtterns
. »are altergd, new sets of-responsibi-\

~~

. lities are léarned, and new reflation-

ships with co-workers are-/forged.

“Simultaneously, it ij “tim® of
growth. 'Some women may be thinking
about

first téme in their lives.

e

L 4

This' is eépegial true of wo-
men's decisions to enter NTO careers.
NTO jobs are: unfamiliar, It is im-
portant to makeesure the "Match"
between the woman and the Job s a
good one. ‘

Testing =~ @ - . .

vMos} schools offer career testing
to students who want this sort of
assistance. Some program coordina-
'tors incdtrporate taking a career in-
Ventory into their car’eer exploration
courses. Others refer women to the
*» testing o(fice.

mendeed as sex-fair are these' e

Caﬂ!er Assessment Inctruments (CAI)
U.S. Employment Serwice Interést
Inventory, 1981 (which is coded
td accompany the "Guide to )
:" Occbpational“Exploration")

LY

q‘ Ybur test{ﬂﬁ office will know how to
get them

T4 nterview (vJ/;ﬁ&* 1* L |

, You can ‘help a wom n explore her
preferences; assets, and liahilities
by asking -her quebt‘iqns. Yom. can ask-
what appeals £o her®- and what both-

~

at they truly want for the

Two tests that ‘have béen recom- -

©

ers herw~- in the occupabions she's .

> L}
.
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learned about. Salary?".SHift work?

Envirorment? - You can sugges éﬁaim

measures to confirm preferences. or
abd 1l tieS'

e wgman wanted to go into
g’nbut didn't know if

I suggested she take an *

rodyctory course in drafting

blue-print reading before

. deciding.” .,

dne site director found ig‘help— ’

ful to play a bit of the devil's ad-
vocate role with-women who. are per-
haps decidigg onn a - career too
quickly: . v

\]

"I ask them, How about the
attention to detajil? How about
the the noise level? If any of

+ this bothers them, I suggest -

taking a-little longer before
deciding."

b

The decision is of course theirs, bu
you can offer an opinion withouf
, pressure: @

_"One woman Said openly that she
disliked work involving a lot of
detail, and yet she wanted to be

: come a computer -programmer be-
cause of the high salary. I told
her, 'T think that's.a poor .
choice for you. Ybu might not
stay in- the Jjob more than a few
months, even if.it pays well, if.
you hate the work ! 1 suggested
Several other occupations that,
involved. less detail work where
the salaries were almost as n;EE/:/

.
"~

. Group Discussiéhs - .. .
'$ome NTO program directors
that a group discussion is a good way
hel® womeng explore their personal
preferences. One site director .sche-
duled a "decision-mdking workshop" ‘as
the .ldast session’of her career explo-
. ration-cdﬁ?se for this purpose.

/ . r v
*—‘// . L .
—_— 7 g
- * .
f ‘ [}
e N »
t
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IDENTIF?IEG J:;RIERS

- Short~ and long-term barriers to
enrollment or working in a particular
occupation should -be explored.. Some
barriers can be eliminated. Others
may rule but further consideration of
an occupation. A person with small
children and a spouse at home can
perﬂ%ps manage a job' that requires
absences from home. A

— singl@'parent may not. ‘- So explore

N

graﬁ.

women's tentative occupational
choices with them in the 1light of
factors such as distance’'-to work,
hours, family responsibilities,
health limitations, etc.

'S barriers to enng}iment and
training can make the most perfeot
occupational choice impossible if
they are nof resolved early. These
can include: : .

Lack of tFEnsportation to school.
Lack of cRild care.
Too many home responsibilities.
Not enough money to pay for
tuition and other costs while
going without a.salary. :
¥ Inadequate math background and/or
fear of math . ) ’, ’
* Opposition from families to going
.~ back to scha#® or the NTO cheice.
% Lack of physical fitness (rele-
vant for strenuous occupations
only). .

- ok o ow

Each of these problems fnvolxe .
support service discussed in Chap
6 o 7. The first identificat
women's support service needs,
evgr, must come now -- during the ce--
reer exploration pnase of your -pro-
me support services_must be
wor ke out now; there's no 3§nse in®
enroll g if yoy have no, transporta—

tion, Xfor example. -

me enrollment barriers are too
great to overcome, despite the best
efforts of thewschool, the woman, and
yourself. Others may .call};%r a tem-

porary postponement of enr aent in- |
to_ NTO training :




.

. 4
"In mi‘opiﬂgon. some women-

aren't ready for the pressures of
NTO. If they have several young
children at home and if their
study skills are very rusty, I

. suggest they might want. to take
only one course for now. When,
they're comfortable with school °

" and dbing well and their kids
are a little older, -then they canp
start the tegchnical subjec?é )
which are harder."‘

e, On. the other hand, as another site
director pointed out:
\ ! 4
"No' time is the rfzﬁt time for
.a woman to return to school. '
9: . Women often go from child care
. responsibiliti®s to.parent care _
«respdnsibilities. If they wait
for everything to be 'just fight'
: " in their liveés to ‘go back,to T
_schoo}. it may never happen." =

. -- 5¢ help them weigh the ,pros and
cons. 'There are no rulesy ecircum-
stances that might be overwhelming
barriers.to one woman could be s@v-

« able ‘for another who has greater mo-

- tivation -and resources, Learning how
to tell the difference bptween 4hem

g A

: .&:n 0OJTg¥on the ‘job training)
N v.. : * ’ ' ,l"’

-

4
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- . . -
» - o » ! ’
‘ Sample A - ‘-
’ >, ' ) : ~
1. * NTO information? . ) o
. \ 3 , N ~
‘ a. How satisfied wére you he information on NTO
-, oc¢cupations you learned ? . N

1.

7

S ° -

Quest 1bnnaire

exploration evehts or series.

A

Distribute eva}.uation questionnaires to women at the ‘end of career
For example . . .

-

’

¢

,

Discussions

Ask- womeh hpw

‘ . i

. 3 ' - S

1, the career exploration events mg their NTO information

“Very l J I lNot _ .
* satisfied | 4 Satisfied
A p j‘
. ? What information was especial)ly usefuil?
T, | . . R
T ; a N
c. #hat information was missing? “ \
. . - 2.-R91'emodelse- oy N N\
Follow the same patter ot
TN
: ) "t
- Sample ¥ ‘ ’
L] ’ -
1. What did you,like most about today's activity?
‘2. Hh%t dig/{Ou like least about today s activity"
. ,3.‘ Hjow can we impnove this sctivity so that it is more helpful , .
to women in making career decisions? ° 1
N ’ ‘. 1 N - . N
+ . - ’ ’

i <

" needs: éontent method, speakers. schedule. etc Do this -, p ,
' . » .
~ . Ina " group discussion during; the last session of the o
‘ " career 8xploration course. X 2 B o
*,In. irﬂiivi.dual exit jnterviews after the course. ) §
/- . »In informal discussion with wouep after career o " 7
: exploration events. ) B - s
) ’ ! { 1 )

L4 .. . —80
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Have you .....

* " targeting?

.

-

~.

START-UP CHECKLIST

®

... Learned about the requfrements &f the programs and occupations you're ;

-

i

Y

@«

-

..o Lear ed about the facilities and support services your school
offers? ~- e - /’,

4

...\kianned your career expioratioh events thoroughly? Have you -

Schggutﬁa the date in relation to registration periods’

-
v

Established agenda . f

Arranged for room, equipmenf, etc.

* 1 —

-~ Selected speakers and ‘prepared them : .
"V a . ,
N — Prepar.ed handouts, ) ' . . e
-~ Publicized the evé%t (outreach) . . -
’ — Prepared an evaluation form or method?
’ ' ) ) y ‘ ~
oo Filed‘ﬁhmgs of women who come to your career exploration
- events? ' ’
| . 3 '
t Arranged for or provided tegting? . T -
N §cheduled and held apboinﬁments with women. who neéd
individual occupational counseling? ’ * .
. ‘ % ~ K] - .
. \ L e L.
- . PY
. < ) ' ‘ )
1 - . « '
1 -y ,' s )
= ) L . "
‘\\ ° ﬁ; 4 . ‘ -
“ L . L 1 i
’ hJ .
" ’ ‘L
-k, . « . . {
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CHAPTER 6:- | SUPPORT SERVICES I, DEALING-WITH HOME AND SCHOOL OBSTACLES

. N P

~

LSupport services are the key to retention in tr&ining,

Under-_.

standing the circumstances and pressures in many women's lives enables

you to provide the support services they need and avoid a high dropout

rate. ’ . "

) I -
Support Sbrv153§.II (Chapter 7) discusseg helping women deal with

opposition.to their career choice, Here, we cover:

-
.

9
k

4

v ( -
'

CHAPTEK b

II,

III,

CONTENTS . : - : ) >

HELPING WI

. Othgr Support Tedhniques ,

Tl €

DEALING WITH BARRIERS TO TRAINING . . . . . . . . . .
Money . ° '
Child care

Transportation

ADMINISTRATIVE PRQCEDURES . . . . ; S A
Applicatiofis and Registration
Clustering Women in Classes .

v ‘ -
DEALING WITH INSTRUCTION-RELATED PROBLEMS . . . . . . . . . . . ‘ ..
Math Tt |‘

The Introductory Course Problem *
Classroom Problems-

The Deyelopmental® Studies Bottleneck .

Physical Fftness ° ..

: THES o . N .
SUPPORT GROUPS v . v & & v v v o o o o o o o o o s 4 4 o o o s o s s s
Why Are They Important? ' .

What Topics Should be Covered?
Schedules and Formats

; *

EVALUATION ., o v o D v e o oo oo m oo e ee oo e oo e e ]

K START-UPCH;_(}'LIST J..w

.

. 8l

~ W i
o
) . - .
3 . i ’
- . .
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_ -In childhood, gjirls play wit
\ _ dolls while boys put togethet mode)

-

; » cars. ®As a result, activities, con-
% . cepts, and skills considered "'male"
remain unfamiliar to ’'girls. Trrey

grow ‘up to be women who dorr™t know
what a crescent wrench is or hoft to’
use one and in fact have npever
heard the term. This .aspect of wa\
mends socialization results in defi
cits in technicdl terminology, tool
recognition and usage, and manual
. skills, Another relevant aspect of
s the way females are socialized i$ the
expectation. that care of home
children are primarily wome
| ponsibility,

's res-

Therefore, the goal of the sup-
port sgrvfce? covered in this cHapter
is two fold: to address wbmdn s fre-
quent lack of prepar for NTO
training and to help them peet their

“responsibilities ‘as (.
These support services are
enrollment and refention i

\

‘3. DEALING WITH BARRIERS TO TRAINING

?

V4

’

Adult women's family—rélaied res-
ponsibilities and burdens are the
subject of our mext section. Lack of
money, child care, and transportation
sre the three problems that most of-
tent prevent women from entering NTO,
training (or, once in, force them to
drop out). As a result, you need to
discuss these barriers with women at
the end of career exploration and
help them find solutions that wjll
permit them to enroll. You also need
to keep in regular touch with NTO
women during training, so that any

sudden emerge ies in these areas can
be resolved time. N

~

and °

- >

4

" MONEY

Many wohen lead finangially mar-
ginal existepces for the éery reasoh
an' NTO prygram exists: traditidnally
female occupations pay less than
ditionally male.chppat‘ons.

ERIC S SRS

84

" . women

»

.grams across the country have for you .

X

Te
»

I4
dition, the increasingly high réte of
single parenthood has meant that more
are supporting children on
their own than ever before., For many
women who want NTO training, going
without a salary for a year or two is
impossible -uto say nothing of.pay-
igg for tuition, books, and tools, or
child care and a car to get \to
school . Fidancial aid is therefore

of utmost importanc& for f’ny' NTO .
women . . \ _J

Financial aid personnel are -usu-
ally knowledgeable about many sources
of grants, loans, and. part-time jobs.
Work with them closely, to avoid dup- X
licating tﬁglr efforts,” Here are .
suggestions that the Women's Outreach
Project field test sites and NTO pro-

on helping women afford NTO training.

* Federal grants and loans. As of =
" this writing (mid-1981J, the fol-
lowing are st1ll -available: BEOG
{(Basic Educational Gpportunity
Grant)gh SEOG (Supplemental a ’
Educa*tT™nal Opportunity Grant),
NDSL (National Direct Studant '
Loan), and GSL (Guaranteed Stu--
dent Loan)., Some women may be
eligible for: =
-- Vocational Rehabllztatlon ]
-grants o
=~ Social Security pensions *
-- Veteran's benefits “E
L] . . ! z, /
* Scholarships:’ ’ H (
— One site director asked the <.

Kiwanis’ and the Lions clubs in
town wd help a wyoman whose car
""died of old age" to contri-
bute -some money so she could
get a new one., She had no
other way of getting to
school, They were Willing to’ y
mahg. a down payment on a used
car for her. . )
Donations by employers who

! will benefit f the training
. your school provides to NTO ;
womdn. At one site, a local ;
employer offered an annual '
$3,000° contribytion which
could be used by three or more
women for tuitton, or 1living

}

4

\
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I3

.enrolling.

s
. 3y W
expensgs at the discretion of
the si‘e director. At an-
other, a fund was created to
receive emploiér scholarship
" contributions for NTO women.
School scholarships.

of scholarghip information,

Tuition waivers for displaced

homemakers, Check to see 1f

this 1s possible in your -
state.

# Part-time jobs:

-- Work-study jobs, including,

working as your assistant.

—- Arrange part-time or co-op

jobs with local employers in
the women's fields,

# Community fund-raising events for
an NTO scholar'ship-fund. Several
programs -‘have shown the fidm
"Rosie the Riveter" to benefit
NTO women (gege Appendix H for
contact inform3tion), and another
held a community drive for gro-
cery stamp trade-ins (such as S&H
green stamps), There are wany
other possdbilities

‘%

Prepare g list of the likeligest
sources of financial help for NTQ
women, to distribute at career explo-
ration events and 1in- individual
appointments with womerr~triterested in
This will $ave you a lot
of time explaining what's available.

Many NTO programs recommend hav-

-ing a small emergency loan fund to

deal with. financiay problems’ that
woyld otherwise cause a woman to drop

out of training, 1nc1uding/ ’
. Y
Medical bills '. Food e
Home heating Tools »
costsy , Gas or repairs
Work shoes and .~ for the"car
clothés Child care
Raises in rent Elderly parent

care . *

A} i

If you ogn make an interest—free loan .

of $50 to $100 ‘at a time, you can
often-tide a woman over the emergen-
cy. Check to see if your -school al-

See Appendix H for djreetortes

. ‘1\
» s

»

«

* ready has such a fund and if it .is

adequate. If not, try to set one up
yourself or- augment thé existing
fund.

CHILD CARE

If a woman's child care problems
(or in some cases, elderly parent
care problems) are caused by lack of
money to pay for 1it, the strategies
listed in the section above should
help. Sometimes, however, the pro-
blems are different: s
* There are no child care openings.
# Tt's ot for infants or school-
age children. .
# The hours don't match her needs..
* # There are transportation pro-
blems: it's not on a public
_transportation line, travel is
too far, there is no after school
transportation for children.
% The facilities, program, and/or
staff are not acceptable,
[ % -+
{ These problems arise because the
old solutions for women who are 1in
school or working -- leaving children
with neighbors or relatives --= don't
work so well any more. So many women
are workiqéanbd, and relatives may

not live mearby.® Some home-based
care may be available, but often
there 1isn't enough of Iit, There

aren't enough day, care centers., In
fact, experts say that there isn't
enough child, care of any type for al1
the' children who need it. s (There
were more federally sponsorgd day
care spaces when Rodie riveted 1in
1945 than there are today!)

Hhat can you do about this prob-

lem: if your school has no child care :

°Qente??
-

Distribute-a list

First, find out if your:community
has already developed a list of child
-care resources. A municipal agency,
a child care referral bureau, or a

[y
.’
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women's o'@anizat;on may ‘have com-
piled such list. Your state Office
for' Childrln (or similar title) pro-
bably has a\list of the homhe-based
and group chi care facilities it
has licensed. If there is.no such
list, create one along with agencies
or organizatiens®in town.

Coordinate a child care exchange(/k

If woment are at school at dif-
ferent times,.they may want to form a
child-care co-op. Ask women who dre

»interested and.help them. woﬁk out an
exchange system.

03e the child development;program

If your QEhool has a child deve-
lopment or early’ childhood program,
see {if 0O "women can- bring their
.children there on a drop-in or regu-
lar basis. «

Provide child care for-workshops

Arrange for sombone to be avail-
able at career exploration events,
workshops, and ,support group meetings
during trainlng to take care of
children.,. Check into any legal
restrictions. -

Set up a child care center at séhool

* This 1is obviouslyﬂa long-range
goal, although it 1is "the very best
Jolution to child care problems for
students. AS it is a major instity-
tional step, ﬁhe need for it must be
@ocumented and must be broad-based.
See the bibliography (Appendix H) ‘for
information on” starting & child care
center. . _ie

-

.

TRANSPORPATION

“Tranqurtation. the last of the
*big three" barriers to training, is
often a problem for'. women without
cars both \{n rural areas ahd in‘ci-
-ties without, adequate public trans-

rtation systems. *
]

the problem in three

PR \

The problem isn't always obvious.
Some schools by their choice of )oca-
tion Timit the .student body to .the
relatlvely “advant.aged those with
cars. ' The transportation problem
will be invisible, since, it seems
that everybody can get to school. If
you -are attemptlng to serve low in-
come women (whd are, by definition/
most in need of the high salaries NTO »
jobs offer) and *if public . transpor-
tation 1is, not excellent, you will
need td devote some attention to
transportation. '

Transportation wasta major.issue-'
at Trident Technical College, one of
our field tedt sites. Female-inten-
sive occupational training was avail-
able at a downtown campus, easily
reachable hy public transportetion.
NTO occupational programs were loca-
ted at a campus som® miles from down-
‘town, with almost no public bus ser-
vice. Early in thge fie test, site

director Susan Duchon pbserved,

"There is no pdint getting
students fired up about NTO if .
-they can't get to the campus
where the courses.are.”

N , :
With the attive

school's president,

upport of her
she dealt with
ays:

#

1. In schedul ands-on tryouts
during a career exploration
course, she asked several staff °
memhers to drive women in their
cars. )

2., She proposed a "ride board" to
assist NTO women who needed to
carpool to attend schbol. The
idea was adopted and implemented
school-wide for all students by

the Student Activities Office.

3. She explored a number of ways
. to’provide bus or van servige to
to the NTO campus:

-- Asking. the public transporta-
tion authority to add the
route to its normal
operations,

-~ ASking the school to pay a

-

¢
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++ subsidy %o the public trans-
portation authority for ex-*
tending its route to the
school.
-- Leasing or purchasing a van,
paid by the school, to, )
shuttle back and forth be-
tween the two campuses. '
Chartering a bus to-travel
between the school and the
nearest bus 8top three miles
away, paid by the school.
Convening representatives of
nearby
shopping center with the same
public transportarlon problem
to discuss joint ways of sol-
ving it. 3
The transportation problep has
finally been resolved at this school,
thanks 'to the attention focused on it
by the site director.:+ The school is

‘fow providing a shuttle bus to link

with the nearest city bus stop. This
is another instance of a sbinoff from
an NTO program that' has school-wlde
benefits.

Susan points out that 8since the
transportafion problem affects all
students, not only NTO women, you
must get the backing of the president
or director. of the school before
progress can be made. Be- sure to
document the need; student 3urvey
results are*good documentation.

In' addition to these suggestions, .

some of the following may be helpful
to you:

L] -

* If/gbur school is served by pub-
lic transportation, distripute
Schedules.

& Advertise for earpools in the

school and/or community news-

paper.

* Try to arrange with the- public

[ ]

school department for the use of. '

school buses in off-hours’
* Refer women to a community car-
- pool or commuter bus service.
* Ask employers to provide trans-
-portation -for 1ndustry tours.

B4 Q.,' ‘

institutions and a. -

TranSportation is a problem that
not only prevents enrollment “and hin-
ders retention but also affects em="
ployment. Until 'NTO women] can eanp"
enough to ‘afford a car, tfansporta

? tion to work can be a difemma. So v
alert the women to it befor 'they en-
roll ,gend encourage carpoo ing to
work., ! .

!

y te

_TI. HELPING WITH ADMINISTRATIVE

. PROCEDURES

APPLICKXTIONS AND REGISTRATION

To the fninttiated, a school's
procedures, forms, and requirements
can bhe confusing., At this stressful

y transition time to NTO, womém can
» simply give up ‘after hearing: "No,
go the end of that line, stop, Yyou
, for to get it signed; go back and
- start over - that class is cjosed.”
k)

"The first stepsis so6 impor-
tant, whether it's an appointment
with financial aid ¢r having to
track down a ?1gh school trans-
cripé_/Many bf the women lacked
sophistication in dealing with
institutional procedures. In
many cases, I’ walked them through
the application and financial aid

® procegs." .

’ res

Another site director ;eported a
serious and probably'not uncommon

problem,
.

’ " "A woman who had décided to en-

‘roll mentioned to me that she was *°
* having a‘hard time getting .
*through registration. So I <
watched from the sideiined®when’ ..
another NTO wgman went to regis-
4 ter. From what I saw, it's a
wonder anybody gets %o enroll.
The pedble who staffed the coun- ,
tqr were rude, picky, and sour. - ’
. They insisted.on ‘requirements I
’ knew were optional amd rules I

<. ‘kney were often ignored.” It al-. +

most seemed as thoygh they were
trying to keep heg from enroll—

Y ’ e
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ing. For an older woman re

turning to school in a relafiveé- ‘.

ly risky field, this ki?d f
treatment can be pretty dis-
couraging,”

How to Help
‘% Ask women how helpful they find

. the staff in re raf)ion, finan-
cial aid, and other *enrollment-

vt related offices. If they report

serious problems,’go end observe
the prdbcess yourself. ’

In the case of the registration’
problem above, the site director in-
., formed the academic dean, who saw to
it that the behavior of the regis-
tration staff improved. . .

| * Accompany woment who seem tb need
help through the process --#valk

% Help women fill out forms. Sone
financial aid qual#fication forms
are especially complicated.

— .‘

e

CLUSTERING WOMEN IN CLASSES

It is important that an NTO woman
not find herself the pnly female in
the class. The experience is new and
uncertain, so allies are needed. All
NTO program directors agree that
clustering women in classeés is one of

:: \ the best ways to ensure NTO women's

Succéss, . -

. »

"W Do what you can to. get @t ledst

three women together inja’class. )
44 . -

* Group them by re%ending th"
they sigm up for - $Sections taught

by Qﬁrticularly supportive
instrugtors, Y
% Ask women to tell you the- sec- )

. tiond they're signing up for, so

you can Steer other women to
.«those sectionsys 4

. »

» R A

JIII. DEALINGgWITH INSTRUCTION-

.. RELATED PROBLEMS

Problems with money, child care
and transportation must be resolved
for women ,to enroll in NTO training,
or, if they occur during training,
for retention in classes. Here we
discuss another set of problems that
affect retention: math, the intro-
ductory course problem, classroom
problems, the developmental}l ‘studies
bottleneck, and physical fitness.
When they are solved, a high-reten-

tion rate is assured.:
~

" MATH

them through. You can help deal \\'
+ with any snags thaf arise. -, -

o

I this section we will be

etalking about the obstacles ¢to

women's success in math and ways you
and your school's faculty can help.
Stridtly speaking, math. is not a
"wopen's" issue: there are many
women who enjoy math, take a lot of
it “dn school, anhd do well A&t it.
There, are also many'mqp for whom the
opposite is true. Nevertheless, math
is more often a problem for women
than for men, fdr reasons we will
explore below.

Why is Math a Problem?

Math has been called a."critical

filter" for entry to many male-,

intensive occupations.  “If you don't®
know math u are filterdd out from
access to those occupations.. Almost
all nontraditional. occupd#tions re-
quire- math.” For some, you nekd to
know how to do simple cdémputations,
fractions, and measurements. For
others, algebra, trigonometry, or

statistics is involved.,‘{f women, are

to enter NTO careers, they, must be

able to do math. ’
f . .

There is no question about the

fact that girls take less math than

boys starting at the higl+ school
level, when the 3ubject beoomes

n

.elective. Neila Tobias, whg HZS.

‘written about women and math, sqgs
f

that while girls are 49 percent
, '(

~

)
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high school- students, they are only ., % Almost half the elementary and :
20 pércent of students who take math high school teachers surveyed
peyond geometry.* Lucy Sells has “felt ethat boys did better in math
pointed out that without four years than girls;, ho teacher thought
of high sc¢hqol math, mapy male- ) th® qpposite was true. As teach-
intensive and»vhlgh-—pay'mg .careers are . -ers' expegctations influenee®stu- -
closed off «- hence her term "criti- . derh\s"5 ent, this is an .
zal filter." . i . imporsant f1 .

There has been a_great deal. of , ‘Ernest quotes a study that /
research over the last decade on the | * concludes: . .
effect aof sex-role soc1allzat101n on SR ' i
math attliude and aqh1evement Many ‘*Th is, then, an ac- .
studies have found that boys ‘and. cumulation of evidence which .
girls do equally well in math through- . points to the conclusion that -. -
elementary school, but at the junior °. sexual stereotyping ‘of mathe- ! T
high level girls begin to lag behind . matics a% a male domain oper- -
It is significant that ‘junior high is - ates through a m&'rlad of subtle \_
the age of puberty, the.- tlme of 'in- influences from peer to parent
creased sensitivity to the expecta- ,and within the girl herself to : T
tions of the opposité sex. An excel- . eventuate'in the fulfillment “
lent study** published in 1976 by . of the stereotyped expectation -
Jonn Ernest, a professor of mathe- of "'a female head that's not
matics, reached, the following conclu- much for figures.'" ° %
sions R . \ . .
- - -‘,Gi_ven these findings, and the fact "
% There is no sex differente be- that most recent studies -find no
tween girls and boys' in 2nd ) conclusive difference (py sex 1in
- through 12th grade about how mathematical ability, ’Ernest
mGch they like math. About a suggests: - '
third of,theystudents say it is y i -
‘their avorite subject: .and ", . . mep take more mathe-
‘. anou"thir’a‘- say it' is their maties not for" the suPerf'ic!al
most disliked subject. : " reason they like mathematigcs . L
# Students say that starting in _ -more than women, but because .t
junior high, fathers help with " whether they like it-or not,
math and science homework more, - they are aware that such cour ses
" than mothers.. o . are necessary prerequisites to
* While most male high school stu- the kinds of future occupations
dents’ explained poor grades by * 4in medicine, technology, or sci-
lack of effort, girls explained , ence, they envision for them-
poor math grades by lack of . selves.” . .
I ability. "This pattern was found ) -
in no other subject for females We have explored the background
4  and in no subject for males.” + of the math issue to emphasize the
" # High school students believe that importance of attitude, not- ability.
boys aré better in math-and When parents, teachers, .peers, and
science and that girls are better counselors all believe girls in
, in English. . . L general don't do mell in math and .
T discourage them from taking. it, girls . .
. come to believe it themselves. They " i . ’
- therefore avoid taking math -courses., 't~
"l'obias. Sheila. Overcoming Math = _ ~ .They then domr't learn math, thus com- " -
Anxietyy . pleting the self‘-fulfilling, prophecy o )
##Ernest, John, "Hathematie.s and Sex" " "I can't do it. This chain must be': TS
irS Amerlican Mathematical Hont.h'fy. broken if women are to succeed in o )
\Dctober, 1976, pp. 595~-614. NTO., R
' . \ . 89,‘ : ' ' . Co 3 .
' . y 94 - ) ‘. ¢ X -
' - , : - a U
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'; that they " could =-
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F Y
NTQ program coordinators across
« the country recognize math as one of

the “largest obstacles.
~

"The mechanical design pro- \\
gram has oniy two women, It
requires technical math and
‘physics. We have only a handful
of women .in the electronics pro-
gram. Sad, because this is
where the jobs are around here.
It's the math bugaboo."

"Questions on math come up
at every single career workshop
we do. Women seem more afraid
of that than anything else. Now
I make sure there is reassurance
about math in all the recruit-
ment brochures, newspaper aptr\\_,/’
cles, and talks around“tOwn.
_ It matters a lot. After one
« newspaper artiqle in which I
stressed that you gan.learn the
math, almost every wonman who
called said she had thought she™~
couldn’t do these jobs because
" of the math." ) . -
These same program coordinators
and our own field test site directors
report unanlmously that with atten-
tion and a little effort, the math
preblem can be overcome. First,.they
point out that’ not' all women have
negative math attitudes or inadequate
math skills, Second, they gay. that
by using the techniques below, women
with negative attitudes or poor past
athjevement but with good motivation
can learn the math théy need for the
NTO careers they have.hhosen.

This is what they suggest.

‘What You Chn Do

RQ‘?e the Issue Early. .Address -
the issue of math in your oufreach
materials and activitf®s »¢"We'll
teach you the math you need," *Prior,
math skills not required, " etc.).

k for role models who were ini-
ally convinced they couldn't d
math and’ found.out to their Surpri

a very commgn

At cafeer exploration event ;

story.:

~ into NTOsp:/grams.
'y . B

/ "

"ask role models to discuss their

feelings and experiences with math,
and 'be prepared' with questions on the
subject in case no one else brings it
up. . '

Math Assessment. To make sure
women get the tutoring they .gepd and
are placed in the correct math course
for thejyr skill level, assessing the
math they know is k6 a must.N Most
schoolsN offer testing services for
diagnostic: purposes, so refer the
women there. Emphasize that there is
no passing or failing; the school
needs the tests to provide the neces-
sary math help.

"I've coordinated with fhe
testing office, so they can test
prospective NTO students and send
me the results. When necessary,
the testing office will arrange”
for tutoring Ep upgrade skills

to a level required for entry %

One field test site held a "msth
assessment evening," targeting atti-
tude and skill equally.

" "Several of us put the evening
together: a math developmental
studies specialist, a counselor,
and me., We welcomed the twelve
women 'who came with co??be and
an informal chat: Then there
was a basic math and a basic
algebra test. We encouraged
the women to take both, and if
they félt bogged dzgg"by,the«
algebra to plit it agide and work
on the other. The testing time
was half an hour. For th# nkxt
hour, two g{ us graded the tests
in a separate room while I spoke
with the women about the support:
available for, NTO women Students.
Then we went over the test re- -

" sults 1ndividually GLA
womeri and recommended the courses '
and tutorimrg they needed.’ I

think this format, and especially
the warmth conveyed by the staff,
is very.helpful ." ) -

AN
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Another field test' site director
made it a point to ®eview NTO women's .
math course choices befor'e they en-
¢ rolled when she found that academic
3 counselors sometimes ‘advised Algebra
L ITI when Algebra I would have been
hetter. -

Math Refresher Courses. If there

- is fime between a woman's decision to
enroll in tralnlﬁg and the start of
classes;

*
M

* Refer hen to the developmental
: . ' .stuydies pKkogram for brush-up
< xork on magh if i%'s-needed.
* Arrange fof¥ a math instructoer
or tutor tQ teack a short-term

\ intehsin ré(iez’gf basic math. @

S - By schedullng the refresher work
before classes start,
what” they hage forgotten and beost
their math confidence, enabling them
to stamt their training ir an "I can"

. frame of mind.

hd Don't call the refresher course
‘Nyemedial math.” It implies that
- women weren't capable of learning’
- math the first time around, prekcisely -
"~ the attitude you are trying to
counteract.

Math Avoidance WOrkshqé§. Many
'NTO programs held such workskops fto
focys’ on attitudes toward math, since

~.

an improvement in self-=confidence can A

bring about an improvément in math
N © skills. They target women whose: neg-
ative math attitudes ‘prevented them
from enrolling in NTO training é&nd.

those who . were having trouble with
the math in their NTO courses. Pro-
é?hm coordinators point out that
.women can have high grades in' math
and .$t111 have avoidances problems

' (fIt was just luck," they claim.):

—

Titles are sometimes businesslike
(Math Anxiety Workshap) and somet imes
. imaginative: (Math + You - F ar) X
' Practice = Success. They are J;uqily
put together by a combination of NTO-
program coordinators, women' s center
counselors, math specialists, andgor-
i psychologists, ‘Several’ publicat

§ I've found that a math teacher .-

women relearn .

are listed in Appendix H for prepar-
ing a workshop, on math avoidance.

One site directorAggid:

"After egperience-with a math
avoidance workshop this term,

can cover the math very well,® .
but that's not enough. Next

term we'll add a psychologist

to discuss attitudinal aspects.
It k the first session -

shéuld explain how-gociety has

made women feel in%:te in

"math. Undgrstanding-tigt they %
are not ighorant or ‘gumb-be- s
cause they did not do well in

school is-important as a foun=- ..
dation for confidence netessary

to begin learning.™

Working with Instructors and
Tutors. NTO programs often make disw.
coveries that -benefit all, students, ..-
not "only NTO women. In grappling.
with the math problem, some site
directors discovered that students

/have trouble with math when the cur-
riculum of thé& math courses is. not
coordinated. with the occupational ¥
courses. - If electrgnics in ves
logarithms this week but mai;h&
cover them until next month, there
may well be ¢ ion and discourage-
ment. It is portant to rememben .
that many women assume they are
stupid when .they don't understand
math, even when .the curriculum-is the
problem, thus making future learning
even more difficylt.

‘:structors- atl the field sites
developed a numbet of ways to help
NTO women with math. An electronigs .
instructor told us: '/

"I work closely with 4 math
instructor go ougﬁ;iudents ‘
learngd concept math and
th@ﬁ‘apply it ird the elec--
tronics_ lab, The 'sequence has . "
a logic to it. The women

don't feel that things are dis- -
cdnnected, I wish we could . o

p;an curriculum todether with ,
more math teachers.” RSP ’
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Other techniques they suggest

that instructors try are these:

* Schedule,ind&fhal e;tra math
sessions whenever students seem
to have a lot of trouble with a
particular math topic.

* Review the math component of the

o occupational course, and add il-

lustrations and~ applications to
make the ebstract principles
clearer,

the next* semester, with *‘the. math

_develepmental studies
depdrtments.

% Meet with math tutors. to ensure
that needed material is covered,

One field test site decided to
target the subject of women and math
in a campus—w1de committee on women
and technology. Lack of coordination
between 6ccupat10na1 and math courses
was one of the first probrems they
put on the agenda -

In addition to the currictlum
coordination probler,” some-
coordinators and math specialists
point out.that frequently only one

style of learning and doing math is

rewarded, <whereas in reality there
are two. _Math is often thought to be
entirely 1linear:’ a methodical,
step-by-step approach is taught, to
the exclusion of a more intuitive
"guesstimate" sort -pf approach

Professional mathematicians say that

both are needed. Some math instruc-

tors have found that by recognizing,

‘and valuing this second approach,
students gaig more oonfidence in
their mathematlcal ability, which in

turn helps them learn the methodical
compopent of math better.

§gpport During Training. 1In sup-
.port. group meetings and in individual
discussions, e@eck out how women are
doing in and feeling about
math., You may nt to relax them a
little: &+ ..

) ~
"BefqQre her math'exam, one

oman wWas a bungle of nerves.
ind you, she'd done very well #

*
[ ——

Share the curriculum outline for

NTO .
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so far, but she was scared she
wouldn't get an A! I spent some
time with her talking about how a
B or even a C was good enough.
It seemed to help. She said she-
felt better, and she got her A
anyhow,"
If you are figding that many women-
negative ' attitudes about math
despite adequate ability, consider
inviting them for a discussion of the
problem. Ib may dispel each one's
pr1vate\convicf10n that she alone has
problems with math.

These are several ways math can
be tackléd. As an NTD program coor-
dinator, be ¢on ;he lookout for prob-
lems, discuss them with instructors
and tutors if‘thdy arise, and facili-
tate action by concerned faculty and

" staff.

-

THE INTRODUCTORY COURSE PROBLEMA

Why is it a Problem? ° o
Women usually enter NTO training
knowing less’ about _tech ical tools
an terminology and ha 1ng fewer
n-related skills than men.
Wh&n today's NTO women were girls,
they’ usualky weren't allowed to take

shop courses in school. Their fa-
. thers (and later husbafds)’ did the
fixing around the house. They did

not hang around with thevguys to work
on a car engine.. They‘di8 not. learn
aircraft mechanics or ‘radar communi-
cations in the service. The problem
is therefore a combination of latk ef

opportunity,” low expectations by
others, and a negative attitude
similar to the math problem. It is

extreme{y common . r

An unaware instructor can misin-
terpret the “situation. His teaching
experience has taught him where the
curriculum for the
course should begin,
ductory course can be ahsolutely
basic. (He doesn't start by saying,
"This is a wire.") He ‘bases the de-
cision on what beginning students in

‘\.97 wo~ './ ’.‘

since no intro*

introductory -

-
|
1
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i
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_the past

/

-r men generally know
upon entering The instructor there-
fore assumes that students know clr-
tain fundamentals: tool names and
usage, occupation-specific vocabur

. lary, and elementary manual skills.

W

-

As a result, the instructor sees that
men 1in the ss understand while
women don't, and may conclude that
"women can't do this work." °

_Women can make their own misin-
terpretation. When they don't under=
stand what the instructar is saying,
they assume that everyone €lse does.
They think they will never make it

'through~the course if they can'y even-

understand the first week's work.
there -is no NTO program to i;(b in,
this problem often causes wafen to
drop out.

If

.

4

One site director described the
problem this way:

-
.

"The ‘way the women see it, all
the men have this prior know-
ledge.. In fact, there are many
men who feel just as lost, but
each woman feels she's the only
one. who doesn't understand. She
feels personally fault or
stupid. She feels shel can't -
make a public demonstration of’
her ignorance bysking ques-
tions, either.," .
When - the site director raised the
problem with an 1instrpctor, he was
understandably frustrated. "I -tell
tdem to ask me when théy don't
understand, What more can I do?"

o

What Can You Dof

Help women to see:

* That they are not personally
inadequate.

* That they are responsible fqr
their education,/ As-an in-}[\
structor s?id "Teaching doésn't

o }::an you open someone's head and

ur in the knowledge while he
sits there."
== They must ask questions¢
-=- They can set up gtudy, ‘groups

~

N

‘non-profit

out of class.

+— They can-go for extra help.

-- They can meet with inStructors
(and invite you to attend).

Ask- instructors to find ways to
take the pulse of the women's under-
standing. You’cdn offer to observe a
few classes to help them do this.

. Finally, you can set up a pre-
entry course on technical tools, ter-
minology, and skills, Some schools
fiave done this on a full-time basis,
several sessions before the semester
st.arts or during the first few wee
of school. Instructors work out
curriculum. content, although the
course could be taught by an
upper-level student (1ideally a
woman). Alternatively, check the
organizations in your
community that provide pre-entry
courses,.and refer women to.them.

.

CLASSROOM PROBLEMS;

Almost alt instructors for whom’
teaching women 1s’ a new experien‘!¢
report (sometimes with surprise)' th

" the experience 1is definitely vposi-

tive. These women, they say, are on.
the wholé more motivated and work -
harder than their other students.
Most NP women ‘are older than the
usual postsecondary student. - They
are changing careers after several
years in a traditionally ‘female Job
or are rgturning to school after
years as homemakers. They take their
decision seriously, -and their greater
matyrity helps, too. The facte that
many of them are seeking NTO training
for financial reasons -- to ‘support
self or family -- 1is alsp a\great
motivator. Many NTO program or=
dinators and instructors mention that
such women tend to have migher stand-
ards for the instruction they receive
than other students: they demand t
be taught well. This often 1mp}q»e2 '

the edutational 'process for a;; stu

dents.
. .In our interviews with NTQ pro-
gram directors acrosssthe countiry ‘and
. *
\ : . . - ‘\
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N > in our fleld test, we rarely came . * Check with women regularly., but §
.. //%cross instances of putright hostiil- ) especially at the beginning of i
ity to NTO wdien from instructors.. the semester. .- %
p Problems. that arose were usually due - 3
fto the introductory course problem-or ' "I tried to get feedback from 3
/ instructors' lack of understanding of ) as many :students as possible ’ §
* pressures that women were under: . during their second week of ) 3
. . - . class. I wanted to hear about =
— "An instructor complained to g and clear up pﬁoblems before F
© me.that a woman wasn't taking the _ - they became frustrated and . -
. ‘wor& Serigusly because she wasn't - dropped classes., 4 X
coming tzqggf extra help sessions - T T
he somet,ime3.scheduled. I told % Check with instructors. -
t "him that she is a_single parent . > . . :
v ‘ of three kids, does all the "I called,the instructors to e
hpusework, and is holding dogn a , ask if they had any women stu- .
++ part-time job -- 1like a lot of + dents who looked lost, as they /7 -
. opr NTO women. 'I never thought are the potentisl dropouts.™ )
' of it that way,"hg said.” * ) : .

. .~ Resolving Clasgroom Problems
However, overprotectiveness of :

NTO women by instructors ard male” | When women come to you with V4
classmates occasionally becomes an " classroom problems -- the curriculum,
issue. . A woman's lower knowledge - the instructor, a classroom
level at the beginning and .lower ' atmosphere that prevents women from
strength level sometimes.evoke a  learning well —- try some of these. .
b ‘. response of chivalry, as men try to o )
. -~ sprotect her from hard ‘physical tasks * Encourage the woman to meet yith ° %
\ and ‘tough -assignments.  While they - the instructor individually. )
mean well, the woman is in. effect * Have a private talk with the in- \ %
protected .ffgm fully receiving the structbr.: Be'consgyuctive. . %
. education 'she 1is .there for. It is. , R . 3
important for you to stress to, the If neither of these works: 2
woman as'well as her instruotor that ! +
overprotectiveness is harmful in .the * Suggest that the women in the 'f
. long run. Once they —- “and’ she -- . class who share the problems go *
see that she can do the, work, the . ’ to'the‘instructorhas a delega- i;
-t ’Gverprotebtimeness will disappear. ' ' _tion. This is oftén successful; =
1 o . . . the women give each other con- TR
Preventing Classroom Problems ; ‘ . fidence and a group is taken more ’%
o L , seriously. ) 3
L."Send the names of NTO women. to * % Ask supportive instructors to
their instructors, askfngdfhem , talk to their resistant col- ,
,A}» to let you know about’ any who are league.
. ) - .having problems. Offer your help
.o and cooperatiom. - - If you fiWd that you have an’
. . . “« e f\ N extreme case on your §9ndé -- an in-
. ny send a 143t around of women .. structor who 1is demodstrably sexist
.y in all the NTO classes, not Jjust + or incompetent -- and when .milder
\ the names of thefew women in steps have failed, extreme measures.
' ) ) each instructor's classi - The X may be called for.
" length of the 1i3t is impressive,
and instructors ft\l\they are - * Go to an’administrator. Be suré
part of a- schooi-wide affocg‘ you have facts to back up your
. . complaint.
. ﬁ Lo > * Syggest that the women go to an
t » ’ g . ‘ administrator.
., l‘ 9n .
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"There are now two women and
an older man, in addition £6 the
usual cluster ofq ung men, in‘a
class taught b instructor who
was known t competent but
,who had been ined for 16 .
years., Over the years, records
of cemplaints about him had bgen
kept but no action was ever )
taken. These three people
decided they had a right to good
training, so they met with the
entire class and everyone signed
a petition stressing their need
for a competent instructor. The
" department met to discuss the
issue, the instructor was sus-
pended, and a better instructor
was hired, to -domplete the
semester."

Test Anxiety

_Some women experience test an-
xiety in math or ‘occupational
courses.~_. It can stem from shaky
self-con;IEEEEe. awdreness that they
are attempting something new and‘
therefore difficult, or, concern over '’
how much 1is riding on test results.
Test anXiety is greater than the
normal stress most people feel when,
taking 'a test. It can create a-

self-fulfillin prophecy of failure
ir nct dealt with.

Thére are several things }ou cdn -
do -to help. , <
% Talk to such eéhen indfvidually s
Empathize with their cdncern, but-
try to help thém see in what re-’
spects it is warranted.

Offer a workshbp on test anxiety,

A role model who has gone twrough
it herself is most helpful.

* Time helps. A couple of success- -
ful tesyggunder the belt are

" calming. . v

THE DEVELOPMENTAL STUDIES BOTTLENECK

) Students whose mreading and mdth
are not up to the level required for
entry into occupational programs need

.

) 17

-

skills (through a learning center,
developmental studies course, or. the
1ike)'. Depending on their skills *and
the entry requirements of the pro-
grams they select, students can spend
from weeks to months (or occasioné}ly
a-year) ih developmental studies be-.
fore beginning occupational training.
- .

This is ofs course true for men
and women and relevant to all occupa-
tional programs. Howewver ,
site directors pointed out that women
who must spend a long time in devel-
opmental studies without seeing a
shop or labebecome distouraged and
drop out béfore reaching the point
when océupational training can begin.
They say it is not the time spent in

developmental studies but the lack of .

occupational relevance
women to lose motivation.

that causes

This is c1ear1y not 2, prqblem you
can solve ©n your own, in $art be-
cause it calls for a change in insti-
tutional policy about “the relation-
ship between the developmental
studies and occupational programs.
Reform” is a large-scale undertaking.
Nevertheless, there are some things
you can do to initiate a solutten if
developmental studies are a bottle~
ne for women' with low reading and
math\ skills who want to enter NTO
training ' )

-% Be infor'med aboutd‘.he reading
and math requirements for the
various NTO occupational pro-'
grams you are targeting: .Ad-

Vise women with weak skills about

the ones that have lower skill _
" entry.requirements (e.g., welding
requires les& math than elec-

/ . trontes or engineeringf\ which

can reduce the time they must
spend in developmental studies

ncourage occupatiéﬁal instruc-
‘tors; developmental studies .
specialists, and administrators

* to develop stragtegies for: -

-~ ‘Incogporating oecupationally

.- relevant illustrations and ap- -

* plications into the devequa
mental studies curriculun,

LEEEY
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-- Using occupation-specific “
materials to teach reading and
math, .

- == Developing a pre-entry course
that involves ‘regular hands-on

. —visits to the shops and labs
of their chosen occupational
programs,, - !

-« Intensifying developmental

‘ instruction in orQer to speeo ¢ -
. up entry into occupational |
. g programs, i
-- Monitoring progress. ~
PHYSICAL FITNESS ‘. )
4 Some nontraditional occupations,
- partjcularly in the trades, require

more strength, stamina, and’ leverage
techniques -than many women normally
possess. If your NTO program is tar-
geting strenuous g¢ccupations, this
section is important for you.

Once again, we have to start in
the past. Girls are discouraged ffom
acting like tomboyse Until recently,
most of the funds, facilities, equip-
ment, and coaches in schools were for
male’athletics, pot female.. Men rush
to assist women charrying heawy pack-,
ages. As a result, many women's
muscles are not as well developed as
they could be, and negative attitudes
can compound the problem. On the
‘other hand, many women are stronger
than ‘they think: - they're used %o
carrying 20-pound grocery bags and
60-pound children'

-

-

%
NTO program coordinators say that - .
if women want to enter Jjobs requiring
‘heavy physical labor, physical fit-
ness training is essential.

* If a woman is concerned about her

*Lk\\\ggzoical capacity for a strenuous

recommend a physical éxamin-
. atio;?\\‘\\~*

. As#‘instructo;;‘foF‘Eﬁﬁoners}-»-h;m“k

what .physic4l skills are needed.
- * Tell the women these are the ones
to work on.
* If ydur school has a gym,’ find
out if a physical fitness course
can be set up for women.

96

-

% Refer women to exercise and
weight -lifting classes in\the’
"schooly® gym or at a health club
in the communtty.

women in one program pocled
resources.to 'hire a phys;pal edu-
dakion expert to come in once a .
week and teach them exercises.
Suggest they do exercises at
home.

r

Here is a 1list of the general
areas that can be covered in a physi-
cal fitness program:¥ -

, .
Warm-up:
-breathing

cardiovascular and
exercises (aerobics)

for develooipg'

stamina, and relaxation
v

Exercises focused onxspecific
parts of the body:

Spine flexibility'

Back strength

Leg and hip flexibility
' Abdominal strength

Leg, arm, and wrist strength

Exercises
strength,

Tricks of the trade: -
.Principles of leverage and

balance
Ways to lift, reach, carry,
*  pull, and push |

U§e of aids such as dollies,
pulleys, levers. other
peoplé

N

Iv.

_SUPPORT GROUPS

WHY ARE THEY IMPORTANT?

Support .groups appear to be S0
necessary to NTO programs that wamen
often form them spontaneously when
they are not already part of the pro-
gram.

- .

b

[y
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*With thanks Yo Vivian Guilfoy for

part of this list.

‘

B

4

-




. \\
4
"We encourage all NTO women to-
get involved in support groups.’
"They bujld confidence and in-
crease retentiom.”
They also help women discover &ommon
ground, ventilate frustrdtions, teach
and learn strategies and solutions to
problems, and share pleasure, pro-
gress, and good -news. Certainly,
clustering ijen in classes vreates’
mini-support - groups" many NTO women
say that they might not have made 1t
through if they had been the only -
woman in their classes. But the
clusters are likely to be small® and
most women benefit from discussion of

" the NTO experience with more than two

or three others. Support group dis-
cussions can include the topiecs in
this and the next two chapters. as
well as other issues.

v

In addition' to learning from
women in other occupationa{ programs,
some support groups seffe a broader
cross-section: women who are con-
sidering NTO, Jjust beginning train-
ing, nearing completion of‘training.
and working in NTO jobs (role mod-
els). In this way, women can help
those less experienced 8han they
while' receiving h&lp from their peers
and those who are more experienced.’

Names fpr the %roups vary.. The
\
terms “support group, informal - net--
work, club, and professional society
have all been used. . But whatever the .
name, support groups. provide the

. essential service of a forum for °

helping women process ‘the new ‘exper-

{ence - of NTO. So. start the groups

early in training *and keep them
‘going T »

.
[N

WHAT TOPICS SHOULD BE COVERED?

SR
NTO women should determine the
contgnz_gf._'

will be to .arrange time and spacexand
on occﬂsOOn to inVite" speaker.

" Some NTO ~womenr prefer
tured support group, meetings, en-
abling them to discuss whatewereistof

hd e e o~ .
5 ’ . . N
‘n . %!
o
. .
v

fﬁ«éﬁmmt—ro&e~—»~~1nu—concerns~1nnr‘preT!rences

unstrpc!b

!

s
’

concern at the moment, This is cer-
tainly very, valuable.* Some programs
choose to combine unstructured meet-
ings wi}h sessions on specif‘ic topics
_‘chosen 1in advance. perhaps with a
_role model or a speaker. )
. ¢
Here: are a number of topics .NTO
women may be interested in covering.
at support group meetings

Assertlveness H
- Finajcial management ) -
Managing’ housewotk
.Personal development
Life planning (including
parenthood scheduling)

Overeoming math avoidance -

) WS
' * Dealing .with divorce- lé‘h\‘~

Divorce and child support

Self-defense (karate, etc.)
. Consumer @8urvival
, Legal sroblems ands rights _

of women
Coping with family ‘and work
. demands . u

Women in mid-life
Human relations skills . f
Setting goals and making
decisions )
» Increasing self-confidénce
Returning to school
. . Dressing- for success ,
Maintaining good’ health
Working in a hale environment
Sexi sm
Sexual harassment ‘
4 Racism
Time management
Communication skills

s’ .Children of working mothers 9

. NTO, and femininity .
- Single parenthood
Explaining NTO to family and-
& friends

0}

During the first few, meetings,
you might- ask which (if any) of these®

‘ 1 ‘topics ‘they might be interested in

, Sscheduling. -°Ask again periodically,

-

e

change
-aver ti;ne. \

.
.

'In order for a support group to

. Be. most effective, % is important
» that a warm, Supportive ftmosphere
exist. ‘Women need o feel that they

A 1’02 .‘ . ' y




) eipress vulnerabilities.
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can be honest and tha?*it is safe to

Sit& direc~
tor Judy Trombley of:Waukesha County
Technical Institute created Just such
a group, and stresses how essential
it is to have a place where women can
discuss school
among themselves.  She achieved
success by making sure that the group
was small enough for the_women to get
to know each other well, by
encouraging the _women to set the
agendas (and therefore assume "owner-
ship" of the g\?ups). and by respon-
sive sqgeduling Judy told us‘*how it
worked: ' ..

"The women determined that
their real need' was to know more
" about what was waiting for them
"out there" in the work world:
They weré unsure of their skills
4nd what to expect as the only
woman in a male department, what -
the dress codes would be, how td
evaluate a company during the
interview —— nuts and bolts kinds
.of questions. We decided to hold
a campus-wide woman-to-womag
.workshop in a few months, bring-
ing back to campus graduates from
nontraditional programs. .We will
invite all women presently
enrolled in programs and also
ropen it .to women who wapt to know
about NTO careers. Our support
group 'set the agenda“and has been -
very involvep i the planning."

SCHEDULES AND FORMATS

Sometimes these support groups
are not’easy to achieve. . Scheduling
support group meetings in addition to
classes, studying, commutimg, child
care, housework,
can be very'difficult for women.

and home' ‘problems’

.

and - part- time jobs v -

o~

"Although the few women who _w___w__;m,tiyities the club sponsors.

come to support meetings get a
lot out of them, we haven't
figured out the most effective
way to give them the support
they need. Most are working as
well as attending school. Some
return home immediately after

class to care for children.

Support groups, though wanted

and needed, may appear as luxu-

ries that cannot be afforded."

! . -
A support group is one of the

most powerful retention toqls you
have. It's important to try a

variety of metHods to make it pos-
sible i

Experiment.uith some of these
after checking ‘with women-about their

schedules: - . _ '

L] -

* Limit meetings to U5 minutesﬁpr
an hour ¥a manageable length).
* Hold breakfast, lunch, or dinner

meetihgs. . 1
* Hold daytime, evening. or weekend
meetings.
* Offer multiple sessions bn the )
same topic.,

* Encourage women who can't make
the regular meetings to get
together on their own.: = *

Here a‘e some support group
‘'variations our site directors tried
during the field test: i
L -

% Arrange ‘lunches and cdffee
meetings: for small groups.
Hold an evening party.-
* Codrdinate a pot-luck supper.
* Have an open meeting to which
families are invited. T -

4

.

One program has formed a club of
NTO women which serves as. a support
group and a service organization}
"The tlub officers make wel—
coming calls t new female
students, offering the club's
assistance in adjusting to their
new situations. Role model :
panels, émployer panels, and in-
* dustry tours are some of the ac-

i

AN

.
.

If your school already offers
support groups to wdmen in® geneqai
(usually not NTO), think aboyt
whether you want'to refer, NTO .women
to them. Some of the issues will be.
the same: returning to school:

»

N B
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combining school, “home, and work
responsibilities; étc. However, we
uggest that a s\pport group dealing

ecifically.with NTO-related issues

women .
cover them in individual appojnt-
ments, and. women would miss the ex-
change of views with peers. .

OTHER SUPPORT TECHNIQUES®

)

table- budgets) find that 'peer coun-
in some cases, a lsubstitate for --
support groups. Women who are close
to completing their training and have
been "through it" are helpful in ad-
visihg new-NTO womens This can be
done on a volunteer basis, though
less reliably.

R -
.

A guddz System . R

that a buddy system is a good way to
help newly e ed NTO women, A
second—yearé‘:;:nt' pairs up with a
first-year udent in the same occu-
pational program to show her around,

give ‘her insider's tips, answer ques
' tions, and introduce her to people. 7

such as math, working in a male envi~>-
ronment, or sexism, is best for NTO.
It ‘would be repetitious to -

f?eer Counseling .
A
Some NTO programs (with comfor- .

seling is a useful addition to -- or’

' Some established NTO programs say




. EVALUATYION -

. N ' '
, 1. Distribute a simple questionn;;re before enrollment to identify support
.needs. . 3 '
A. Which of the following would you need in prder to enroll in ! ’
occupational training?

4

B - . * . . ¢
t. Lhild care: yes '
. . ‘ . ) - ”o“, ’
ii' na : : -
. . If yes’, give ages of children ; ,
. ' 2 H
. J ) ’ .
N 2. Financjal ajid: yes N ’, .
- ’ . ~ Lt / M .
. ’ no . ‘ »
» N . N 'sx \ ‘
. If yes, for tuition? - B Py \

« ’

for 1iving expenses?

' . 3. Transportation to school: ‘ .

yes © RO
- v

B. éo" do you feel about math?
Very confident .
__ Pretty gpod .
Neutra{
“ A little nervous . .

P Scared . . ¢

-’
’

2. Have periodic discussions with NTO women and instructors, tutorg,
* .financial. aid staff, and others to ask about how we%l or. badly services are
meeting women' needs. Call dropouts to find out if the problem was one
that could be\avoided with improved support services.

1 .
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Have you . e - . o P .
S : o
.. -

".... Created a warm atmosphere so that women feel cpmfortable coming to
, talk to you° . < ’

o . “ '

... Found out whether fhe initial contacts as well as the procedures “of the
school's service departments are as welcoming and belpfuL as possi§1e°

. . i "
..l Assessed women's needs for support servicés? | : S )
bt ) .- . oo ,
, C . o \
... Obtained or prepareq 1ists of financial aid, child care, and D
transportation resources? . ’ ¢ ‘
- ~

g

-

... F8und qut about available math help? = b o

» ) \ .
. ’ .
... Met with instructors to disguss ways you can work tqgether'to o ..
g " help women in their classes? . . ¢ o v,

v

‘;‘ [ .
__’/ o0 ! ° 1 ) EAN ’ 4
4 ... Devised an evaluation méthod? . . - . ot




CHAPTER .7: SUPPORT SERVICES II, DEALING WITH QRPOéITION

Al

- [
- }

. This chapter shows how to help women deal with a variety of personal
and. intgrpersonal obstaclés to their success: in.NTO careers. Some of
the obstacles, such as opposition from family, ténd more often to come ~

! up during training. Others, such as sexual harassment, tend more often

.5 " to arise.on the job., Support services are needed to prevent them from
causing' a’woman ‘to drop out ‘of training or quit her job unnecessarily.

’ ’ - » .
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I. INTRODUCTION . N ,
- ' ‘ * .u~ .
, T Thi's chapter was the most diffi-

cult ofie ‘for’ us to research agd
write, and it may be the most'a‘ffir'

/ [

]
-

port services may well'mean the dif-

ference  between success and failure
+ in the1r NTO careers,

'u The participation of profess1ona1‘
counselorg is highly des1rab1e t par-

-cult ,one~for .you ,to read and ack
upon., ' It covers. seyeral forms, bci.{
opposition to women's success jne 'NT Y

ticalarly if you are not traingd
\goynselor -yourself. However’,

as a
many

HTO program coord1natofs find that if

all men are the source of these. We

would also like to emphasize. that all

problem Situatiofs don't have happy

‘endings. You have not failed if some

) , women drop out of, NTO training or

. Jobs. Rather, the goal of the sup-

' port serv;ces discussed here "t to

give women rthe support and prepara-

v tion they need to prevent: problems

that are preventable and résolve’

problems that "are resolvable, at all
stages of their NTO careers. '

“You will do what' yow can to fe-
duce opposition  problems in sehdol,
but you have little direct 1nf1uence
on the work " ‘environment. Women must
therefore be prepared before they get
thére.’ They need to understand that.:
oppos1tlon arises not because of any
‘per sonal inadequacy or unsu1tabLl1ty.
for NTO, but because they are women,
‘To avoid the guilt’ trap, they need %o
’ understand how sex-role socialization

_anﬁ occupational sex stereotyping

shape men’s .and women's attitudes. <
Otherwise, they may think, “"They.must
hot, like me." "I° must’ be doing

_ something_. wrofg," "It must bé my
.. fault.," T Fo earmed with knowledge,

.« women will be prepared with coping
-~ Skills, will not be crippled by
misplaced guilt, and will be able to
wait out any rough spots frdm a)
- position of strength .

T

If women never -meet’ any of the
problems discussed in this chapter -
and many don't, -« they will be none\
the worse off for .the preparation-

they receive. 1f they do, these sup-

.

. 4 tra1n1ng and on_the job. = . necessary, they themselves' can. offer °
‘ . , ,» suﬂstantlal help after* study1ng he
We would \Lsye to ' emphasize at the issues.  If .you plan to provide -
- outset -that not-. all women will support services yourself on any of‘
ncounter dpposition from ‘famiiies topics contained in ‘this chapter,
,* and friends, tokenlsh sexual he pub11catlons mentioned ‘ in Appen-
harassment, or racism, and’that not - dux H should be helpful to you.., -,

-

. -In addition to suppdrt1 grouos.
. rqlé models, ipdividual couns ling,

and workshops, ssert1venx t a1n1ng '
- is fundamental in dealin it oppor

sition probl%ms. It* is digcussed
/s s
next’ ‘ . o
N [} . < «
y o . VN
R R Y / '
2 - ! P
. -II. ASSERTIVENESS TRAINING -
v ‘ O
Ass¥rtiveness is- the d1rect

honeSt. and spontaneous e press{on of

one's feel1ngs.

one's ,rights. It is "a.skill t

many women (as well as, somé men) are
- nbt taught, but one ,they mus

in “order. to counteract opposi

their career choice at home, i

classroom, or on the“Job{

¥

© WHY IT NEEDED? ~
Hi / . *
Traditionally,:
it . is acceptable for ladies' to ex-
press positive fee11ngs ("If you
car't say something nice, don't B3ay
anything at all"), as_well as help-
lessness, fear, anxiety. and concern,
It is not accepta for ladies to’
exPress, resentment or anger.  When ’
. confronted’ by someone who' is treating
" them rudely or, insultingly, women may.
back off, ‘feel—~guilty, use feminine
7. wiles, _or stifle /resentment. They
may ‘avoid stressful confrontations by,
rationalizing: . 4

4

- ¢
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a .way of protecting T
hat

Qomen' learn that >,

}
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# Tt's not feminine. ( y

'-The time isn’t right. Y
#°It would make an unpleasant
seene. . -~

> # He or she won't lfke-me. ot

* The conseduence would be awful.

*I'm hypersqp51tive. tY

* The incident is too tr1v1al
- to mention.

% 1£'s over and dbne with.

% Nobédy ®lse seems bothered by

R “it. - :

* He’ or _she has problems, too. ‘.

’

“By not reSpondmg, women av01d an

* anxiety-producing -confrontation and

.hope that offensive behavior will
stop if. they ignore it.

. . ’

‘The trouble 15 that it doesn't
.work. Unreleased’feelings of hurt,
anger , and resentment don't d1$51pate
put instead breed anxiety, lowered
self-confidence, and a.feeling of
vilnérability. . And the mnegative
treatment often continues and may
"even®increase when women fail to
object it the other person may
not reflize he or. ‘she ‘is being of-
fensive, or may ,Jnterpret silence as
stacit appraval or encouragement. ‘'

~

HOW ASSERTIVENESS IS LEARNED .

a‘lwho_responds assertively
ﬁve behavior or ‘comments

by i ﬁfy1ng clearly what it 1is

~ Ethat’offends her and\oow she want$ to

. be tredted. Her eye contact, ‘pos-
ture, ‘dnd voice mafch her message.

3. Her words preserve §bhe self-respect
of the other person.as well as hér
o’wn. ‘ ‘ ' '

~ hd Al

Some women' initially have dif-
ficulty Pearning to .be assertive,

. having “been taught that assertive
- women are aggressfve, pushy women.
“One of the goals of assertiveness
tratning is to help women 'see the

difference .among assektiveness e
aggressiveness, and passivity, g
fllustrated by this situation: »
. ' -x
. :. . . 105
v 4

~ v n .

-

. "Passive:

'avallable to women
. If not,

,  You have ‘eafnedyan Assot .’ .
ciatg's’ﬁegree in drafting, N
arid are starting your new job. .
today. When you arrive at
.work, your supervisor asks

you to spend the morning ) g

filing letters. What do you
- say? } ' * :
Asgertive: I-am ‘a draftsperson and '
’ * was hireg | rd do drafting «
work. I- am 'sure you
. have a filing clerk to
‘ _ do the filing.

.
14

Aggressive: You have your nerve, in-»

sulting me Tike this!

Well this isn't really.
my job, but if therets
no one else to do it I
'’ guess'I could.

L}

In' a word, assertiveness teaches
other ;people hew §ou want to be
treated, while aggressiveness attacks
and p3551v1ty gives up. It is a par-
ticularly -important skill.for NTO
women to aevelop, as. treatment by
others can ge a serlod§ issue.

Developlng assbrtlve
tion skills requires teaching.

communica-
As-

sertiveless training ‘may,already, be (

in your school.
there are several publica—‘
tions listed in Appendix H that can
help you prepare and teach a workshop
on the topic.

/ .

The key is practice. Ask women
to roTe-play situations they have
been 'in®when a. more asseptive’
response would have worked out bet-
ter. Ask role models about on-the-
job situations they knoll of that
required assertiveness, and role-play
them.  Suggest .  to women that they
practice among themselves a8 well.

*Emphasize that ‘assertiveness is a

wkill Iike any other, and'.as such it

hay’be'hard'to achieve at first. But

as Gloria Steinem’ said; "Stage fright

isn't fatal " ‘ ¢ '
»

[
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III._ OPPOSITION FROH FAMILY AND

. ﬁIENDs o .

. C 4
( Eor NTO wonath- who is- taklng a
‘sométimes difficult and courageous
step in heq{glfe. the oppdsition of
family (and to a lesser exfent,
+ friends)- can be more' of a proplem

than she can handle.

“ becomes, great, she may feel she has
5 ~to drop out of training or the job to
keep peace in the fam{ly. Or she may
continue, but, K with her energy seriZ

ously dralned<‘ 3

. . /

The problem can occur with

married and single women and young
and older women., The parents of one
«woman in her early twenties told her
. . not to "come home again until she quit
. her carpentry training. She refused,
- nd was waiting until time softened
their opposition. Other aspects of
the problem are these: -
& » . ot :
"We have many times seen men
, *who are reallstlcally threatened
, - that their wrves!an leave them
after they are c¢cabable of earning
better salaries, and men who -are
threatened byt the fear ‘that their .
wives will oxtsh1ne thgm or earn
_more money than they do." ‘

)

"The family issue is RO less

« 7 .important to the single parent.

- Children may not autematically
’understand, the new role of -

T - their mother, or they may want
her home with them at all
times. NTO women will find it
difficultrto succéed without

. the support of thg family."

"Some of the married women
who attended the workshops o
told me they were interested
.in NTO training because their
marriagea weré in bad shapé‘
and they needed to get reddy
to support themselves."
. “Not #11 opposition is
' “;nf‘air. Some families are
incerely concerned for the
+,* woman's’ sake. They're afraid

b

If the presSure’

7

Y10 . |

-\I\‘

.r .
-, 7’ s

—

the phySical work will be too -
“hard for her, or that she'll

be expaosed to hassles and
even/ﬁanger from men she

works with."

There are sgigral thiggs ‘you can
do to help. :

* Invite husbands, Boyfriends, and
other f'amily mempers to an event
at school: a Mereer exploration

. workshpp; luck supper, a
support g /'p meeting, or another
occgsion., Have a panel of™NTO”
women and their supportive
husbands to air issues of concern
openly.

* Schedule support group meetings
on” family opposition for women
who have ths/problem. Invite

role models “who have been through
it themselves.

® At one 3chool.'tﬁ€ président sent
. a letter to the husbands, boy-

J friends, or parents of newly
enrolled NTO womem, The'letter -
took note of their training as a

s positiver event in thei{t family
lives and qxplained.tHE_help and
support the women would need from
their families.
get women' s,perm1351on first, .
though.) . ‘ S

® If you put out a newsletter for
{ NTO women or contribute articles
bout the program to- your
‘' school's newsletter, include
items about supportive famlly
. members ‘and responsible Sp11dren.

‘& Provide referrals for marriage
counseling. If husbands refuse
to participate, you'can refer
women .for individual counseling:.

LA

Opposition from friends is usu~
ally less discouraging, but it can
happen. Women who enter strongly
male-identif¥ed occupations, such as
some of the trades, occasionally say
that their friends” can't understand
why they've chosen this, and that as
time goes oh they have 1less in

-

(It's wise to

AN Y
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common. NTO women who havé//this
problem say that they resolve the
long%iness by making new friends who
are more supportive, often*other NTO
women. Having an active support
group is therefore the best way you
can help witH this problem,

7

¢

IV. TOKENISM

Whether in: the« classroom or on
the job, the presence of a single
outsider in an ‘otherwise homogepeous
group can create, special pressures.
This js true not only for women in a
make¢” group, but also for people of
different racial or ethnic groups --
in fact, any subgroups whose members
are dissimilar from the majority~in
important respects. The problem
arises ‘from the numerical imbalance
rather than from any specific
characteristics of the outsider/
although thoser cparacteristics qggn
beceme the battleground. .o

The process 1is not mysterlodg.
Imagine what would happen 1f a man
joined ‘an all-female group ‘whose
members had known each other for a
long time. They might not’ express
their feelings rudely but they would
probably” feel self-conscious and
uncomfortable, and he would feel
unwelcome, The reaction would have
" nothing to do with the man per-

sonally, but with his difference from

them.

5 ) N

Every newcomer to an existing

group is in a sense a token, since he
or she does not yet share the group's
attitude and personality structure.
A test?hg period is almost universal
for newcomers; although it varies
greatly in expression, intensity, and
duration, Th&® testing period " can
foeus on su¢h ' things as the
newcomer's job skilils, ersonality,
or quickness, in legrnin the ropes,
and usually gives way to conversion
from outsiQer to insider status.

«

The passage of time erases the
newcomer status of a man who has
joined a group of male workers, and
he becomes like other members. No
amount of time can.totally erase what
‘makes an NTO woman different from the
group: her womanhood. But over time
she can beome more like the men 1n
some respects (sharing their knowl-
edge, thé group customs, etc.).Con-
tinued contact and 1increased famili-
arity can reduce the men's concern
over what makes her Uifferent.

Some NTO women say thg¢y hawe no
acceptance problems at all, that what
they have 1n common with their peers
far outweighs their differences.
Others say that though there is a
testing period, 1t is the same for
everyone, passes quickly, and 1s
followed by acceptance. Still others
say that their newcomer -or token

‘status is far more intense and lasts .

far longer- for them than 1t does for
a man, as expressed by a‘douqle
standard:

"He's new., Let's see if he
can do it."

"She's new. .I bet she can't’
do it."

WHAT IS TOKENISM?

* When NTO women are prepared with
knowledge about tokenism, they are
less prone to misinterpret events and
more likely to approach the situation

cOidgructively. °

To provide you with the knowledge
you should transmit to the women in
your program, we are.1ncluding a dis-
cussion of what happens when minori-
ties interact with majorities. The
process needs to be understood if NT

e

’

.women -- a female minority in *a ma
, majority -- are to avoid the painful

effects of tokenism. Qur information
is adapted from Rosabeth Moss
Kanter's book, Men and Women of the
Corporation. | Although Dr. Kanter




KN

. kind,

writes about the corporate environ- .
ment rather than. NTO, her d1scu351on
of tokenism is relevant here. ;
Dr.s Kanter explains tokemsm by &
saying that the numerical 1mba1ance“
gives rise to three factors. each of-
which poses difficulties for  the
token: wvisibility, contrast, and
role distortion.* . E

Visibility

Since she is the only one of, her
the token lives in a fishbowl.
What she says and does is public in-'e
. , [
forhation. She is seen as represen-

work-related problem it is, often

bTamed on her womanhood rather than o

on the situation,

begause every mistake ‘she makes will
pe magnified. As everyone new to a
Job makgs mistakes, thf#¥is especi- -
ally difficult., However, if she per-
forms too well men may feel she is
showing them .up and may react resent-
ful}yl . . Y

. =

.Some woméen respond to visibilitye. -

problems by trying to do their jobs
well but visibly,” by declining
situatlons hat would make“thelr
‘achievements publie, or-by m1n1mizing
their accomplishments,
talize on their public ‘status and .
flaunt their high performance. (NTQ
program coordinators add another al-
ternative: women can concentrate as
fully as ey c¢an on the b at hand-
and try to ignore the in erpersonal
dim’hsion ) e

] =

o

%See " Appendix H for full reference..
Dr. Kanter . has also produced "A Tale
of* '0': On . Be1ng Different,"” an
auquvisual on tokenism see Appendix

H. v . s K
a

% them,

Others capi—~a‘

s ¢
»7
Contrast
Y " The presence of a woman increasef\

the self—consc1ousness of men and

f' heightens the contrast between them

. and the woman. When tokenism occurs,
the male culture becomes exaggerated.
Women then become both the occasion

"and bthe audience for talk about
‘masculine prowess, aggression,
ports, drinking, .and sex.

. Interruptions remind women of
their contrast, or difference,. from
men, who are asking, in effect,
whether the o0ld rules still wold.
"Do we ,have to watch our language?"

“ting all women, and is asked, to "Excuse us, this is-an in-joke." "You
respond to a question from the - understand what we're talking about,
"woman's point of view" (as if there "~ .» right?". The woman becomes , the
were such a thing)., * If she has a interrupter, "the interloper, the

waster of the group's time, the lause
of distraction,

5T - e p WO@en ®Fan be asked to demonstrate

y H1gh v151b11} y brings w1th ity their -loyalty to- the male’ group by

"high. performance pre3sure. The token‘é?jc—turnlng aga1§st other .women: par-
feels she must perform perfegtly ticipating n laughter at them,

making  or faf%;ng to challenge nega- .

tive comments about them, ignoring or
tacitly approving bad treatment of
- Failure to pass: such loyalty
. tests leads to social 1solat1on.

.  Some women respond to contrgst -

problems by trying to become 1like
men: go fishing, swear, go drinking
with the guys, turn against the other
women, all in an attempt ta avoid
isolation. This is the pathechosen
by the "Queen Bee," the womam who has
made it.and turns her back on other
women once she's in, (The alterna-

. tive, as several NTO women told us,
is to wait it out.)

Role Distbrt&ons

The womar’s characteristics can
be distorted to fit' a stereotype, and
there aren't enough women pregsent for
men to ‘see that not all NTO women are

the same. Four stereotyped roles are °
common ,
p . 4

The Mother. ' Men tell#their
troubles td Mother, who sews on their

I . f
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isolate her.

shirt buttons and bakes cookies. to"

bring to work.
safe but has other coaiS' * .she's
rewarded for service, not her worky
she musb\nurture and not criticjize;
and she becomes 3&n "emotional speci-
atist." R ,
-The Seductress. This role ts the
mot tense—and has an, element.of
sexual compet1tton and jealousy even
when the woman is scrupulously care-
ful. How she acts is'less important
than how she's perceived by others,
If she sheuld seem to flirt or be
very friendly, she becomes a "whore."
If she develops an alliance with Qne
man, Sexual or , -she's reSented:

ot
.the resource is tOp scarce. A varia-
tion on this themp is when a high-

status male volunteers to be her
"protector."” He is’ resented for
winning the prize and she is resented
for having angunfair advarmtage. & A
protected tus emphasizes: her
difference from the others.

The role is sexually

[

“ to the.,

<

The Pet (or- the Kid Sister).,

She's cute, amusing, funny, asmascot,
a cheerleader for the displays of
masculine pr&weSJQ Her compefence is

. unexpected and therefore. fussed over:

"Look what "she did and she's: only a
girl!" This role encourages imfature
behavior and pr}vents true compe-
tence.

The Iron.Maiden (or tggﬁVirgin
Aunt, or the Women's Libber). W
who refuse to- play the first t
roles, who' insist bn being treated
as an- equdl,
frigid, or &4angerous. They're re-
garded with suspiciong - They ‘are
treated to elaborate shows of polite-
ness. Men are superficiadly friendly-
with the Iron Maiden but -ip Tact

~

Women c¢an ré;pond to role dis-
tortions by }imiting demonstrations
of their competency or by accepting
the role men assign them. Although
both alternatives reduce the threat
token women present to men, they
diminish their profession&l or g'cial
integrity. Or they can refuse to

£-

L !

are seen as tough,

\

-

’

109/

T W

of the
oft

any
expected

‘exhibié
.behavior
a551gned to them, which requ1res con-

the +role

tinual watchful effort
hausting.

and 1s

NTO Tokens ‘ . s

Adding to Dr. Kariter's views as
presented above,: there are special
expressions of tokenism that apply
NTO woman. Although such
situations are. not common, they Gan
happén, particularly in those skMled
trades where the masculine mystique
is at. its strongest.

¥ She ‘may get the heaviest,

. dirtiest, most unplgasant,
boring, or meaningless tasks to
do. ¢ \

% She may not get the instructions
or information she needs to do
her job'properly, with the result
that 'she performs it poorly and
ig left'to face the cpnsequences.

* Her machineryyor toolyxay be

' sabotaged.

‘* Impossibly high standards may pe’
W set for her as conditions for ap-
proval and acceptance, or for

performance and raises.

* There may be a double standard
for penalizing her mistakes or

‘ infractions.

HOW YOU CAN HELP

stereotyped

ex- -

To avoid tokenism traps, use
these téchn1ques.

//l
Discuss Tokenism with Women ’

3
. Knowing the possibilities in ad-
vance can help women determine "how
to conduct themselves and avoid harm~
ful misipterpretations.

Principlea of Conduct

In the initial stages of her new
job, particularly if _she is the first
woman ,there, and most especially if

she 1is entertng a. macho trade, sug-
gest that an, NTO woman be pleasant
It mftht not

but not too friendly




N

3

.

be wise for her\ to go J&inking with
. the boys, or to use vulgar language.
In, terms of clothes, she should aim
for the midpoiqt between sexy and
sexless. Mqst important, she skould
be able to regpond  assertively to
w. besting behbvior. Ask role models to
describe situations they, have faced
and role-play them in the group.
Point out that once men get to know
an NTO woman\\ﬁgelr sterthyped re-
sponses often de, 'so it is }n/her
interest to play a walt1ng game.

-
-

Legal Rights v

~a

’

A .
« “Some of the -behavior we have
described above }s illegal because it

diseriminates “on the basis of sex.>’

Women need ¢to know what the laws pro- -
hibit, and how they can have their
rights enforced. (See Chapter 8 for
a.review of_pelevant laws.);

‘ v
' Clyster Women )

\

A |
-
A lone woman is' a sitting ,duck,
and two of them can be subJect to’ a
"divide ard lbnquer" tactiec. -Try to
. cluster women in classes and’ o -Lhe
job in groups of three or more when-
ever pos ble.

Provide Support After Placement

See Chapter 8 for more on this

point., "~ - . .
. ) s y %
SEXUAL HARASSMENT AND RACISM: AN
;. INTRODUCTION '
. After-eareful consideration and.

discussions with many people, we Have
» .«chosen to devote considerable space
“'to. the issues ‘of sexual harassment
and racism to assist those NTO wamen
who encounter them. Although not all
women ‘e peHﬁence them, those who have
say that advance preparfation would
have made a night-arnd-day Qiffi{ence.

Sexual harassment and racism have
had a 1long and pervasive cultural
. 'history. While racism.has been the
’subject of publie discussion for some
years ‘and sexual ‘harassment 13_ be-

coming so, they tend to be dealt w1th ﬁ
abstractly, at emotignal dlstance.
People who have not personally expe-
rienced them often have dlfflculty
appreciating how devastating they can
be to one's 11ve11hood ,and self-.
respect. o v ) '
Many people ‘deny these ‘are seri-
ous ‘issues, for two reasons. First,
uhpleasantness creates an avoidance
reaction. Secondly, people who ha
not experienced prejudice persoﬁalY?;'
are often unable to recognize it when.
it occurs., Some people believe that
by ‘talking about sexual harassment
and racism in all but the most theo-
retical ways, 4je encourage fear and
create problems., There 1s a teddency ;
to blame the victim ("She must have
asked for 1t") and refusal to accept
responsibility- for change.

"By denying these .problems, we
don't make them disappear. On the
contrary, they become aggravated pre-
cisely because they are hidden and
thus protected '

In add1t10n %o descrlblng the
problems and suggesting ways to deal
with them, we are presenting fairly

"lengthy interviews with women who
have exper1enced setual harassment
and racism, We urge you to -imagine
yolrself in their place. You may
find some of the words offensive —-
as we certajnly Yo -- but we stress
that a reader's discomfort 'is mild

acompared to that of a person who has

,lived)these experiences.

We recognize that it is not with-

N in your power to eliminate racism and

sexual  harassment completely, from
€ither the classroom or the work-
, place. However, it is our hope that

by, understanding them and experi-
encing them by proxy, as it were, you ,

v will be motivated to tackle the chal--

1enge prepared to deal with the in-

- 8sensitivity and resistance of others,
and able to help NTO women copelwith
' these problems should they oceur.

P
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V. SEXUAL HARASSMENT

-

Sexual harassment is now illegal
under Title VII of the Civil Rights
.Act, enforced by the Equal Employment

Opportunitfes Commission. Quoting
from the regulations: ( .
"The guidelines define sexual ;.

harassment as unwelcome Ssexual
advances, requests for gexual

s, favors, and other ‘verbal or
physical conduct of  a nature
which constitutes harassment when:

- submission to. the conduct is
either explicitly or im-
plicitly a term or céndition
of an individual's employment;

- submission or rejection of such
conduct by an individual is .
used as the basis for employ-
ment decisions affecting that
individual; and/or .

- such conduct has the purpose or L
Neffect of unreagonably inter-
fering with an individual's
work performance or creating an

intimidating, hostile. or of-

ensive working environment."

Sexual harassment can cover a
ide range of behavior: ,ogling’,
sexual innuendo, sexual ‘suggestions
or Jokes, pinups or.other offensive .
pictures, "agfidental" or "friendly"
body contact kisses and hugs. propo-
sitions, an attempted and actual
rape. It is harassment whether it
comes frdm a sufervisor, a coworker,
or a customer,. an instructor, a
counselor, or a student. . ~

Although the ‘problem is most rec-.
ognized/in the workplace, sexual har-
assment ,also occurs if . school sets’

"tings, as:.the following examples
indicate:* , ‘

"wWhenever he talks to md he
keeps his eyes om my breasts.” I’
. ~— - L)

,
e

*Drawn from Sexual Harassment:. A
Report on the Sexual Harassment of
Students. See bibliograpq?

Ly, 1
A

/ ‘ A

. considered freely chosen.

: appro;imately

14

don't know how much longer I can

force myself to go to his office

for help I need, or .even to go to
, class.™

E}
.

"] had earned a C, but my.-final
grade was a D.
talk to him about it, he told me

. there was one yay I could get an
A that wasn't available to his
male students.,™ -

"F missed a final exam (for -
family reasons) and the instruc- .
tor asked me to take “the make-up
exam, in his, office.
ling me and stroking me. I left
his office in shock and haven't-
returned. I guess thig means T'1l-
fail the course." Q\
A

The- key to understanding sexual

harassment is in one word: Héel—

come.. “Mutually) acceptable flirta- .

tion, affection, and romance are :
different because they a’e. in fact,
mutual. Submission~to sexual pres-

sures in exchange for passing a

course or keeplng one's job cannot be

Sexual

harassment is, rather, an. abuse of
power. It is a form of corrupkion,
with sek, not money, as the medium.

a
.

HOW COMMON IS IT? A

i

Although sewual "hardssment af-
fects both sexes, it id women who are
the most frequent victims. A 1976°
survey of 9,000 employed women con-
ducted by.Redbook magazine found that
0% of them reported
having/been sexually harassed:at some
time in their work lives, A 1981
report of the U.S. Merit Systems Pro-
tection Bgar8 found that #42% of
female
were sexually harassed during th
ceding two years (the  Tigure for
meh was 15%). Generally, studies
f{nd that 90% of women have observed
éexual . harassment, 70% have ex-
perienced it, and 50% have quit or
been fired over it. * These figures .
‘comg as a shock to many people. In a N

.

’ ~

st

When I went to .

He kept fond- . -~

federal employees said they !

L4




recegr drticle on semdal harassment
in e Harvard Bu51ness Review, one
of the conclusions is that "Many
women, in partlcular ,Qspair of
baving traditionally : male-dyminated
management , understand L ho
harassment humlllates. damages,v and
frustrates‘them"(pnd they despalr of

having managenent's support ‘in
resisting it."*' ~

If sexusl harassment 15 so wide-
spread . why 1s there so ‘much igno-

rance about 1t? Few women report it,.
Sope reasons- are these: .,

* Smame. and embarrassment

* Fear that they may pave ln-

\ vited 1t unknowingly.

* Fear of reprisals from the

harasser.

Conviction that no Qne will

believe themy .

* Lack of proof. o

* Fear of being branded as a .
"troublemaker."

*x

s

Although these reasons are certainly
understandable, gilence protects *the
harasser more than the victim,

4

7 .
WHAB DOES  SEXUAL HARASSMENT -FEEL

QLIKE? -

Roberta came to us to tell her
(story, in an attempt to get over the
emotional trauma Qaused by her exper-
ience of sexual harassment.

" "I worked as an elementary school

teacher for eleven years, but about 3—,

year ago my. job was -cut out. A
friend of minkg drives a truck, and I
thought, well,
sounds sort of exciting.
go across the country. My kids are
teenagers uow, and I'm divorced, so
it's time for me to do what I want,

¥

®*Eliza G. C. _Collins and Timothy B.
Blodgett, "Sexual Harassment: Some

See It, Some Won't," Harvard Businass
Review, March - April, 1981¢ pp. 76 -

" much’

she can do it and it -
I'd 1ike to '

-

A

me, but they d1dn't H!lp me wien I
needed help. °
N ’ .
"Things were fine at first at the
‘plant, too. . Sure, there -wa% the
*.traditionale thing, you khow, the
flirting, the questions, But ' I
thought it was all in good fun. I'm

"So I went to trucking school. I,
. was the only women in my cjass, byt I

Had ' the 'support of everybody. The
. 8uys knew some stuff I didn't know
since they had worked with trucks
before, but I .was an all-right
studegt. I figured I was tops in my
class among women!

X "My first Jjob was perfect for a
beginner. I was the night driver, I
got the™ loaded truck at the
warehouse, drove it across town to
the plant, docked it, and waited 4ill
the plant gyys unloaded 1t Then I'd
© go back. By the time I was through
with that plage, I could have parked

that 45-foot box .on the roof.A It was
a beautiful job.

"Th@“guys at the plant told me to
watch out for the truck drivers at
the warehouse because

y might,rape
me. But I had no protlem with them.

They were friendly and open and liked:

coming in to have a' cup of tea with

a good guy. —— I'll go out and have a -

beer with a
people. ’
really g

jokes that come ‘up. )
talk, I was sleeping with everybody
in the world. It was just things I
picked up, not anything you could
nail, little stuff that can kill you.
I tried not to react, but they got
grosser and grosser. Thén I told
them to cut it out, but it didn't

body.
£ then
started,

I like to talk te
the sexy talk
Those 'fqnny'

. make™®my, difference. Y

going to your house tonight
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"My bdoss, he's the one I blame.
He's part of the system, he's the one
who's Supposed to control the ‘pebple
who work there, A woman in -the
office wdrned me, 'Watch out for him,
He asked me out, I- said npo,
that's when the badmouthing started.'
He started aSking me out. 'We're
4+ be'd
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He didn't ask for a daée.
expected it. . Of course I told him
'No.' hat's 15-year-old staff.
Pretty soon everybody knew about it.

say. he

; s

. "So the honeymoon was over af‘t,er
four months. A1l of a sudden, the
job wasn't being done properly. One
night the truck was busted. My boss *
knew it was having electrical
trouble. I stopped work 55 minutes
early so I could call the mechanfp.
_What was I going to do: with a dead
truck in the middle of the night? I
was putting the truck away when He
came out screaming at me. He wrote
me up to the union for stoppin
early, and ha, ha, he thinks it's
fynnyi Everybody told me, 'Don't
worry about it. I have millions of
thosd things.' But I can't‘'do that .

ay.s'upposed to be a gooq straight
dy truek driver. .

nI.didn't really understand what
was happening. I felt 1like I WZS
cracking up, and sometimes that it
was maybe my fault. I started to
have bad dreams, real nightmares.:-
Machines were grabbing my hands, and
dirty men w1qh garbage on their
hands. I couldn't eat, and I love
to eat! A1l the time, all -those
l1ittle /hurtful sexy comments, ’so
little you can't remember them but
big enough to hurt. And 'more and
more complaints about my work. But
in this kind of Jjob, you can'teyake
mistakes — it's too easy, once’ you

* know how. I know my ‘work was okay.

+ "Being all alone was the worst-
I didn't have one friend at work. I
complained to thg union steward about
my boss, he told mecto take him with
a grain of salt. The truck "drivers
listened, but they didgp't understand.

"The last qtraw me ten months
after I started the) job. ° A new
Jrigh=-up boss was therd with my boss
and the one of the guys said, right
in front of the new boss, 'You've
been doing it again on the desk,
Roberta. .I can see it, smeared all
over the desk.' -
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‘he'd

.desk should have been enough,

"For two days I got .sicker “and
sicker. Then I thought, I don't:need
this abuseé.' I don't need this ‘job.~
So I called personnel and 8aid I
couldn*t come in any more beoause of
sexual harassment on tHe part of my
boss.* He wasn't the oue ‘who made
4+hat comment, but 1!5'% .he re-
sponsible for what happens there?” -1
wrote a letter to the pregldent of
the company, who sent it”to the
affirmative action officdr." aid
interview my boss. My ss
denied- everything, even proposi-
tioning me once. Maybe some of the
other men, but not him, <80 it's
working down to one pdﬁaaﬁ!s word
against the other. The “affirmative
action man told me to write it all
up. How could I write up all the
little stuff you <can'"t really
remember? That statement -about the
as far
as I'm concerned.’ He said he'd
interview the, other men angd call me
back. He hasn't,

“I'm feeling a little  besber now
that I have énother Jjob, teaching
handicapped people how to drive cars.
I wds so afraid I wouldn't bé able to
do it. It's a good job, but I really
want to be a truck Qriver. , I think
abopt what happened a /1ot. Your
livelihood depends on your job. You-
have a house and kids to take care
of. Maybe it was because there were
a lot of layoffs when If was there.
Maybe the guys at the plant joined_ in
the free-for-all because ,they were
afraid fomstheir jobs. I'm positive,
though, it happened because I'm a
woman. Nobody e¥se got treated like
me, including new guys.

[}

I was going to
explode. There were times I felt °so
dirty{I took scalding hot showers to
clean myself off, I won't be over it
for a long time. I know I'm still
angry. I cry. I feel like I've been
raped.

"I felt like

"Women .should have ' someone who
cares’ about Shem wh?re they: work.
They have to know how it can be
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‘industry."

' 2 * .
before they get in thewe. I didn't
know any of it. ) )

"When I get my strength back, I'm
not through with the trucking

L]

How Setual Hawassment Hurts Women:
S q \\/
% Undeserved bad performance

reviews and failu;; to obtain

desqfved raises or)promotions.

* Decreased self-esteem-from. im-
‘*paired job performance caus%p
by strgss. .

® Loss of an income from being

" fired or quitting.’

ﬁ\ . Sexual harassment is legally, moral-

-- Lower productivity, owing to
stréss for harassed womer, to

X, poor morale for other = .
employees.

ly, medically, and economically un-
acceptable. *, ;o

~ .

WHAT CAN

BE DONE ABOUT SEXUAL
HARASSMENT ° :

* Institutional Policy

* Difficulty ih obtaining unempley-

ment compensation without proof
of sexual harassment (and it's
hard to obtain proof after the
fact). :

4 Difficulty in gbtaininé go
references for next job.

* Emotional®effects: 1loss of self-
confidénce, humiliation, shame,
guilt, anger, etc., which can
lead to disruption of relations
ship with mate. "

- % Physical effects: migraifle-
heagdaches, back and_neck pains,
insomnia, clinical depression,
high blood pressure, stomach

+  ailments, etc. !

.Many " studies have shown that these

consequences can occur whether a
woman resists or submits to sexual
‘pressures, whether the harassment is’
verbal or ph¥sical, or indeed whether
the harasser actually» propositions
her or not. >

i .

How  Sexual

Harassment. HurE?
Emplg;ers: .
/

[
# Destructive work environment
leads to low morale. .
‘# It is expensive: :
C— Fin%;ng and training replace-
mentS for harassed women who
quit *or are fired.
-~ Increased insurance presfums
for Stress-related ailment
claims.

—~ Increased sick leaye.

v

.

With Staff ~

Althoiugh sexual harassment prob-

«ably occurs more frequently on' the

job, it does sometimes happen in
school. Your school should have an
official pplicy on sexual harassment,
signed byﬁthe top administrator and
distributed to faculty, .staff, and
students, An example of this policy
is included in' Appendix G: it . is
excellent because 1t contains an un-
derstandable definition of the prob-
lem, explains its, illegality, and
prescribes effective and practical
grievance procedures. If your, school
does not have such a policy, point
out to administrators that it is in
their legal self-interest to-do so.

\
" \

The distribution of an effective

instituti%pal policy statement on.
“sexual harassment is often all that

is needed. , If you have reason to be-
lieve that sexual harassment may. be a
problem in your school, staff train=-
ing may be in order. An outsider
brought in to conduct the training
with the publiv -backing of the top
administrator is effective for coun-
tering resistapce. Your state'sg sex
equffy
gestions (see fppendix C). You might
also consider inviting staff to a
workshop for women - on $exual
harassment. ©

This can be heipful not only in

preventing Sexual harassment of
fémale students, but also in reducing
the tendency af

. -t

N
“>
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oordinator can provide sug--

staff to blame the
. victim for sexfre}hped incidents.
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With Women = - ’
. ! -
Dispel Ignorance. Knowledge is
» the most powerful tool women have to
counteract sexual  parassment.
$tud1es show that when .women ignore
it 1n the hope that it will go away,
it continues or intensifies$ 75% of
_the tiie. When shey deal with.it the
first time it ocelrs or as soon as
they understand ~what is happening,
this is often enougb to stop it,
particularly with men  who don't
realize their behavior is offensive.

Teach Legal Rights. See Chapter

‘8.

_Degensitize Language. Take the
sting ‘Put of obscene language. Ask,
the women to-sit in a circle and call
* out the most insulting, vulgar words
they can thank of, the louder the
better. Keep it up until everyone
can say all the words., If a woman is
Yater called one of these names,
she'll be able to recall laughing at
#t with the group.

Practice recogﬁition and re-

_sponse. Ask women in the group Cor
better yet, role models) to propase

incidents they have . experienced, for

role-playing. Practice all forms:
ogripg,’ "jokes,” comments, pro
tions, "friendly" pats on ‘the fanny,
"good-nabured"” hugg, and even
physical assault. Praitigep?psertive
responses: "I don't find that' joke
funny, and T don't want u to talk
that way to me again." "That offends
‘me. Please stop it." "I don't like
to be touched. Don't do it again.”
. Immediate, - assertive responses such

as these put an end to most
harassment.

‘Prepare for escalation. - If
assertive responses don't end the
harassment, there are other steps to

take. . -
.)‘

* Keep a log., Record each inci-
dent on paper (or tape): whaq,
when, where, what was said or L
done, and witnesses (if any).

This is critical,’as it ¢on-

' ‘ . L)

~stitutes legal proof of sexual

harassment shouldéﬁt be needed,
# Send a letter or memo to the
haradser, perhaps with a copy to
a superviSor or administrator.
Specify the offensive behavior. in
detail (when, where, what) and
state that it must be stopped. °*
Keep a copy for your file. This
leo constitutes legal proof.
onfront the harasser. Tell him
forcefully that you find his be-
havior degrading andgpell oat
the copsequences if he does not
stop.

* Humiliate the-harasser publicly.
Tell him in the presence of
others what he has done. (Some-
tifies threatenihg to do this is
enough. ), ]

. * Talk to other women. Many times

.a harasser will victimize several

women, each of whom is too embar-

rdassed to tell others. A group
response 18 péazrful

* Follow each étep of the grievance
procedure carefully. and note
everything in the log. This
makes the legal case against the
harasser stronger.

* If the school or company griev-
ance procedure does not bring

\ satisfaction, file a complaint

with the Equal Employment Oppor-

tunities Commission or file a

Jawsuit. '

AND MOST OF ALL .

!

Get emotiohal support, either

7 from other women at work or

chool eor from aswomen's center
the  community. Sexual harasse
ment. is too heavy a burden to
carry alone,

-

> ' « -
.

r
?

VI. RACISM C /

- ¥
R .

In this section we will be con-

cerned with discrimination against

_black women, the only NTO mipority

grolup we have sufficient information
about but the largest one in the

-United States. Many of,the points we

5
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be’ extended to
Race discrimi-

‘make can, however,
other minorities,
nation in education
is, of course, illegal under several
laws described in Chapter 8.

If you want to krve black women
1n your NTO program, it is important
that you understand the cultural fac-
tors that have affected them. For
example, few black women have had the
économic luxury of choosing to be
homemakers. In 1973, for example,
54% of black mothers worked for pay
while only 31% of white mothens did
so. Working has developed in black
women a- tradition of independence and
self-reliance.

As jw s true in, the past, black
women Jﬂll earn less on the job
than white men and: women and black
men. Using the earnings of white
males*®as the standard of comparison,

" this was the situation inm 1976:

White Black
Males 100% 75% .
Females 59% 56%

It is also important to remember
that black women, like any othér
group® of people, are individuals.
There are just as many cultural
differences, background variations,
and }evqls of motivation and
FAchievement among black women as
there are in any other racial group.
Given the destructive and divisive
effect of racism, your goal should be
to promote mutual understanding and
solidarity among all women in your
program. - Particularly if you are not
black yourself, we urge you to read
the work cited in Appendix H on
black women. -

4 ) ’ . = '

In "its general gsense@ radism
means an .irrational belief in the
superiority of one race over another:
We use the term here to mean any
policies, woMls, ‘or acts which
demean, diminish, or exclude a black
women becau of her race,
preventing her from entering school
or work, or performing to the top of

\

and employmentw,

thereby
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.her strepgth and determination to

. . -

her ability éuring training or*on the

Job. It is similar to one of the
sexual harassment guidelines "con-

duct [of a racial Waturel that has,,'
the-purpose or effect of unreasonably
interfering with an individual's work

per formance or, creating an intimi- .
dating, hostile, or offgnsive working
environment ."

s

?

institutional or-°
deliberate uninten- ‘
tional. Even when the policies,
words, or acts of the institution or :
individual are subtle or not in-
tended, if their:impact results in
disproportionately negative conse-
quences to black women they must be
perceived as racist 1n effect.

Racism can be
individual,

andrak.

* Racism can be one of the most
difficult 1ssues to grapple with.
While we have no statistics on the
frequency of rac:al .1ncidents, . many hd
of the black NTO women we interviewed
or who participated in our field test
did say that racism was harder po
deal with than sexism. They pointed o
out.that while a white woman can shed ‘
her NTO status outside of school or

work, black NTO women can bDe
confronted by racism anywhere. They =~
strongly. recommended that programs

serving black women devise ways to L
déal with racism openly. * . :

» )

WHAT DOES RACISM FEEL LIKE? r
interviewed Tara, a
gradtate of a pre-apprenticeship \
program, when she was a new brick-
*layer s apprentice, She told us how
important 1t was to discuss racisy
openly, as had beeh done in her NTO .
program. She’ felt ®hat the training "
and counseling she, had received gave

/ We first

complete her three-year apprentice-
ship, and hoped, to go into pusiness ,
for herself ohe day. At j}ﬂ? end of L
the interview, she said: . .

"If this is what the woman *

wants to d ell her this. 7,
Don't anyone talk ypbu.out of
or hafass you out of your job. |, X

&
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There's nothing on 3 construc-

tion site a-woman can'% do. Try

a pre-apprenticeship program to

‘get your feet wet. You can . -
always change your mind. But

make it your choice! If you - *
have support, you can-make. it
through."
Several.months later - however.
* she ﬁzg different things to tell us:

"Frankly, I'm giving “Myself two
more ménths. I'm going to have to _
re-evaluate the whole idea of a
. bricklayer's apprentrceshlp. The
racial harassment isn't worth it -- I
get it from the foreman as well as
the, laborers.

.
®

"Like some other women appren-

tices, I had to get help to bring
pressure to get'  my first Job
assignment. Then, it turnped.out that

the union B.A. (Business Agent) and
the foreman 'were my two strongest

opponents. i got~that assignment,
but now it's been pretty tough. - .

"One day, I went into the_shanty
where we eat. One of the men was
pouring coffee from his thermos. He-
said to me, 'I like my women like I
like my coffee, hot. and ~black.'
Things were tough that day as it was.
I threw back, 'I like my men cold ‘and

.dead' but felt awful. Nothing -
feels good, neither saying‘nothing,
nor an angry comeback. .

"Anothér day one of the men

stopped me with, 'Chocolate women --
do you give chocolate milk?'

"One day after the rain the whole
site was mudd¥. When walking
crosswalk planks, the rule is -“you

w34t or step off if a wbrker is
] “halfway across. This guy refused to

step off, and said, 'The mud is more
your color than mine.' At that
point, I wouldn't give ground. I was
scared, but I kept walking -- and he
moved out of the ‘way.

L 4

(
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"Another day, 'Nigger bitch go
home! was drawn in the dust on my
car. . : ; :

"There s only one o;her woman on
the job -- a, white ‘woman laborer,
Lorraine -<- Yeah -- They call her
'Bubbles'. They help her, ,when she
has a load .one& persen cam - easily
handle. When I ask for help; the
foreman says, 'You asked for a man's
job, dign't you?! Lorraine was

‘carrying three pieces of- styrofoam
oge day and I was given two 75-pound

blocks of:concrete. One guy ran over
to her saying, 'Bubbles, let me give
a real woman a hand.' His buddy
turned to me, 'Haven't you got those
blockg over there yet?' We talked it
over one day, Lorraine and I, but she

said, 'I'm not here to change the
guys. I'm here to find me a good
husband.' L~ ‘

"My foreman? He's the one who
keeps saying to me, .'You better look
out. ‘Women can't 1lift or do physical
labor. ° Nou'llecatch breast cancer
and die.' . '
¢ / *

"He assigns me all the rotten
jobs -~ and the lousy equipment. One
day I was assigned outside in the
snow with an old noisy saw. I nearly
got deaf. They had no earplugs for
me. To keep myself dry, I went home
to change into long underwear and
rain gear. when I came back, the
foreman re-assigned me indoors, where
-1 sweated in all my rain gear -- you
can't be aressed in, any kind of
underyear if you're with guys.

"If I had known all this
beforehand, I would have prepared
myself for psychological warfare,
When you have to work eight hours a
day, forty hours a week, it's tough.
You never, not once, hear, 'That's a
good job.' Skilled trade men seem to
be a different animall

"The union? Are you kidding?

There are U450 of them -~ I'm the only

woman brlcklayer's apprentice. I
don't know -- maybe I'll psych myself
up and go to the meeting next month.
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"My real fear now is that they'll
trick me into hurting myself
permanently. After all, 'm Just
learning the trade. What do ‘I know?
You know who I have to depend on to
teach me? Guys like Joe, who told me.
last week, 'You know, you can be part
of this foundation -— and it will be
an acci&%nt!'" . ‘

Just as with sexual harassment
and tokenism, racism damages. woman
and harms employers' -interests. ;o
therextent that racism is in effect a
"double-barreled dose of these prob-

"lems, it is all the more devastating
-- emotionally and economically -- to
black womew.  Racism must be dealt
with openly if it is to be combatted
among staff and students. It should

" also be discussed openly among white
NTO women to avoid Lorraine's
attitude that "It's not my problem."
Solidarity on\sthe race
all women, not
essentifl. '

’HHR¢ CAN BE DONE ABOUT RACISM

b Y

Ragism .invidiously strips sblack
people. of their personhood.\their .
humanlty There are things you can
do to ‘raduce it and to strengthen
black women's aPM\jty toe cope with
it. The methods are simila those
we have presented in the sqctgons on

tokenism and, segfual harassment:

clustéring, staff training, asser-
tiveness training, and ,support
. groups. 1

Preparation

-~

Staff. An NTO program that in-
tends to serve black women"SﬁBuld
hage black women or=its tafﬁ{ ‘either
«+:as program. coord;n/ior or ‘ as
counselors, 3for reasons of effective-’
ness and credibility . If you foresee

any -racial problems in your sghopl,
it's sensible to set up a schooihwide
task,k force in a%kance with blacks
included in the g Listen care-
fully to their advice.. This is es-
pecially' important if. your school has

“

>

b

« tant.

-

issue among
Just blacks,‘/;s/////
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“a history of serving.primarily white

students. -, A site director.
out: . * ]
‘r 1] . . .
“If 411 the -decision-makers are
white, black women get the mes-
sage that the program isn't,
‘serious about serving black -
women. Besides, they must have. .
people they can identify with in
leadership p031tions."

points

N\

Staff tralning. If<you have any

reason to believe racism might be a’

problem in your school,.arranrge with
an admlnlstrator for staff trainlng.
preferably by .a professional consul-
Indlude administrators, coun-
selors, developmenial studies staff,
financial aid personnel, and place-
ment staff as well- as instructors.

-~

.:V . .1

Ask black women to participate in the -

training to. "tell it 1like it is."
r1butb the school's

y on racial diserimination.

PubllClt!. Picture blacks in all
recruitment materials, including cat-
alogs.  Feature black instructors and
staff,

+ Reputation. ' Your school has a
reputation in the black community as
hospitable or inhespitable to blacks.
Find out about it

Training

Policy..,, Inform women. of the
school's policy on racidl dis-
crimination. ’ Review their 1legal
rights, where to get help,™
channels.to uge for grievances (see
Chaptér 8).- -Most states ‘also have
race discrimination laws, too: find
out about your state..

Role models.
biack‘role models.

I d

Clusté}ingu
in classes.
[, ]
Honesty. Address. the . issue of
racism openly in. support groups,

- workshops,, and individual counseling.
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Make heavy use of

Cluster black women’

official
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»
Role-play ractal 1ncidents using as-
sent eness*technxques. " This can
somg¢times be as much of an education
for the white women as the black
women.
- ’ s *

Ronnie Sandler, the coordinator
of a pre-apprenticeship program for
women in Michigan, toll s what
Happened when she scheduled three
group couﬁ%eling sesssions<on radism
for the black and whige women in+NTO
training.

v

3

"Minority women. in' NTO hage it
tough. ~ Some ahe confronted evqsz day
by-hoStile, racist attitudes..
don't make it through. = We felt the

tension ourselves in the training. -

There were a number ‘of black women in
the group and the white- women hadn't
had much expprience relating to.

. blacks. The sessions 'we had were
pretty he§vy at times, but they did
the trick. ’ x

“MA lot of unpleasantness came out

> =~ undertones, Sstereotypes, :ahger,

and frustration at, the igporance.
Some white women asked\guestions
‘like, 'How come you all\live on-
welfare - and, . have _
Cadillacs?' , Some blébk ‘women asked
asked questions like, 'How come
_you're always so weak ‘and help 2!
One black woman threatened.to _
the hell out of that woman if sh
‘doesn't- shut up.' Another said,
der I. have to ‘straighten ‘'her t?
It's not my.job to be training white

women, Let them stay bo,themselves
Who cares?' .

"The d 1veness _was ‘awful the
first, time, women, black and
white, ende rying. It's hard to

hear you're ag They called me
on it, too. One woman said, 'How
come when you talk to blgck women you
always stand with your hands on your

hips?' I never realized that. But
?nce'I acknqwledged it- and - said,
Tell~ me; ,when I do it,' it was the
be ngy for- all of us to take
PQGPonstbility for helping. each
er. e p T
- + , R ! » 8
”,‘ b‘ :. " -
e T -

q‘hy 4

a

v

" "Because we had gotten so -much

out in the open, the next two
sessions went better. For one of
them. an assertiveness

trainin
- ~session, we called ip @ black womag

consultant from the Urban League.
* She met separately with the black

~ women. Our counselor met with the
oth er group. v

"It was interesting to see the
women's assertiveness improve through
role playing. e black woman had
said at first, " an- do ‘the work,
but every day I havexto face that
racist harassment on the job. Ome of
these days I know I'm going to hit
that guy!" The assertiveness
aining was prgetice, given in a
e place. Durlhg one role play, a

bladk MWoman said, 'Lock, black women
have o have higher pay to feed their
# familiks, too.'-_Role playing a scene

_with hostile instructor, another
said, 'I'm determined t4 get off
welfare. Nothing s going t0 stop me.

Help me learn what I have to know, or
move out of the way and I'1l teach
myself.'

"At the last session, we all got
together again. Misconceptions qn
both sides %egp broyght out and scme
of the myths. ga way. The white
women found they \could acknowledge
their racism andK)ot get bent out of
shapp. ‘and then get on with the
business of doinp/sqmething abqut it.
Preoccug}ed with efr own problems,
like everybody is, they were really

% surprised -tb learn that Jjust heing -
white gives them more options. Women

. said they were first becoming
comfortable with people of different
lifestyles. -That's also important on
the job, because the men sure can be
different

m some of the men
they’ve )kno s . Ty

"There were some rough moments at
first, but how much more supportive

- the women:were of each other latey) in -
" .the training %nd on the job! Asione ~
. of them told me, 'I remembered how .
together we were in olass. That
stayed wtth me, SO now that we'reton
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t the job we stil
other,'"

talk \{}4 eash
b [ ]

Clusterihglk Cluster blaéé/women
on the job if at all possible.

‘y Placement

[ [

Publicity. Publicize placements
of black women in the media, Qgth
within your sghool and in your com-
munity, In this .way, they becomem .
role godels for others. Be sure your
school's part in their .success is
mentioned. - ¢

-

+ =% When the first minority woman
was apprenticed.in one city, a
Bdg public relations campaign
was conducted by the Joint Ap-
prenticeship Training Commit-
.tee: newspaper articles,
pictures, T ‘interwﬁews —- the \
works, The next year, U0

‘e . women hecame apprentices, magy

‘'of them minority women.

*.0ne school invited supporters
of the black and white women
gradrates of its 'NTO program
to an annual banquet. Accom-

F) panied by media coverdge,
awards werg giv cyxunion

, business gents?&;ggtoyers,
and journeyman"i ctors.

- / »

Stand £1irm If you meet anti- .
black resis‘taﬁ from employers, you
have the option of refusing to deal
with them. (Thereyis infdrmation in

. resistagt e ployers in. Chapter’8.) . .
T 8uggdr:.\‘!{ post-placement

quﬁpdr% groups (8» apter 8).+ -

Information.  Giv® black women
information about groups that serve
"them, such as the National Urban
League, the NAACP, and "the” Coalition
of Black Trade Union Women.

~

. 3

AND MOST OF ALL

< 7, e .
Provide support. Black women
neéd support and solidarity from
black and white women, The double
bind of racism and “sexism

o

-

is too
heavy a burden to carry alone.’ ‘

B g W
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’
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| , *_ EVALUATION

1. Talk to the women and ask them: - ' g

a, Are they having a personal or interpersonal problems:. or

. are they concern¥d about such problems in the future, that
. ' individual or group sessions could help with® ! J
’ [T N
< b, *Are the sessions they now have meeting their needs?

- o

é. Distribute a gimple questionn'aire at the conclusion of each‘workshop.
or series, such as this one. ’

, ) . .
T WORKSHOP ON . -
ﬁA\ Information
- / ‘
N 13 M . Y ',
. How clear and understandable was the 1n£‘ormat‘n. w
Very Somewhat Not at all
. ., - .
b. How useful was the information to you?
- Very Somewhat Not at all
-7 c. What information should we include next\frme?
\}
B. wﬁshop Leader )
Y ~ © ¥
{L— .a.. How well informed was the leader?
» . .
Very Somewhat ' Not at all
‘ £ ‘ .
b. How organized was the leader? *
: § Very Somewhat Not at all
4
' § . e. How could the léader improve the prasentation next time?
' ‘ .
F ‘ " ’ 1 \ :
. . y )
/ C. Did this workshop meet your needs? Why? />
. . - Al >
N f ’
¥
b . <
e ’ "
- O -
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, v START-UP. CHECKLIST
. ) “ . 5 - 1
_ - ‘Have-you . . . ' . N !
) ' . * ‘ ’

- " .

., ... Become informed about the‘tépics'in this cﬁapter?

‘ . o . . S‘ *
M ) - - " Y ’ . _
.+. Made a file on people who @an do workshops w1th ‘or for you -

(e.g., role models, experts etcré"

-

o nbc ',
) ‘ ] ... Identified existing workshops in your school and community ) .
- x NTO women can attend® = . o
. o .
. .' \....Figured out alternatives methods for women to meet who can't
S . attend the regularly scheduled support group meeti '
3 : .v - P . 4 - -
o <e..-Identified counselors and Instructors who are most supportive ’
R of” NTO women? . ‘
[] ’, . . . ,e "' . = -
S, ¢ ‘
... Devised an evaluation method? : -
. - » ( )
. 4 ~ = .
N a ' : ' ‘
. ‘a‘ . A
v R . :
’ * .)"“ . * . y 3 -
Ay . . " »
b ~

P
. - ) ) .
- . , ’ .
» -
- .. i
1} , ’ ~ .
S T 122 - - ' )
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CHARTER 8:. PLACEMENT AND FOLLOWUP ‘

+

., = . -

You're into the home stretéh now. Thls chapter offers 8
on how you can make the job huntlng and selectlon process as
as possible by means of good employer.'contacts. It also conta

tha is the true measure of effectiveness for an NTO program.

¢cessful
s guide-

lines on followup, récognizing that it is job retention, not placement’

&

+
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~resources that already exist to
accomplish them. Pladement is being .
done, formally or informally, by .any

.

. Jpay off.

Your efforts, as well as those of
instructors, counselors dministra-
tors, and other peopl are about to
* You'll soon have .the plea-
-sure of watching women” step into good

jobs —- jobs that pay well and have a.
80lid future -- often for the f1rsb
t1me in their lives.

L]
P

"3uccessfu1 NTO programs readily
attribute their sugcess 1in large:
measure to extensive anp'frequért
contacts with employers., We cannot
stress enough the importance of get-
ting to know the employers in your
area and maintaining contact with
them, beginning at the groundwork
stage.
‘vity, especially as women 's readiness
for placement varies with the occupa-
tion program.in which they are en-
rol128 ¢and 3ometimes with (their
pressing economic need for -a job
before they complete training). So
be prepared to spend a signlflcant
amount of time out of your offlce
meeting with employers.

et

—

I. BUILD.ON WHAT YOU,HAVE

Placement and , followup re
*hardly revg}utlonary ngw activitlies
in.-your school, so take ddvantage of

or all of the following:

® Placement Office (Career
Services, etc.)
Instrugtors

Counse?ors

Advisory Committees
Former students

__A\
Followup ;s being done, formally
or informally,. by:

* Research and Evaluation Of fice
% Placement Office,
- #* Instructors

% Advisory Committees

-~ .

This is a continuing acti--

. skillw}evels.

/

‘I

pfforts,

. To § avoid .duplicatiﬁg their
find out who does what and
wérk with, them.

’

II. TIDENTIFYING JOB OPENINGS

-

Althdugh’ NTO women wWill be
responsible for making job 1nterv1ew
appointme ts, subm1tt1ng resumes.
arranging for reference, letters,
getting hired - placement, in a word,
your hekp Wwill be needed in finding
out about the job openings they can
apply for. This section presents
ways for ybu to build on:existing job
development resources to do this. .

From the groundwork you did while
planning your program, you already
have a 1list 'of employers -for the
occupations you targeted. In addi-
tion, instructors and placement per-
sonnel ware familiar with area employ-
ers, Finally, your role models have
provided you with some promising Jjob
contacts. This -section builds ‘om
these techniques and adds others.

] ‘

-

woh&&HG'HITH SCHOOL PERSONNEL
/ ‘ .
Instructors who already do place-
ment are probably your best allles,
since they are sold " on women's
ability to do the work well and c¢an
communicatd, to employers their ex-
perience an owledge of-the women's

Placzzent personnwa] and others
not as rectly involved\ with the
women's progress may need som
ration and orientation. If you have
any .reason to believe they will be
inadequate advocates for NTO women,
you'll need,to follow: some of the
suggestions presented in Chapter 3
(see the Section on "Working with
Faculty and Staff"). You can enlist
the hélp of supportive instructors,

who can invite placement staff to
classes to observe the women in
training. '

~

)

and -

-

-

i

Y
4

oy
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Be sure to {nvolve plpcement per-
sonnel (and any others involved in:
helping students find jbbs) early in
your . program, not Jjust beforethe
first women are due to complete
training. Send them memos, have con-
-versations with them invite them-to
career exploration events and selec-
- ted “workshops where appropriate,
and/or invite them to shops and labs
to see NTO in ,action. Make. sure they

feel the NTO program is their preda
gram, ?oo. g

’

L 4

OTHER TECHNIQUES

It's wise' to augmenf ‘the Jjob
identification activities conducted
by placement. personnel, instructors,
or whoever does this at your school.
It may be illegal but it is neverthe-
less\ true that some companies are
very resistant to hiring NTO women.
Placement staff pay be unaware
this, not ‘having placed NTO women
before, but it is information: you
need. An added benefit to augmentlng
the placement staff's job developmen\
efforts is that you will probably
discover the existence of. previously
unknoyn job openings, which is an
advantage for all students.

For information on job ledds,
contaet the following; S,

* Employerg you know (see’ next
section). N
Advisory Committee members. -

* Relatives and friends of NTO .
women . . N

® Community employer groups,
including ecivic orgdnizations
such as the ,Chamber of Commerce
apd government-sponsored ones
such as the Private Industry
Council (PIC). ’

% Role models.

% Local agenties involved with
enforcement of Affirmative Action
requirements, who Will 1list your
program as a "service .provider,"
or source of NTO women. . They
pass the information along .. to
out-of-compliance employers.
Call the nearest office of the

-~

>

U.S. Deparment of Aabor (either
the Office of Federal Contract
‘Compllance Programs -- OFCCP ~-
. or the Employment and Training
Administration), or its Btate or
locaﬁgfquivalﬁnt to get your
progr listed By the way, you
‘can't, legally be told which
'compan1es are being investigated
. for lack of ‘compliance. ) 0nly
those _cases that have bgermr
settled one way or the other are
public information. *
* Contact your State “Department of
.Educ;*on to find out whether
there 18 an Industry; Education,
and Labor liaison official in
your state; this person can give
you a list of employers eeeklng

NTO wxzmen .
!
As time passes, your job identi-

fi\ation effort will#diminish: these‘
apéog;e will notify( you of openings

" before you have a) chance- to call

them.

(- g

4

III. CONTACTS WITH EMPLOYERS

-
.

THE' EDUCATION OF EMPLOYERS

If NTO is a new development in
your community, you will probably
need to educate employers just as you
needed to educate women and school
staff. FEmployers may‘claim: E\\.

* The Joﬂ% are too strenuous or ‘

too dirty. .

% Women can't handle dangerous
machinery or equipment.
% Men's rough language would ‘of fend

women. *

* Women would be sSexually dis-
tracting to men{

# There is no bathroom or locker
room for women.

% Womeén won't do their fair share”
of the work.

% Customers would lose confidence
in a company that hires women
.to do "men's" work. .

* Women would miss work frequently
- \\125‘129 . "- " ‘
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to ‘take care of sick children.
® women would quit to have babies

or to follow their husbands'
jobs .. -

f'womeq don't have as much career
motivation as men.*%

4

It is important to deal with these
misconceptions and to counter myths

with facts. An employér's negative
attitude 18 quickly communicated to
employees, and an undesirable work

.~ environment can result.'.

To accomplish ‘employer education
ith presidents, personnel directors,
firmative action Qfficers, and/or

others,  -consider the following
techniques: .

Make presentations to employer
groups. Your school probably belongs
to various community groups, suchils
the Chédmber of Comm%rce and other
ciyic organizations.

-

Offer workshops. With adminis-
trators' 'support, offer workshops or
conferences to area employers, super-
visors and possibly coworkers on
hirfng women successfully for NTO
jobs." _ Devote special attention to
issuesr described in Chapters 6 and 7.
A workshop model 1is _listed 1in
Apbendix H,- -

»

General séhool;publicity. Make
sure that NTO women are prominently
represented in ,all sehool publicity

" materials targeted at employers.

]

Prepare a brochure and/or a mail-
ing, specifically addres8ing employ-
ers' concerns about women in NTO.I

Use your allies, Ask a suppor-
tive employer to call a meeting or
host a luncheon for his or her coun-
terparts in other-€ompanies.

. there are NTO women

fWwith thanks to Ellis Associates,
Igp., for this 1list, which is drawn
from Expanding Nontraditional Oppor-

tunhities for Vocational Education

Students, . See¢ Appendix H for
reference,

. bers,

Invite employers to school. In-
vite them <to career exbloration
events, tours of classrooms where
(with instruc-
or meetings de~
Use current NTO

tors' permission),
signed for them.

women sYtudents and/or working NTO

women liberally ad role models. Get
satisfied. NTO employers to speak,
too,

Tour the company. .

-- Afrange for an industry tour: for
NTO women. The .experience can
be Jjust as educational for em-
ployers, supervisors,. and co-
workers.

~- Tour the company yourself. You
can also acquire 3 .great deal of
useful informatio?i%o pass ofi to
your NTO women, ")

These are some Qf the ways you
can educate employers to the desirab-
ility and feasibility of women in NTO
jobs. Be sure in each -contact to
stress the two major issues:

1. NTO womer

" the same rea3%ns men dé:
money, advancement, and
’challenge. oL

2. How well the woman works out
on the job depends greatly on
the quality of leadership
tive officer’ of the company
When this person communicate
cledr, positive, and con-
structive expectations to all
employees, successful job re-
tention is far more likely.’

t Mrese jobs for

PERSONAL CONTACTS
D)

Visit Emg‘lolgr'g\ -

Beforq,yéu visit employers, ask
around to find out what you can about
the company:

what ,its 1labor-short
occupations are and"#eci'a%putation
n terms of NTO women. Role .models,
%bstructors. advisory oommﬁzzge mem-
and/or placement pe&sonnel

130
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. shoyld be knqwledgeable:
© yisit,

, more)

v

talk Jjobs and, economics, not
social jimprovement. Cbntact them by

phone, mail, or visit regularly to
find out about wup-to-date job
developments. .

"Instead of the usual process
of convincing employers to hire
our students, I find it's an
”eaS1er approaciffto turn the .
process around. I visit per-
génnel directors and ask them

OW We, 38 a community college,
can serve their personnel needs,
which jobs are unfilled, etc.
When they mention areas that °
our NTO women are training in,

I tell them I'll be happy to
recruit for them." '

In these

individual interviews,
you'l

probably do just as much (or

educating of employers as you
will through the methods discussed ip
the pffevious 8ection. -

\Other job development technigues
are indirect but effective. Work-
study or co-op placements with local
employers can turn out to be perma-
nent jobs after the student has fin-
ished her training. Many program
coordinators report that inviting
employers to the school for a visit
to shops and labs and conver;sations
with NTO women oft2n turns today' 3
visitors into tomorrow's hiring
agenﬂé. (This is another reason for
you to start, working on placement
early).

Cluster Women on-the Job

Try hard txéencourage employers
to hire two or More women rather than
Just -one. Point out that job reten-
tion is more assured if NTO women

* have mutual sypport and understand-

ing. (Hiring two women to work at
opposite ends of the plant won't
work.) The section on tokenism in
chapter 7 contains the .most relevant
information; use what -you have
learned there to bolster your case.

\
.

When Yyou

- < ‘
"Free" Job Development

When. you have 5ersonally met or
* spoken. with employers ahd kept wup
. your contacts with them at regular
intervals, you'll find that they'll
begin to come to you 'with job open-
ings. Employers often call NTO pro-
gram coordinators to request "another
one just like the others you sent."
Job development will therefore take
-less and less of your 'time as the
program continues. :

RESISTANT EMPLOYERS

—

Given the legal p{%alties for
doing so, few employers will tell you
outright that they refuse. to hire
women for NTO jobs. However,
are other ways for them to achleve

- the same eng:

"] visited one company.four or
five times to discuss an upgrad-
ing program for their-female
employees. Each time we agreed
that they or I would do some-
thing before the next meeting,

"but I still had the feeling I
wasn't getting anywhere. An in-
structor finally told me I was
wasting my time: the company is
prejudiced against women."

Surface covoperation can cover up a
runaround, and you are not 11ke1y to
have time for this. ) .

- Another sort of indirect resis-
tance happens when a company hires
NTO women to comply with the law, but
then condones or tacitly encourages
harassment on the .Job. Women in this
environment naturally quit or are
fired, and the company can then say
that - it. tried to get NTO women in
good faith, but "they didn't work

- out," or "they couldn't do the work."

You wouldn't want to refer women to

+\ Jthis company until it changes ' its
practices. ‘

"

We agree with the.opinion of the '
site director we quoted above when
* she says:
* vd

12%
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, . "If there are twenty c mpaniég\\\< -
with gimilar jobs available, why \

*not go: er those egployers who
are real}y!interes%ed in hiring, ~
women? ° I Teel it is a waste

time 'and energy trying to con-
vince one employer of the bene-
fits of hiring womenywhen there

are others who don't need .
convincing . "

On the other hand, don't assume
that because you havén'ft made pro-
gress with an employer you never
w1ll, as another site director exul-
tantly discovered:

"The best news of the month is
that I bave placed two women in
machine tooling Jjobs with a
local manufacturer. This was
particularly satisfyind because
during my initial visits to
this company they lamented that

. it was impossible to find women
who could do this kind of work.

. Both women are doing extremely -~
well, and should be making about:
$21,000 after the first nine
months. It makes it all
worthwhile!"” .

Find out who the resistant em-
ployers are by asking knowledgéable
pedbple and going to see for yourself,
While some Iarge companies (who are
subject to Affirmative Action re-
quirements) may be in this tegory,
it is more often a smaller company
.(exempt from the requir
resists hiring. NTO women

‘touch’ with them and invite them to
cofme See for “themselves, but don't
spend as much time as {you do with
more promising. employers Make Sure
they know you're still there and that
you won't go away. When they come
around, you'll be the first in Pine.

"You never know when it's going

to pay off — and When it does,

~ you may never know what caused !?
it.n , e

V. HELPING WOMEN PREPARE FOR
* PLACEMENT
[.4

)

Many womeH benefit from special
preparation for placement. They are
less familiar ‘with the placement pro-
cess for NJO jobs than men would be
since they are less familiar with the
NTO environment. If their previous
Jobs have been in low-skill ocgupa-
tions or as homemakers, they may not
fully realize how much their training
has strengthened their employment po-
gition. Finally, they may be appren-
hensive about resistance to. them as
women from superGisors.and coworkers
-- a problem men don't have.

HELPING WOMEN LEARN ABOUT JOBS

"Six months before she was due
to &radupte from the two-year
electronics technology program,
a woman who started her train-
ing before we had an NTO program
told me she was concerned be-
cause she dpesn't know what an
electronics
exactly. I set up a one-day job
shadowing ®* situation for her.
Sehool is relatively easy for good
students, but going out for the
job can be }ough." .

'Technigues

To avoid ‘this situation with the
women in your program, there are se-
veral things you can do to help them
learn more about job duties and work-
ing environments. The.more a woman
knows about the Jjobs, the better her
choice will be,

Women will appreciate your help
in arranging for any or all of the
following: , . .

i g
Industry tours, interviewing for

information, .and job shadowing were
described in Chapter 5, . [These career
exploration techniques are also use-
ful a8, placement : preparation
ﬁfehniquos. -

technician does .

P e P e




"Some women who Sign up for the
industry tours have relatively
- advanced technical training be- -
hind them and use the touns as a
way to size up a company
anonymously."

"I bighly recommend an infor-
mation interview for women who
are not experienced or confident
in' appreaching a“<job interview.

A student calls a personnel de-
partment for an information in-
terview. She's not interviewing

. fot a job, but rather seeking .

information about company expec-
tations, conditypns, future
growth, etc. This build§ confi-
dence in a woman as well as pro-
viding her with an opportunity to.

. look into various jobs without
feeling anxioqs/z

Role h}els. Ask role models
working in the same occupational area
to describe their jobs in deteil:
wpat they do, what the first few
weeks were like, what the job condi-
tions and Gorking environment are
like, any pointers or tips they have,
advantages and disadvantages of their
Jobs, etc. /

Networking. Thfs is a new terﬂ'
for an old-fashioned concept: talk-

ing to people to learn what they have
to teach you. Women's groups, em-
pldyment organizations, public agency
staff, and male employees at appro-
priate companies may all have valu-
able information about the specifios
of NTO jobs that women are preparing

. for. Whenever you meet or - learn
about people with this kind ‘df know-
ledge, make a note of them so that
you can retrieve the information
‘1ater when ybdu need 1it. Ask the
women to do the same. - .

- [ 4

If\yuu’or individual women have
meetings where you are likely to get
f{pformation that would benefit other
wSmen as well, take along a portable
tape recorder, (Ask permission to
use 1it.) The others can hear (it
later, and you qsn file it to create

b

.

a valuable resource for women who .
enter NTO training next year. .

Career Strategy

¢

~ Women often need te learm to
think about careers, as opposed to
jobs. Now that they have highly
marketable skills, they need to
consider jobs not only for what they
are now, but for where they will
lead. C ‘

"Some women fixate on one com-
pany or one job they want, and
won't look at
need to be enco
to other possibilities. f
generally need to learn how
strategize about jobs® what they
are worth on the Job market so
they won't accept positions or
salaries below their level of
skill, and when it makes sense
to take a position below their
goal in order to get into a good
company where they will move up
quickly to their desired job."

i
As they”learn more about NTO jobs .
using the techniques described above,

suggest to women that they find out
about :

* Raises and promotions:- How soon,
how mych,.how frequent? ‘Cost of
living increases, merit raises?
Are thgre performance reviews or

_ other ways to determine promotion
readiness?

% Career ‘ladders: What jobs can
one be promoted to with experi-
ence? How much experience?: With
further training?- How much? 1In
what? Who pays?

% Benefits package: In addition to
health insurance, vacations, and
so forth, consider training bene-
fit factors such as eligibility
criteria, kind of training, any
limitations on sources of train-
ing, (job-related courses only or .

. degree programs), who pays, etc.

& Other companies in their occu~
patignal clteqory: Distinguish

¢ LY
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between \job hepping and career

advancement. p

- TEACHING LEGAL RIGHTS

Y »

Laws can't protect people who
don't know t laws exist and
therefore don't [take advantage of the.
pnotéction théy offer. Teaching
women about theéir legal rights falls
into the M™just in casgy category,’
like the preparation u - offer to
deal with tokenism, \sexual harass-
ment, and racism, \ It's 'a wise
preventive step. o

-

Below we summarize the most re-
levant laws on sex and race discri-
mination in employment and in train-
ing for Jjobs. Our information is
drawn from excellent free publica-
tions on legal rlghts that are avail-
able from the WOmen 8 Bureau, U. S.
Department of Labor; their address is
listed in Appendix C. 1Ideally, give
copies to every NTO woman; otherwise,
have wopies available for them to
read.

-

Discrimination in Employment

Title VII of the Civil Rights Act
Of 196u v

-t

. This la& prohibits discrimination

‘in employment based on sex ‘and race,

8s well as color, religion, and na-

tional origi™ It covers most em-

‘ployers of " 15 or more employees, and
.prghibits discrimination in:

* Hiring and firing.

* Wages and fringe beneff{ts.
,Classify{ng. referring, assign-
ing, and promoting employees.

® Extending and assigning
facilities, <.
® Training, retraining, and
apprenticeships.
®* Any other terms, conditions and
privileges of employment. ’
The Equal Employment Opportunity
Commission (EEOC) enforces Title
VII. It has 1ssued guidelines which
prohibit hiring based: on storootypod

Washington, DC 20506.

- prohibit advertising for employees

characterization of the sexes ‘and

. classifying jobs as "men's jobs" and

"women's jobs." It vecently issued
guidelines making ‘sexual harassment
in the workplace illegal under-Title
V1I (See the section on sexual ,
harassment in Chapter 7).

-

L

Women who believe they have' been
subjected to discrimination that is
illegal under Title VII should con-
tact EEOC, U.S.. Department of Labor,

s, e P

Executive Qrdér‘112u6. As Amended

o 4
SRQNAT L Y

This law erohibits disecrimination .
in employment based on sex and race, :
(as well as color, religion, and na-, - 3
tional origin) .by Federal confractors
or subcontractors and on fedetally

< asgisted constructiqn contracts. It

covers employers with Federal con-
tracts or subcontracts of "$10,000 or
more, and prohibits discrimination
in:

o il 2 R o i

% Employment, upgrading, demotion, ° "
and transfer. ‘.
# Reécruitment and recruitment
advertising.
* Layoffs.
# All'forms of gompendation (wages
and fringe benefits). . o
# Selection for ‘'training, includ~
ing apprenticeship. T

o

-

»

-
M, D b, s o Wbl 105 e 5kt | e i

The Office of Federal Contract
Compliance Programs (OFCCP) enforces
Executive Order 11246, It requires
Federal contractors End subcontract-
ors, including those in construction,
to take ‘specific affirmative action
steps by ’'setting written goals and
timetables for .recruiting, hiring,
and training womeén and minorities for
Jobs to which-they have had limited
access in the past, OFCCP guidelines

-

~

under male and female classifica-
tions, basing seniority lists on sex,
denying a person a job because of
state Fprotective” labor laws, making /
distinctions between married and un-
married people of one sex only, and
penalizing women for childbearing.

f
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‘Women who'believe they "have been
subjected to discrimination that is
illegdl under Executive Order 11246

should contact OFCCP¢ U.S. Department

of Labor, Washington, DC, 20210,

Equal Pay Act of 1963

This law prohibits discrimination
in pay based on sex. Men and women
performing work in the same estab-
lishment under similar conditions
must receive the same pay “if their
Jobs require equal -skill, effont, and
responsibility.
are. permitted that are based on a
seniority or merit
systém that Jlinks earnings to
quantity or quality of production.
The law covers most workers in both
the public and, private sectors, and
prohibits discrimination in all
employment-related payments:

Wagés and salary

Overtime

Uniforms:

Travpl *

Retirement and other fringe
benefits

Differentials in pay’

system, or a

Empioyers may not reduce the wage °

‘rate of any employee in order to eli-

minate 1illegal wage differentials,
The Supreme Court has held that jobs
of men and women need only be "sub-
stantially equal," not identical, for
purposes of comparison under the law.

The Equal Pay Act is enforced by
the EEOC. Women " who believe they
have been subjected tov-discrimination
that-is illegal under the Act, should

,contact the EEOC at the address given

above.‘

Discrimination in Training

Title IX of the 1972 Education
Amendments ,

This law prohibits any educa-
tional institution receiving- Federal
financial assistance Yrom diserimi-
nation .based on sex in:

. .
/

/

-

/

-’
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‘Office

* Admission to courses’of study
* Treatment of students in educa-
tion programs and activities

t

o Counseling services and materials ((‘

* Financigl and employment assis-
tance to students

* Employmept of faculty and st2ff

Title IX is enforced by the
for Civil Rights, U,S.
Department of Education,
DC 20202,

Title VI of the Civil Rights Act
of 1964 -

This law prohibits discrimination

against students on the basis of'u/ﬂ“L

race, color, religion, qr nafional
origin in educational programs
receiving federal funds. It also

requires schools to provide bilingual
instruction or ‘other means of
assisting students of limited
Engligh-speaking ability.
- ’
Title VI is enforced by The
Office for Civil Rights. The address
is given above.

Vocational Educatiag Act of 1976
L)

This law mandates activities to
eliminate sex bias,”stereotyping, and
discrimination in federally funded
vocational pprograms, and requires
each state to employ a full-time sex
equity coordinator te* promote the
elimination of sex bias, reduce sex

'stereotyping, and improve vocational
“education opportunities for everyope,
States.are required to ‘use “Federal

funds® for prograns Serving women and
men Seeking nontraditibnal employ-
ment, single heads of household who
dack adequate- job skills, displaced

_homemakers, and homemaKers and part-

time workers seeking full-time Jobs.
They are permitted. to use Federal
funds for support' services, child
care, guidance and counseling. and
activities to counteract sex bias.

The Office” of Vocational and
Adult Education (U.S. Department of
Education,. Washington, D 20202)
oversees implementation of the law.
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Comprehensive Employment and
Training Act, Reauthorized in
1978 '

o \ »
This law prohibits CETA prime
sponsors and. training providers from

_d1scr1m1nat10n "based on sex_ and race

with respect to partic1pat1on in any
CETA-funded activity. Prime sponsors
are required to show in their annual
plans the specific services planned
for groups having special employment
,d1fficu1t1es. including displaced
homemakers, single parents’, people 55
and older, and women.: Training

programs must contribute to occu- .

pational development, upward mobili-
ty, and coumteracting sex stereo-
typing (especially by means of NTO
activities and programs).

The Act is administered by the
Employmegt and Training Administra=
tion, .U.S. Department of Labor,

.. Washington, DC 20213, ’ ,
» ‘e ;“‘* '

Other RemedieS Come First

Given this summary of legal pro-
tection available to NTO women, you
can see "that some of the problems
discussed in Chapter 7 (tokenism,
sexual harassment, and racism) are
not only unpleasant but -illegal.
However, hiring a lawyer or filing a
complaint with a federal agency 15(
far from the only remedy-.

The first remedy open to women is

assertive communication and behavior
(see the section on assertiveness
training in .Chapter 7), as well as
the specific techniques described in

the ctions on tokeni;m. sexual har-
L sment, and racism for dealimg with
; these problems. The second line of

»

defense is making use of institu-
tienal grievance procedyres,

All institutions -- schools ahd
companies -~ heve grievance proce-
‘dures. The best of them spell &sut
the prohibited acts, whom to see,
what to bring with youy and appeals
40 higher authority. Others also
have grievance procedures, but they

A

~ .

may be more informal and therefore
harder to discover. '

It is important for women to-re-
cognize that they must -follow the

. 8rievance procedures of their school

or company if they have a, sex or
race discrimination complaint. Pro-
"blems can be resolved this “Wway more

‘cheaply, quickly, and efficiently

than by going to the government, the
third and ultimate remedy. But they
should also know that the law.of the
United States is behind them if they
are discriminated against on the
basis of sex or race. '

PREPARING WOMEN FOR JOB INTERVIEWS

We assume you will ;help ﬁnen
with resumes and application forms if
they need it. This is 1largely the
same for everyone. If women have
NTO-related experience they have ob-
tained. informally, such as through
hobbies, helping” dut family members,
volunteer activities, and the like,
you might want_ to help them' include
this experience on their resumes ifi a
way that emphasizes the skill 1level
rather than the informalgway., the
skills were obtained. A functional
resume does this: there are many ex-
cellent books that, show’ you how to

" create one, and your plaiéme\f people

will know’about them. y

Start interview. and placement
preparation early, well before women
are ready for job=hunting.
to enter the placement phase with
folid knowledge of the >job scene:
the companies,.the working condi-
tions, the pay ‘scale, etc. .Role
models and industry persqgnel repre-
sentativess are wery Relpful 1in
telling women what to expect and what
interviewers 1look for. Invite them
to suppo:{ group sessions.

Women also need to develop good
interviewing skills, especially in
'the light of sandtraps their status
as NTO women can create.

°
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% riminatory Interview Que&tions "Do you_ plan  td iyileopdddren?” LS ¢
'doq‘\'_think whewher Bve chilqren
some? Gues ohs, are obvim?sly or not would have.affeffect on how’
illegal: hair and eye color (race), . weJ.l I do L J‘ob "o . -
. maiden name (national origin), etc., . ‘ ' o
‘Others are illegal im“that’ they are "Is it all right with your hus-

N not asked pof both. sexes..there'hy - band if yo% take this job?" "We have'’
creat an extra barrier to being of coursé d'13cussed it. I am fully ,
hired or ong¢ sex, : ‘L qualif‘ied for the job as’' you have $

o desc.ribed it.n, . .
Questions in the second cat#gory . v ‘
. _ include ,these, which few employers Objectionable Interview Comments
ask of men: .o : ol O #® .
“ - ' Then again, the: interviewer may
- - Dofyou have young children? 4 make comments implying that a woman
- How will' you handle child care?. ° can't, or shouldn't -want—to,- 4o the
- Who will“take your children to job. ~For example: b Y
" .doctor's appointments? Who will . . X
. take care of them when they are . .* You «oﬁldn't f‘eel right about )
sick? . < : worklng in a man's job. : ~ .
- What is your credit hlstory" Do , * I need someone I can count on -- |
' - you own orérent your home? Do women are ahsent a Lot from the
A you owm a car? X . . C . job. LAt N . .
) - Are you married? e you evér ’mohxen do better in clerical jobs. ,/
h been married? - / ' ; ¥ It's dirty, noisy work —— just |
- Do you plan to have (more) not suited for a nice girl: -
children?, ° - % You'll jus® work 'until you~ g
~ Is*relocation a p0881bllity in married. . ° e’
g _your hustgand's job2® * Yomen take good jobs away om -
. . . . Breadwinners,
. Despite the illegalityﬁ\w women ® Our men won't work,for a woman .
J will want.to risk an indignan% refu- - supervisor.
. sal to answer. ' Diplomacy is called * My customers will complai o
" wv for, best practiced if repeated role . “% The union won't let me hire you. — .
plags in, support groypy .or special * The men's wives will complain.. ¢
I . sessiens that emphasizé\, assertive- ~ * Women don't really want’ . oL
:.‘ nes[. Role models areXenormously - responsibility.
‘ valuable for this. \- y ®* Such a pretty girl will distract
! L .o the men f‘rom concen&rating. : J
! . - The basic res e strategy is : - D
‘. to answer the questiion with dignif;:g‘_j Role models may be able to, proéje
. and™ bring the inte vi.q back to a other examples as well. Here, Whe
_+»~ focus on the job. Here are examples. ¢ . badd respopse strategy is to empha- .
. & size ability, willingness, and quali-~
. "What are your child care plans?"’ fications to do the job: /
) "l would of cour3e need child care - .
N . for-any job, not just this one. - It "Womeh do better. in clerical -
is all taken care of." (Make sure it jobs." "I'm sure that women who have
‘ is, or will ,Ke by -the" time work ' elerical sKills do, but I have had .
starts!) . . . . exceldent training in ..." - LT
4 L . e ' . ..
. ' . . ' i " A ‘ . * qw * ’ -
%e of these questions ace d T
. from Industrial Orientat;on by Leslie "> ®This list was developed by -Barbara
, . Rasor and Valerie Brgks. See~ fUll Feltoh and Sandra Code for the
' ’ reference ingAppendd s -4 . Technical Assistance Guide. Bee. .—~
Lo e _ . . T Appendix H for full reference.
F” . : 133
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Practice is neede¢ to overcome a
natural tendency to’ speechless. amaze-
ment. It helps women learm how not

“to rise to the bgit and turn the com-

Eor .
théan
- most new: employees for the oveértime

ments to their

advantage.
bxample:

"I am more prepare

problems 'you %Wre ta¥king apout

“(travel, shift work, etc.) because I

have had the advantage of an' NTO
program. I am. therefore aware of
these job conditions and have

able to prepare for them in advance."
L] \

#  Many NTO women report that their

Job interviews are conducted with ah-
solute fairness and respect, 80 this
kind of preparatfon falls into® the
"just in case" category. If a woman
does meet with an extremely uncomfor-
table level of .illegal questions and
offensive comments, shHe might do well
to reflect on what it says about the
atmosphere at this company and ques-
tion whether she wants te work there.
Or, she might ask to meet the person
who would be her supervisor, -since
she wouldh't have much contact with

"the personnel department once she 18
Jhired, ’

A field test 'site director told
us that the job interview process
became educational for the company:

. ™One of our Advisory Committee

. members- is the Personnel Director
of our largest local employer.
~Because of her familiarity with,
our program, she wants to meet

- individually with women after the
test and interview to learn their
reaction to the process., She is
interested in criticism that will

help her alter the prottedures to be .,

more responsive to women."
, ) .
1) ’ \

WHEN PLACEMENTS A%sx.ow' IN COMING
Py - : W

Job-ready ;nm arg rarely placed
at the same time. Those who are temte
porarily left behind know this with

their heads, but in their hearts they *

feel dad. It adds to the alrea
highfpstress level at placement time,

]

~

Y

v

If help is called for,
these things:

you can

¥ Hold a workshop on stress and
anxiety reduction, JTeach relax-
, Yation techniques. ‘ .
% Ask women who have found jobs
. toc bacuov“g visit. Ask.’
them To talk.about what the waitms
ing time was e for them and
how they feel now. If women hafle
developed warm, close :S):tion-
ships with each other in sup-
port group during training, this
will be e powerful morale
booster, . .
* Remind them of the hiring cycle;
Being the right person at the,
i time is ro fiction. “En-
them to re-apply to
" places at have turned em
down because there were no open-
1ngs then. -
% Emphasize the reality that it
simply-takes time to find 4 job,
- even in the bes} of economic
timeks, Caution . the women
against misinterpreting the delay

to mean they are not dualified or
. worthy ad

L]

. -2 .

For some women, honever; the wait
can be longer tiran normal. You need

"to find out why, .

-

Is her skill level adaquate? Ask
her instructors, If it isn't, ex-
plore the po'ssibility 6f her taking
an additional "course or two, or
speflding extra time in” the shop or
lab. ‘

I3 she.applying to the ‘right
Qlaehi ” Ask her .what companies she's
applied to and what jobs she's
applidd for. Check the information
with her instructors or the placement’
offtce to make sure her choices are
realistic.” If they aren't, help her
map. ‘out & better strategy. N

Is she interviewing well? Ask
her about her interviews and whether
she has any interviewing problems you
could help her .with. If she can't
identify any, ask her for permission’
to call employers who have inter-

-~
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*. viewed her t

find out what the
. trouble is: .

K

Y

s
No jobs were available. Tell

her to re-apply.
She conducted herself poorly(
h

Work with her to correct t
problem. -
You sense that the interviewer
. was opposed to NTO women, Iden-
» tify more promi gs companies
. for her to appl3t&o.—‘

She was offered the job but
didn't take its Explore with
her whether the job was undesir-
able: if so, suggest better job
options or remind her that be-
ginners offen get the less de-
'rhble- asssignments. Explore,

ith her whether she's too ap-
prehensive to accept any NTO
jobs- if so, personal counseling
is in order. o -

>’

‘WHEN PLACEMENTS'ARE PREMATURE

Some women take jobs before their
training is £jnished. Financial
pressures may make it impossible to

financial aid your school can offer.
On the other hand, employers
sometimes raid traininé programs:
perhaps they have such a severe labor
shortage that they prefer to complete
training themselves rather.than wait,
or th are under strong Affirmative
Action pressure and need to hire
women right mow. \ .o

-

Premature placemen®s are theret
fore not necessarily a problem. It
a good idea, though, to discuss the
implications and consequences of a
woman's choice with her.

- . -

. # If she®is going into a lower-
level NTO job, how does this step
- affect her advancement prospects?
Will her ‘employer pay to complete
her training? Will there be fur-
thef training at-work? By ac-
'cepting this job, is she putting
a low ceiling on her future?
« # If she is gd&ing inQP a job that
/

‘

o »
ERIC.  * .

.

stay in school and out of the labor .-
market any longer, even with the best -

13%

-

is ‘unrelated:to the training she
began, does she want to complete
it later? If so, how, when, and
with what money? What are her

plans? .Can she keep her hand in

. by taki'rt & evening course in
the meantime?

. , -
V. FOLLQWUP . _
A
- ADVANTAGES

The\\hole point of an NTQ program
is good NTO Jjobs for women, and fol-
lowup lets you know if your goal 1is
being achieved. Placement is not a
sufficient measure of success. If at
all possible, tiqe and staff should
be allotted for followup.

Contrary to popular belief, fol-
lowup has many more advantages than
just finding out how many of your NTO.

wom are working. Regular contact
witW NTO women who are working brings
.you: .

-

# New role models.

% A job lead network.

.% The best information you can get
on what improvements are meeded
in .your program.

* Better job retention for the

women.
* proof of your effectiveness and
success. . -

~

Regulaﬁcontact with employers" of NTO °

women brings you:

‘ 13 : e
;hformation about new job .

openings; .

* Better Job retentio:!‘ o
* Employers for caree xploration
events and workshops. . o
L Good will,“whieh can mean word-
of-mouth publicity about your
program to other employers, do-

nations’, co-op job arrangements,

gnd more. X C

In many cases, your followup con-,
tacts will bring you repeated good
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“ School-wide Followup_‘f

-
«

‘news,
‘about their new sense of indepen-
dence, both financial and personal,

and ‘their expanded sense -of ., self-
worth, It's important for you=to.
hear this
your program and worked so hard at
it. You've earned it! .

Sometimes, however, they may tell
you about problems. You heed to lis-
ten especially carefuy: you-might
be able to help resolve’ them before
they escalate. And any mention of a.
problem is a signal that your program
might need improvement.- " You may want
to reread the interviews with Roberta
and Tara in the sections on sexual
harassment and. racism” (Chapter AR
and ask .yourself:

NTO employees Gfhen ‘speak *

it's wHy wou started -

what would I do to try to help her?¥,.

How would I change sy program~~t0’
prepare \bomen better for these-
probl ems"".

A\

:

L)

"I one ®of the v
women- in my program told me this, .~

mat is misleading.
. »~ 4
c Some schools call graduates and
loyers on the telephone. This me-*

L3

WHAT'S WRON@®ITH ORDINARY FOLLOWYP? .

F Ak 2

All publicly funded vocational-
echiiical schools do followup on
This often. means

: </’their graduates, j eans
- that & questionnaire ts sent out pe-r-

riodically with
Aquest1ons as:
‘now?  What is your salary? ' - Your
position? How satisflied are you

the training you receivgd here?’

-

such general

%

. There are -tho problems with fol-
lowing up NTO womeh with gerieral-
purpose questionnaires: IS
1. As should be’ clear by now, the
Job pr/oblems NTO: women may
have are mor® likely to be
caused by theiFr status as women
than by any deficiency in thel
ability or training. Question-::
naires that apply to all grag-
Lates may not discover this
sort of fnformation. >

. 2. Few schools track down those .

graduates uho,do not retu?n -

L;t,;

-

D o &

1
_peP¥3n .best placed.to aet on it.

i

T

Where -are you workihg‘w“

>

.‘iﬁﬁ “
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questionnaires, NTO women who
have had’a bad job experience
may be less inclined to fill out
the questionnaire. (This prob-
lem affects other graduates as
well,) ‘ N
/. .

Many schools send questidnnaires
to PXOyeérs as well,
satisfied they are with the embloy-
ee's” training and job performgnce,
If there are problems such as those
described in Chapters 6 4nd 7, an em-
ployer, may be misinterpreting what is

happen1ng_ and drawing wrong conclu-
si

hbdﬁ whichs requirgs substantial

staff time’, is much better for KTO
purposes. A conversation enaG{Ls an
NIO woman to describe the specifics
of her -job experLence in a way that
she maght not on a questionnaire. An
intefviewer who 1is knowledgeable
abput NTO may be able ¢to ask the
right questions, too. But often the
igéﬂymat1en doesn't reach the .NTO
am coordinator{ who 1is the

S 4
NTO .Program F'o]@wup .

) - . -

* Most voc=tech NTO program coordi- -
natorg§ try to do followup; they rea-
lize bettdr than anyone “else how im-
portant #t is for NTO women. But
they: usuglly lack the staff, time,
and money\to 'do it thoroyghly.

"o

" Thus%, magy of themédo it .super-
ficially., ~ y- eficourage women to
keep in touch, and some do by
telephone or by dropping in for a
visit. They keep track of ‘some NTO
womén by alsking them to come in as
role models., * Some coordinators
schedule a reunion once a year and
talk to theé women who come to- P A

Despite the gooqwintentions. this
method 1s fundamentally flawed. Hu-
man nature being what it. is, women
with positive, job expériences are
likely to want to share their sense

[ e

Ry [y [
.
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of success. Women who have had pro-
blems may feel the'y have. failed,
which is hard t¢ admit publicly:
" They may “think they have let the
coordinator down by not doing well,
and gon't want .to hurt his or ‘her
feelings. . .

So catch-as-catch-can followup
can stack the, ‘deck in favor of women
with good news to report. This way
,you might not learn about ‘the pro=

blems of women who haven't done S0

ell. If so, you won't know how to
help next year's women prepare for
or prevent the problems., You also
won't be able to do anything to-help
‘ this year's women resolvée their Jjob
proplems. If Boberta had had help,
she might not have . been forced to
quit over #he sexuial harassment -she
met at work. ‘ Tara might have comple-
ted - Her apprenticeship without
undergoing :"psychological warfare"
cajised by racism. (See Chapter 7,)

s - .

* 600D NTO FOLLOWUP

Recoénizing that good followup 1s
difficult to do, we are setting out
here several options for you to con-
sider. Assess your curreni resources
(money, - staff, -and time)/ﬁo see if
you can adopt some, of these methods.
Consider obtaining additional re-
sources to conduct followup by other
methods. All of them, however, re-

ire good records of the NTO
.Woman's -~ ¢ '
% Company.
% Job title ang department or
division.

+ % Supervisor's name, title, and
phone number .

#* Phone number at work, whether she- -.

can be called at work, and home
phone number,

Followigggpp Women

You .want to find .out three
things: r'y

- The basics: her curreht posi-
tion bnd salary. &'

L3

- - Whether she is having problems .
‘on the job: if so, what are
-they? Wnat can you do to
help?

Her redommendafPons, in lighb‘
of her experience, for improv-
ing training or services pro-
vided,by the NTO pragram.

@
What tp do:

¢ . Create.and mail a questionnaire,
based on the services you provided,
and the job problems they might con-
ceivably .meet . (You might want to
use topics covered in Chapters 6 and
7 as a ghide.) Idclude a stamped,
self-addressed envelope. Call anyone
who doesn't respond by the date you
set in your cover letter. Call
everyone who reports problems and
wants help.

‘ Call each woman dur@éz her first
week at work, a few weeks thereafter,
and every féw months thereafter  for
the first year. Call every Yyear

‘«after that up to three or five years.

Offer help with problems women -tell
you about.’ ) >

»

Arrange meeting . These might be
monthly support group meetings,: pot-
luck suppers, workshops on topics
that ~are newly relevant to working
NTO women, or periodic reunions. Em-
phasize to women before they scatter
on jobs that these meetings are for
all of them, and that one of their
purposes is to help out those who
might be having problems ‘&t work.

"Send out notices and remind women by
"mail or -phone Jjust before the

meeting. Call the women who don't
attend to- ask if everything is okay.

The help you offer with problems
can be in these forms:

* ‘ngﬁid'ual counseling wi:h you.
ing them in touch with some-
one who has already confronted
a similer problem.
* Arranging for a support group
meeting. . \\ '

3
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¢’
% Offering to contact the employ-
er or supervisor on behalf of
. the women.
¢ Inv1t1ng women to attend work-
shops on assertiveness training
or on their problem areas with
this year's NTO gomen students.
* Recommending social service
agencies, including legal help.

Few NTO coordinatetrs come to
their jobs with personal NTO job ‘ex-
perience. You need to rely on your
program women to f£ind out about the
NTO experience in the workplace.

. Based on their feedback, you may de-
cide to drop sdhe services that are
not needed, or:to add others that
are. It is only in this- way that
your program can be most: respon31ve
to the needs of NTO women

Following Up Employers

It is important to keep in touch
with_employers to find out:
% The employer's opinion of the
NTO woman's job performance.

%  Whether there are any problems,
and whether you can *help resolve
them.

* What program improvements are
needed.

Your own. knowledge of the compa-
s involved will tell you whether
S better to contact the presi-
the personnel dfrecior. or the
supervisor of the NTO woman. In a
sense, 3ll three are important —- the
supervisor for immedia®® knowledge of

the woman's job performance, the per- -

gonnel director fof news of job °
open%;gs. and the pregident for "good - | “o

will
is to
"do what you can.

benefits. The 1 situation

rn
.
en an NTO woman is hired, offer
your 3ssistance should .it be ed.

. Many ployers find this s g in-
surange policy in case trpuble should
develop. Consider offering a’ pre-
employmént workshop on the- NTO expe-
rience to supervisors and coworkers,

if.,the employer agreés and if it
seems advisable. o

-Methods for keeping in touch with
employers are these: , :
’.Telephone.calls. -
% Questionnaires and letters.
* Visits to the company.
% Invitations to.a meeting at
- school.

Remember to ask employers who are
espetially pleased about their NTO
employees to visit. the program and
talk with next year's NTO wémen.

-

WORKING WiPH YOUR FOLLOWUP OFFICE

keep 1in, toucn uith all three} -

® .
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Ideally, good followup for NTO
women (and every other special stu-
dent group) should be carried out as
part ol your school's regular proce-
dures., You may not be able to work
this out the first time around, buyt
think of it as something to attend to
once your program is well estab-
lished, A In this way, you and the
followup office (or the placement
office, or planﬁing and evaluation,
or research, depending on your
school) won't be tripping over each
other, and your time will be free for
other things

Hake sure you first understanJ
thoroughly the procedures that are
normally, used for followup' for your
school's graduates (frequency, me-
thod, ete.). .

Ask for a_ meeting with the di-
rector of the office respensible .for
llowup. Describe the information
ndeded in the case of NTO women and

" why it is needed. (You might suggest
- that the situation Is also true for

other groups with special Jjob prob-
lems: minorities, bilingual stu< -
dents, the handicapped, etc.) Ex-

,plore. methods for adapting current

followup procedures t4 meet the needs
of NTO women more effectively!
]
+%* Adapting the.current
questionnaires,

~

Ly
.
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# Adding an additional question-
naire for NTO women and

< employers, ..

* Giving telephone interviewers
a list of questions to ask of
NTO women and employers.

* pDevising ways for you to learn of
the results of the followup.in-
" formation collected.
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EVALUATION ™ -

EVALUATION OF RLACEMENT-RELATED SERVICES

By means of individﬂtl conversations, group discussions, or questionnaires,
aa{ women how satisfied &hey were with: '
Y\

Companies to apply to: were the suggestions appropriate?
Their knowledge of jobs, conditions, environments. N
Preparedness for (the interview and the application process.
Preparedness for‘gquing in an NTO job: skill level, attitudinal
preparation. .

A . .
Ask them during the placement process and again a monEp of so after they
start work for a retrospective viewpoint. -

o) U

FOLLOWUP

¥n addition to the usual questions asked of voc-tech graduates. ask thesSe by -

means of a questionnaire (as below) or individual eonversations.

How well did your job training prepare you for your work?

1.
2. How\satisfied are you with your relations with your coworkers?
3. w)satisfied are you with your relations with your supervisors?.
4, Have you had any of the following problems?
/. .
Have you had Do ydu still Do yQu want
this problem? have this help with
‘sproblem? this problem?
' 1 2 . 3 4 5 . 6
Yes No Yes No Yes No
' 13
a. Isolation . - -
b. Teasing, baiting ’ : -
¢. Not taken seriously - L
. ) <
d. Sexual harassment ’
Verbal R -
Rhysical . . .

e. Racism

f. Family problems )
due to. job*

— ——-\ ———— ——. ——— D oy

If you have checked anything in Column 5, pleasp give 8
phone number and the hours we'can call you.

‘5. Bqgsed on’ your job experiences, how would you change the
program services you received? Would you drop or add any?

-~
6. Based on your job experiences, would Yyou change the' job training

you received?
T 144
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Have you ...

A~

- .

®

o, *  START-UP CHECKLIST

.

/ i

Ke;;t in touch with employers about job openings?

.

-~

~

»

—. Kept in’touch with role models and’ women's organizations

about job openings?

Talked to role models and employers gbout the interyiew
experience? - .

~

. . .
_Obtained copies of materials on job rights for women?

Discugsed placement re’adiness with women during trainiﬁg? -
- : - . i

7 ‘ )

Publicized your placement assistance?

t -

7
.
4

Kept contact records_on women who have been placed?

-

Devised an evaluation method? e .

-

-
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CHAPTER 9: - WHAT DO YOU MAKE WITH NUTS AND BOLTS?

-

We'll 1let the ‘people wha know
best tell you what' they made with
nuts and bolts. We think you'll
‘agree that the results are well uorth
it.

Y

-

A Counselor: ,

"The program brought people
,together who never would have talked
before. Instead of lit cap't happen
here,' it became 'hoW can we make it
.happen here.'" .

A Site Director: .

~ "The mere fact that
enrolled in the career exploration
course opened everyone's eyes to the
needs of women and the community.
Success spoke loudly. The size of
the classes and the number of new
classes that had to be formed wére an
affirmation of where the future is

An Administrator: ~

"Among the faculty, 1 think the
program's. brought -a heightened aware-
ness of change. Weg can't be stagnant
— change is going to occur. The
important thing is not to be afraid
of it, but to work with it."

An Instructor: -

"Be prepared to answer a lot of
questions — these women really want
to 1 ahn They've madg me a better
teacHer, too. } .

The last word belongs to women.
In interviews and conversations, they
told us how they *felt about &them-
selves as NTp women .

A Laborer:
. "I've lesrned that if you want to
do something, you can make up your
mind and just do it. The first time
I held a jackhammer, I thought it
would run away with me. I'm s8till
here.” '

f

,to spend
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A Cement-Truck Driver:

"My daughter ‘thinks it's neat.

She wants to be a cement-truck driver
like her mommy." N

A Welder:

. I have more money
now, and .I never did
before.” = .

"I'm happier.

-~

A Metal Craft work!;:

"] have a more positive attitude
toward my husband. I have more szp-
pathy fot him now after talking w th
the guys on the job."

An Electronics Servicing Technician:”

"When I* was mArried, I led a very
sheltered 1life. It's not that I
drink and swear now -- I don't -- but
I've grown up an awful lot. I've
found out there's a whole werld out
there. Even thgbgh I'm a woman, I've
learned I'm as good as men-are. I'm
out on my own now,.
could do men's work, but I needed
money so bad I did it,
glad I did.>

- - L
An Avionics Technicien:
"] feel more useful now.

. feel there's a role I have to play

[
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any more. I went into this for the
money -- I have kids to suppdrt -—
but you can't put» a price on what
I've got."

A Truck Driver: °

"I'm not a feminist, but I'm as
capable on the job as any guy, 8o I
deserve the job as huch as he does.
I'm much more independent now, and
since I'm divorced that's important.
It feels so good,to know that I don't
need to rely onfanyone to support me
and my kids, feel like I'm some-
body now, like\J'm good for some-
thing. I have a lot to look forward
to, and I don't gmean money, either,
although I'll have thaet.- I mean
Self-respect.” .

146
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- ’ .’ Appendix A .

DESCRIPTION OF THE FIELD TEST NTO PROGRAMS " - .
’ ¥

r ALTOONA AREA VOCATIONAL-TECHNICAL SCHOOL ’ . )
1500 4th Avenue i ) : “ |

. Altoona, Pennsylwania 16603 ' > -
814/986-8455 \ : : L ‘
Robert Walker, Site Director

. Edith Walker, Administrative Director

>

This school provides vocational education to high-school students~wad adults. i
Altoona's was the only field test program to be supported-by CETA funds,.anqd it began !
a little earlier and ended a little later than our formal field test.  Staff
consisted of the site director, five {nstructors for the exploratory phase, and one
counselor. One hundreg/‘aomen were screened, 60 were Selected for training, 4l
complete%"the program, and 18 were placed in NTO Jjobs within three months in an area

1

with a unemployment rate. . Stipends were paid to trainees., Personal counseling ', ,
*. was provided throughout the program, \ N
- ‘ .
®* Phase I, five weeks: The exploratory period, w@th women
. . spending a week in the shops. and labs of each of five . ’.
broad occupational clusters, . -\
* fPHase II, one month: Occupational counseling, refresher
math, blueprint reading, physical fitness, and women's . *
issues.
—_— . . -
: * Phase III, four months: Intensive training in each woman's
' chosen occupational area, with continued occupational and
i P personal counseling.
% Phase IV, two weeks: Observation and participation in . —-
local industry. . ’ ) <
; * Phase V, three and a half months: Intensive occupational :
" training, followed by placement.
i . . o
' The CETA prime sponsor has refunded the program for another cycle. The Altoona , D

Women's Outreach Project has been selected by the State of Pennsylvania and the
Region III Office of the U.S. Department of Education as the best in their respective
areas to prepare women for nontraditional employment. The program is one of three
nationally nominated for the U.S. Secretary of Education Award of Recognition as an
exemplary vocational program, the only women's program to be nominated. <

A

BROWARD CHMMUNITY cox.u-:ct‘ . . '
225.EasjfLas Olas Boulevard . :
. Fort Lauderdale, Florida 33301 .
o 305/4756500, - -
Leslie Delman, Site Director . , : ’

This .school- has three campuses and- a fourth " administrative building located
throughout. the county, making logistics for the\schoolwide NTO program 3§ challenge.
The program concentrated on enrolling women in glectronics, computers, engineering,
Sviation, and transportation, since these were identified as male-intensive and

T T
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leading to high-~demand jobs as determined by a preliminary job market survey con- -
‘ducted by the site direc‘tor. e .

0 o
.
-

One focus of the program was on-campus enrollment., The* site d&irector used

: publicity aggressively -newspaper, radio, television, and freguent speaking
engagements, She organized a five-part career exploration workshop, where four !
sessions were conducted by instructors and role models in the evening's occupational
@rea, and the fifth was on women's issues in relation to nontraditional employment .
Over 150 women signed up for the non-credit course, making it the most popular ever N
sponsored by BCC's Women's Centers. Using these methods and extensive individual
counseling by the site director, 160 women enrolled in NTO training. Support
services_on math anxiety, stress, and assertiveness were_ available through the
Women's 'nters. The site direotdr worked with instructors individually to create

awarenes8 of women's instructional needs. The NTO program is now integrated into the
Women's Center services on each of the campuses.

The other focus was arranging upgrading courses with local employers for current
employees in low-level jobs, most af whom were women. | Targeting companies with a_
, Shortage of skilled technical workers, the site director organized company-paid
electronics and data processing courses with four employers. The courses were taught
by BCC instructors at the companies. In doing so, she pioreered an innovation:
bringing the :ﬁ}istration process to the company rather than the more traditional
method of bringing the students to the registration office. Sixty women enrolled in

these upgrading gourses,
P ; . -

NORTHERN ESSEX COMMUNITY COLLEGE-
« 100 Elliott Street .
Haverhill’, Massachusetts 01830 ) ¢
617/374-0721 . . - ’
Mary Jane Gillespie, Site Director . . .

~

-
.

Much of the_sffort of this“field "test program was directed toward increasing
. women's awareness of nontraéftional occupation options, with a focus on careers in
N~ electronics and computers to meet the labor needs of the numerous high technology
e companies in}the area. The site director organized panels of role models, -industry
tours, open house/events. and an eight-sessidon non-credit course on technical careers
and technical writing. Much use was made bf print-media, including newspapers and an
illustrated newsletter. writtdn by the site director. The. NTO programs enrolled 39

woman in.electtronics and computer occupational _prograns. -

,/

The site director conducted an informational workshop for faculty and staff early
.+ in the field test, and out of this workshop came the impetus for an on-campus .
eoordinating committee, chaired by the site director, with counselors, instructors,
and administrators as members, Heeting bi-weekly, the committee identified math as
one area greatly in need of attention. This committee enabled a cross-section of fa-
culty and staff from different areas in the college to meet regularly to disclss

problems and to brainstorm solutions. workshop topics. funding souFbes. and 'g
resources. . ) > %
' ' - ‘ : n %:

. . ) /“ N . ' 3
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TRIDENT TRCHNICAL COLLEGE .
?.0. BOX 10367 . . . ’
Charleston, South Carolina 29411° . .

803/572-6111 .

. Susan Duchon, Site Director

* -

The only ‘field test site\ to haye a preyious NTO program, Trident Tech focused on
black women, ‘since they had rot b successfully reached before. Early on, the site
director identified lack of transportation as a major barrier. Most of the women
lived in downtown Charleston 6r in outlying rural areas, while the NTO programs were
located at a campus several miles away. - Few women had cars, and public transe
portation was inadequate. Past attempts had been made to remedy the situation, but
the problem seemed insurmountable, The site director repeatedly raised the issue
- with upper-level administrators and gathered suppport from other staff members. With
the commitment of the school's president, the transportation problem has now been
solved by means of a shuttle bus. e ‘

I:nothg?major;dproblemhwalgv,gg_a«gjomen. frequently "hottlenecked" in developmental

studies courses, rarely considered NTO as an option. Same of the traditionally
female programs they were preparing for had Stringent entry requirements and others
had a limited number of openings. The site director eased the problem.by improving
communication- and coordination between the downtown campus developmental studies
program and NTO instructors at the 'North campus. : -

The prééram concen"c;ated on in-house recruiting, using presentations to dev- .
elopmental studies classes, a widely publicized Technology Discovery Week, role model
panels, and hands-on tryouts. Additionalty, an active support group was set up for
the potential and enrolled NTO women.

v -

! Thirty-one black women enrolled in NTO training in industrial and engineering
“technology, an increase of 86j~over the previous Year. -

t ’
.

WAUKESHA COUNTY TECHNICAL INSTITUTE '

800 Main Street L =

Pewaukee, Wisconsin 53072

414/548-5578 . -
Judy A. ’I'romblfey,, Site Difector

, The Women's Development Centér at this school had been focusing on NTO" for

Several years before the field test program began, buf™§taff members were not
" satisf{ed with the results. "Think Non-Traditional" (TNT) targeted occupations which
the site director had identified gs labor-short in her labor market survey at the
beginning of the program. The pro»f‘eatured several series of exploratory work-
shops, which included role model@panels, hands-on  tryouts, and industry tours.
- Registration for -the non-credit course was limited to 22 to ensure a ¢close, Sup-
portive atmosphere for the women. At the conclusion of the series, the site director .
held individual exit interviews-to provide occupational#counseling and arrange for
needed suppczr.t services, . , q
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Extensive support services were provided:

-

a Support group, counseling, work- -

shops, and improved coordination with~“the ‘developmental studies department, . A

“

.notable aspe#t of this program

vas the full participation and cooperation of in-

structors, academic and occupatYonal counselors,

and other staff,

which the site

director achieved informally through frequent meetings and ‘conversations,

Thirty-two women, out of the 85 who took the TNT'éourses; enrolled in drafting,
electronics, office equipment repady,, and appliance servicing. Four other women were
placed in NTO jobs, and two others were accepted for apprenticeships.

H
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‘an® people in

i—purpose llst.

‘a X
* Program planning"
fsory commlttee membershlp
* reach:
* Employer contacts
K bd Alltes and goodwill

o . (,." O.',_
g 2 A

o

N

- - .
4

-Social Service Organizations “and -;
Pu;;gc Places

AFDC offlce
Al-Anon
*  American Bar Assu&tfﬁn local
." ¢ chapter - v
. pAmerican Medical Assoc1ation. R
b logal ohapter\ﬁ ot ’
i ) auty parlors
Child care referral bureeu .
Churches ;ﬂﬂ synagogues
Communlty centers -
Divorce counseling service
Family c0u;|§11ng service
.Family Cou
Health clinics, med{cal and
. mental -
- Housing Authgrity, housing
. projects
. Legal Aid Society, lawyers
- Minority and ethnic group

R v prganizations

Parents Without Partner,
Rape crisis center ‘
Schools ahd- their pa
°  prganigzationg:- day ‘care,
nursery, publie
" Shopping centers
Singles’ groups
* Supermarkets and groéery
-storeg .
Jenants' orgenization
Welfareggrights orgaqization
[}

«

~N

"

¥a

. 7.

o : CETA: .prime sponfor, local
training subcontractors,

' Private Ipdustry, Council
(PIC Counctl)

*" Chamber of Commerce

3 - e ..

Use it to jog your memory for organizatiohs
commun1ty that can be helpful for any of the followlng . -

grounEuork“and plannlng assistance

referral sources, poster and brochure locat1ons*

-~ <
, b K - - %\ ‘ -
; ."’ . ,. ‘ Appendix B _ .
. ¢ ' COMMUNITY RESOURCES (/’ : &
by ‘ - s : Lo

.
> ' *
.

(4

-] v .
Job Service office (Depart-
: 4 ¢
ment of Employﬁspt Security)
Job training groups: ban
League LEAP programs (some
have a "women's component"),
AFL-CIO }uman Resources L
Development Institute (HRDI) .

programs, Op ortunity Indus-
trial Centersh(OIC). Recruit-
ment and,Training Programs -, .
{REP)- - A ..
Kiwants Club ' -
- Lions Club ' . A
! Rotaerlub
Uflions: busines#agents or s‘hop i

stewards, Bureau of Apprentige-

ship and-Training (BAT), Jgint <
Apprenticeship Committée c§ 2
WIN -
, -'J @ *
Governgent

City oouncil

Commission Against Discrimination ¥
- Human nghts Commlssio )
ayor .
Representatives of local county, .
» or state agencies
* State senator or representative I
Women's Groups r ) .
. Careerafcunseling programs fo? P
- wome
. “~ Commission the Status of Women
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ComMunity advocacy®groups :
Displaged homemakers programs
League of Women Voters %
National Organization for Women
Wider Opportunities for Women
Women's centers :
YWCA or YWHA
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ERIC

Aruitoxt provided by Eic:

o

» ANA: Sally Moore, Consultant, Human Potential Devt., Office of Publi® Instr., State Capitol, Helena 59601. 406/449-2087

. NATIONAL AGENCY AND OBGANIZATION RESOURCES ,

”
[ Y .
/‘l‘his appendix contains lists of several types of nation}l?r?ﬁce ¥ vocational education sex equity coordinators, U.S. Department f ‘Labor / ,

K]
LY

Women's Bureau offices, sex desegregation assistance ce , ahd groups that can provide help with various aspects of an NTO ogr

. .

M =

- .
vacational Edugation Sex Equity Coordinators . \ ‘ .

The Vocatiomal Educatih Act»o‘ﬁ976 (Public Law 94-482) requir;s states to employ
. .- a full-time person whose resoponsibilitv it is to reduce sex. bias and sex stereo- ,
s . typing in secondary and postsecondary,vocational education.. Sex equity coordinators
- . are therefore your best source of information on what is siappening in NTO in your o
state. They can put you in touch with knowledgeAble people, recommend or provide
' ( resource miterials and audiovisuals, and suggest trainers and training materials.

. .
ALABAMA:. Ann Turnham smith, sup., Sex Role Stereotyping, Div. of Voc. Ed., State Dept. of Ed., Montgomery 36130. 205/832-\5776 *
ALASKA: *arvey'Cr tt,” Sex Eq. Advisor, Pouch F - Alaska Office Bldg., Juneau- 99801. - 907/486-2980 . :
ARIZONA: ®Vacant, gcialist, Sex Stereotyping, State Dept. of Ed., Voc. Ed. Div., 1535 W. Jefferson St., Phoenix 85007. 602/255-53§7 ,
ARKANSAS: Janice Gresham, Prog. Mgr., voc. Eq. Progs., VTE, State Deot. of Ed.., Ed. Bldg., Rm. 409D, Lit®le Rock 72201, §01/371-2974
CALIFORNIA: Connie Gipson, Consultant, State Dept. of Ed., Voc. Ed., 721 Cépitok Mall, 4th Flr., Sacramento 95814. 916/445-5079
COLORADO: Carol Vote, Acting Sup., Sex Eq., Div. of Occ. Ed., State Bd. for Comm. Colls., Centennial Rldgs, 1313 Sherman Av., Denver 80203.
303/866-3013 . . . .
CONMECTICUT: Carole Aiken, Consultant, Sex ‘Eq., Div. of voc. Ed., State Dept. Ed., Box 2219, Hartford 06115. 203/566-3430
DELANARE:  Carol O‘Neill Mayhew, Coord., Sex Eq'~ Prog., State Dept. of Ed.%, Dover 19901. . 302/736-4681

.

NISTRICT OF COLUMBIA: Eunice Wright-Jones, Sex. Eq. Coordy, Diwvs of voc. Ed., Presidential Bld 415 12th St. MW, Wash. DC 20004. 202/724-4218

FLORIDA: "Charlotte Carney-Gore, Vot::. Ed. Eq. Coord., Div. .f ve-Tech Ed., State Dept. of Ed.,[Xnott Bldg.,. lahassee 32304. 904/488-7695

GEORGIA: Loydia Webber, Coord.‘for Voc. Eq., Office of voc. Eq., 237 State Office Bldg., State| Devt. of Ed_., lanta 30334. 404/656-6721

'm“: Barbara White, Coard. of Spec. Servs., Univ. of Haweii,"offxce of State Dj\.r. of voc. EA., 2327 Dole S.t., Bachman Hall, Honol'ulux96a‘2
, 806/948-7461 . . / S

IDAH): =lLianne McAllister, Voc. Ed. Eq. Coord., State Dept of Ed., Len B. Jordan Bldg., 650 W. State St., Boise 83720. 208/334-3271

ILLINOIS: Jane Adair, Sex Eq. Admstr., Adult voc. & Tech. Ed., IL Office of EQ., DAVTE E-439, 100 N. 1lst St., Springfield 62777. 217/782-7823

INDIANA: Vacant, State Coord. for Reduction of Se‘x Bias, State Bd. of voc-Tech Ed., 401 Illli.nois Bldg., 17 W. Market St., Indianapolis 46204

317/232-1810 ) ’ . .
JOWA: _Bever‘y Gillette, Sex BEq. Coord., State Dept. of Ed., Grimes State Officg Bldg,, Des Moines 50319. 515/281-8584 ®
KANSAS: Corena Mook, Prog. Spec., Voc. Eq., State Dept. of Ed., 120 E."10th St., Tg] a.6662. 913/296-2091 A

KENTUCKY: Betty Tipton, pir.. Fqual Voc. Oppty., State Dept. of EQ., Capitol Plaza Towers, Rm. 2.031, Frankfort 40601. 902/564-2896
LOUISIANA: Joy Joseph, Coord., Sex Eq. Progs., Div. of Voc. Prods., State Dept. of Ed.7 PO Box 44064, Baton Rouge 70864. 504/342~-3522
MAINE: “Edwar ‘Maroon, Affirm. Action Qfficer, Voc. Ed., Dept. of Ed. & Cultural Servs., State Dept. of Ed., Augusta 04330. 207/289-2796
¢ Jill Moss Greenberg, Coord., Voc. Ed. Div. State Dept. of Ed., 250 W. Baltimore St., Baltimore 21201. 301/659-2566
MASSACHUSETTS: Xathleen Atkingon, Actg. Sex. Eq. Coord., Div. of Occ. Ed., State Dept. of Ed., 31 St. James Ave., Boston 02116. 617/737-8140
MICHIGAN: a. Lincoin, voc. Ed. Eq. Coord., Voc-Tech Ed4. Servs.*™State Dept. of Ed., PO Box 30009, Lansing, 48909. 517/373-3370 .
MINNESOTA nna Bobeh, Coofd. for Expanded Career Choices, State Dept. of Ed., Capitol Sq. Bjdg., St. Pau*55101. 612/296-1866 .
HISSISSIPP : . Shirley Haggard, Prog. Offr., State Dept. of Ed., PO Box 771, Jackson 39205. 601 /354-6805 &
MISSOLRI: Céorganna Rargadine, Voc. Ed. Eq. Coord., State Dept. of Ed., RO Box 480, Jefferson City 65101, 314/751-3872 .
NEBRASKA: Marge Hatheway, '‘Bir., Bqual BE4. Oppty. in Yoc. Ed., State Dept. of Ed., 301 Centennial Mall S., Lincoln 68509. 402/471-2441
NEVADA: Vacant, Diw., Elim. of Sex Bias & Sex Stereot., Voc,. Ed. State Dept. of Ed., 400 W. King St., Carson City 89701. 702/885-5700 .

NEW Mmﬁ; Nishma Duffy, Consultant in Equal Access E4., Div. of voc-Tech Ed., State Dept. of Ed., 105 Loudon Rd,, Concord 03301. 603/271-2387
' NEW JERSEY:’ aacqueliné,wa'lk.r, Dir., Office for Women in Equal Access, Voc. Ed., State Depv. of Ed., 225 W. State St., Trenton 08625. 609/292-2212
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NEN MEXICO:

NORTH CAROLINA:
NORTH DAKOTA:
OHIO:

- OREGON: Joan Sieber
! " PENNSYLVANIA: Jacq)
. PUERTO RICO:

SOUTH CAROLINA:
SOUTH DAKOTA!

TENNE
TEXAS:
512/475-3129

. UTAH:

Janice Highower, Coord., Equal vgé 0ppcy. Prog., Voc. Ed. Div., .State Ed. Bl
NEW YORK: Mary Ann Etu, Eq. Coord., State Ddpt. of Ed., Twin Towers, Rm.

Gary Ridout, Consultant for Sex Eq.
Nancy Thorndal, Coord., BEd. Eq. in Voc. Ed., State Bd.
Nancy Smith Evans, Supr. of Prog. Eq.; Div.
OKLAMOMA: Candy Grey, Dir., Ed. Eq. Servs., State Dept. of Voc-Tech Ed.,
, Spec., Voc. BEqual Ed. Oppty., State Dept. of Ed.,
ine Cullen, "Sex Eq. Coord., State Dept. of Ed., Box 9M, Harrisburg 17126.
Carpen Rivera, 'Sex Eq. Coord., Dept. of Ed., Voc.
RHODE- ISLAND:. Linda Greenwood, fex Eq. Spec., State Dept. of Ed., Bur.

Annie Winstead, Consultant in Séx Eq.,
Larry Lungstad, Supr., Equality'in Voc. Ed., State Dept.
SSEE: Andrea Pillo, Spec., Equal Voc. Oppty., .State Dept.
Cecil Yvonne Hrlght. Coord. for gqual Access to Voc. Ed., Occ'al EA4.

Barbara Haleg, Bqual Oppty. Spec., D1v. of Voc E4., St:at:e Bd. of Bd., 250 E. -5th St., Salt Lake Cn:y 841¥1,
VERMONT: Noreen O'Connor, Sex Eq. Coord., Voc-Tech-Ed., State Dept. of Ed., Mont
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., Santa Fe 87503.

1624, Albapy [2224% 518/473-7892 :

of Equal Ed., Ed'al Bldg., Raleigh 27611. 919/733-7048

£d&r Voc. EA., 900 E. Boulevard Ave., Bismarck 58501. 701/224-2678

Ed., State Office Bldg., 65 S. Front St., Columbus 43215. 614/466-3430 ’ J

1515 W. 6th Ave.,.Stillwater 74074. 405/377-2000 ..

700 Pringle Pkwy SE, Salem 97310. 503/378-3074 .

717/787-4482 : . o

& Tech. Ed., PO Box 759, Hato Rey 00919. 809/753-9128 \ ’

of Voc-Tech Ed., 22 Hayes St., Providence 02908. 4017277-2691

, State Dept. of Ed%, Rutledge Bldg., Columbia 29201. 803/758-8546 P

of Ed. State Office Bldg. #3, Pierre 57501 . 605/773-4718,

of Ed., 213 Cordell Hull Bldg., Nashville 37219. 615/741-1716 - ‘

& -Technology, 'rx Ed. Agency, 201 E. .1th St., Austin 87701. "
. I

505/827-3151 - .
in Voc Bd., Div.

of Voc.

Div. of Voc. Ed.

801/533-5871

lier 05602. 802/828-3101 ’ - : "

VIRGINJA: Elizabeth Hawa, Sex Eq. Coord., State Dept. of Ed., Richmond 23216. 804/786-2648 -, . 5
S WASHINGTON: Beverly Pogtlewaite, Special Asst., Commission for Voc. Ed., State of WA, Ol a 98504. 206/753-5651 ) ) .
VEST VIRGINIJA: Marlene Grady, Voc. gd. Sex Eq. Coord., State Dept. of.Ed., 1900 WashingtoW/st. E., Charleston 25305. 304/348-392
WISCONSIN: SECONDARY. Barbara Bitters, Voc. Eq. Coord., Dept. of Public Instr., 125 S. Webster St., Box,K 7841, Madison 53707( 608/267;9252 .
» * POSTSECONDARY . ry Thompsona Sex Eq. Coord., Voc. Tech. Adult Ed. Bd., 4802 Sheboygan Ave., Madison 53702. 608/266-1724 .
; +WYOMING: Verlyn Velle, Voc. Ed. Sex Eq. Coord., Equal Ed. Oppties., State Dept.of Ed., Hatheway Bldg., Cheyenne 820L2. 307/77'7-'7411 ,
o - .
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Aruitoxt provided by Eic:

NATIONAL OFFICE

Women's Bureau

Office of the %ecre,ury
¢.S. Department oOf Labor
200 Consgtitution Ave., NW
washington, DC 20210°

REGION [: BOSTON
(CT, ME, MA, Nf, RI, VT)

vivian L. Buckles L
WB, DOL

Room 1700-C JFK Bldg.
poston, MA 12203
617/223-4036

-
REGION 11: NEW YORK

&
(NJ, NY, PR, VI)
Mary E. Tobin
wB, DOL .
1515 Broadway, Room 357
New York, NY 10036
212/399-3445

156

- '

. Women's Buxpau

The Women's Bureau of the US pepartment of Labor has existed for over gixty years,
and pub‘lishes » broad range’ of excellent materials on the subject of women and work.

single copies are free. We bave listed the ones on NTO in the bibliography, Appen-
dix H. The Hone'n'§ Bureau staff are also knowledgeable about NTO programs funded by
the Department of Labor, Such as the Urban League LEAP programs, and employers.
Contact the regional office nearest you.

.
. -

A

(DE, pC,' MD. PA, VA, WV)

Dorothe Dow
wB, DOL
Ghteway Bldg., Rm. 15230
« 3535 Market Street
5 Phila, PA 19104
215/596-1183
. .

.

REGION IV: ATLANTA

s (AL, FL, GA, KXY, Ms, NC,
sc.¥ ™)
’ Dolores Crockett
" WB, DOL R
1371 Peachtree St., NE
Room 737
Atlanta, GA 30309

* 404/881-4461

EGIW YV, CHICARD
- (IL, IR, MI, MN, OH, WI)

Sandra Frank
N wB, DOL

b

«

Chicago, IL 60604
<.  312/353-6985

' ‘REGION 111: PHILADELPHIA

230 S. Dearborn_St., 8tH Flr.

-

REGION VI: DALLAS

(AR, LA, NM, OK, TX)
Rhopia Taylor

wWB, DOL

555 Griffin Square Bldg.

Room 505
Griffin & Young Streets

pallas, TX 75202
2147767-6985 '
REGION VI1: KANSAS CITY

(IA, XS, MO, W)

Gwynn Gilliam

WB, DOL

2511 Federal Bldg.

911 Walnut Street
Kansas City, MO 64106
816/374-6108

REGION VII1: DENVER
(CO, MT, ND, SD, UT, WY)

Lynn Brown T

“WB, DOL

1432 Federal Bldg. .
1961 Stout Street
Denver, CO 80202
303/837-4138

REGION IX: ﬂmw&'} .
(A2, CA, HI, NV)

Madeline Mixer

WB, DOL

Federal Build:ng, Rm. 11411
450 Golden Gate Avenue
San’rrancisco, CA 94102
4157556-2377

REGIQN X! SEATTLE o
(KK, ID, OR, WA)

Lazelle Johnson

WB, DOL

Federal Office Building
Room 3032 .
909 First Avenue

Seattle, WA 98174
206/442-1534
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Sex- Desegregation Assistance Ganters ’ L : c
Funded under Title IV of the Civil Rights Act of 1965, the sex desegrhgation assis- . T <
. tance centers ptavidc needs assessment services, technical assistanceé, training,
and resources to publicly funded schools and school districts. All services are i -~

ARIZONA

Sex Desegregation Training Inst.

University of Arizona

Mathematics 209 -
Tucson, AZ 85721
602/626-4477 :

CALIFORNIA

Sex Desegregation Training Inst.

University of califomin at
Berkeley

c/o Campus ﬂ.-.axch Oftice

#-11 Wheeler RHall

Berkeley, CA 94720

415/642-1823

Sex Desegregation Training Inst.

University of Santa Clara

Division of Continuing Eduea-
tion

Santa Clara, CA 95053 .

408/984-4533 )

s .

free. Contact the regional center neu,est you.

’

Sex Desegregation Training Inst.

University of Colorado at
Denver

1100 14th Street

Denver, CO 80202

303/629-2663

DISTRICT OF COLLMBIA

Sex Desegregation Training Inst
Amarican University -

School of Educati
,'Massachusetts & Nebpaska-

Avenues, NW
Washington, DC 20016
202/686-2194

\MICHIGAN . e

Sex Desegregation Training Inst.

Wayne State Univetsity
505 Cass Avenue

° Detroit, MI 48202
313/577-1857-

-

HNTANA“'a’

Sex Desegregatifon Training Inst. ~
"Rocky Mountain College

1500 Poly Drive
Billings, MT 59102
406/245-6151, X 214

>

NORTH CAROLINA .

Sex Deuqteqation Training Inst.
Univenicy of North Cardlina
School of Bducation .

Peabody' Hall, 037-A

Chapel Hill, NC 27514
919/966-5266 - -

NORTH DAKOTA

Sex Desegregation Training Inst.
North Dakota State University
Division of Continuing Studies
Box 5595

State University Station -
Pargo, ND 58105

701/237-7017

-

* 1
OREGON
Sex Desegregation Training Inst. .
Portland State University . "
P.0. Box 751
Portland, OR 97207 ’
503/229+4628

"

TENNESSEE

. Sex Desegregation Training Inst.
Ugiversity of Tennessee
College of Education
Knbxville, TN 37916
615/974-6638

V'

Tms 1 .
Sex Desegregation Training Inst.
Stephen F. Austin State Univew:

sity
Box 6078
Nacogdoches, TX 75962
713/569-5307

&
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» . Organiutiona

- »
There are groups u:;ou the country whose areas of expertise gelate to NTO: , women
and work, health, minority women, displaced homemakers, women in apprenticeship,

career cotnseling for women, and many others. Write to find out the services and

resources they can offer you.

ERIC

VOCATIOMAL ASSOCIATION
Vocational zducation Equity
Council (VEER)

. 2020 N. l4th Street

Arlington, VA 22201

AMERICAM WORKING WOMEN'S SUPPLY
COMPANY
PO Box 100
Deer Park, WY 11729
(Work clothes and shoes in
n's sizes)

ADVOCATES FOR WOMEN

414 Mason Street

4th Floor

San Prancisco, CA 94108

ASIAN/PACIPIC WOMEN'S CAUCUS
413 N.E. 57th Street
Seattls, WA 98103

BLACK WOMEN'S AGENDA [}
1819 H Street, W -
Suite 900

washington, DC 20008

CATALYST

14 E. 60th Street

Mew York, NY 10022
~

CHICANA COALITION
394 Willqw Street -
san Jose, CA 95110 .
~
COALITION OF LABOR UNION
WOMEN
15 Union Square .
Nevw York, NY 10003
Has local chapters.

v

DISPLACED HOMEMAKERS NETWORK

c/o Business and Professional
women's Foundation

2012 Massachusetts Ave, NW

Washington, DC 20036

' Has local branches.

Bducation and women's committees

of nationa) unions, such as
International Union of Elec-
trical, jo, and Machine
%rket:,zdl:’l.-cro
Communications, Workers of
America
United Automobile Workers of
America

NATIONAL ASSOCIATION FOR THE
ADVANCEMENT OFP BLACK AMERICANS
IN VOCATIONAL EDUCATION

P/O. Box 23125 ~

L'Enfant Plaza Station e=-
Washington, DC 20204

5

T NATIONAL ASSOCIATION OF WOMEN

IN CONSTRUCTION

P.O. Box 181068

Fort wWorth, TX 76107
Also gives scholarships.

NATIONAL COMMISSION ON WORKING
WOMEN

Center for Womer and Work

1211 Conndcticut Ave., W
Suite 310

washington, DC 200136 .

NATIONAL CONGRESS OF NEIGHBOR-
HOOD WOMEN '
1129 Catherine Street

Brooklyn, NY 11211

NATIONAL COUNCIL OF NEGRO WOMEN
18194 Street, NW, Suite 900
washington, BC 20006

Has New York Chapter, .too.

NATIONAL URBAR LEAGUE

Lator Bducation Advancement Pro-
gram (LEAP) )

500 E. 62nd Street

New York, NY 10021

NATIONAL WOMEN'S EMPLOYMENT AND
EDUCATION, IRC.

P.0O. Box 959

San Antonio, TX 78294

[

/‘\

NATIONAL WOMEN'S HEALTH NET-
WORK .
224 7th Street, SE
washington, DC 20003

. B
NORTH AMERICAN INDIAN WOMEN'S"
ASSOCIATION «

¢/o U.S. Dept. of Labor
Women's Bureau

200 Constitution Ave., NW
wMashington, DC 20210

OLDER WOMEN'S LERAGUE EDUCA-
TIONAL FUND - R
3800 Harrison Street
Oakland, CA 94611

e

.

OPPORTUNITIES INDUSTRIALIZATION
CENTERS OF AMERICA (OIC)

100 Coul ter Street
Philadelphia, PA 19144

PUERTO RICAN LEGAL DEPENSE ARD
EDUCATION PUND

950 Madistn Ave., Suite 1304
New York, NY 10157 t
UNION WOMEN'S ALLIANCE TO GAIN
EQUALITY (WAGE)

P.O. Box 462

Berkelefd CA 947Q1

'




I

WIDER OPPORTUNITIES POR WOMEM,
mc.

1511 X Street, W, Suite S
washington, DC 20005

- .

WEEA (WOMEN'S EDUCATIONAL EQUT
ACT} PUBLISHING CENTER

~ Bduocation Development Center
5SS Chapel Street
Newton, MA 02160

WOMEN'S ACTION ALLIANCE )
370 Lexington Ave., Room. 603
New Yoik, NY 10017

WOMEN'S EQUITY ACTION LEAGUE
805 15th Street, MW
Washington, DC 20005

WOMER FOR RACIAL AND ECONOMIC
EQUALITY

130 E. 16th Street

New York, MY 10003

WOMEN'S EMPLOYMENT RESOURCE
CENTER « - \
384 Whalley Avenus

Mew Haven, CT 06511

WOMEN'S (!:CUPM'IW HEALTH
RESOURCE CENTER

School of Public Health
Columbia University

60 Haven Avenue, B~-1l

New York, MY 10032

R 4
WOMEN'S OUTREACH PROJECT .
Technical Education Research
Centers, Inc.

8 Eliot Street

Casbridge, MA 02138 -
» ey
WOMEN'S TECHNICAL INSTITUTE
{PORMERLY WOMEN'S ENTERPRISES)
739 Boylston Street .
Boston, MA 02116
12
[ 4
~ ~ "
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'Appendix D
- NTO PROGRAM MAINTENANCE CHECKLISF- ’

‘Ond"your program is well underway, there are some things that should be
done to keep it running smoothly. Refer to this checklist periodically to make

sure it is. L ’
. 3
eAre You ... g2
... Keeping everyone who matters informed of what is happening in the
. program? D p

.
-

... Updating your knowledge of companies' needs for skilled workers by
S talking with employers? . N

... Updating your information on growing (and declining) occupations?

ces Updatiﬁh your knowledge of ocgupational progrém requirements and s
. school services? N

. Updating your list of community services?

... Maintaining your role model file? ' = ._ \\.

oo Finding out which outreachrmethoﬁs work best?

-

. Analyzing your career exploration activities to find out which are
most effective? :

S
... In touch with women enrolled in NTO training on a regular basis?

. Updating your records to reflect women's recent progress?
. In touch with faculty about women's progress in class? - <
... Asking women what new topics they would like to cover in workshops?
- 4 *

L]

. Making sure a support group'is meeting regulaﬁly?

1

H ~

i ... Maintaining your job opening network? .

: .... Keeping up your contacts with NTO women graduates?

N ... USING YOUR EVALUATION RESULTS TO IMPROVE YOUR PROGRAM?

. ]
¢ - -
~ ) . - l"
3\
-/ K
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* WORKSHOPS FOR THE *
MONEY MOTIVA TED *

C;SIGNED T0 ACOUAINT WOMEN WITH NON-TRADITIONAL

REERS AND HELP THEM ACQUIRE THE TRAINING AND

SKILLS NEEDED TO MAKE IT IN A MAN S WORLD

i

a3

* Sepieraor23  Olfoer 18 - Morchd 28
7 9pm Tuesdey Thursdey 1 3pm Tussdey Thursdey

Talk 10 emplovers and women who Rave been

ng. spp 14D8I ING ShOCT: Semnar
10b market iormation visds 10 on sre b
hends-on saperience Follow up services 10 help!
are part of the workshop ¥

heice such es draft

-t0-dety splacy snd
an opporturiity for
uoﬁl: thew skils

l\_/

N
‘/ October 28 November 20

Tuesday ! Thurs@y' 7 §p m
The skiled trades & viable career epwon for A lock st the machwne

100king (rades end iNGUSINal SPOrENtICEsMDs Workshop will provide sn 0ppor
fUOty 10 mien plants work with fools and talk with repfesentatives of smplayers
and umons W 1o gate salary and job information and follow up services to
nuuwmwmmn-m’-mdmmm

Fﬂ_

4

.
[ 4

N 0
Information CoHt
Judy Trombiey -

§48 5480
Eﬁm-n. 100

ol N4

I

electronic twer”.cm repairer..pllot | .
THERE = +=5:2 | |-
endmeenng technician...auto mechanic ‘ .

energy efficiency technician...electrical .technician..recording f - «
I englneer .solar energy technician..technical ilustrator..crystal
| "technman..mtcrqbiology« tecfinoiogist..weltiing technician..TV Py
and radio technician..aeronautic drafter.rallway emschanic..
N drafter..air poliution technician...surveyor..slevator repairer .-
alr conditioning techn&caan .ol heat servicepérson..business -
operatk\q room technician
..electronic technician.. telephone installer
..computer systems analyst..machinist..!
field service erigineer..jewelry repalrer,
mechanical engineering technician...printer
..daify technician..airplane mechanic:..
electric sign repairer . large apollapoereqmreragntmcom -
biower communicgtions technicran ..landecape U -1
tool and die technician. sngineemg assistant. E
mechanic...pianc technician, rotvonm instructor...rac .o
technician..customer engineer..electronic inspector...projedtionist .
~chemigtry | tschniclan .computer. lor...typemnu repairer... . .
’ heatmg syslsm mechamc ..statistician... ¢
S oot oo ||
rnotorcycie mechanicafood technologist...
rnadne mechanic .x1ay t ..optical lens grinder
’ J -physical secunty technician..slevator mechanic..crime
lah teshnician .gesigner...urban planning technician..

sy . id

SUCIH
. THING
AS
A

IR

F’ W men-lsnftttnmeyoueamed.more . ) )
ey? Find out if one of these wellpaid,

Al .
‘ owing careers is right for you. " The AN .
. emahd is great. Let us provide the facts’ T
and support your efforts Take the firstsfep, .~ “.
) glve usacal * X o v
4 ‘ Project ACT i Ia -
. — 266-2243 — . R
. . w°men s Enterprises_of Boston .
73980ylsion$treet Boston 02118 . . e .
Al services provided throughCT ave free. ":? . b
. . (S .
- ; . . M ,
. ) . .
. e
v L % ,
o ~
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- Women

Hudson Valley

Community Col

THEAWOMEN'S DEVELOPMENT CERTER |~
" PONSORS

. WOMENIN .
APPRENTICESHIP &
NON-TRADITIONAL

GCCUPATIONS

MONDAY MARCH 23 1981
NORTH CENTRAL TECHNICAL INSTITUTE
ROOM 451 B
WAUSAY W -4




g NEW JOBS FOR
| WOMEN |

' Vel

a

MAFTER

ot
WANT TO TRY. SOMETHING NEW?

NEED A GOOD JOB?

3 WANT MORE MONEY
|~ AND HIGHER PAY@?

" FREE' ADMISSION, I

WHERE: ORLANDO' PUBLIC LIBRARY
‘ | AUDITORIUM .

N mm, THURSDAY MARCH 19, 1984

e 945 AM. - 1:15 PM.

IF YOU NEED' MORE |NFORMAT|ON
h ' . PLEASE CALL

x . 628-8511 ¢ |
, NSORED BY W.E.D.G.E., PROGRAM OF THE .
D CE RAL FLORIDA EDUCATIONAI. CONSORTIUM FOR
e WOMEN « /
ERIC ’ —— )
. e . 162 168 .




WORKING ) o

.
-

IN A MANS WORLD ‘@ Carpenter  ® Railroad Brake
® Electrician Operator
IS NOT ALWAYS EASY. o Llectrician | \Jpema
. N ® Plumber ® Laborer
You sometimes have to w?’!" & Painter, ® Heavy Equipment
long. unusual hours. You might Operator !

have to work overtinp Often
the work is dirty. noisy. haauy
hot, or. cold.

.

BUT. IF YOU'D LIKE

® to work with your hands
'® strenuous, physical actiu@\“"
® outdoor-or shop work .
® on-the-job training , .
® good pay and a fullti

permanent job

~ e

in

T €91

'A NON-TRADITIONAL JOB
MAY BE FOR YoU!

. * Because there have been more malg b ‘females in
certain jobs they may be considered “men’s work” or
“women’s work.” Today. men and women are proving

*ha ~imost all occupations are équally suitable for
EKC d females. -

169

trainer and trainee” with requla
increases.

AMARILLO COLLEGE offers vocational
and technical training in many
traditional” careers. The average
length of training is 18 months to two
years. Career choices include:

‘

TRAINING, FOR NON-TRADITIONAL
CAREERS| may be through an

apprentigeship. successful completion
of a vochtional program. or on-the.job
training.

APPRENTICESHIP is leaming a skilled
trade through training on the job.
Depending on the trade, apprentice-
ships require two to five years of
training. plus related classroom
instruction. Apprenticeships also

e a written agreerhent between

A

age

“non-

Electrical/Instrumentation -
Diesel Mechanics 4
Commercial Electronics
Auto Mechanics and Parts
Welding p
Air-Conditioning and
Refrigeration

Drafting and Design .
Chernical Technology

l.aw Enforcgment )
Computer Electronics
Technoloqy

Electronics Engineering -

Technology

Vocational training in other |
~"non-traditional” careers is

available at local trade schools.

s

Amantio College tradilionatly accepis
all students for coroltinent regardloss
af 1 pecd Ccodor Tuitiondal o
or ph M Iandicap

Texas Panhandle women are currently working in these non traditional jobs as well as many others: l

® Heavy Equipment , @ Medicine ® Insulator
Oiler ® Drafter @ Electronics
® Truck Driver ’ o Welder Technician

® Auto Mechanic
® Telephone Installer”

® Security Guard
® Department of Public

- . %~  Safety Trooper
Average Wage of Selected Arharillo Occupations’
salesclerk - $3 13/he $ 6.531 annually
telephone operilar| $3 36 'hr $ 7 200 annuaity
teller/cashicr $3 60/hr 2 2.500 annually|
twairess 53 73/'1! L, $ .7.800 annually ;
clerica $3 85/hr $ 7.953 annually
* bookkeeper 3 32/hr ) . 18 9000 annually
teag et $Y 00/hr $11 330 annuatly
mechanic 54 85 hr . 1516 098 annyaity
drafter $5 23 hr $10 872 annually
» !T»hu' officer $5 72/hr $11 898 azmally
/ welder $G 00'hr, A $12 480 an“ually
tamenter $6 10/hr $12.G88 annuail,
mac hirist ; 50’hr $13 320 annudlly
plumber 57 38/nr 515351 annuaily
cement finesher $¢1 50 ‘hr $17 680 annuatly -
ronuorker $1145hr $23A16 annui‘lq
plumber $t037/hr s g $21 569 annually
campenter N $10 85 hr R uroni $22 568 annually
53 54 55 56 37 38 89 S10RQN S/
Avcraqe no,mq Wag
rsrafistics froim Teaas Employment Conmission :/uly 1960¥ )




SWING INTO A JOB
THAT PAUS:
GO WHERE THE
MONEY IS!

" ARE YOU A WOMAN WHO IS LOOKING FOR A JOB.
THAT PAYS WELL, OFFERS GOOD BENEFITS AND
AN OPPORTUNITY FOR ADVANCEMENT? B OWARD
4 COMMUNITY COLLEGE MAY HAVE THE ANS!

S

BROWARD COUNTY EMPLOYERS ARE URGENTLY

. SEEKING WOMEN TO ENTER FIELDS THEY'VE NEVER |
BEFORE CONSIDERED. THE JOBS ARE WAITING FOR
You!

FIND.OUT WHERE THE JOBS ARE, WHAT THEY Pj\f AND *
L]
HOW 10 PREPARE FOR THEM. ‘
- BC%AN HELP YOU ASSESS YOUR SKILLS AND INTERESTS T
AT NO CHARGE.

NOW YOU CAN GET JO THE TQP AND GRAB ALL THE
’ OPPORTUNITIES TOO!

>

!

For lnformation Call: 'Leslie ‘Delman
{© Broward Community College Program Director
.. . 9129100

ERIC . e
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B project crpen
S ' |

'NON-TRADITIONAL OCCUPATIONS

. 1y

R R
OPPORTUNITIES FOR WOMEN .

> b

NEED MORE INFORMATION?

For more information contact Sandra Ruban, Direc-
tor. Project OPEN, Tompkins Cortland Community
College, 170 North Street, Dryden, NY 13053 (607)
844-8211, Ext. 454

Project OPEN s supported through a grant ap- ' .
Proved by the Office of Higher Education under TOMP'(INS CORT[ANd
the Vocational Education Amendments Act of 1976 ' COMMUNiTY COU.EQE

+
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BY TRAINING WOMENS

N FOR ‘
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CAREERS -
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. JOB APPLICATION OUESTIONNAIRE,
FPOR POSITION OF NTO PROC;AM'COORbINATOR

<
.
'
H ~
AY
-

TQF questions below are recommended .for use in apbiication forms for the
position of NTO program coordinator.- They elicit information on applicants'
relevant experience and give you an idea of how they would approach the job.
An added bonus is that the successful app11c@n} has a runnlng jump on the
job thanks to this pre-planning. .

We adapted the questions from the application form developed by Ruth
Fossedal, Director of the Women's Development Center, Waukesha County Tech-

. nical Institpte, for the Women's Outreach Project -field -test. N

AN

N .

« -
1.: Pfggse describe the “experience you have in any of the followlng areas:
a. Career counseling for women .,
b. Vocational-technical educag&on
c. Public speaking
Writing
., .Program planning

2. at types of people would you place on an eighi—membe; advisory
c ittee? Give names if possible.
. - L 3
3. What types d¥\8£::ifg%/éo &ou'think your clients will have that should
be addressed by 0 p;pgram? Ly

L

4. What schoel departments ang services would you utilize?
i

5. " Briefly outline a suggested outreach campaign.

6. Outline in paragraph form the curriculum you would develop for a
career exploration (pre-vocational) course.

-, b

7. How many women do you think would -- *
a. Enroll in each career exploration course (average)?
b. Enroll in NTO tra1ning the first year?

c. Be placed in NTO jobs or apprentlceshlps after two years?

8. Outline your aétidn plan for the first month on thé job. 1




NAME

e
. RECORDKEEPING FORM

NTO WOMEN

HOME PHONE

o
ADDRESS

‘ WORK PHONE

CURRENT JOB

AGE

EDUCATION

MARITAL STATUS

v

CHILDREN ?

f“_"CONTACTs e.q..,

appointments, services recc&&ended and provided, workshéps

taken, problems, course enrollments, etc.
DATE N . NOTES
Q \
T N
({
AN
\-.\/ . R
\ ‘Il’
e ‘\,‘/7
LI — 1 \




L T
-» ) . ‘
- ) RECORDKEEPING FORM ’
L LE MODEL o

NAME OCCUPATZON
HW PHONE _ WORK PHONE SOCIAL SECURITY NUMBER

. - \ 5 .
HOME ADDRESS |, ° ciry 7 \ ZIP
.EMPLOYER ADDRESS €ITY 2IP
RELEVANT PAST EMPLOYMENT: ' N . SR

Position Employer Dates

ﬁ‘f - .
A i .
Ve - B
» A
!
Can shg be contacted at work? VYES’ NO . .
Can she be visited by NTO women at worfy YES NO
Person.: be contacted :
Title L7 ' Phone

& . -

KEY FEATURES AS A ROLE MODEL (e.g.,.education, training, family responsibilities,
career path, how she arrived at her present position, attitude toward job) )

: = A

PARTICIPATION RECORD . -
Date . Group , . Notes ’ -

-




- 11, Please give‘iﬁ suggestions for the next time this tour is given.
. —_—

N ' >
. EVALUATIONSOF INDUSTRY TOUR .
Adapted from the Transition to Technology Proqram,\—ﬂ//4(‘,‘
- Evergreen Valley College, San Jose, California -
3 ‘ —
NAME (OPTIONAL) N . ‘ '

LOCATION OF TOUR ' o

DATE

f..‘How did the tour help you leArn things that have not been/;aGE;;;/;n class?

2 ~ . ® e
2. Was the tour given at a good time during the semester? YES " NO
If not, why not? -

-~

3. In what wayé were the speakers helpful or not helpful?

’
L . §7)
4. Could you hear what was being said? YES NC SOME OF THE TIME
5. Could you see what was being demenstrated? YES NO SOMETIMES .
N £
6. Could you understand what was being presented? - YES NO SOMETIMES

7. Was the tour a good length of time? TOO LONG /KTOO SHORT JUST RIGHT

‘

8. 1In #hat ways was the tour's format effective or ineffective?

'y

9. ‘pid the tour answer your questions on career oppértunities in this industry?

YES NO " If not, what wasn't answered?

10. Did the tour help you make decisions relating to your job choice?
L

* -

YES NO If yes, in what way? ,

- - ) o

'\
P .
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o . o R " EVALUATION OF OPEN HOI{SE -3
) . : B J A&aptgd‘ fram Form DeveXoped By
4 Northern Essex Communié€y Cv.lege
- " " * ‘ . i N . 4
a ‘ . - -
4 oo - . e . ‘ : 9
-. - . NAME b Rx PHONE
o (Optional) T . o
- ADDRESS - — ~_ "
- o s . ~ :
CITY . \ » ] 1. ../ STATE
. . 4 : ¢ S Ll »
. o _ e s | 5 . o
1. Why.did yowattend this Open House? .
\]
, - o N -
3 . — a . h
S -
) ) . N = D
. / ...
- e, 2., D1d the Open House match youir reasons fop attending?
o = ES_, . NO (-~ SOMEWHAT ' wHYy? ' %
e ... 3 . = B . ‘
R 3. at ‘wa's your opinion of the papgel p?ese’ﬁtatioy? -
N . ) = . <
; ) «:.-  EXCELLENT %  GOOD FAIR- POOR, - WHY?
e L°h f{ ) o . ’ L
“ ¢ . .
. ‘

| B JUAN can House
' _ Whu most elpfu? to -you 'at the Open House?
» oy
-»

4

~ >

.—f'-s‘. - il

T

X [ S
et : ' U . LN S . - e
o 5. ,What sr[uld tave been inclgaed in the @pen House?

- . . . "“‘(» I?", . )

g - 6. Other c,om'ment\s or' suggestions
S - AR DT

v + .
, . L 3 , -
Ve [ S . . ¥ ’ i . e -
’: .
L ’ - ] s
& hd - 2
L B O
. - .
. - 4+ —— “l
- Ny
L]
. { .
‘
+ ‘ -
. N
] T e .
s - LR
: r- L o
.o . .
L .
.. w
> 1-79 . .
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SEXUAL HARASSMENT POLICY
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e . GUIDELINES FOR RECOGNIZU‘G AND DEALING WITH SF‘(UAL HARASS‘{F'N[‘

. © Jefinition: ° Sexual haraasment 1s UNWANTED sexdal attention froﬂ .pe , suberdinates;
or* supervisors, customers, cl‘ients or anyone the victim may interacq with in order

o  to fulfill job or school duties, where the victim's responses may bj restrained by fear

: of reprisals. The range of behavio®s includes: bal cédmments, sdbtle pressure for
sexual\activity, leering, fJincHing, patting and MS’ of unwanted tcuching, as
. well'as rape and at ted rape, . R

,

Dimensions of the oroblem: A 1976 national survey of "9,000 employed women conducted
by Redbook magazine found: that 9 _out of 10 respondents hay experienced unwanted .

..sexudl attention at work, Seventy ‘pércent of the vpetins said they found the situa-

tion (.mbarrassing and demeaning. Sexual haraffsment is d probicm in every school .~ .

" as well as im évery workplace. Students experivnce—it frém other-students and- - -3

occasionally from faculty memherss Faculty members experience it fgom other faculty

membefs. . A~ g ' - .

. - m - >,
= " Effects on the.victim: e victim may be in the office or qchool less in order to
' avoid the. harassment(more sick days taken). The victim'"s enjow«en* of and pr‘ldé in
work is often undermined or desmgoyed because the victim #8 forced to spend time

- . . and energy fending off, hupiliating sexual advances. There can aTso be physical and
) . psychologfcal effects similar to thosc experienced by rape. victims, - Profes~ional
ii counseling may be necesary. . . A

- ’
‘ ) %al asge’éts. Court casecs have found sexual harasscent *in the workplace to be a .

a violation of Title VII of the Civil’ Rights Act of 1964, This is the law ‘which pro- =y
‘ ‘tects -workers“in a school. Students are.protected from sexual harassment. .
under tthe provisions of TitTe IX, since courts have found ¢gxual harassment to be/_.
a form of sex discriqination. If' sexual harassment involves a minor student in a ¢

school setting, it can also be conspdered a,friminnl of fense ‘undeg¢ laws relating to

child abuge. - . Q ¢
. . - ' .

—Grieyance procedures: Title IX requites that specftic grievance procadurcs be pub-
1ished.” . These relate to thea@anner in which suspected violations of the law are -
" handled. These may be found on page 7 of the booklet, Equal Fducattonal Opportunities
. for gverzone, published by Minuteman Tech for all staff members and students. Be-
'. cause of the sensitive hature of complaints’'relating to s@al harassment, certain.’,
. special provisions need to be made . fot these procec‘cs. They .. arer;s follows ‘ !

-~

i y -

1. ny complaints relating to sexual, harassment qhonlg&be referred to

- ' « either Beverly l‘diard Linda Kulow Upton or Karen HPrentice for in-
- vestigation, .
’ 2. When the complaint has cqme from.a female’ qtu(h.nt ot faculty member, a s
CL . fe\iale counselog-or a female member of the Title IX/622 Committee should
" , be ‘preseit &t all dYscussions and mee {ngs tnvolving the case. When the
G A < complaipt has come from a malegstudent or faculty membcg, a~male counselor i
or a male member of the Title[NX./622 Committee should be ptesent at all
. £ discusggons or, meetings involpifig the case. ' ¢
Elilxc 3. It is patticulatly important when a complaint has been brought b.y\? atuw\t
' . © CL g ) .
¢ o 180 % 0 o T

L »: 4 o
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‘grounds for dismissal of staff pg

- .. ".‘\ ~ ' s *
. - ) - ! '.
N o .
Cuidelinesgt for Récopnizing and Dgaliqg_wlth FrxuaL_Ep*asbment~ | Pige 2

f . L.
to have a supportive Title TX represeuntativy or counselor prescent
B ! during the investigatiol to wake it easter fox the student to dtkcuk:
» such a dclicate issuw and to be sure that the elements of i complalnt
are properly represented and fair to both pdrtirs.
. 4. The investigating group sheuld be kept as “smi1] as poussible to PTOL&Lt
’ - the confidentiality of .the infom®ion and to keep the inv;%t!vatlon
from becoming an 1nquisition. .
. » B ) - "
Retallation: Retaliation in any form agrinst any person whd has filed a cono]aint -
relating to sefual Marassment bidien. If it Jdccurs it could be .pn<1ve'm
s®ancl and/sr rewoval from the educational

3 . -
\ : . |

.

setting for a student. , -

4

Confidentiality: It is expected\that hose involyed with sexual hanassment fh- .
vestigations will Prorect the con idcng?ukity.ef‘{ll information relatiny to the

’

case. <:..7 -
o - S .
! ’ Ren Fitzerald \
. ' Supcrintendent-Director
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R T v Appendix H . : " -
. . . . - | o4 .
BIBLIOGRAPHY AND AUDIOVISUALS ,
Afnotated references are includ& on these topics: )
Apprenticeship . .Employers . , ;‘ o
Assertiveness training . Financial-aid . g
Audiovisuals . Legal rights .
Background reading Math' ’
Black .womert - NTO program models
Career exploration o~ Sexual harassment bt
Child care .Tokenism ) .o
Cont{zuing Education | 1 Women's Bureau publications
Currilculum ‘ Workshop materials o
.+ Directories and bibliographies .o '
« APPRENTICESHIP - .

.

r R
Aggrenﬁiceship and Other Blue Collar Job Opportunities for Women, by Valerie
wheat. Women's Educational Equity Communications Network, 1978, 29 pp.
Available through ERIC Clearinghouse on Adult and Vocational Education; ask at
your library. Apprenticeships: . what they are, how to get ig, requirements,
what the work is like. Physical’demaan of various trades. -Resources and
bibliogrdphy. ‘ .

: \ .
Problems of Women in Apprentio#ship, by Roslyn D. Kane et al., Rj Associates,_ //‘ y

1977, 147+ pp. Available from publisher,- 1018 Wilson Blvd., Ardington,

VA 22209. Comprehensive summary of barri@rs women face 1in .apprenticeship: in
whmen's background, gaining admission, and -the apprenticeship experience. .
yReport on:a national survey. §ober1ng but es;ent1al preparan{on. ’ '

N\

See alsoi "Women's Bureau Publications,” Audiovisuals. .
ASSERTIVENESS TRAINING 5 '

Res&.ble Assertive Behavior, by Arthur J. Lange and Patricia JaKubowski.
Research Press, 1976, 323 pp. Available commercially in paperback or from .
,the publisher: 2612 N, Mattis, Champaign, IL 61820, Guide for trainers. ) :
Undersfanding what assertiveness is (and isn't), exgroises, conducting multi-"
session training proifams; job interview preparation, nore. .

Self-Assertion for Hbmen;\by Pamela Butler..:Harperlé Row, 1981, 328+ pp.
*Available commercially in paperback. Excellent * easy-to-read self-help book:
dl1s0 useful in workshops. Understanding assertiveness, verB®al and nonverbal

messages, setting lipits, criticiam, assertiveness with men, more.

.o . o
Theck your bookStore and libsary, too.

-~ v - AUDIOVISUALS . ) >

Bib)iographies: co

: ‘o : ' -

Wothen inmtraditional Employment: A Selected “List of Publications, Slides,
and Films, Women's Bureau, U.S. Department of, Labor, 1979, 7 pP., 1Tee35 .
Available from publisher, Washington, DC 20210. Brief annotations,.but PRGN
focused on NTO. . ' R . )

e e . . 177 ' , \ ‘

: ‘ 183 - =
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Women and Work: New Options. A Guide tq Nonprint Media, by-:Linda
Women's Educational Equity Communications Network, 1979, 76 pp.

from ERIC Documemt Reproduction Service, P.0. Box 190, Arlington,
photograph sets, and ghmes,

Films, filmstrips, videotapes, cassettes, slides,
Very’ helpful annotations.

Artel,
Available
VA 22210,

- «

v “ - LY
.Audiovisuals: \\\\}
., .
"Anything You Want to be. Film, 8 min., B&W, 1971, Available from New'bay
Films, Box 315, Franklin Lakes’, NJ O7417. Rental, $18.50; sale, $117. .
Thought-provoking satire that gquestions whe;her girls really can grow up to‘
be anything they want. How socialization through parents and teachers changes hd
a high school sgpdenbls goals. Good discussion starter.‘
P <
«The Apprentpcet Film, 26 min., C. Available from Bureau of Apprenticeship and
Training, Employment and Training Administration, U.S. Department of Labor,
601 D Street N.W., Washington, DC 20213. Rental: Tree. Interviews with
women and men apprentices or the job. 4
L] bl

. . 127
Educating Women for Science and Math. 30 mins.,

LY

.

Videocassette,
B&W, 1977. Available from tire. WEEA Publlshlng Center, Education Development
Center, Inc., 55 Chapel Street, Newton, MA 02160. Rental: $5: sale: $34.

Film of cOllege-level program designed to interest and prepare young women for
careers 1n math and science: role models, counteracting mmath avoidance, career .,
exploration internghip program:

Count Me In:

¥

1978,
Remt:
technical, ad-

Reviews gpployer

Inhcreasing Job Options for Women. Slides/audiocassette, 10 mins., C,
Avallable from regional officesa of women s Bureau (see Appendix C).
free. Women working 1n a variety of NIO jobs -- professional,
ministrative,' and managerial workers in the skilled trades.
respon51b111t1es. " .

«
s

Legal Rights of, Women Workers. Slides/audiocasseate, 6 mins., C, 1978. Avail-
able from regional ¢offices of the Women's Bureau (see Appendix C). Rental:
free. Cartoon drawings illustra n performing NTO jobs, explaining
their rights*to equal employment opportunlty Job tralnlng and promotion,* and
equal pay. Infermation about jop iNterviews and testing. Script included.

New Perspectives: Women in Nontraditional Jobs. Videotape, 20 mins., C, 1975.
Available from Media Resource Center,; Employment and Training Administration,
601 D Street K.W., Washington, DC 20213. Rental: free. Staff training .
film. Includes irgerviews with two women, a bus driver and a shipfitter; eath
"tell® how she.got her job 4pd talks about her work and how it feels to be a .
traditionally male job.

-

Rosie the\hiveter. Film. 60‘ ns., C, 1980. Available from Clarity Educational
Productiéns, Inc., P.0. Box 315, Franklin Lakes, NJ O7417. Rental: $85 for
academic institutions; sale: $795, ' A historically rich léok at the 18
million NTO women who held Jbs in' fagtories and shipyards during World Wa
Five black and white women relate” their memories of thg work, their feelings ,
of fulfillment, and how they ‘were forced to quit at the end of the war. ‘News-
reels Inom the period are included. Highly recommend )

II.

- ¢

-Stepping Out and Stegging In.  Filmstrips,*20 mins. each..C 1979. * Available
-from Wisconsin Vocational Studies Center, 964 Educational Science Bldg.,

1025 W. J&mson Street, Madison, WI 53706. Sale:

approval option.

Stepping Out:

A

a-middle-aged ﬁbacher-turnearwelderAtalks

$60 per filmstrip; 20-day

-~
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' gbout her career change, with focus' gn job and home’ changes. Personal and
‘ qealistic. Stepping In: Two NTO spegialists narrate the need to get ready,

& . physically and emotionally. Emphasizes women's strong commitment to NTO.

" Both come with facilitator's handbapk and participant's leaflet.

A Tale of "O": On Being Different., Synchronized slide/tape or videotape, 27
8 mins., with instructor's guide. “Rental to academic instT™utions: $50; to *
others, $150. 19-mnute trainind version -with 1nstructor's manual, one-day
preyiew, $50. Presentation by Rosabwth Moss Kanter. Avallable from )
9 Goodmeasure, Inc,, P.O. Box 3004, Cambridge, MA 02139. Animated story of
1 what happens when a lone O joins a group of X's. The abstraction help i

_viewers focus on tokenism as a social dynamie by eliminating the cultural
'baggage'of sex or race stereotyping. ’

.

TNT: Think Non-Traditional. Videotape, 30 mins., C, 1981, Jefferson Vocational
|- Education Region (KY). Avaideble free when request 1s accompanied by a blank,
30-minute, 3/4" videocassette from Connie Quinn, Coordinator of Infqrmation,
Capital Plaza Tower, Room 1207, Frankfort, KY 40601. Upbeat documentary
’ showing wdmen 1in training £or NTO. Lively and realistic 1nterviews with

white and black women. -, / °° )

B&W, 1976. Available from New Day Films, P.O.

- T“Box 315, ‘Franklin Lakeg; N§-07417. Rental: $U0~60; sale: $450, Oral
history of women's rol unions i1n the 30's by means of 1nte?y1ews
with three women who becam§ union organizers. They talk about the négds of
worklng women 1h an env1ronQent of the sexist attitudes of managers and
union leaders and =sbout raciel discrimination. . “

- . &

why Not a Woman? Film, 26 mins., C, 1976. Available from AFL-CIO L1braryk\'

; m  Department of Education, 815-i6th Street N.W., Washington, DC *20006. -
Rentzl: $3.00. On NTO women 1in skilled craft jobs (includes machinist,

lathe operator, warehouse worker, others). Many interviews of employers and

sypervisors as well, making this a good f1{m to "show to employer groups as well
ag NTC women.

»

- ' . BACKGROUND READING

.« .

Conference on the Educational and Occupational Needs of'BléckLWOmen, Vol. 23
' ' Research Papers. U.S. Department of Education, 1975 (reprinted 1980), 261-pp.
Available from the National Institute of Education, Washjington, DC 20208.
Excellent essays on subjects of importanee to black wodgp\ including social-
ization of black girls, job education, dgynseling black women, black women who
head families, day care needs, mofé. - )

Counseling Programs and Services for Women in NoKrTraditioﬁal Occupations, by
Helen S.. Farmer. Nattonal Center for Research In Vocational Educatjon, 1978,
56 .pPP. Avait®ble. from the publisher, Ohio State Upjversity, 1960 Kenny \Road,
Columbus, OH 43210, Review of research on NTO-rel ed topics, including who
the NTO women are, counseling servic!&, role models, suppdrt programs, apprep-
ticeship, more. : ’ \ *
. , N { .
National Survey of Working Women: . Perceptions, Proé&ems, and’ Prospects.
Nat fonal Commission on Working Women, 1979, 21 pp. ailable from publisher,
. 1211 Conmecticut Avenue N.W., Suite 310, Washington, DC. 20036. Highly
’ instructve Survey report on the concerns and satisfactions of women working
in several occupational areas (iWfuding blue collar and technical) as well ‘as
" non-employed- womer® @ : o y

.
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. Women and the Workplace: The Implications of Occupational Segregation, Mar¢h;
Blaxall amd Barbara Reagan, editors. University of Chicago Press, 1976, 326
pp. Available commgreially in paperback. . Good collection of research é¢ssays
on "mén's"” work and "women's" work: social institutions, history, economic
dimensions, and cqmbat;ing occupational segregation. . =

Women Working: ‘Theoriesgand Facts in Perspective, Ann H. Strombetg and Shirley °
Harkness, edifors. Mayfield Publishing Co., 1978, 458 pp. Available com-
mercially in paperback. Comprehensive and stimulating overview of women's . 4
work experience: the economics of women's work, minority womeg, legal

) protection, inequalities in-the labor force, worK in mid-life, women 1n blde-
collar occupations, more. ) -

1

See also: "Women's Bureau Publidatﬁqns.“ * ‘

. BLACK WOMEN

] “

The Black Woman, an anthology edited by Ton1 Cade.- New American Library, 1974, -
251 pp., $1.95, Available commercially in paperback. FEssays, stories, and ™ \

poems by and #bout-black women: politics, racism i1n education, black male/
female relationships, child-rawmsing, and personal experiences that have
shaped their lives. Experiences of black womanhood iR ‘their own voices.
Black woﬁéﬁnin4!%e Labor Force, by Phyllis A. wWallace. MIT Preés:"3§80,—16§’p§;
Availlable commercially in hardback. Essential for understanding the realities
. of black women's situation in the labor market. Cultural and economic factors

P as they relate to occupat1oﬁal status 'educat1on, work schedules, children, and .
especialley earnlngS' how labor market bollcles affect black women. Statisties,
bibliography.

Black WOmeﬁ in White Ameraica: i Documentary History, edited by Gerda Lerner.
t Vintage Books, 1973, 630 pp., $3.95. Available commercially in paperback. .

Interviews with black women workers, umion organizerg, women 1in political life,
women ih benevolent societies. Thg network of queﬂ$s organizations reveals

. - what the past was like and how they managed to survive. ‘
"The Dlalectics of Black Womanhood" by Bonmie Thornton Dill in Signs: Journal -
. of Women in Culture and Society. University of Chicago Rress, Spring 1979, i
. . p. 543-555, Available from the publisher, 5801 Ellis Avenue, Chicago, IL | .

60637 An outstgnding article which provides profound insights into black
. families and black women's long history of participation in the labdr force,

which molded many intoseconomitally 1ndependent reSourceful_ hardworifing

4
. women,

»

Tomorrow's Tomorrow: The Black.Woman, by Joyce A. Ladner, Doubleday Anchor
- Books, 1972, 296 pp. Available commercially in-paperback. Thé black com-°
munity is presented as an autonomous social system which regulates its own. °
- behavior. Disgussion of how black womeég and their families have made healthy : 1
adjustments to "oonditions not intended to promote their well-be'fing." Black
womanhood in histori¢al perspective, growing up black, becoming a woman, more.

»

. ) SRR cnntsn EXPLORATION : s

CareerwChange, by Paul Ferrini and L Allen Parker. Technical Education - o
L Research Centers, 1978, 212 pp. Available from the publisher, 4l Brattle - ot
o Street,  Cambridge, MA 02138. Proyides reader with a general, perspeactive on R
. ‘career change programs’ for student , employees, and clients. Strgsses need for




" . . : . . " . '
support‘se}vices Exemplary career mobility programs in industry Case
studies, bibliography '

A Counselor's Guide to Occupational Information: A.Catalog of Federal' Career
Publications. U.S. Department, of Labor, Bureau of Labor Statistics, Bglletin
2042, 1980, 60 pp. Available from publ her, Washington, DC 20212,

Invaluable resour®. Lists titles, prices, and access information for occupa- -
tional information, special groups (including women and minorities). appren-
ticeship, financial aid, Job search, career education, more. Bibliographies, »
appendices. . .

’

Conversations: Workihg Women Talk Abbut Doipg a "Man's 3QQLP Terry Wetherby,
editor. Les Femmes Publishing, 1977, 269 pp." Available commércially in . .
» “,  paperback or from publisher, -231 Adrian Road, Millbrae, CA 9U4030. Interviews
with women working in blue collar, technical, and professional Jobs usually -
held by men, Includes butcher, welder, electrical mechanic, and handyper-

son(!) among others. . ’

Earnihg,a Breadwlnner's Wage: Non-Traditional Jobs for Women on AFDC. Women's
Enterprises, 1977, 48 pp. Available from publisher, 739 Boylston Street, - Q
Boston, ﬂld*_?1$6 Simply written and attractively presented,; the booklet > ]
describes the pros and cons of NTO, some NTO jobs, CETA trainin®, welfare T
eligibility implications For NTO'pragrar “staff: “counseling NTO women, .
working With employers. P

Nontraditional Jobs for Women: A Resource Gujde for Connecticut Women and
Career Counselors. Permanent Commission on the Status of womef; Hart ford,
J. 1981, 80 pp. Available from the publisher, 6 Grand Street, Hartford, CT . ‘
: 06115. Introduction to NTO in print, charts,.photos, and drawings. Excellent
overview, including job descriptions, pros and cons, how to explore the
possibilities, more. Helpful despite Connectlicut orientaéion,,

Occupational Qutlook Handbook. U.S. Department of Labor, Bureau of Labor . 4 o
" Statistics. Bulletin 2075, 1980-81 edition, 661 pp. Available from the
Government Printing Pr1n§1ng Office, Washington, DC 20402. Revised evéry two

" years, this is the basic reference work for occupational information: jobs,
salaries, projected demand, training. requifements working conditions, places \\
of employment, more. - . ) ¢

Time for a Changei A Woman's Guide to Nontraditional Occupations, by Constance
. Orake Cauley. Technical Education Research Centers, 1981, 81 pp.
. Avaplable from publisher, U4 Brattle Street, Cambridge, MA 02138. ,
The companion vdblume to The Nuts and Bolts of N?b The advantages of NTO, N
. mythical barriers‘ﬁsex-role stereotyping, physical strength, etc.), reai
R barriers (finances, child care, harassment, discrimination, etc.)- and how to
overcbme them. Descniptions of ten NTO jobs, sources of help, what to do, next.

Hhat to Do About “Sex Bias in Testing', by Carol Kehr Tittle, U.S. Department of

Health, Education, and Welfare, 1979, 18 pp. Avajlable from the ERIC Clearing- '
housé on Tests, Measurement, and Evaluation.’ Ask a¥ your library. How to tell
. ¥ . if career interest inventories, aptitude tests, and achievement tests are sex

fair, and at to do about it if they're not.
« "= )

See ‘iso: "Women's Bureau Publicatidn;." "Curriculum,” "Audiovisuals."”
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T—
T Y CHILD CARE '
A Parent's Guide to-Child Care, Center for Systems‘and Program Development, Ine,, .
1980, 74 pp. Available from the Government Printing Offite, W, shington, DC -
20402. A guide for parents on choosing among different types/of day care,
\ resolving gommon problems, and finding sources of day ca fér handicapped
e and non-handlcapped children, . . ‘/‘/jfj ‘ ’
"Who Will Mind the Children?" by Judy Foreman 'Boston Globe, 1980, 22 pp.
kS Available from publisher, Boston, MA 02107. Repript of series on child . -
care: what we can learn from France, Sweden, and East Germany to improve child
«care 1n American communities, and exemplary publ1c and vhdustry-based child
care programs,
v’ . '
See also: "Women's Bureau Publications.™ *
. CONTINUING EDUCATION N
Continuing Education: He-Entry and the Mature WOman,’xmpaled by Kathy Carksena
and .Fran Héreth, 1977, 20 pp, Available from ERIC Document Reproduction - -
Service, P.0. Box 190, Arlington, VA 22210. Annotated bibliography of
references and resources on the mature woman student, counseling resources,
‘ programg, more. \ . ' . *
-, . - .
The Educational Needs of Re-Entry Women, Pro;j‘t on the Status and Education of
Women, 1981, - Available from publisher, Assoclation of American Colleges,
. 1818 R Street, N.W., Washington, DC -20009. A series of 10- to 15-page pam-
. phlets, $5.00 per packet.,
Packet 1 = . .
"Overvtew of Re-Entry Women: Meeting the Fnrollment CSallenge"
) "Re-Entry Women: Relevant Statistics® . : - B
nRecrultment and Admissions: Opening the Door for Re-Entry Women" /
"Barriers to Re-Entry Women: College Transfer Pollcles, Residency and (_
. Graduation Requirements”
* "Re-Entry Women: Special Programs for Special Populatlons" ' : ‘ '
- . ¢ -
Packet 2 P " o
"Cqnfidence and Competence: pa31c,Skills Programs and Refresher qurses . *
' for Re-Entry Women" .t ) '
"Re<Entry Women: Part-Time Study, Full-Time Commitment" ’ ' - |
"Student Support Serv1ces. Re-Entry Women Need Them, Too" : . o
' "Rg/fntry Women and Graduate School/! - e )
"Gett1ng an Education withouq.Getting a Degree. Certificate Programs, 0t " .
. Continuing Educat1on Units. and Courses without £Lredit” . |
- . B ‘
Packet 3 ' ‘ " ' e ‘ _ .
. ‘"Financigl Aid: Helping Re-Entry Women Pay College Costﬁ |
¢« " nCampus Child Care: ‘A Challenge for the 80's" ’
o nObtaining a Degree: Alterndtive Options forj\Re-Entry Women"™ ~ ’
"The Counseling Needs of Re-Entry Women" L
"Re-Entry Women: A Short Selected List of. Blbliographies" ' St )—‘
Vocational Counseling for Displaced Homemakers: A Manual. ‘Project Second .
Look, Educatjon Dgvelopment 'Center, Inc.; 1980, 34 pp. Available>from e :

~ ., publisher, 55 Chapel: Street, Newton, MA 02160 (Counseling displaced home- . |
‘ | :
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. makers: assessing their skills) identifying and resolving problems through
support services, the job seargh, ‘more. kppendxx of displaced homemakers

organizations, programs, and Apecialists. Also companion volume: A Resource
Guide for Vocational Educatofs and Planners, .

CURRICULUM

Industrial Orientation, by Leslie Rasor and Valerie Brooks. Lane Community
* College, 1980, approx. 100 pp. Avallable from publisher, 4000 East 30th
« Avenue, Eugene, OR 97405. /Curricula for hands-on tryouts for women in

'draftfng. construction, ma¢hine shop, industrial tnvironments (classroom
, component), blueprint reading, woodshop, and electronics.

Openlng Trade'Barriers: ‘A Training Blueprint, by Monica Pugh and Jari Himes.
Fort Wayne Women's Burgau, Inc., 1979, 137 pp. Avallable from publisher,
203 W. wWayne Street, Suites 307-315, Fort Wayne, IN 46802. How to set up a
pre-apprenticeship program for women: program plannihg, assessing skills and
aptitudes, physical fitness, tool usage and recognition, assertiveness, sexual

harassment, more, Specifies materials and tools needed. Training instruc-
tions, handouts. e '

4
-«
i

See also: "Directories and Blbllegraphles." .
“*
. DIRECTORIES AND BIBLIOGRAPHIES

¢

" Gulde to Women's Resources, Office of Sarah Weddington, The White House, 1980,
32 pp. Available from Phe White House, Washington, DC 20500, Contact
information for over 400 organizations 1n a variety of areas &f importance %o
women, including ethnic ahd minority, civil rights, education, labgr, older
women, women's rights, more. ., .

“National Directory of Women's Employment Programs: Whd They Are, What They Do.
Women's Work Force, 1979, unpaginated, $7.50, Available from Wider Oppor=
"tunities for Women, Inc,. 1511 K Street N.W, » Washington, /DC 20005.
Descriptions of 140 organlzatlons that prov1de direct sefvices for women

assistance to employers, unlops and schools on women's employment; and/or
research or advocacy activit#s. :

‘Nantradltional Resources Catalogue, Opening Trade Barriers. Fort WaYne Women's
“Bureau% 1980, <49 pp. .Available’from publisher, 203 W. Wayne Street, Suites
307-315, Fart Wayne, IN U46802. References on articles, films, publicationg,
abt1tude tests. slides and cassette3, wall charts, apprenticesth centefs and
agencies, Primarlly on qpﬂbn and the trades. ‘

Prodhcts Catalog. National Center f" Research in Vocational Education., 1980-
81 edition, 16% pp. Avéilable from publisher, Ohio State University, 1960
Kenny Roaﬂé Columbus, OH 43210, Revised annually, catalog lists pyblications

by the Ce includﬁng adult education, business/industry/lsbor, careeyp

change, sex equxty. evaluation, staff tnaining. more., ‘

" Resources for Sex Equity, Women's Educational Equity Act Publishing Center.
Availbablé from publjsher, Education Development Center, Inc., 55 Chapel
Street,’ Newton, MA .02160, Catalog issued Annually containing print ande-* '
audioviewal résources produced under Women's Educational Equity Act Program
grants, Staff development ‘curriculum materials, counsellﬁg and guidanse.
tareer development, more. ) : o

.




Where to Find BLS Statistics on, Women. :U S. Departmenq of‘Labor. Bureau of
. Labor Statistics, Report 612, 1980, 10 pp.: AvaLJable from publlsher.

Washington, DC 20212, Directory of BLS icatjons qﬁﬁeernlng women: labor
force status. earnangs. education. union em ers ips, more.

& s N - . v

. . : EMPLOYERS "

; " Affirmative Action and Equal Employment; A Guidebook for- Employers. U.S. Equal
Employment Opportunlty Commission, 1974, 70 pp. (plus Volume 2, Appendices).
. Availa¥ie from the’Government Printing Office, Washington, DC 20402. Infor-
' matl?n for employers on antisdiscrimination laws and details on how to develop
an effective affirhat ve s¢tion program, . .
A g —
Working for You: A Gulde to Employ1ng Women in Nontraditional Jobs, by Louisa
G. Hart, Wider Opportunities for Women, Inc., 1979, 24 pp. Available from
publisher, 1511 K Street N.W., Washington, DC 20005, Written for employers,
the booklet covers:. why hire NTO women, recru1tment the break-in perlod
long-term effects, aqd blbllography

/

See also: "Women's Bureau Publications."

. FINANCIAL AID .
Dlreptory of Flnanc1al Axﬂ% for Women, by Gail Ann Schlachter, Reference Service
Press, 1978, $15x336/7Avallable from .publisher, 9023 Alcott Street, Suite 201,

Los Angeles, CA 036. ,Lists schol ships, fellowships, loans, grants,
" internships, awards, and.prizes primarily or only for women.

L 4

Federal Financial Aid for Men and Women Resuming Their Education or Trainigg.
U.S. Departmeqt of Education, 1981, 15 pp. ,Available from the Government
s Prlntlni office, Washington, DC 20402. Sources of federal financial aid,

« _eligi ty mWuirements, how to .apply, list of staté scholarshlp agencies.
l

Paying for your Education: A.Guide for Adult Learners. College Entran
Examination Board, 1980, 65 pp., $3.50. Available from College Board
Publicatlon Orders, Box 2815, Princeton, NJ 08541, How to cut costs, aid
for full- and, part—time study, how to shop for and compare financial aid

resourées how and when to apply. and sources of further information. ‘

" Selectéd List of Postsecondary Education Opgortunities for Minorities and Women,

compiled by Linda Byrd-Johnson and Carol J. Smith, 1980 edition, 106 pp.
/ Available from the Government Printing Office, Washyhgton, DC 20402.
Financial aid for minorities and women in selected ields (including

{ L4 . engineering and science) as well as ggperal sources. Emphasis on sdpport for
: professional degrees, ' '

LEGAL RIGHTS -
See; "Women's Bureau Publications" and "Audiovisuals.”

: . \
MATH °

Beating the Numbers: A Math Careers Program Hapdbpok by Ferol Breymann. 1981,
152 pp. -Available from the WEEA Publishing Center, Education Development
. . Center, Inc., 55 Chapel Street, Newton, MA 02160. How to organize a basic
) !: ¢/ math and counseling prograt to help women improve their job options: planning
. .- the progrim, details and materials for £f%¢ math modules and eight counseling
vorkshops.
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"Math Anxiety, Math Avoidance} ‘and Re-Entry Mathematics." A series of ur
boqks an the topic from the” Institute-for the Study of Anxiety in Learhing,
1980. ‘Available from publisher, 1610 New Hampshire Avenue N.W., Washington,
DC* 20009. The books are:
Paths to Programs’for Intervention, by Sheila Tobias and Elaine C. Melmed,

) Approx. 200. pp. A ¢atalog of programs in the United States and Canada to help

- adult learners overcome cultural and emotional barriers to math learning. Many

entries contain sample materials.

Resource C£talogg£pr Practitioners, edited by Sheila fébias and Carol .
Heisbrog, pp. Annotated bibliography of research,néhdiovisuals. programs,
popular articles, and other resources on math anxiety and -avoidance., Emphasis
on women. ' ‘ '

Resource Manual for Counselors and Math Instructors,'prepared by¥Bonnie Donady .
and Susan B. Auslander, 93 pp. Workshop guides and materials on reducing math
anxiety. Many exercises. g« .

’

Self-Help Kit for Students, pnéEEﬁg¢/6§ Mitchell Lazarus, 88 pp. In reas-
suring language, exercises to assess math anxiety and eliminate the negative
‘emotions in math. Stresses everyday math needs such as supermarket totals and

) f%staurant checks. . .

Math W1thout Fear, by Carol Gloria Crawford. New Viewpo1nts/Visﬁon Books, 1980,
218 pp., $7.95. Available commerclaIly in paperback. Useful for. math students
(especially women), tutors, agd workshop leaders, the book covers word )
problems, ratios, percentages, algebra, geometry, statistics, probabilltyxw
Some exercises, mostly calm explanations. ‘ 3 .

-

Overcoming Math Anxiety, by Sheila Tobias. Houghton Mifflin, 1978, 284 pp.,
$5.95. Avallable commercialy. in paperback. The book that started the
movement. ~ The nature of math anxiety, math and sex, whether there 1s a non-
mathematical mind. Suggestions for dealing with word problems, everyday math,

- and overcoming math anxiety. Lists programs, resources, and organizations. nﬂl\

Wamen and Mathematics: An Informatien Packet.  Women's Educational Equ1ty‘
Communications Network, undated, unpaginated. Available from 'ERIC Document
Reproduction Service, P.0. Box 190, Arlington, VA 22210. Reprlnts of
important articles on women and math, including Lucy Sells' "Mathematlcs -

. A Critical Filter," resource lists of projects, programs, and associations.

See also: "Audiovisuals.,"

, NTO PROGRAM MODELS. { '
Tomorrow's Training Today: A Guide for Introducing Young Women tolTechnology. by
Carol A. Wood and Joan E., Johnsom, Women's Enterprises of Boston, Inc., 1981,
42 pp. Available from publisher,-739 Boylston Street, Boston, MA -02116.
@ . A replication.model of program designed to introduce low-income women jJWlsen
ages 14 and 21 to technical odcupations. Appendix contains management and
program materials, plus short resource list., ° , .

~; Vocat{onal Education Equity Study, Volume 3: Case Studies and Promising

"

. Approaches, by Jeanette D. Wheeler et al., American Institutes for Research, -
1979, approx. 200 pp., $8.20. ' Available from publisher, Publications Office,
kil :
RY ) Lo
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P.0. Box 1113, Palo Alto, CA 9“302 . Part of a federally mandated study of
sex equity in vgpatlonal educatlon this book gives detalled descriptions of
. 12 exemplary NTO programs and hlghilghts of 12 others.

.

See also: "Women's Bureau Publications."
. .

- ) SEXUAL HARASSMENT
. .

Sexual 'Harassment: A Report $n the SexufHarassment of Students, by Frank J
™~ »Till, National Advisory Co¥ncil on Women's -Educational Programs, 1980 35 pp.
. Avallable from publisher, 1832 M Street N.W., Suite 8271, Washlngton, DC 20036,

Unusual ip that it focuses on the seMBol .environment, Many quotations from
wom iustratlng the range of the problem, lggal remedies, what schoals and
studedt¥can do.

*

Sexual Har;§§ment in the WOrkglzge' A Confcrence Report, by Patrigia Stover and
Yvonne Gillyes, 1979, 69 pp. Available from the Prdgram on Women' and Work, .
Institute JLabaP and Industrial Relations, University -of Mlé%lgan/Wayne State
University,\]108 Museum Annex, Ann Arbor, MI U8109. Excellent report on the -_
speeches 1nd\wchshops "how to use the legal system, personal strategies, {\
management procedures and practices, emotional and economic-.-results, sSelected
workshop handouts, more. . . . -

“

-

Sexual Har a$gment of‘-vyfr(kmg Women; A Case of Sex Discrimination, by Catherine™ :
A. MacKinnon. Yale University Press, 1979, 312 pp., $5.95. Available com-
mercially in papefback. Analysis of the prablem from the viewpoint of the lay,
" labor market theory, economics, and sociology. ® Scholarly but excellent for -
- understanding the problem in a broader, non-personal context:

Sexual Shakedown: The Sexual Harassment of Women on the-Job, by Lin Farley.
Warner Bdoks, 1980, 288 PP $2.50., Available commercially in paperback.

—~ Popular account of the-problem: how. common 1t is, history, and how it happens

! to women in both traditional and nontraditional jobs. '

P

g ~ TOKENTSM B , )

- . 4

Men and Women of the Cotporafion, by Rosabeth  Moss Kanter. Basic Books, Inc.,
1977, 348 pp. Available commercialXy in paperback. A fascinating description
of how sex roles shape behavior, attitudes, and achiévement in the corporate
setting, .but the lessons to be learned hére extend far beyond this limit.,
Chapter 8, "Numbers; Minorities and Majorities™ is on tokenism as a social

dynamic. '

See also: "Audiovisuals." . .

» . \ . i , \
. WOMEN'S BUREAU PUBLICATIONS e / .
Available from the Women' s‘Bureau U.S. Department of Labor, Washington, DC
’ ., 20210. Single copies of all puv1icat10ns are Free. The mgjgjrelevant publica-
) tions for NTO purposes are the following: - -
b

. ~ .
About the.Women's'Bureau '
"The Women's Burdau: Working for Equality in Employment for Women." -
Leaflet 1, 1979. Also in Spahish. Free.

"Publications of the Women's Bureau." Leaflet 10, _1980. Also in Spanish.
Free. . > )

‘ S
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. 1 \
Facts About Women Workers, ° : - -

iwenty Facts on Women woekers." 3 pp., 1980. Free.
conomic Responsibilities of Working ‘Women," 5 pp., 19793 Free.

"Facts About Women Heads of Households and ‘Heads of Families," 9 pp.,'1979
~ Etree. " . ' .

- Charts, 8-1/2 x 11 1nches. 1980. Free: .
. Contribution of Wives' Earnings to Family Income. -
WOmen are Underrepresented as Managers and Skilled Craft Workers. N
‘Mo'st Women:Work Because of Economic Need.
’ . Fully Employed Women Continue to ‘Earn Less than Fully Employed Men.
"The Earnings Gap Between Women and Men," 22 pp., '1979, $1.50.
"Working Mothers and their Children," 11 pp., 1977. .
- Careers and Job Options -
. "Job Options for Women in the 80's;" Pamphlet 18, 22 pp., 1980.
. "Women in Apprenticeship: There's a Future: In It!" Leaflet 58, 1980.
"A Woman's Guide ‘to Apprenticeship," Pamphlet 17, 30 pp., 1980, $2.25. -
: "Searching for a Job {in the Construction Industry:” Some Tips for
Women," 5 pp., 1979.
"Bibliography on Women 1in Apprenticeship,"” 1 p., 1949
"Sources of Assistance feor Recruiting Women for Apprenticeship
Programs and Skilled Nontraditionad Bdue-Collar Work," 6 pp., 1978. ,
"Women in Nontraditional Jobs: A Program Model." . 2
"Boston: Nontraditional Occupations Program for Women," 79 pp., .
1978, $2. 0. - ’ ‘ ©
"Denver: Better Jobs ‘for Women," &0 pp., 1978. P
"Women in Nontraditional Jobs: A Conference Gulde -+ Increasing Job . .
- Options for Women , ™ 32 pp.,» 1978, $1.60.- , . R s
Spec1a1 Groups : Y4 e p #
"Employment and Economic Issues of lﬁ:&ne *Women: Report of a .,
Project," 21 pp., 1978. .
"Young. Women &nd Employment: What We' Know ant¥ Need to Knpw About the
School-to-Work Transitipn." Report of a conference. 91,pp., 1978, $2.75.
"Adelante, Mujer Hispana: # Conference Model for' Hispanic Women." Some
por;}ons in Spantsh. 55 pp., 1980. ) - ¥
"womerf of Pyerto Rican Origin," 4 pp.. 1977, . L oe e
"Minority Women Workers: A Statistical Overview," 14 pp., 1977, $1.00.
*  "Mature Women Workers: A Profile," 12 pp., 1975, $0.35.
nWUW ‘; The Washington Union Wonen's Group," 25 pp., 1978. -
i Special Areas .
** wcETA Journey: A Walk on the Wymen's Side." Pamphlet 19, 35 pp., 1980.
L "Affirmative Action Recruitmenty Kit." Matyrials for employers. // .
, "Looking for a Grant: A Kit for Groups Seeking Financial Assistance 1978
. L -~
Child Care 3 o
nChild®are Cednters Sponsored by Employers and Labor Unio*s in the United
States," 10 pp., 1980. ' . .
"Community Solutions or Child Care." Report of a conference. 105 pp., 1979,
, . $3.50. ¥ ‘
4 B .
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i Standards ané Legislation ) y \\

"Brief Highlights of Major Federal Laws on Sex Discrimination in Employment,"
6 pp~, 1980. - ,, ) .

"A Working Woman's Guide to Her Job Rights." Leaflet 55, 1979, .$1.60.

"New Regulations to Hélp Qpen Nontraditional Jobs to Women." Consumer infor-

\\\\\\;> -mation leaflet; construction industry and apprenticeship. 2 pp., 1978.

"Measures Prov;dlng Protection Against Sex Digcrimination )n Employment "

% Consumer information leaflet, 2 pp., 1980.

¢

WORKSHOP MATERIALS = &~ ,
Counseling and Guidance, by Patricia L. Wolleat et al., Wisconsin Department of
Public Instruction, 1978, 12§_pp. Available from the WEEA Publishing Center,
Education Development Center, Inc., 55 Chapel Street, Newton, MA 02160.\
U Trainer's guide and resource materials on sex equity in vocational education
for workshops with counselors, Many handouts and activities. - , ~
. - . . - ‘
Expanding Nontraditjonal Opportunities for Vocational Education Students. Ellis
- Associates, Inc.y 1977, approx. 200 pp. AvailabIe from publisher, 5822 East
58th Streét, TulSa, OK 74135, Materials for trainers and trainees in -
secondary and postsecondary \dcational education.. -Package focuses on thg why's
of NTO, recru1tment barriers to NTO, minority women, leglslatlon more., L
Questions, act1v1t1es, and transparency masters. i . ’
. 4 .

ExpandingﬁRoles . . . Bingo: A Game of Fun and Facts About gxpanaing Work and
: Family Roles. Undated, urfpaginated. Project MOVE, SUNY College of Technology,
o~ 811 Court Street, Utica, NY 13502. Game modeldd on bingo to increase under-

atand1ng of how work and family roles are changing, for 10 to 30 players.
" Directions, materials, suggested variations. o

Uniockiggﬁﬂontrakitiénal Careers: Sex Equitngrainfné Package. National Center
N for Research in Vocational Eduction, 1981. Available from publisher, Ohio ‘
State University, 1960 Kenny Road Columbus, OH 143210, Four-volume series,

1nc£g91ng. . N ' .

Recruitment Skills, by Rodney K. Spagn. 76 pb. Workshop for.recruiters of »
NTO students. Benefits to vocational educators, working with journallsts
wr1t1ng PR- materials. Sample recruitment materials.

Communication‘§kills. by Judith A Sech®r, 153 pp. Workshop fqr vocational *

students to help them adapt to a changing work world. Assessing communita-
.- tion patterns (unintended sex bias), verbal afd nonverbal gpmmunlcatlon, and
_ toping with¢7exua1 harassmentJl '

Enhancing Pla

A . o
ement, byNudith A. Sechlegf/161 pp. Workshop for employers,
ca

advisory ¢ ittees, and vocational ed tors. Status and motivation of //
NTO studepts, myths and stereotypes. positive interactions, ‘and collabqrative
placeme strategies. . - , e \

Young ‘Wbgen in Nontraqitlonal Occuﬁstions. McClure-Lundberg, Assdciates, undated,
191 pﬂr Available:from publisher, 1717 Massdchusetts Avenue N.W.; Suite LL-1,
. Washington, DG 20036~ graiﬁgrs' and participants' materialyfor a Ehreeﬁday

.y

workshop on employment counseling and job development for wamen, with emphasis
d on NTO. Although the focus is on CETA, the book//ﬁra usefyfl resource in
vocational éducation, too. .. ‘ : o/

! .
A . - . . M

See also: @Audiovisuals" and "Eirectories and, Bibliographies \\ N
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APPENDIX 1 (\

] - .
.

\] From November 1979 to January 1980 the staff of the Women's Outreach Project inter- ‘

viewed the coordinators of NTO programs across the country to obtain detailed infor- )
gation on what_WOrkSN(Bnd what doesn't) 1in an NTO program. Therq were some programs
in existence at that time we were unable to interview, and some we did 1nteév1eu
have since closed their doors. Many others have been establi%hed since January 1980, ) 4
This list of 166 NTO programs therefore cannot be considered definitive. Neverthe-
less, the program coordinators listed in this appendix are an excellent source of

.
gl guidance and support for you as you start or improve your own NTO program. .
= . . [
{ 4 Our format is as follows: program title, sponsoring institution, address, telephone, ‘
contact person, and funding source. .
N ! M
. * ' ”
- .
ALABAMA . . ‘
Program for Displaced flomemakers, Enterprise State Jr. Coll.; Engerprise 16330, 205/347-5431, Mary Bauer, Prog. Dir., GETA ’
. , n N ’
‘ ALASKA b ‘ . . ’ /
. / o -
Alaska Plan Policy Board, Hometown Plan Bd., 517 W. Northern Light Blvd.., Suite A, Anchorage 9950%, 907/276-1313, Marva Williams, state govt.
ARIZONA . ' -
, v
Tucson Young Women's Co., Inc., PO Box 2364, “Tucson 85702, 602/622-1146, Jane Bruce, Prog., Dir., CETA -~ Lt
- Flagstaff Women's Resource Center, Women's Commission/City Council, 3 N. Laroux, Suite 201, Flagstaff 86001, 602/774-1008, Bd. of Trustees, CET ’
g Tucson Skills Center, Pima Cnty. Comm. Coll. Dist., 2202 W. Anklam Rd..,.Tucson 85709, 602/623-8456, Mary Hamman, CETA,YvOC ed, other . '
ARKANSAS | ’ . )
outreach Training Program, Bldg. & Const. Trades Cncl, 1015 Louisjana, Suite 202, Elrock Bldg., Little "Rock 72202, *501/372-6018, Shirley Wilkins, CETA
Women in Nontraditional Jobs Project, Ark. Dept. of Labor, Capitol Hill Bldg, 2nd flr., Little Rock 72291, 501/370-5395, Pat West, CETA, voc ed, st. gow®
' CALIFORNIA - P -
e ' [
New Career Opportunxtles‘for Women, Dept. of Empl. & Trng., 1020 W. 17th St., Merced 95340, 209/726-7324, F. Delaine Drake, aETA
T s , Bay Area Constructien Opportunity Program,‘ 2301 Valdez St., Rm 305, Oakland 94612, 415/451-6628, Dennis Lockett, CETA i ‘ '
. women in Apprenticeship Programs Inc., 25 Taylor St., Suite 617, San Francisco 94102, 415/673-3925, Susie Suafai, CETA -
- . LR - - .
, COLORADO . ! ) \1
. Career Exploratibn 1in Nontraditional Jobs for Women, Comm. Goll. of Denver, Red Rocks Campus, 12600 W. 6th Ave., Goldem 80401, 3037988-6160, Jo¥ce
Torney, voc ed , . -t : N
Better Jobs £&r Women, YWCA/ City of Denver, 1038 Bannock, Denver 80204, 303/893-3534, Sandy Carruthers, CETA : :
Joint, Appfenticeghip Training Committee, Union Painting/Contractoys Assoc., 521 Marion st?, pDenver 80218, 303/723-0857. N/A, union, industry
ky Mountain Energy & Environmental Technology Center, 1001 E. 62nd Ave., Denver 80216, 303/447-2725, D1k Hoppe, CETA, voc ed, industry - .
4 Ve .
~_ ‘ . N
CONNECTICUT . . . I
. » . ! . *
Electric Boat of General Dynamics, Pastern PoiAt.Rd., Groton 06340, 203/446-3709, Bruce Gregory, Trng. Mgr., CETA, industry, ) ‘s
Lapor Education Advancemént Program (LEAP),  Urban League of breater Hartford, 269 Barbour St., Hartford 06120, 2q3/522-0211, Judith Jones, USDOL
: Linkage® Programs, Dépt. of Voc. Ed., State of CT, PO Box 2219, Hartford 06115, 203/566-7546, Eric Ott, Bus. & Ind./Ed. Liaison Officer, voc‘ed, ind., other

> New Jobs for Women, YWCA, 135 Broad St. Hartford , 203/525-1163, Vivian Najema Boutin, CETA, state govt. .

Women in Technology, Counseling Ctr. of Hartford Coll.™for Women, 1283 Asylum Ave., Hartford 06105, 203/ 527-4111, Carolyn Tertes, voc ed
. - . . . . - M
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DELAWARE - » . .

. < Y
Introduction to Non-Traditional Occupations, Wilmington skéi}s ctr.,

A
DISTRICT OF COLUMBIA

Mxnotltf’?ta1n1n€ Program, DC Chapter, Natl.
202/829-2325, Larry Greenhill, union
Pre-Apprenticeship Training, Natl. Assoc. of Home Bidys.,

1

3

N

1
~

ot

\

v,

/

1401 N. Market, Wilmington, 302/654-5392, Barbara‘walker. voc ed’

. , v 4 -
Elect. Contractors & Local 26, Intnl. Brthrhd. of Elect. Workers Assoc., 6220 Kans%S Ave., NE, DC 20011,

Manpower Dept., 15th & M Sts. NW, DC 20005, 202/452-0200, Phillip Poliochak, CETA, loeal govt. °

“National Joint-Painting, Decorating & Drywall Apprentiteship Committee, United Unions Bldg., 1750 N.Y. Ave. NW, DC 20006,

Working Women, Wider Opportunities for Women, 755 88h St., NW, DC 20001, 202/783-5160, Susan Gilbert, CETA R
‘ N N

~

202/783-7770, Gary Monroe, CETA

1

FLORIDA . -

f - 4 Pl - . g
WENDI, Off¥ce of Cont1inuing Education for Women, Brewvard €omm. Coll., 1549 Clearlake Rd., Cotoa 32922, 365/632-1111, Muriel Heimer, voc ed, CETA .
Sex Equity Program 1in Vocational Edueation, Santa fe Comm..Coll., PO Box 1530, Gainesville 32802, 4304/377-5161, Barbara Kennedy, voc ed -

Labor Education Advancement Program (LEAP), Urban league, 829 Pearl St., Jacksonville 32202, 904/356-B336, Sam Holman, CETA
WAGE, Dist. School Bd. of Pasco Cnty» Old Cemetery Road, Trilby, 813/996-3600 X 328, Fei1d Wentz, voc ed ! . ,

Change Center, Miami-Dade Comm. Coll., North Campus, 11380 Nw 27th Ave., Miami 33167, 305/685-4273, Jan Armstrong, voc ed ’
Displaced Homemakers, Pinellas Cnty. Schs., St. Petersburg Voc-Tech Inst., 377 34th St. S, St. Petersburg 33711, R/13/895-3671, Virginia Sehifei1l, voc ed

'

, HAWAII ¢ N

3

'

Construction Apprenticeship Pr

» -
ram, Constr. Ind. Mgmt. Assoc., Bldg. Trades {ncl., 547 Halekauwila St., Rm. 2?7, Honolulu §§812; 808/533-6435,

Cherlyn Logan,

IDAHO

industry,
[

)

other

.

’ , . .

Women in Constru;tlon: Boise YWCA, 720 W. Washington, Boise 83702, 208/343-3688, Vicki PRiggins, CETA R

ILLINOIS * v . .
Carpenters Apprenticeship Training, Joint Apprenticeship*Committee, 12 E. Er1e, Chicago, 312/337-0185, Adolf Dardar, union .
Chicagq Urban Sk1ills Institute, City-wide Assessment Ctr., 185 Wabash St., 9th filr ., Chicago 60603, 312/269-8320, Jackie Lamb, CETA, voc ed
Women's Program, Chicago Urban League (LEAP}, 5243 W. Madison St., Chicago &0643, 112/2R7-4A5%, Marilyn Greene, CETA, state govt. . 1
Apprenticeship Training Program, Electromotave Div. of Gen. Motors, 9301 W. S5th St., La‘frange 60525, 312/304%-6Q00, Limda-Groves, ingustry
Apprenticeship Outreach Program, Tri-City Bldg. & Constr., 1800 3rd Ave., Rock Island 61201, 309/788-3324, Ted Lockhart, union

-

.

N

" Women's Emplo

INDIANA

Women 1n Constryction, Indiana Univ., PO Box 758, Bedford 47421, 812/279-9751, Tom Stigall, USDOL .
ent & Counééllng Center, 44 Main St., Fm. 106, Champalgn'61820, 217/359-3800, Nada Davidson,» CETA

IVY Tech,

Indiana Vocational-Technical Coll.,

646 Franklin St.

Columbus 47201,

812/372-9925, Debbie Nicosen, voc ed, state govt.

" Intra Local, 405 10th St., Columbus, 812/376-9614, Diana Knight, CETA

’

Recruitment and Training Program (RTP), 4613 Magoun, E. Chicago 46312, 219/397-5860, Barbara Davis, USDOL, foundation .
Opening Trade#Barriers, Fort Wayne Women's Bureau, 203 W Wayne St., Suite 315, Fort Wayne 46802, 219/424-7994, Jari Himes, voc ed .
women's Center of Columbus, Inc., 641 Washington St., Room 5, Columbus 47201, 812/379-4648, Barbara Ray, CETA, foundation N
Nentraditional Employment Outreach, YWCA, 4460 Guian 3?., Indianapclis 46254, 317/299-2750, F&Ta11e Kelly, CETA )

1088 R .
Employment Project, Iowa Commission on the Status of Womeh, 507 10th St., Des Moines 50319, 515/281-4461 ALouise Lex, CETA ' g
Opportunity Cenper, Kirkwood Comm. Coll., PO;Box 2068, ngar Rapids 52406, 31%/398-5411, Angie Brown, voc ed - R

KANSAS . ) ¥

Pre-Apprenticeship Class, Kaw Valley Trng. Ctr., United Brthrhd. of Carpenters, 10 Allen St., PO Box 417, Perry 66073, N/A, Bob Thiry, union, ind., CETA
Topeka Apprenticeship Outreach Program, HRDI Development Institute, AFL-CIO, 1231 Eugene St., PO Box 8127, Topéka 66608, N/A, Tony Salazar, CETA, union




\\: ] . .
’ \ : ‘

Increasing the Enrollment of Females in Npntraditional Vocational Training, Jefferson Voc.

* 502/267-7491, Gloria Goldstein, voc ed -

KENTUCKY

. H
Ed. Region, 3101 Bluebird La., Jeffersontown

40299,

Creative Employment ﬁréﬁect, 608 S. 3rd Sst.,

Displaced Homemakers Program, Displ. Hmks. Ctr. 1212 W. 11th St., Owensboro 42301, 502/685-49¢4, Marilyn Fentress,

- LOUISIANA

L ]
Loulsvxlle'40202, 502/585-5550, Betsy Jacgbus, CETA .
voc'ed, CETA

women and Employment, LA Bureau for Women, 530 Lakeland, Biton Rouge 70802,

504/342-2715, Eleanor Shirley, CETA '

MAINE - N

[} N

!

Sex Equity Project in Nontraditional Careers, Southern ME Voc Tech, Fert RA., S. Portland 04106,

207/799-7303, Julie Silverman, voc ed, CETA

MARYLAND .

Center for Displaced Homemakers, New Directions for Women, 2435 Maryland Ave., Baltimore 213418, 301/243-5000, Barbara'w;rnock,'stgte govt.
Pre-Apprenticeship Program, Assoc. Bldrs. & Contractors, 101 W. 24th St., Baltimore, 301/243-5030, Joe Boddiford, CETA
Open Door, Hartford Comm. Coll., 401 Thdmas Ran Rd., Belair 21014, 301/838-1480, Louise eanard, voc ed , .
YHCg, Northern Anne Arundel Cnty. Ctr., 35 Baltimore-Annapolis Blvd., Glen Burnie, 301/768-2500, Barbara Cleason, CETA /’Fﬁ
‘\, , N .

ACHUSETTS . ' .o

BuBiness Application Pprogramming & rvices, J.L. Rivers & Co., 13l Clarendon St., Boston 03116, 617/266-5675, Penny Dupning » CETA

Energy Conservation Technician Training Program, Econ, Inc., zps'Congress St.,

Boston 02210, 617/482-3460, Al Cater, CETA, other .

Math Careers and Basic Electronics, Math Div., MA Occ. Ed. Div., 31 St. James St.,

Boston 02115, 617/241-8600 X 285, Ferol Breymim, voc ed, CETA

_Nontraditional Jobs for Women, YWCA, 140 Clarendon S&.,

Project ACT (Access tc Careers in Technology), women's Enterprises, 739 Boylston St.

Bostqn 02116, 617/536-7940, Vivian Guilfoy, CETA N
, Bdston 02114, 617/266-2243, Cynthia Buzzetta, US Dep

t. of .EQ.

* pre-vVocational Training in NTO Occupations for Women, Third World Jobs Clearinghouse,

15 Worcester St., Boston 02118, 617/266-8570, Khadijah Arkil,CETA voc d

- wWomen in Construction Project, Jobs, Inc., 11 Beacon St., Boston 02108, 617/367-4744, Susan Brophy, CETA
g women'in Electronics, Women's Enterprises, 739 Boylston St., Boston 02116, 617/266-2243, Carol Goss, CETA ,
. ﬂeqru1tment & Training Program (RTP), 90 Wafren St., Dorchester 02119, 617/427-4800, James Clarke,, USDOL ’ .
- Apprenticeship & Machine Operator Tralning, General Electric, 1100 Western Ave., Lynn 01910, 617/594-3257, Robert Spousta, industry .-
) Hampden District Regional Skills Centery Hampden Cnty. Manpower Consortium, 1176 Main St.., Springfield 01105, 413/781-6900, .David CPuise, CETA
Police & Fire Pre:Appreﬂtlceshxp Prodram, Hampden Cnty. Manpower Consortium, 8 Bllss St., springfield 01103, 413/781-415%, Dan’Boyle, CETA
1UCE Pre-Apprentlceshib. International Union of Operating Engineers, Industraial Mr Park, Wesgfield 01085, 413/562-5119, Fred Harper, CETA, unlon .
. . MICHIGAN Co ) : . - ' - - ‘

Target Outreach Program, Trade Union Leadexehip Cncl.,
The Right Track, New Options Personnel, 2908 Book Bldg., Detroit 48226,

.

3901 Graﬁa River, Detroit 48é68, 313/831-4444, Marguerxie Evans, USDOL, union
313/961-8337, Cathy Sternett, UETA, industrys

-~

’

4

Pre-Apprenticeship Training, JJAW Job Devt. & Trng. Dept., 1401 Michigan Ave.;

Detroit 48216, 313/926-5376, Russell Craig, USDOL, union

-

Apprenticeship Training Committee Program, Détroit Elect. Appr. Tfng. Comt., 32100 Utica Rd.,

Fraser 48026, 313/293-6600, Bill Wolf, USDOL, union, industry

Step Up for Wpmen, Lansing Comm. Coll., Div. of applied Technology, 419 N. Capitol Ave.,

Box 40010, Lansing 48901, 517/373-7401, B1ll Darrg, CETA

Skills Center,

Northern Mich. Univ. Voc. Skills Ctr., Marquette 49855, 906/227-2185, Dick Retaski, state govt,.,

Technical Occupation Cooperative Education Program, Macomb Cnty. Comm. Coll., Office of .Industrial Coopt.Ed., 145Q0 12 Mile Rd., Warren 45093, '313/77 31,
(4]
Paul Gould, CETA d ' .
"MINNESOTA ' : T . ‘ .
kl I e— ’ . . L} ’ ’
Egpagding Career Options for Women, Austin Area Vo&-Tech Inst., 1900 8th Ave. NW, Rustin 55912¢ 507/437-6881, Mary Dowd, voc ed . \
LEAP Program, Minneapolis Urban League, 1219 Glenwood- Ave. ,» Minneapolis 55405, 612/374+2530,, Brenda Reid, DOL . .
work Equity Program, St. Cloud CETA Ctr., Box ¥433, 2700 N. lst St., St. Cloud 56301, 612/255-4’52, Jenny’Keon, CETA [
/ - " , .“ .. . .
’ L ' . ’ ' ' T Co. ES [ '
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MISSISSIPPI

.

Displaced Homemakers Program,* Miss. Gulf Coasts Jr. Coll., Jackgon Cnty. Campus, PO Box 100, Gautier 39553, 501/497-4313, Jean McCool, voc ed,'CETA
., ' Issaquena County Woman's Opportunity Program, Watl. Cncl. of Negro Women, PO Box 130, Mayersville 39112, %01/873-490§, Larry Adams, WB, USDOL -

* MISSOURI . -

B Pro)ect !Iansxtlon, MO State:Dept. of Elem/Sec Ed., Kansas~C1ty Tech. Ctr., 1215 Truman Rd., Kansas City 64106, 816/471-3568, Judy Moretsky, voc ed
Linn Technical College, Linn 65051, 314/897-3603, Xaren Buckman, CETA, woc ed ‘ - - .
MONTANA . Y - ' oo

. Vocational Skllls Training, Job Corps Ceq}er #844, Ronan 59864, 406/644-2217, Joe Dupuis, voc ed, other

NEBRASKA . . . .
Nebraska Center for Women, Rte. 1, York, 402/362-3317, John Ely, Dept. of Corrections, voc ed . , ¢ .
B [ Y . . .
NEVADA : . - 4
- —— . i 5 . \ \\ s - N .

vocational Skills Training, Job Corps Ctr., Box 60009, Reno 89506, 702/972-5627,:Dr. Wilbur, USDOL - . '

r \' - - - ! \' ]

- i : ‘ . -

New H h1re Employment & Training Operations, 155 Manchester St., Concogd 03301, 603/271-5136, Liz Spur, CETA e v .

Southern New Hampshire Services, Inc., PO Box 5045, Manchester 23108, 603/669-0701, Marion Ross, CETA, voc ed, state govt.

Women's Emplayment & Training Program, Non-Trad. Jobs for Women, Southern NH Services, Inc., PO Box 5045, Manchester 03108, 603/669- 3913 Midge Grgene, CETA
NEW JERSEY | L ] B . . . A

The Women's Employment Project..fmer. Civil Liberties union, 27,N. Mass. Ave.J Atlantic City 08401, 609/348-9454, Mauri Miller, CETA, other

Women in Technologles, Middlesex County Coll. D1v of Comm. Ed., W. Halls Annex, Edison 08817, 201/548-6000 X 411, Bonnie Diamond, state govt. ,WEGA

women's Trades Opporﬁynlty Program, Apprentlceshlp Outreach P, oqram, 176 Monticello Ave., Jersey City 07304, Peter Chadwick, CETA b

:S Nontraditional Carggre for Women, Brogkdale Comnm. Coll., 76% Newman Springé Rd., c/o Dean of Stud. Devt., Lincroft 07738, 201/842-1900, Carol Vermilyea, CETA
(] Outreaeh Apprentlceship, Mercer Cngy. Bldg grades, 238 E. Stgte St., Tred!on 08608, 609/392-4159, Karl Wagner, USDAL, union
Women' s Program, Div. of Empl Service, NJ Dept: ‘?? .Labor & I stry, Room 1013, Trenton, 609/292-2245, Roberta Bartram, CETA ¢ s
. Ay
NEW MEXICO ..
t Women in Construction, NM Bldg. & Constr. Trades €ncl., AFL-CIO, 4400 Silver SE, Albuquerque 87108, 5054266-562%, Georgia Lamb, CETA '
. women in Transition, Tech. Voc. Inst., 525 BuenarVista SE, Albuquerque 87106, 505/843-7250, MGiriel Kirchmeier, voc ed -
NEW_YORK . , . . . . . ' . .
., Women in Techno o§1es, SUNY Agrlcultural & Technological Coli. Alfrea 14802, 607/871-6147, Ann Wood, voc ed ) L]
Training Progr or Displaced Homemakers, EveryWoman Opportunlty Ctr., Inc. 1420 Genessee Bldg., 1 W. Genessee St., Bhffalo 14202, 716/847-1120,
Carol Hennessy, CETA . ) N .o ' ——\\
Progect OPEN, Tompkins Cortland Comm. Coll., 170 North St., Dryden 13053, 607/844-8211 X 454, Sandra Rubau, voc ed
’ Classroom Training, BOCES/CETA Program, G1b30n R4, Goshen 10924 914/294-5431, Mary Arluck, CETA . -
Women in Apprenticeship Project, 80 5th Ave., New York City, 212/691-1860, Mary Garvan, CETA a

Nontradjational Vocational Program for Women, Plumbing Design & Welding, NYC Comm. Coll., 450 W. 41st St., NY 10036, MQ2/239-1664, Christine Persico, voc ed
women in Engineering & Industrial Technology, Hudson Valley Comm. Coll., 80 Vandanburgh Ave., Troy 12180, 5184283-1100, Terry Heiset, voc ed
New Directions for Displaced Homemakers, Mohawk Valley Comm. Coll., 1101 Shegman Dr., Utica 13501, 315/792-55R4¢.Eve Hendricks, voc\bd

L

NORTH CAROLINA : .

Wwomen's Job Bank, Mecklenburg Cnty. Women's Comnission, 316 E. Moorehead St., Charlotte 28202, 704/374-3210, Sandy Heibelman, counr:;»/qé\‘rt. . ’
Skill Training Improvement Program for Women/Pre- Apprenticeship Program, Carolina Skill Advanceit Ctr., PO Box 10305, Raleigh 2 919/787~5410, .

' Scottie Ferguson, CETA
work ' Options for Women, NC Cncl. on Status of Women, 526 N. Wilmington St., Raleigh 27604, 919/733-6581, 'Lillian lee, CETA -~
Women's Center, Southeastern Comm. Coll., PO Box 151, wWhiteville 28472, 919/642-7143, Nancy Metshon, CETA
work Options for Women, Martin Comm. Coll., Williamston 27892, 919/792-1521, Lou Ann Roberson, CETA

- : ‘ ' !

*
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NO DAKOTA ) y PR . -,
' b , - .
BOUNCE/ 3691ﬁhxng of a Unique New Career Experience, Adult Ed. Ctr.,, 315 N . Univ., "Fargo 58103, +701/241-4887, Paula NSwman, CGETA ' ¢
“Intensified TTalnlng .Center, Blsmarck Jr. Coll., 2945 Twin City Dr., Mandan 58554, 701/663-6532, Gordon, Dleirlch CETA ‘ : , -

Affirmative Action Program, Northwestern Bell Telephone Co., Box 1900

Fargo 58103 701/241-3362,

Donna Peterson,

1ndustry

[

’

CHIO , - .

N

B

.

),

-

‘Placement Proqram, Adult Skills Trng‘ Ctr., 147 Park St., akron 44314,

..
. JA

:216/253-5142,

le Moulton, CETA

FEAT/Female Employment & Training, Prep Apprenticeship Outreach, Prep Inc.,

1015 Vine St. , Suite 520, C1n¢xnnatL 45202, 513/621 3885 Lucy Green, USDOL

. Project Nqn—Tradltlonal, Cincinnaty Labor Agency for Socfal Servs/AFL-CIO Labor Cncl.

Stan Piates, CETA . -

1015 Vine st.

,» Surte 701,

€

1nc1nnat1 45202,

513/721-8688,

CETA Consortium, Dept. of Comm. Servs , City of Columbus, office ot Plng. . Resch , & Prog. Devt., S0 W. Gay St., Cplumbus. 43215, 614/22258350,

Sally Yurchuck, CETA, USDOL

Personal Employablllty Development, Upper Valley Joint Voc.

*

SchL, 8811 Career Dr.

.

Piqua 45356, 513/778-19

80 X 251,

w

Rita Hdllenbacker, 'voc ed °

N

OKLAHOMA

.

4

- . . B

Spec1a1 Services Programs for Women/Dlsplaced Homemakers, Great Plains Area Voc-Tech Sch. . 4500 w Lee Blvd., Lawton 73505, 405/355 6371,.Dxane Durham,

voc ed; county govt., .«

’

.

.

’

Non-Traditional Training for Wowen, Indian Capital Area Voc—Tech sch.

PO Box 20§, Rte.

6, Muskogee 74401,

' 918/687-6383,

Louis Lemons, voc ed

“

Displaded Homemakers Program, Moore-Norman, Area.V6c-Teth Sch., 4701

12th, Normas 73069, 405/364- 5763 Jan Womack, voc ed .

€61

h St., N. Annex Bldg., Tulsa 74106

918/425-4724, Katherine W1negarten, CEQWV

OREGON ’

Industr1a1 Or1entatloq, Lane Comm. ¢oll., 4000 E.
Actess Engerprxses, 610 SW Bropdway, Room 605,

. - Construction Careers, fra1- CETA/Tuls‘QCETA Mmpower Cncl. ) 718 E. 36

Portland 97205

- s »
L

30th Ave., Eugene 97405, 503/747-4501 X 2503

Leslie Rasor,

voc ed, other

503/224-9206, Beth Eldrldge, state highway dept.

’

Labor Education Advaricement Program‘(LEAP)

3630 N. Vapcouver Ave.,

Portland 97227,

503/288 -9168, Terry Williamson, USDOL

Spotlight f1te/Private Sector Initlatlve Program, C1ty of Portland Trng.

EE

Pt

*  PENNSYLVANIA ~

»

3

& Empl. va., 522 SW Sth St., Portland 97204, 503/f48 4474 Joe Gonzales, CETA

CETA

.

New Jobs for Women, YWCA, .2027 Chestnut, Philadelphia 19103,
Opportunities Industrialization Center (b1C), 1231 N. Broa

215/204-3430, Maureeen Glaseman,

d st.

Phlladelphxa 19122,

215/978-2500, Ge

Hqe Bennet, CETA, USDOL, local govt

Pre~Appxentice Program, Negrq Trade Union Leadership Cn

-215/221-0100, "Bobr Roblnson, uspoL ™

'
RHODE ISLAND . -

Non1Traditiona1 Jobs Project for Women, YWCA of Greater P1 tthrgh

2825 N. Broad St., Philadelphia 19132,
4th Ave.
s . .

! N
" .

Recruitment & Training Program (RTP), 200 Cranston~5t.,‘$rovidence 02907, .401/274-2250, Robert Bibbs, USDOL

School Linkage Project, Apprenticeship Project, 22 Hayes St.

. >

" SOUTH CAROLINA

v

Affirmative Action Plan, Cummins Engines Co., 2301 leeds Ave.,

{  sourn DAKOTA . - ;
° Vocational Skills Training, Civilian Conservation Ctr.
., .

TBNNESSEE

Basic Electrop;cs & TV Repair,

Electronics Technician Training, Knoxville Women's Center, 406 Church Avé., Knoxville 37902,

.

pProvidence 02908, 401/521- 3670 Biil Nixon,

’ \
. o

- .

.
.

#°087, Job Corps Center, PQ Box 47,

WORK, Knoxville Women's Center, 406 Church Ave., Knoxville 37902, 615/524r0716 Cheryl Knoler, CETA .,

PO Box 1113, Memphis 38101,

RIC

» - .

901/526-M258, Leathia Thomas, CETA .

615/546-1873,

usDoL

. ~ cs
Charldeston 29405, 803/554-6700, Barbara deMarco,.indPstry

’

N

.

'

& Wood St., Pitteburgh 15222, 412/391 5100, Valetta Ford, CE{}

Nemo 57759, 605/578-2371, Carl Erickson, USDOL

/

Greenville & Green Cnty. Voc. Sch., Unlon at Charles Sts., Grbenville 377”3\ €15/639- -4194, Floyd Sellers, Voc ed,ind, loc govt
Deborah Lutz, CETA
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TEXAS * \ b - " : .
Redirected Homemaker Program, 1607 Pennsylvania, Austin 78702, 512/476- 2{14 Ann Finch, local goyt. .7 ’ /‘
* Painters Joint Apprentic_eshlp & Training Committee,» PO Box 18441, Houstén 77023, 713/527 0152, John Dolpey, union, N ‘

- - Women-in the Trades, Pl‘ioenix Inst., 383 S. 600 East St., Salt Lake Ci-t)'( 84102, 801/532-5080, Jenna Kelson, CETA, state govt., !
VERMONT . s . : 4 T

' ’

- ’ : - = k
& - UTAH .- - , , - . . '
/

- - ° .

» . . -
Outreach Effort with -Division of Voc. Ed. of VT, VT Constr..Trng. Cncl., Assoc. Genl. Contractors, PO Box 750, Montpelier 05602, 802/223-5046, Ray Trombley,
+

- CETA, union N ., . , ’ L . N P
- ’ * ‘ . . .
U VIRGINIA - -~ . F : . . . . !
. - . ' * . L “ ,
> “Pha WOupn's Program, PFairfax Cnty.' CETA; 3536 N. Carlyn Springs Rd., Baileys Crossroads 22041, 703/691-3221, Sue Manzo, CETA N .
v WASHINGTON . o ' . . ’ ; !
. —— . .. RPN
’ [ Efe-Vocatlonal Program for women, Bellmg,ham VocaTech Inst., Bellingham 98225, 206/676-6490, Brennan O'Connor, CETA -
1y Non-Traditional Job Opportunltles Lower Columbla Comm. Coll., 1600 Maple, Longview 98632, 206/577-2371, JFran Chaffain, CETA, voc ed . . <
Work Qﬂ:ions for Women, Olympia YWCA, 220 E. rUruon, Olympia 98501 206/943-9140, Sheliey King, CETA . .
. Oppor'tunity Apprenticeshiff Renton Voc-'I‘ech Inst., 3000 NE 4th, Renton 98055, 206/235<2352, Joanne Primavera, CETA .
Nontradit:ional Career Exploration Progrféh, S. Seattle Comm. Coll., 6000 16th fve SW, Seattle 98106, 206/764-5802, Karen Foss, college
WEST VIRGINIA ~ ' - .

- - ~ . ' &
Job Corps Center, VA & Summer Sts., Charleston 25301, 304/344-4041, Carol Glasser, CETA !
Support Services for Women, Arch A. Moore Jr. Voc. Tech. & Adult Ed. Ctr., Rte. 1, LivePpopl 25257, 304/372-8654, Rayr‘ngnp Cunningham, voc ed, -cnty, local

WISCeNSIN - - ) . -

- ' »
. . Apprennceship Referral & Outreach for Women, State Div. of Appr. & Trng., 2 w Cedar St., Chippewa Falls S , 715/723-8805, Barbara_ H rook, CETA
Women's .Bureau, Gateway Tech. Inst., 3520 30th Ave., Kenosha 53142, 414/637-9881, Ann Timm, voc ed, local g L , . -,
Skilled Jobs for Women, 625 E. Washington Ave.,*Madison 53703, 608/244-5181, Mary Piotrowaski, CETA,” county govt. 5 X : ‘
© . < Women's Development Ceneer, Waukesha County Téch. Ing';l) 800 Main ﬁt.gewaukee 53072, 414/548-5445, Ruth Fossedal, voc ed . . <
[ Labor Bducation Advancement Program (LEAP), Women's ponent, Urban ague, 718 N. Memorial Dr., Racine 53404, 414/637-8532, Joe Stuant, UQQOIP -
Consolidated Papers, Inc., 231 1lst Ave. N, Wisconsin Rapids 54494, 715/422-3283, Mary Krekowskl, mdustry , ) * .
b4

-~

, Construction Technology & Drafting, Caspey Comm. Coll., 125 Coll. Dr., Casper 82601, 307/268-2604, Paul Hartman, local & state govts. ' _ .
Blectrical Apprentice Training, WY Elect! Joint Appr. & Trig. Con\mittee,.\iZS Nichols Ave., Casper; 307/234-8311, Barney Meyers, unipn, indus‘try
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_ADMINISTRATIVE

BAITING,

INDEX

A}

ABILITIES FOR NTO, 77-8
ACCOUNTABILITY EVALUATION,

-

32

* ACTIVITIES, 20; planning, 28

“PROCEDURES, 87-8
PPORT, '11-2, 36-7,
*40; for upgrading courses, 55-6;
for transportation, 87; for gbxdal
~ harassment traininé, 114
ADMINISTRATORS, 94, 106, 114; bene-
. fitg to, 5 adv1ce to, 10-2

ADMINISTRATIV

- ADVANCEMENT: see career ladder
ADVERTISEMENTS: 5&, 55
ADVISORY ‘COMMITTEE, 23, 40; support

from, 23; for job openlngs, 125;

21, 42, 126, 134 ,

AFFIRMATIVE ACTION, 8, 23, 40, 128,
135; agency enforcement of, 125;
bibliography, 184,187

‘AGE, 64, 66; of NTO women, 7

AGENDAS, career exploration: for

series, 73-4; for workshops, 71

" AGGRESSIVENESS, 105 ‘

ALLIES: see support »

ANXIETY: see assertivemess, self-
confidence -

APPLICATIONS: 87-8

APPRENTICESHIP, 32, 73, 75, 116-8;
bibliography, 177, 183, 187

APTITUDE FOR NTO, 77-8

ASSERTIVENESS, 3, 97, 132; ¥n token-
ism, 110; in sexual harassment,
115 .

ASSERTIVENESS TRAINING, 104-5; for
racism, 118; after placement, '138;
bibliography, 177; 44 ‘

ASSESSMENT, for math, 90-1 .

ASSISTANT: see support staff

ATTBNDANQE: see enrollment

ATTITUDE, toward-math, 89, 92

AUDIOVISUALS, 69; in high school,
53; home-grown, 54-5; bibliogra-
phy, 177-9, 183; 38, 49, 52, 66

16 )

BASIC PROGRAM, 25

BI1LINGUAL STUDENTS, 138 .

BLACK WOMEN, 10, 147;'socialdzation
of,: 58; recruiting, 58-9; and ra-

+ cism, 115-20; bibliography, 179,
180. See also raci®m, minorities

BROCHURES, 49; math in, 9Q, for
placement, 126: 41, 50, 52, 54,

59, 69
BUDDY SYSTEM, 42, 99. $ee.also role
models . ~ . !
BUDGET, for NTO program, 29; for
hands-on tryouts, 68 ¢
BULLETINS, 49 ‘
BURNQUT, 43-4, 72
*BUSI SS COMMUNITY«= seé employers,
in ustry ’ ,

g

CAMPUS COMMITTEE: see task force

CAREER BOOKS,
CAREER DECISION:

50, 69, 77
see counseling;

occupational

CAREER EXPLORATION, 63-81; as goal,

.

“ 106, 125.

27; employers in, 40, 135; as se"?
72-4; transportation for, 86; chil
ca¥e for, 86; math in, 90; biblio-
graphy, 180-1; 3, 41, 42, 48, 53,
See also occupatlonal
1nformat10n, qpunsellng

CAREER INVENTORIES, 77

CAREER LADDER;
CAREER STRATEGY,
CARPOOLS, 86,
CARS:
CATALOGS,
CHECKLIST, start-up,
o122,
CHILD CARE,

129
129-30

6,

87

see transportation
49 .
45, 61,
141; maintenance, 157
85-6; -- center, 32, 86;
in Voc Ed Act, 131; in interview
questions, 133; bibliography, 182,

81, 101,

s

187; 3, 7, 42, 72, 78,79, 98
CHIVALRY, 16, 94 v -
CIVIL RIGHTS ACT, 130

CLASSROOM PROBLEMS, 93-5

CLASSROOM STRATEGIES,
CLERICAL STAFF, 39.

CLUSTERING WOMEN, 38,

COMMUNICATION SKILLS,

COMMUNITY ORGANIZATIONS,

COMMUNITY RESOURCES,

COMPANIES :

195

15-7

.See also support
staff

88, 97, 110,
120; for racism, 118; on the job,
127 b -

See also
14, 52, 126,
138; support from, 23; presentations
to, 52-3; in black community, 58,
120; for pre-entry courses, 93: for
job openings, 125

105.
assertiveness -

40, 41, 84, 96;
for child care, 85-6; list, 148
see employers, industry

207 o




¥ COUNSELORS,

P *
e~ , . . . v
COMPLETIONS, as numerical goal, 29
. COMPREHENSIVE EMPLOYMENH‘AND IN- -

ING ACT (CETA), 132 s
COMPREHENSIVE PROGRAM, 25 V-
CONFIDENCE: see Vself-conf;den%e \
CONTACTOINFORMATION, 50 76
CONTINUING EDUCATION, blbllqgraphy, R

182-3 v 5
CONTRAST, in tokenism, 108
CO-OP JOBS, 40, 54, 126, l See

also work-study, Part-time jobs

A
4

COORDINATOR, NTO, 137;,functions of,

2, 3, 37; advice ta, 9; qualifi-
cations of, 11; administeative
support for; 12y and counselor, 14; °
job application questions, 168 '

COORDINATOR, dex equity, 114 1311 "
list, .151-2 ' ‘a0 v

COUNSELING, academic, 13, 91; per-
sonal, .14; occupational, 13, 38,
76-9; bibliography, 179,1182} peer
c.: see peer counseling ., -

104; for .career explora-

tion

. i ; benefits to, S;Qd ice
"13- ,cét{
COURSE, 72. See also gcareerpexplo-

. to,
ration series .
CURRICULUM, cqgprdination with math,
91-2; for ﬁroductory course, _
92-3; coordination of, 95-&g bib- .
liography, 183

DAY CARE: see child cap -

DEROGATORY REFERENCES -to women, 16
' DEVELOPMENT: se€ funding « -
DEVELOPMENTAL STUDIES, 10, 48; 49,

1, 92, 95-6.. See also refresher
ourse . . -

“DIRECTORIES, *bibliography,, 183

DISCRIMINATION LAWS, in etpfoyment,
130-1; in training, 132 .

" DISPLACED, HOMEMAKERS, 182, . ,°

]
s
' I3
’
)
1]
. 14
Q
> w
4
VAR
LY
F SR
- ! .
y
-

EARNINGS :

DIVORCE, 65,. 97, 106, 143,
DONATIONS, 40, 84, 135

DOUBLE "STANDARD, 107, 109
DROPOUTS, 31, 72° - ;

Y

> :

see salary -

EMERZENCY LOAN FUND, 85 &' ° 5
EMPLOYERS, 5, 8, 10, 22; 40-1, 42,
54, 55,. 84, 87, 98, 132, 135; sup—
port from, 22-3; and career ex-’ "

ploration, 23, 67, 70, 138;" cbor-,
‘Jinating contacts-with 41 asso-
ciations of, 54; gnd upgrading

)~r

I

. .
L .t *
N oL " . s

a

[

. FILMS:

(
EXP

courses, 55-7; in audiovisuals, 69;
and physical fitness, 96; effects
‘of sexual harassment on, 114; and

_racism, 120; and placement, 124-8;
for job openimgs, 125; raiding 3
training rograms, 135; and £follow-
up, 136, bibliography, 184. g
See also 1ndustry

EMPLOYMENT, 87, 104; of black women,
116. See also platement

EMPLOYMENT AND INING ADMINISTRA-
TION, 12%, 132.

ENROLLMENT, 10, 72, 76, 87-8; assess-
ing by sex, 20; as goal, 27; as nu-
merical goal, 29; barriers to, 78-9

EQUAL EMPLOYMENT OPPORTUNITIES COM-
MISSION (EEC), 115, 130, 131

EQUAL PAY ACT, 131

ERNEST, John, 89 ' C ot

EVALUATION, ¢ommonsense; 30-3; bene-
fits of, 3@#-3; sample, 60, 80,

121, 140; 36, 72, 73, 137, 138

E®ECUTIVE ORDER 11246, 130

EXIT INTERVIEWS, 31, 76

RATORY COURSE, 68, 72.

h[ ds-on tryouts

+ See also

FACUL&Y, 5, 42; support from, 22;
evaluation ‘with, 31; and admihis-
trative support, 36; working with,
37-9; referrals frohm, 49. See.also
instructors, staff

FAMILY, 42, 65, 78, 97; of high
Bchool students, 53; in audiovi=
suals, 69; opposition from, 106;
inmterview questions, 133

FEATURES in newspapers, 50-1

FEEDBACK, 31, 138. See’also evalud-
tion - ¥

see audiovisuals,

FINANCIAL AID, 69, 84, 85, 87, 88,
135; office, 71; bibliography, 182f¢
184. See also money, s®holarships

FLYERS: see brochures

FOLLOWUP, 5,.135-9; as goal, 27: bene-

~ fits of, 135; schoolwide, 136; in
‘NTC program, 136-8; with women,
137-8; with employers, 138; office,
138-9 ; v

FORMATIVE EVALUATION:
,evaluation

FRIENDS, opposition from, 106- -7

in

see program

FULL-TIME EQUIVALENTS (FTE's), 5, 10,

24, 36 *
FONCTIONAL RESUME, 132

¥ 208 -
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FUNDING, 24Q .
FUND-RAISING EVENTS, 85

-

GAMES, for career exploration, 70,
~ 1ss
GOALS, 720, 25, 26—7, of NTC program,

3; chart, 4;. numerical, 28-9. See

also obﬁecéiv ’

? GRIEVANCE PROCEiERE: 115, 132

GROUNDWORK, for NIQ program, 20-1;
for upgrading course, 55% for

placement, .124 i s

,GUILT see self- -confidence .

Aq

<

.

/

2
HANDICAPPED STUDENTS, 138

HANDOUTS, 69-70;, ale® 50, 52, 53, 66.
HANDS~ON TRYOUTS, 67-9; for hidh
school students, 53; for high

school teachers, 54; in booth or
van’, 55; with industry tour, 71;
bibl;bgraphy, 183; 3, 13, 73, 86,
%6, 147 .
@2RASSMENT, 16. See also resis-
, tance, sexual haras;ment .
HIGH SCHOOL, 14, 49; recruiting in,
. 53-4; math in, 89 '
HONORARIUM, for role models,
for instructors, 66
HquILITY see rﬁSlstance
HOUSEWORK = 97
. HUSﬁAND see family
‘ P
ICEBREAKER QUESTIONS, 65, 6 71
ID. PROGRAM, 25 )
ILLEGAL QUESTIONS‘ see interview
, INDEPENDENCE,- 143 ’ -
INDUSTRY upgradlng i -7; I.,
Education, and Labd?*£§g:son, 125.
See alse employers . N
INDUSTRY TOUR, 70-1; transportation
- fox, 87; in placement, 126; evalu-
ation form, 171; 28, 42; %6, 72,
¢ 773, 98, 128 129
INFORMATION@L INTERVIEWS 71, 77, 128,
© 129
INSTRUCTION-RELAMED PROBLEMS, 88- 96
INSTRUCTORS, 21, 77, 126; benefits
to, 5; advice to, 15-7; and high
‘schools,” 53; for upgrading courses,
56-7; and career exploration, 66-7,
‘ Q and hands-on tryouts, 68; and open
4house, 71; choosing_supportive i.
~77; and math, 91-2; and introduc-
tory course preoblem, 92-3; helping,™
94; and physical fitnesd, 96; and

/

x

43;

7

> -

Yo

’

» ’

-, . '

197

. ”

pTacemepf, 124; and assessing skill
* level, 134 , . -
INTEREST IN NTO, 77-8 49(
INTERVIEW, 42; for :job, 40, 12 for .

assessing NTO aptltude, 77 8; ques-
tions and cgmments, 133-4 ° .
INTERVIEWING FOR INFORMATION: see

informational interview
INTRODUCTORY COURSE PROBLEM,.457*32-3'
INVISIBILITY, 16-7 _
IRON MAIDEN, as token's role, 109
SOL?TION social, 16° .

see employmen%b interview

JOB:

JOB DEVELOPMENT, 127 ,

JOB OPENINGS 6, 124-5, 135, 138 -

JOB SHADOWING, 71, 77, 128 —‘

JusT IN CASE: see preparation - ' c.

1 -

KANTER, Rosabeth Moss, 107~ :

9 - ) —

LABOR-SHORT OCCUPATIONS: see ocgcu- ‘
pations, labor-short ' -

* LANGUAGE, obscene, 115 L

LEGAL RIGHTS, 130-2; b1b11ography, ' PR A
180, 184, 188; 97,.110, 113, 118

LINE ITEMS, 29 ~—~—

LOANS, 84, 85 C ‘ ‘

LOCATION, of NTO program, 29-30; of T,
upgrading course; 56; of school,

86 .

MAILINGS, 49, 53, 126 )

MARRIAGE, 106. See also family .

MATH, 88-92; counseling for, 13-4; . 3
in outreach, 49, 52, 57:; in caree X
exploration, 64, 65,.66, 67,74, 77,~ .
78; m. avoidancg 91, 97; m. level,

95; bibliography, 184-5;.3,'5, 7, N
' 10, 16, 30, 32, 39, 42 ° ] T A

MEDIA: see audiovisdals, television, P
radio .

MINORITIES, 138 b1bllography, 180.

See also black women, raéism, ]

. tokenism A

MONEY, 84-5; also 52, 78, 97, 135,

143. See also financial aid .
scholarships , g) L
MOTHER, as token's role, 108-9 h »

MULTI-SITE, 29-30, 77; and hands-on,
tryouts, 68. See also location .
MYSTIQUE, mascullne, 109
NEEDS- ASSESSMENT: see groundwork
© NETWORK, 23, 129¢ for referrals, 5"

3

-
-
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/ . . .
in black community, 58; for job AART—TIME JOBS, 40, 71, ‘84, 85, 98s~ .
leads, .135 PASSIVITY, 105 - -
NEWSLETTERS, 49,' 54, 106 PEER COUNSELING, 42, 99 .-
‘NEWSPAPERS, "'50-1; in black communi- PERSONNEL directors or departments:
ty, 58; math in, 90; 42, 69 . see employers, industry
NONTRADITIONAL OCCUPATIONS (NTO), PET, as token's role, 109
definition, 2;' women's motivation PHYSICAL FITNESS, 96;  also 3, 78,
for, 7; family opposition to, 106 - PHYSICAL LABOR: see strength
NTO PROGRAM, definition; 2, desctip- PLACEMENT, 123-35; personned, 21,
- tion\2-3; goals,’ 4; neeg'fof, 124-5, 126; office, 23, 134,
v, 5-6, 2I; models, 25, 145-8; bib- - goal, 27; as numerical doal,("29;
liography, 18 ) . ’ and NTO women, 128+35; slow, 134:5;
NTO' WOMEN, evaludtion with, 31; in premature, 135; bibliography, 188;
class, 93; recordkeeping form, 169 - 40, 67 "
¢ NONTRADITIONAL VOCATIONAL PROGRAM, . PLANNING, 20-8; adVance, 11, detailed, ~
"\ ,definition, 2; training require- 24-9; program models, 25, 145-8:
. ments, "13 ° industry tours, 70. Seé also, ‘
oo . ’ . . groundwork '
OBJECTIVES, 20, 26-7. See also yoals POLICY, for sexual harassment, 114, ,
OCCUPATIONAL DEMAND, 20-1, 40. See ' 173-5; for racism, 1183 for both,
Jalse, job openings. -+ : 12 T : E .
OCCUPATIONAL' INFORMATION, 13, 64, - ' POLITICS, “in school, 21, 36, 37, 39,
\ . ~ 69-70, 77; bibliography, 18l. See 43, 66
. \ also counseling, occupational , POSTERS, 49, 50, 54
OCCUPATIONAL . SEGREGATION,_S; biblio- PRE-APPRENTICESHIP, bibliography, -
graphy, 180, 187 I 183. See also apprenticeship
OCCUPKTIONS LABOR-SHORT, 8, 23, 55, PRE-ENTRY CQURSE, 93, 96 .
126 PREJUDICE, 110, 125-§, 127, 133. See
OFFICE FOR CIVIL RIGHTS focr), 131 - .also tokenism, sexual harassment,
. QFFICE OF FEDERAL CON'?R.ACT COMPLI" . racism’ resistance
- ANCE PROGRAMS (OFCCP), 125, 130 + PREPARATION, 104; of employer groups,
OFFICE OF VOCATIONAL AND ADULT EDU- 126; for placement, 128-35;' for
. .CATION (OVAE), 131 . . job interview, 134
. OPEN _ENTRY/OPEN EXIT, 32 /  PRESENTATIONS, 51-4; tips on, 52;
‘OPEN HOUSE, 71-2; evaluation form, ’ to women, 52; to community organi-
172 . . ' zations,<52-3, 54; in high schools,
OPPOSITION,,deallng yith, 103-22. 53-4, 59; to black women, 58; for
o See- also resistahce \ ' career exploration, 42, 64-7; 71;
’ ORGANIZATIONS, local: see community. math in, 90
organizations. .National, 155-6; PRESS RELEASES, 51
- ‘Ribliography, 183 .- ' . PROFESSORS: see instructors
ORIENTATIONS, 42, of facul®y and PROGRAM EVALUATION, 31
staff} 12, 38; of community organi- PROGRESS REPORTS, 36, 40, 41, 125 -
) - < zatiohs, 41. See also staff. . . PROMOTIONS, 129 .
training ’ - / PROPOSAL for NTO program, 24
'OUTREACH, 47-61, as goal, 26; in \:; POBLIC RELATIONS, 32 \
* / sahool, 48-50;" in community, 50-4; | PpUBLIC SERVICE ANNOUNCEMENTS (PSA'S),
math in, 90; sample materials. for, 4 51, 58
159-66; biblloqraphy. 88; 14, 42,°  PpUBLICATIONS, 'school, 49, 118, 120, ,
118 ( — L 126
OVERPROTECTIVENESS, 94 ' PUBLICITY, 24, 36, 50-1, 72, 118,
' 120, 126 135 ' '
PANELS: see presentations
—— PARENT CARE: see child care QUESTIONNAIREgp 31, 136. See also
PARENTS: seé family - . evaluation :
. , ./

. - 21';0



RACISH, 115-20; policy for, 12, 118;

definition, 116; and legal pro-
tebtion, 130-2; 97, 104, 110, 132,
136, 137. See also dlack women,
RADIO, 42, 51, 58 .
RAISES, 129 )
READING LEVEL, 95 . //
RECEPTIONISTS, 39 . LI '
RECORDKEEPING, 30; and evalflation,
32; of role models, 43, 170; of

your.time, 44; “of NTO women, 137,
169; sample forms, 167- 72
‘ RECRUITMENT, of black women, 58-9;

for career exploration events, 72.
See also outreach
REFERRALS, job, 40; recruitment, 41,
49; from preseﬁiatlons, 51; from
“eommunity organizations’, 52-3; . O
problems with, 53; positive feed-
pack and, 53§ by word of mouth,
54; for couns&ling, 106 °
REF§§SHE COURSE, 91; bibliography,
. 18>, see also pre-entry course,
tools and terminolegy
REGISTRATION, 76, 87-8;
ing tourse, 55-6;
RELAXATION TECHNIQUES, ‘134
REMEDIM., SERVICES, 13; math, 91.
see also ddvelopmental studies
RESISTANCE, 110; from faculty and
staff, 37, 50, 94; in présenfa*
tions, 51-2; fzom employers, 55,
125, 127-8; of blacks tosvoc ed,
58; to sexual harassmen training,
114;. and racism, 120; to NTO women,
128 E K ’ v
- RESOURCES, coordinating, 35-45 .
RESUME, 132 ' ;
RETENTION A‘B{AINING, as goal, 27
REVERSE DISCRIMINATION, 50, 56
ROTE DISTORTION, 1ﬂ_tokeqism, 108
ROLE MODELS?, 41-3; definition, 41; ¢
functions of, 42; finding, 42; se-
lecting, 42-3; recordkéeping, 43,
170; in high schools,.53; black
\women as, 58, 118; and career ex-
’ploratlon,,64 6; in audlov1suals,
69; 'in Qndustry tour, 71; fo
math, 90; for assertlveness/Zrain—,
ing, 105; for family opposition,
106; for sexual harassment, 115;
for placement, 125, 126, 129, 133;
for followup, 135; 38, 40, 48, 50,
51, %, 72, 73, 77, 98, 104, 120,
124, 132 - ( : ' 7

/ //' ~ .

fo% upgrad-
office, 71

LN

J

SCHOLARSHIPS, 40,

STAFF,

' STRENGTH, 66, 94,

_ STRESS REDUCTION,

<

SAFETY, 67;
SALARIES, ‘6,

in hands-on tryouts,
106; in NTO program,

upgrading. courses, 57; of black
women, 116; legal protection an
131; in followup, 136

SCHEDULES, 30; of upgrading cours
5¢; for hands-on tryouts, 68; f
industry tour, 70; for career.e
ploration events, 74, 76; for
support groups, 98

71, 84,

see support sta

SEDUCTRESS, as token's role

SELF-CONFIDENCE, 57, 64, &7,
92, 93, 97, 104-5, 136

SELE-DEFENSE, 97 )

SELF-RESPECT, 143

SELLS, Lucy, 89

SEX DESEGREGATION ASSISTANCE CENT
154 7 ]

SEXUAL HARASSMENT,
12, 114.
111; range
'school, 11
gatlve effgcts of,
protectlon, 130 2;
“186; 3,

SHADOWING:

SINGLE SITE: see location

SOCIALIZATION, 7, 37, 84, 92, 9§,
104; of black women, 58; and ma
88-9 :

S?EAKERS§ for career exploration,
67, 71

SPEEQﬂES:

5
SECRETARY :
109
76,

173-5; legal definitio
f behavior, 11l1: in
frequency, 111-2;
114; and leg

8, 97

see presentétions
SPOUSES: see family
5, 37, 42; support from, 2
evaluation with, 31; referrals
from! 49; in high school, 54; a
_open house, 71. See also facul
STAFF TRAINING, 12, 38, 41; on se
ual harassment,
118. See also orientations
seaTrsTics, in présentations, 54
STATUS QUO, 37.
and outreach, 48.
cialggationw'
STEINEM, Gloria,

See also so-
2 .
105
106. See also,
. .physical fithess ’
134
STUDY SKILLS, 64, 79
SUMMATIVE EVALUATION:
bility evaluation

see accoun

211

68

29;
and high school teachers; 54; after

d,

es,
or
X-

o~

-

91,

ERS,

”

n,

ne-
al

bibliography
, Yo4, 132, 136,/037
see job shadowing;

th,

2;

nd
ty

x-

114; on racism,

Role in NIO, 6-8;

ta-

111-5; policy for,

~
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e, v ,
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‘ - P e . . -, .
" ) T . _",‘ v . v ¢ .
) X . . . r * P TR D v ) -
‘ SUPERVISOR for -NTO coordlnator, 12 UNION, 67, 73, *5 »
SUPPORT, in planning,” 21-3, 24; from " UPGRADING IN 'INDUSTRY, 55-7, 146
» “task force, 38-9; from rple models, .
- . “  42; of’black community, 58; of VIRGIN AUNT, as token's role, 109
“ . . family, 106; through sexual harass- VISIBIDITY, in tokenism, 298
ment, 115; hrough tacism, 120; for VOCABULARY, technical: see tools angd
. pla@ment, 126 terminology ) .
"SUPPORT DEPARTMENTS, 22 VOCATIONAL EDUCATION ACT, 10, 131
SUEPORT GROpPS,A96 -9; in upgrading
~ 1 courses, $7; child care for,. 88; - WALL DISPLAY, 50, 69
. ¥ for’ math,’-927 topics, 97; sche- WOMEN, labor force status, 5-6
_ dules, 98; NTO vs. don-NTO, 98-9; WOMEN'S BUREAU, handcuts, 70; offices"
! for radism, 118; in placement, 153; bibliography, 186-8, )
! "' 7134, °137; 38, 42, 72, 104, 106, K wéMEN'S LIBBER, as token's role, 109
- 107, 120, 132 = . WORD OF MOUTH, 50, 54, 58, 135
" SUPPORT SERVICES, 83-122; also 64, WORKING: see employment
N 70, 74,\78(9 See ,also individual® . WORKSHOPS, 104, 135; for career ex-

N entries . ploration, 74-5; decision making,
SUPPORT "STAFF, 11, 39 /M 78; child care for, 86; math, 91;
SWITCHBOARD OPERATORS, 39 . “for support groups, ©7; on assef-

) v tiveness, 105; on sexual harass-
TAPE . RECORDER, 129 . ment, 114;rfor empldyers, 126, 138;
. TASK FORCE, 38-9; dlso 24, 92, 118 on ¥tress,/134; bibliography, 188.
TEACHERS: see instructors See also, career exploration series
N TECHNICAL LANGUAGE: see tools and ’ WORK-STUDY, 39, 40. See also co-op
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