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’ £ Thls tralmng package is one of two trammg packages developed EV the Na}onal Center for
Research in Vocational Education under contract with the National Ingtitute of Education. This .
gfknd is designed to assist the sex equity personnel i in mplementmg}he Education Amendments

1976. Tested by nine sex,equuty personnel already hired by their states at the time of the pilot
, the package was used in five regnon&!.workshops conductdd in qul and May-1978 for the sex
rty personnel. (A second package, to’ acoompany tHis package, consists of strategies and tech-
nlques useful to ali of those interested in mcreasmg sex falrness in vocetso | education.) , '
- » 3 ot
, Although this training package was deslgned t6 be used as part tha‘workshop, it is self-

L3 mstru?:ttonal in that learning activities dooe by Iarge/small gl’Oups in the workshop sessions can be

completed mdependently Jhe workshop sessions are orgamzed wuthln aﬁ etght-hour sequence "

P
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WHAT IS THE PROBLEM AND Lo
L HOW MUCH CAN VOCATIONAL EBUCATION TACKLE?
S ) ~ .. ‘ .. ) ,

Oquctive: To consider priorities and constraints that |mpact on you and voca ional educatlon in
: order to help gain a realistic perspective for apdreslng the problem of overcoming sex
iscrimination, sex bl,as, anc‘sex stereotyping in vocational educatt n. X

RPERY

U |  Background Information ~ i >
'Tenns.UsadtoDescribeﬂ)e'Problem : . : . e

The effolt to address the problem of overcomi sex dlscnmlnatlon sex bias and sex stefeo-

typing in zatlonal education ugh legislation. mbde it necessary to dlstlngmsh various terr
* that are used to depict particular/aspects of the problem. While materials from other sou tilized
i this pébllqmon may use the ferms differently, the rest of the publication will use these definitions
which appeared in the Final Regulations for Public Law 94-482 (Federal Qegister, Vol. 42, No. 191
m{& October3 1977, Section 104.73). . _ .

Sex Blas viors resultrng from the assumption that one sex is superior to the other.
Sex Stereoryph;g Attributing'behaviors, abilities, mtersts values, and roles toa
person ora gréup of persons on the basls of their sex. ‘ N
» »
Sex Dlecnnimatlon Any action which limits or demes a person or a group of\persons/
_ .opportumtl Mleges roles, or rewards on the g\s of their sex: ’ Y

'd : . P

)
4 . -
-~

The Complexity of the Problem o

Oocupatvonal sex segregation deflned as havnng a very high proportion of one. sex fllhng certain-
jobs, has been chara;terlstlc of the labor market in the United States for many years, The dramatic
‘increase of women into the labor market in the past decade has had relatively little impact on occu-

-pational segregation (Women's Bureau, 1975). Such segregatlon closes off to men occupations in
which they might be extremely productive, and it traps women into the typically low-paying, lower
. status jobs which seem more a consequence of segregation than anythlng intrinsic in the work itself.

. " _How and why has thls problem, which is so damaging to human productnvnty and fulflllmeht
persisted? Quite probably because its roots are longstanding, deep, and widespread. In bdth subtle
and overt ways our culture’s socialization process economic constraints, and historic’ precedence
ell contrlbute /to this disturbing situation.

“Sandra L. and Dary! L. Bem ha\'l;pocnbed the complexity of the problem in their often-cuted _
paper Tm'ning the Woman to Know Her Place: The focta/ Antecedents of Women in the Wor)d of

; v ‘
cM .\ " ' - '
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~ the demand.

: blologloal considerations, and the presumed i tibility of family and career.

sex-role conglitioning at home and- school on one’ s aspirations, as well as psychological barriers,

-

Tho Problem s lt Rolm to Vocatuonal Eduemon ,

- - . i
To a certain ¢ occupatlonal sex segregation is caused by dlanmmatory labor markef
practices which ly crumbling under legal and-social pressures.’ The problem has also been
traced. fo self-concepts and societal pressure shaped by the practice of sex bias and sex stereotypmg

through several generations. . .. )

However octupational sex segregation also rosults from suppw pfoblerhs, while there aré Qual-

- ified men and women to fill almost every occupation one can think of, and while there are mcreasmg

numbers of women and men actually flfgmg jobs which are nontraditional for their gender (in our’
society), often the supply of qualnfneel! en and women for nontraditiorial work is much smaller than

4 - P
, While data are mcomplete it would appear that the under-supply of qualified men anpd women
“or nontraditional occupations may be particularly severe in the skilled trades and in the work for

~ which vocational education is preparatory. For example, 77.2 percent of clerical workers are women,

and 95.8 percent of the craft and kindred workers are men (Women’s Bureau, 1975). Workers in both
these major occupatlonal groups are frequently vocational education’ graQuates )

"t rning then to vocational education, which is expected to help qevelop an adequate supply of
o d repared, in these occupations, data from numerous sources make  clear that vdgational edu-
eyt Qsex segregated. Table 1 provides the miost recent information available on enroliments. -~

e r'more 'vocational education teachers are practically as sex segregated as the courses. Kievit
54 ) (jtes a EW survey of secondary vocatlonal teachers. Teachers of agriculture, technical,

ard industly, and: distributive eblucation are predommantl\hnen (100 percent, 89 percent) and

77 B e tent respectlvely) and teachers of home economics, health occupations, and office occupatlons 5
are predommantly luomen (98 percent, 89.percent, and 72 pemeni\espectlvely)

‘Table 1. Enrollme?n Distribution Increase by Sex
for Fiscal Years 1972 and 1976 .

~

A}
. ..

Percant /Puoon‘t' Pﬂ:eom P

o
« S

. | 1972 ‘1976 .\ Fomale  Femals Incresse . Increme
v - Enroliment  Enrollment| /1972 - 1976 Femalw  Male -
Agriculturs , 896480 1 1060717/ -54 ~ 104 450 N\
Distribution " s0azs - sodeod | 463 w07~ . vas
Hesith LT 336652 . 684904( 87 ., 696 . . | /151
Consumer and Homamaking 3165732 .. 3815042, 921 W5 . . 188
Occupstionsl Home Economics 279966 - 471,289 861 742 4119
Offige | 2351878 3114892 764 b' z\ +152 .
Technical . 337069 ~ 484,807 ° os Y
Tndosndlndlmtlol 2,397,968 3,100960 - 117 108 w08

Sourcs: U.S Office of Education, Summary Data, Vocational Educ.mon Fiscal an/?§72 Washmgton DC.:
DHEW, BOAE, May 1973. U.S. Office of Education, Summary Data, Vogmom/ Education, Fiscal Yur
1978. Washmgton D.C.: DHEW, BOAE, Jlnuty 1978. . . e

.52 Y SRR C
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~—lus-unportamm noogmzexhét sex-bias need-not- beblaantwmalfctous before- r%can bedam—
: aging. There are two kinds of barriers which perpetuate occupational sex segregation in vocational
- .education curricula. The first is the obviousxind: promotional broshures and instructional mate- -
rialy geared for one sex only, atdilability of physical facilities (dormltpnes.\restroo , etc.) for only
"~ men or oply’'women, instructional staff composed all or primarily of one sex only, adl‘l‘IISSIOl‘I re-
quirements which strt'gly favor one sex or the other, and so on. The other kind of barrier is far
more subtle and is often difficult to detect. The subtle and pervasive $tereotypic expectations of
- what is “appropriate’’ se lsle behavior for girls and boys can be a powerfully negative force whlch
- - limits th opportunmes a therefore, the growth of students. Ability to recognize these atti
to sée how they may be expressed in actions, and to. clarify the difference between public respo -
sibilities and privage opinions, along with the elimination of overt barriers, will make a great deal of
+ difference to ‘the success of men and women who. ezter training in nontradltlonal programs. .

: How Much Can \locational Education Tackle?

Given the con'?pl,exity of otcupational sex segregggion, it is Snly natural to ask what vocational
- educators can do. Corinné H. Rieder, former Associate Director for Education and Work at the-
National Institute of Education, in answer to this question outlines six courses ofactlon inher &
,)apcr Women, Work and Vipcational Ed_uc.aUOn (1977): -

LR

Vocatnonal ed0cators, as much as any other smgle group in our socnety, have
both the responsibility and means-to do something about these problems The
* reason is that th -at the critical juncture between school and,work. They

‘recruit students, Nide them with the knowiedge and skills neetied for successful o
job eﬁtry and plall dent; in the r first jobs. Within educatlon, their unique
SR resp}nmblluty is {o repr itarian‘purposes of education and to meet our
_society’s economig heeds. Wi e world of work, they.are concerned with de- g
-, .. velopment of thejj' and their placement in, a work
envnronment which i is inanci Iy rewarding. The mtractable

¢

of edgcatlon and govei'nment.
v, « ’
R ' + . Thosé of us concemed wuth vocatlonal education ca several steps tS
- address these problems. Our pnmary responscblllty is putting our’own house in 0 der
. Bpecuflcally this means: (1) Implemeénting fully the Vocational Education Amend- )
LA ments of 1976,.(2) Changing recruitment and admissiongpractices and poticies, (3) .
Improvmg gundance and counseling efforts, (4) Revising curncularfmaterlals and ~
teaching practices, (5) Increasing the number of female vocatlonal admlmstrator; _
» and qualified en teachers in male-dominated course{gnd male teachersin  , . ° .\
female-dominated fields, and (6) Cogtinuing lmportan:%arc_h and development
Qrts on women m vocatlonal ‘educatlon (pp 5-6). L )
. 9
" While ambitious, these six ste'ps are markeq by an awareness that vocational educatlon cannot

sqlve the probrem alone.} & n)‘
- " Perhaps it goes wm]out saying that it is ea&uer to change behavnor than/attitudes. Nevertheless,,_/
zﬁay be helpful to remmded that sex bias i much easier to combat t:\i;ex stereotyping,,

opting the use of xist langQage, for ex mple may be much easier someone to #¢ than
accepting the belief tha men bélong in the trades. Sex bias is*tangible and can be dealt with
“directly. Sex stemotypes, on the other hand, stem from deceptlvely simple assumptlons which are

2 : . . 4 . * ) .. S /- _l/
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made and contlnuously reunforced from infancy on. They_take_tlmeand sensitivi strateg\umchange._
Rénowm sex bias can do much to provide.opportunities for new, aware to r which arg

necessary to break down sex stereotypes. A young man exoellmd ataltbring a ra young woman-_
~ magtering an englne tuneup prov:de forceful enoouragement toa change in attitudes . ..

~ .Obvious mstltullonal barrlers to sex fair admnslon such as snngle‘-sex institutions and bulldlngs
~have been prohibijted since the enactment of the Educatidn Amendments of\1972 Other practices -
- precluding sex fair programs, however, led to further proactive measures in the Education
- Amendments of 1976. Marilyn Steele pointed out in Women in Vocational Education ( 1974) that
program areas with a high conceritration of women had a much higher student/faculty ratio and .
lower per sjudent expenditures than those programs with a prepondera of men. At tHe post-
secondary level, she advocated convenient scheduligg of classes and the provision of child care as
critical to achjeving sex fair programs. Addresslhg e subtle barriers such 95 these |Ilustrates two ’
kinds of institutional-change ‘needed to remove sex bi ) , A

-

- The information cqted earlier.on the sex segregatlon of voca tl nal educatlon teachers mdncates
another needed change. An increase in teachers of the nontraditi flal sex is essential to provide role

€ “models for nontraditional students. /

.. "Curriculum content and textbooks may also need |mprovement IIIustratlons Ianguage, and
portrayal of the sexes all need to be examlned

» - . *
Mary Ellen Verhey@en~HiiI|ard has bbbeweithat , A

\ . ' ‘ .

, Begause we cannot guarantee the future of any particular student, ‘lt is cr/nthaI t0 '

develop a sex fair educat;onal program which, (.1)-will éncourage serious longTange ° - ,
educational and career-plapning for girls and young women as independent.rather than. -
dependent persons, an@ will aljeviate the pressur?ﬁd stress experienced by boys ANAN
and young rren because 'of unreafistic stereotyped expectations and demands which . o
contribute to their high rate of mental and physical illnes (A Handbook for Work- ’

shops on Sex Equdlity in Edueatton P. 3) . - oL ,
. - ’. : . * % : R N ‘ ’ a
) - - References for Further Readin - '
> Y “N
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% - - . . 'Anintroductory Assessment - Lt

. Purpose: To consider your background in. order to gain an awareness of your needs in terms of

increasing sex fairness in yocational education. )

) - N . E . J '_’I I o ’ 1 . - .

Directiehs: Jot down answers to the. following questions to focus on major assets ‘and.problems
which you anticif)ate_ or ﬁave encountered in your sex equity leadership role. -

ol A N . . . S . . J o .
"1, - Prior to your appointment as state vocation3k.education sex equity coordinator, had you been
_ .. involved in Working for sex fairness in vocational education (or sex fairness in education
generally)? . - - . .
- If yes, what was your involvement?  © "~
< - - &'. ' ‘ ) -~

'2.  What have you found (or do yo’u expect to fit}d) easlest in carrying out the responsibilities of
~ your job to overcome sex discriminatiorf bias and stereotyping in vocational education? - ’

- . oy N N .
. . : o ) :
& 4

4 - . : '7:_'

.- ! {or do you expect to find) most difficult in carrying out the responsibi__.
ities of your job to overcome sex discrimination, bias and stereotypjng in vocational education?

v Why? ' . - ) ' ,. ) ]
) . . \N o\
. L . .
' RN . ) 4 .ot . L] h . . . ) . .
- 4. What do.you think will'pe the mpst important results or outcomes of efforts to overcome sex .
discn'minatipn, bias and stereotyping-in vocational education? = . . N
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. " A QHAPTER "n. )
o NCANIPOSSBLYDO | -
‘ . ‘ AI.L E qu_x IHAVETODO? .. , ’-

R ,

_ Obpctwe , To become fam|I|ar with thee ncept of program management in order to have a frame- v

\cﬁ - L / "'Backgrbundln_fonnaltion" ' S

Introduction . .

work for app hmg a manageablé way of carrymg out the functlons of the jOb of sex
'equrty personpel.

Objective: To become familiar M.Ztuhe change agent corﬂept in order to facrlltate carrying out
¢ the functions of - the jOb of sex equrty personnel _ ,

Co T
| n assigned ten functions thbf:gh the Education Amendments of 1976 and. the
Final Regyfation®for Vocational Educatlon issued on October 3, 1977. You've probably been -
wondering how on earth you can possibly do all the assigned fbnctréns on a budget of $50,000,
to reach th mal of eliminating'sex bias and discrithination in V}::atlonal education programs by

fumlshlng squal educational opportunltleg in vOcatlonaI educatipn programs to persans of both.&

- sexes gnd b eliminating sex discrimination and sex: stereotyping\ from all vocational education

‘programs. ] .
but more irhportantly, you will need to be an influencer,.a person who works wrth others to accom-

e answer is that you can't, not by yourself.- You. will need to be a program manager,

plish change, a change agent as some people have called them

Havelock and Havelock 973) have pornted out that any major educatlonal change probably
requires long-term pIanmng, ten years lead"time or more. Case studies indicate that comprehensive |
structural changes in the Swedish system required 23 years for full implernentation. The Havelocks

" indicate that for cumculum changes, a T0-year-cycte may be possible.

Too much stress on.accountability may stifle risk-taking. ‘Accountability may not work for system

A willingnes® to take risks i is an |mportant requirement for successful |nnovat|on or change \

improvement lbpeople don’t have the right to make mlstakes Change requires a certain degree of .
posmbrlny for error, . . ‘ . ~

However, the change you are concerned wrth furnlshlng equal educatlonal opportunity and .

o overcommg sex discrimination, sex bias, and sex stereotyping is a legislated and-administered change
" This gives you ‘some levetage in the situation. It can also cause resistagee on the part of many people.

- If, along with compliance concerns, you can stress the positive’effects &f the changes for both women

’

and men, it will help your cause. - N

. ; -’ ) . -
b Anticlpated reward, for you; for other people in th¢ state agenty, &nd for the local vocational

educatio'n people is a major incentive. Your state should have included jn its five-year plan; incentives

~ L .
t ‘ . : SV g ~,
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» N o *
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L Aﬁ:lop by ﬁe State for ellglble reclpsents (Iocal education agencnes and mst;tutlorkof vopataonal
m.‘ourage‘enroﬂment by students in courses whlch.are riot traditional for their sex an
a 10 develop model programs to reducé sex bias and sex stereotypmg in training and pIacemept Ad-
.. ditignal incentives may also have been included. " fncentives for the state department personnel are -
t e uired, but pollcles and procedures can be adopted that provide incentives.. The. mcer;tIVes .

. ; for you-a : in.your ]Ob aqd the lmbroved opportumtles for the people rrryour state

IR S
"\'- . S YW,*"’W Ménaser" . '
. s‘ \bu probably have few, if any, Ilnes ofaumonty over staff members Ir.r_the vocatlonal ‘educa- .

- tlon department. Aocordlng to Cook (1971), in this situation, other techniques njust e employed "
in order to aggomplish the tasks that need to be done. .Cook suggests that you must draw on pur- .-
" suasive ablllt;es. reputation, rapport, influence, status, and prestige to accomplish tasks—Ablllty to,
- use funds as a means of authonty also can becoméan important part of mahaging your program
‘ -Dependlng ongthe allocations of priorities. through your State’s Basic Grarit Funds, you may be able.
rk-with people in a variety of areas because there is money avallable to work on the problems
vou re.concerned with; problems that-relate to,increasing sex falrness in vocational educatidn. -Ad-
A dmonaﬂy, the suppart of your state ditector of-vocational education i is crucial. Poligies and proce- )
‘dureg that will assist you in %ur work- may already be in.place."If nat, it would be helpful to work -
‘ on gettmg solld support from the people in'the agency who are responslble for settlng policy. -
' Your posmon as the full.tlme person to ellmmate sex blas an dlscrlmmatlon m vocational
education programs miay not have been, located within the State-dlwslon of vocational education.
Addltlonally, you may not have been in the position when schedules bud'gets and performance
- dimensions of the position were specified in the five- year pIan This means that your contral avér
the dimensions of your pngram and position are limited. The program and, to a certain extent, _
your position dlmenslons, can be modified through the annual plan updating. ‘However, the ten - e
' functlons of your position are outlmed |n~the Final Regulatlon as folloi/vs o . :

educ lgned to reduc€ sex Bias and\sex stereotyplng in alkivigcational edy _
cation progr Iudlng Asslstlng e State Qoard in pubhcnznng t"i&publlc . T A
* hearings on the State plan, L : S R

(a) Take actuon necessary to cre?giv;a{ness £ programs and activities in vocatlonal s v

‘ . .‘ . . . ,'
. [
(b) ‘Gather, analyze, and disseminate data on the status of men- anqbwomen students,
.and e\Tployees ln vocatlonal ‘education programs of the State; °
ER
(I Develop afd support.actions to correct probiems brought to’the attentlon of
' ‘thls personnel including creating awareness of.the Tltle IX complaint process

-

n—
i

3

'(d) Review the distribution of grants and contracts by the State boa% to assure that
* the interests and needs of women are addressed in aII P ~/ojects asslsted under thls Act;

(e} Rev ‘all vocational education programs (mcludlng work- study programs, codp- -
~ " erati ewocationa%ucatlon programs;apprentlceshlp programs, and the placement

. of nts Who ve successfully completed vocatlonal educatlon programs) in.the —
.. State for sex bias; o \ .

) .
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(f) Momtor the uéplementatnorrolev: prohlbutmg sexhd lsw__lnatuonJl:LalUnnna o Lt
flrmg, and promotlon procaduré wuthm 9'1’ State relatlng to vocatlonal edh‘catlon‘ ’
o &

Ag)- Assnst local ed ion agancles and other interested partles in the State in |mprovmg g
voeetlonal educatlon opportunmes for women;

. ) - ’ '\"\. '6.~.
. ~(h) Mgke available to the State board/the #a:e advnsory council, the Natloﬁal Advisory .
. Council on Vocational Education, the State Commission on the Status of Women, Ch
4. .the Commissioner, and thvggneral public;, including individuals and orgamiatlons S *
~+ .- injghe State concerneﬂ about sex bias in vocatlonal educatl information developed :
* 1 7. - under this sedion. Tl BT A : em”
; (i).'?' 'Ré\aew the'self-evaluatlons requlred by T'tle IX and\ '. ‘ A . ;
A a s 4 '. }
N --Revnew and submit recommend,atlons wnth r to overcommg sex\bias and ,sex ) ’
.steretoyplng in vocational education | programs or the five-year State planand its Mo
. annual program plan prlor to. thelr SUbl‘ﬂlSSlOl‘l to the Commnssnoner for approval. - N
; : Factors Lewmg to Effacnve Prdgram Management . . , v ' \ v v

? ,
Background and expenence in the areas.of edlrcatfon wh |ch relate to the substance of ypur )
" program are important m,helplng you feel conflden‘t about what you are doing. The information in . -
- this set of materials should be helpfuf.- Additional sourcesare begoming available all the tlmg Later
‘ -_ m thls package (Chapter V), a dlscussnon oﬁesources should pr‘ove helpfui . ‘\;

. trolhng, and decnslon-maklng Of course, the best possihle situation would be to~bave pre ouUS expe
rience as a program manager However if you don't, ‘learning on the job is the nexf best altétnatlve
Cook (1971) points out that rﬁanagenal skill is extremely dlffuculf to learn in a'classroam itisbest
. learned through experience gained in job situations. You can apply what you have Iearned this year °,.

- to-your job next year and it wnll also be valuable experlence as you move ahead in your QOwWn career. .
s Effectnve program management depends upon oryamzat:onal sbpport and nasources As pomted v‘-
out by Cook. (1971), the lack of support can be a disrupting factor u-g:te success of the program . ' -

"4 »; Itis also helﬁ'ful to have an understandm& of management concepm partlcularly pl g"cont\

manager and the.prograpn. If you do not have the time and asslst%nc to carry-out the many duties 4 .

_associated with the pridgram, or if you find.yourself involved in conflictinglines of authority, the * - -
. whole program can be jeopardized-, Obviously, if you are given the responsibility for the total pro- -

gram, the organization should give you the support you need to ensure thesuccess of thesroYect ‘

That support may Re there now or wnll bu"ild as you gain confndence in others and yourselk 5 .f'~'$2€
. . RIS

Tha Management Proceu _ . .

The fungtions of management accordlng to Cook (1971), are planmng, organizing, dqeétmg,

and controthng . Thé& mmanagement process can be glewed in the followmg way \‘ Bo.
y =

..

Estab{ish . |:Measure | Decisions. " .
Schedules || Progress ¥ and Actions |

. / .., " . RecycleAs Needed ;o




.

ments from New York, for your information.

*

Tho nood for ncyclmq comes because the process and the plm involves three eloments the
future, action, and.people. Simply because the plan focuses on the future, there are problems. .
Because the future is unknown, you are desling with a degree of uncertainty. Thus, as you afe im-
plementing, your gnnm for sex f,imas in vocational education; you will need, at times, to go
back and rethink ‘your objectives and plans. In fact there is 3 bujlt in recycling componeat with
your job. The Federal requirement for an annuak plan.submission gives you the chance to look at
your progress and then go back’ and mvork your o¥fEéives and plans. ) .

: % '

The Resource Certer on Sex Roles in Educatton (1977) has provndod a seven step program *

plmnlm process you may choose to use. The steps are as follows: .

i Settmg measurable goals and objectives

Planning programs for each goal (programs would include specified objectives, sub-
objectives, work activities, products, #nd outcomes)

Implementing the program *

Evaluating the program
Gy # Updating and adjusting program plans
7. Reporting results of the program

1.
2
# .- 3. Developing a budget - - 'Y
4
5.

Chapter V| will provide you with a Mply this process.

Basic principles of effective program plannmg |dent|f|ed by the Resource Center on Sex Roles
p\Edum»on 1977) include:

1.  Program planning is an ongoing, continuous process. Every program should
be in some phase of the program planning process.

am planners should utilize all seven phases of the program planmng process.

who will carry out the program should be included or represented in every

phase of the procgss.
Timelines should be carefully delineated, and responsibilities should be clearly
assigned.
Most plans should include an in-service training component as part of an
implementation phase.

> wwn

o

When you are laying out your plans and delinesting timelines for the objectives you have
selecagd, ther® are four areas that you need to consider (Cook, 1971). These are: (a) the total time
needed to accomplish the objective; (b} time needed to accomplish the individual task; (c) schedule
dates; and (d) directad completion dates. Because of the struct@ed situation in which yougvork,
with the Federal requirement for the annual program plan cycle, it will be important for you to be
aware of directed completion dates that your agency has sdopted to meet the Federal requirements.
These will have Ng be kept in mind for your entire program management function.

Policy. AlI'States are required, by Federal regulation, to have adopted policies to assyre equal
access to vocational education programs by both men and women, including the actions to be taken
to overcome sex discrimingation and sex stereotyping in all State and local vocationa! education pro-
grams. Included here are ¥ general policy statement from Maryland and seven specific policy state-

~
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% ° POLICY STATEMENT.(MARYLAND)
Re: Elinﬂnaﬁm of Sex Bia and Sex-Role Stereotyping in Vocational Education -
Farthe purposes of sdministering Title |1, of Public Law 94-485, it shall be the. *ucy “

of the State Boerd to sssyge affirmative steps are taken to eliminate sex bias, sex-role stereo-
" typing, and sex dfscrimination in all programs, projects, activities, and services in vocational

., Policies sssuring equal access to vocational education programs adopted by New York
Statp are as follows: , , . %

e Al occupstional education programs, services, and activities which are conducted
in the State, whether or not they are federally funded, will be examined to insure
that there is no discrimination sgaihst persons on the basis of sex, and that they

— - L3 . are free of sex bias and stereotyping.
v ® ' Each locst education agency, BOCES, and postsecondary institution shall inform”
e the community which it services that criteria for admission in any occupational

program or activity are available to students regardiess of sex.
r@.  Priority will be given to vocagifindl guidancesnd counseling programs that provide
a greater undeggtanding of educational and employment options open to all people,
and are free of sex biss and stsreotyping.

®  Services will be mppdrted for females and males who desire entrygeto programs

designed to prepare them for employment in jobs which have aditionally
limited o the opposite sex. Specis! needs of women will be givew high priority.
L ® .

®  Preparation and retraining of occupational education teachers at all levels will
focus on the awareness and teaching methods that will eliminate sex bias and

sex stereotyping. N
. - »
- ®  Written materials disseminated by the State and materials used locally to
instruct, counsel, test or recruit students will be free of sex biased and stereo- |
typed images, and will depict people functioning in a variety of roles.
e  All occupationsal education institutions will have available an affirmative actiop

plen, including reslistic numericsl goals and timetables, for the recruitment
and promotion of women in administrative and supervisory positions, with
salaries and benefits equal to those of men holding the same positions.

&

. /
It will maite your job as a program manager much easier to have policies in piace in the state
agency for the work you are expected to do at the state and local levels. As these policies are re-,
quired by the Regulations, some policy should alreasdy be in place. You should review the policy —

\
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‘W “ﬂuﬁmmnhﬂnmmmm ‘I’hopoliciuwlllaidyouiudctwnﬁnm
been given priority in your state. If you would like to see different priorities, you camwork
the policies changed. If policies are not specified in detail, youmaywanttomakoomofyour
that of developing possible specific policy mtomems for consideration for adoption by ’

r agency.

-
.t

. YouAsAnlnflu‘necr

‘ Bcau-ofmolevolofdunmdplaoodonyouthroummotmfumtmmgnodtoyour;og)
by Federal regulation, you will need to have help from a variety of sources to reach the goal of elimi-
nating sex bias and sex discrimination in vocational education programs. Look for people within
mWNermeWW1mmaMMWmtm
mllnndincurymgommefunctlom Itmyhelplfyouanmwvmelfugmmt. .

Roluoﬂmm . » . ,
Havelock (1873) has delineated four primary roles in which a person can actasamngeagent.
They are: nlctul\m,uuolutlongtm*aaprooeuhclper,andasamoumlmker A catal
* is a person who is dissstisfied with the way things are, the ‘‘status quo.” By makmgthisdmatuf
tion knowh, get things started. A so/ution giver is a person who has a solution s/he would hke
others to adop! This person has to know when and how to offer the solution and know enough
-aaoutﬂnmtiontohelpmecllmtadaptnttoher/hlsneods Aprwmhdp.rnapmnwhocan
provide valusble sssistance in: ‘ - -

.

. recognizing and defining needs, ’ ..
dmonoung problems and setting objectives,
acquiring relevant resources,
, ing-or creating’solutions, @
adapting and installing solutions, and
evalusting solutions to determine if needs are sati:fied

~sanow

A rnourr:c linker is a person who brings people together, helps clients find and make usé of resources
inside and outside their own systems.

L]

' ‘ Pomts to keep in mmd when comldw:%q change agent roles are: .

1. The four primary ch agent roles are not mutually exclusive. You can be all four at
the same time. Knowing how to be effective irf one role will help you be effective in the .
others.

You can be an effective change agent either as an insider’ or as : an outsider.

Yqu can be “line’’ or “staff.”

You can be an effective change agent working from above or below. However, it is harder
when you are working from below. You must understand the process, the points of lever-
age, the ' most efficient channels, the best yymes, places, and circumstances. Whether work-
ing from above or below, your success d on projecting a positive role mode! of the
change you seek—in this case, sex equity in vocational egucation.

»wp
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How the \&m Agent Works.
H:vdoek (1973) ducribu the process by whicha change mnt works in six nages They are:

¢ Stage ! — Bunlding a Relationship (between change agent and clnent) T
- Stage Il.—*, Disgnosing the Problem oo
. v Stage IH .;,-l Aequiring Relevant Resources o ‘ - -
. Stage 1V~ the Solution - \,
© Stage V -~ Gsinifg Acoeptance o
Stage Vi — Stabilizing the Innovation and Genmtmg Solf Renewal -

Kievit (1978) describes the seven mgec in the change process ag,

1. Creste awaretiess ' .
2. ' Set objectives ki Lo
3. Seek information : : -

* 4. Choose slternatives :
5. Gain acceptance
6. Monitor gains
7.

. .Maintain and extend gains -

example of 8 project where an innovation in the area of sex fairness was established is
Pioneers” project in North Carolina. In a report of reflections and recommendations from
the project (1977), Amanda Smith makes the following quoted recommendations:

1. The project should be so located in the agency that the staff can both fanction and be
porceivcd as regul/ar members of the agency, with full access to relevant meetings, memos,

2. At the same time, agency eXecutives must be willing to make it clear that the aim of the
pepject is to incorporate the e/imination of sex biss into everyene’s work, not leaving it
all up to the project staff.

3. Analyze the System. Take a good look at how your particular state agency is organized,
to disoover the formal and informal access points, leverage points and dead ends. You will
stand the best chance of having a permanent impact if you use the systemn to reform the

systern.

a. Who are the individuals who will make something happen or keep it from happening,
either because of their formal position or their informal influence?

b. What are the access points built into the delivery system? In North Carolina, we
identified the following:

(i) the /egal requirernents of Title /X, which are the main reason many people,
especially administrators, are interested in sex bias.

(ii) access to state staff (Curriculum Specid'ists, Field Support Specialists on Federal
Requirements, Area §irectors of Vocational Education), who have wide impact
on local administrators and teachers.

-




. Recommendstions for Working mm State Staff |

'(\}i) advisory lists on instructional ‘materials whlch ake mailed annually by the

’(vu) ayancy pﬂnt and madla resources for developing cassette fnlmstnps, handouts,

.textbooks? Local programs? Most important> how busy are they?

| SRR i
(iii) cpaa to LL Dlrocton of Vocational Educatlon who dlrdct the loeol programs
4 and prepare an annusi plan to meet fodeml requirements.\ - -

. {iv) access to mgularmaatinp mdconfcm such as regnonal FHA confer: %\,

ences, the’ ional Education Teachers’ Summer Coriference, meetings ot- *

Morth Carollnp Associatiop of Educstors, the School Boards/Association, etc. i |

-

(v) state certification regulations mat teachers m i a certain number of in-
- service educational experiences in order ta roOrbW thenr teachmg licenses.

L

rials Rwiew and Evaluation Center to all Gchool libraries.

traibing matenals

{viii) financial maumos and the Department of Public |n$tfu&l0l‘l ‘s reputation to
attract workshop participants. . .

(ix) the general visibility of being a Pro:ect Dlrector, whléh leads to’ opportumtles '\,
" to speak, write articles, or make radio and television appearances to publmze

the program. . Ve

-

J : ”
Become familiar with the nature of each program area. What is actually beif’ﬁtauwt?
What are the specufic skill requiremgnts? Are some teachers likely to have more work
experience than formal education? Do some programs have more prestige than others?

\
Learn the work situation and organization af each program area. Are consultants
organized by function or by geography? they spend most aof their time on field
visits? Curriculum development? How mydh j#Nsdiction do; they have i in approving

Start at the beginning. Provide énough introductory inservice for the whole division
to insure that everyone understands the goals of the program, and begins to develop
unde ing and insight into the nature and problems of sex bias, as distinct from
sex discrimiation. Don’t forget people need time to talk

Work with the staff of each program area to develop their written plsh .qllnred to
the needs and opportunities in that particular subject area. A

Note on Praparing Planning Gu:da The job of helpmg others prepare theur own
plans is tricky: you want them to do their own thinking, yet you do not want to
play games or reinvent the wheel.

Handing people a list of recommendéd activities may leave them overwhelmed
or resentful at all the things they "“should” do, or run the risk of their accepting it
unquestioningly, never really adapting it to their own needs and thErefore never
implementing it. They may further. percelve you as one who rams things down their

throats. ‘ . .

" . ' 14 '17
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- " The bdt plenmng gulde is probably a series of quembns which will assure that
: all ma]or activities are considered in terms of each planner’s own reality. Each ques
3 _ tioh be followed by alternative actlvmes wnth you osplammg the main advan-
R tagex:d diadvantages of-each. . - _ .
SdllsNocdodbyChanwApnu | ' T ‘ T

- Havelock (1973) has outlined specific skllls need y change agents and glven suggestions on
ways to be an effective change agent. Skills are inth reas: ability to refate to people, skill in
h n relations and communicating, and leadership abi\Ry. /f you don’t bring these skills with ybu

e job, theycanbeleamod _ N

The change ogent needs to be able to relate to people at various levels in a syhem Sometlmes
this has to be done in situstions of great ambiguity where it is likely that the change agent will be
the recipient of supicion and hostility and whe;e their words and deeds are likely to be misper- _

. csived, distorted, and exploited. Thus, the ability to rélate people both above and bo{"w you in
_the system u an extremely |mportant skill. - . -
* §

_ Skills n the areas of human relatlons and communicating are also important for the change
agent. At the most basic level, you must be able to read, write, listen, and speak with above-average

proficiency. You must be able to do sqg.in a variety of stituations mth a variety of materials and
stylu. You probsbly need to be abie to communicate effectively both orell nd in writing to
educators at various levels as \well as the general publlc

/.;,,-’«

Loadenhlp ability is another important skill.- Because the chehge agent moves in an amblguous, '
confusing and somewhat disorganized social space, you must be an ofganizgr. If you can put people
.together i in teams to work on problems your job will be much easier to handle. N\

' Havelock (1973) suggests a number of stratégies far being an effective change a 1"
them are: . Lo # )

1. Be committed to your cause—stress the need for change (in your case the eed for
broader opportumtles for women and men to grow and develop)

2. Be semmve to process—think reasonably about steps that need to be followed to gain
support for your cause and to réduce resistance to the changes you wvsh to see come
mt ' - LY , -

[N 4

[ 2 . . . -

3 - ,See the situation from the ) View pf the existing %yStem leadershlp—not necessarily -
. to accept that point of vie! know when and how you can be, an effective influencer

>

I Develop leadership for change among the people you are workmg with and the leyou -
are serving—be an organizet who can infuse a feeling of common identity and pt?&e \

5. Be sensitive to the fact that you alone do not have the fell range of skills to brmg change
about—form alliances with process helpers and lmkers—teamwork collaboration and
utilization of both inside and outside resources are important aspects of change planning

6. Cuiltivate a sense of tlmmg and act strateglcally you may have to wait for the opportune,
moment -




. L4 C el '&

s Moct peopie have difﬂculty in asking for help and in giving help—that s why people \mth . .
o skills i m oommunicating and relatlomh P buildmg are my)organt change agents

g .
".. 8. Bea ork bullder-o@,loﬂk established adds to the tapacity for reaching out(and - \
pulling in relevant others to workeollabomtwely on problems - - a
.9 Be pcmstont-buuld your ‘own !'expert" power, and Iook for allles and potentlal allies who’ ,.
- can hclp create a "ripple’* effect .. « ‘ _ Lo A
C . SRR 1 Ty
.. 10. Beprepar_ed‘ to let others shgre the credit T I O .
/-\“, ‘h\w- -
E Rcformou for Further Rudm‘ E a .
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Vol. 42, No. 191—-Monday, October 3 1977. - : ‘ ' .

o
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) l-lowCaanouiblyDoAllﬂnWorlemtoDo?\t T
C 0 Exercisez . ® -0

>

)
) Purpoae' “Jo consrder mfo(matton oa the roles of prog'am ﬁanager and change agent in order to -
_ gainan awarenes of ways. to facllltate carrymg out the functlons of your ,ob

s L% L. P R i o . }
. A '?- . ’ - . - LB ! L
Dirsctions: ~Regt )" » Backg e nd Information on the praeed ing pagas after having glgnced over . ,
the fgtiestid Jagayelow. ~Consider your answers to the questions below as & means of
L .. £ 4y
. ré g9 Et‘ir 10 your own sltuatlon, Discussing these concepts wuth colleagues
SIAL , o ftional msoghts o ) . \
AT . :;"« ‘_ £ ‘ . o .
| *,/f’ & . | |
- ‘ ',. ’ j " ’ skllls do.’bu already have? What management skills quI you need process .

N' w, 4 /
J -7 1 {z!‘
i -
£

% “ : ; at skills do you have that will help vou be a change agent? Whi style of change agent

would you feel comfortable being? . X —

o = o P
) 4 ..

3. What faetors enable people to acceptand participate in the change process? Y

. : : A
. . . ‘ ' ) < . X - /-J/\\\ } ]
. // )
4" What are the .‘_'accea'pbints" in your state education agency tystem?

k4
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S ;"D(*cﬁAPTERm 8 |
I " - HOW DO | DEAL WITH THE MANDATED+ * ' 4

FUNCTIONS OF MY Posn"lqm

The ten functions spec:flcalfy aslgned to you in the Final Regulations |mplementmg Tlu -
Vocational Education of Pyblic Law,94-492 (The Education Amendments of 1976) need no be
completed by you alone b st you must understand their operation and implications. The fact

state has diffe? s and interests will create variations in the way each of the ten fun tlons .
is implemented. E U must consider the situatlon m’ﬂlour state as the material for each func-

- tion is covered ‘ - / N :
Functlon (a}:. Take action necessary to Create ’wareness of programs and activities in vocatlonal
£ ‘education designed to reduce sex bias and sex stereotyping in all vocational education
programs, including assisting the-Sth board in publncnzmg the public hearlngs on the
. State plan. , _

7. Objective: To become aware of the broad range of possible strategles for mcreasung awareness
. of sex fair vocational education programs and activities in order to gain skill in creat-

' éf . ing awareness of programs and activities designed to reduce sex bias and sex stereo-

,‘ typing in all vocational education programs.

Background Information

. Recently a number of pmjects have been conducted whlch focused on reducmg sex bias and
sex stereotypmg . \

® . The Career Exploration Pro;ect of the Emily Taylor Resource and Career Center for
*Women at the University of Kansas was designed to develop and field test materials and
‘activities which would encourage outstanding high school senior women to pursue those
science-related careers seldom pursued by women.

® The New Bhgland Project on Expanding the Career Options of Women of the Federation
of Organizations for Professional Women at Wellesley College brought a diverse group of

.~ people together to formulate action programs, examine factors that limit women's career
paths and dlscover strategies to broaden the life choices of women.

° The New Occupational Student: The Mature Adult WomarnN@SMAW) project of the
Institute for Research and Development in Occupational Education at City University of
New York recruited mature women for commiunity college-admission through a series of
workshops designed to develop more positive self-concepts and to extend their awareness
of available school and occupational options. S ]
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® - The New Pioneers project wag conductad as a statewide effort in North ‘Garolina to over-
- come sex bias in vocational jon and bring more stydents into nontraditional courses.
-.®  Womenin Vg}:patlopai Education (known-as Project EVE)-was conducted at the Center.for -
* ", . Human Resources at the University of. Houston to develop a model pragram for Texas
. schoolsro eliminate. thie effects of past discrimination in thetechnical and industrial voca- '
-, -tional programs.’ ' Vo E :
'@ Women in Wisconsin Apprenticéships Project was funded by Manpower Administration tg
-+ demonstrate ways in which obstacles to the employment and fujler utilization of women
. - workers could be isolated, analyzed, and minitpized. T B ,

‘You m want to provide infd}mgiion'about these pr _b aswell as efforts in your s_taté.

. - If you were surprised to find out dbout sote of the-projects that have been conducted to help
"reduce sex bias and sex stereotyping, then you can readily imagine the value of raising the awareness
of the community to the benefits from sex fair vocatiopal education. Parents are perhaps the most
important group to reach as they have direct and enormous effect on their children’s choices of
school courses and.careers by the supportiveness provided or withheld. This concept figured promi-
nuntly in the design of the Career Exploration Project for High School Senior Women. Another
crucial group to influence is employers ahd unions, who hold the key to nontraditional job oppor-

_tunities. = .. M .o . /

‘Beyond these groups there are several other compbnénts of’_.the community to educéte and in-
volve in supportive activities. These include: _ - S

®  Agencies such as Urban League, Girl Scauts, Boy Scouts, YMCA and YWCA

®  Organizations such as Black Women's Coalition, Coalition of Labor Union Women il
National Organization for Women, and the League of Women Voters - it

L ® Institutions, government facilities and corporate/private_foundations

®  Individuals who are doefs managers and leaders in the community
. s '
The possibilities are manifolg for community outreach. On Project EVIE, staff wanted to reach the
. entire Houston community with information.concerning vocational training in nontraditional careers
for women. ' They identified 50 major civic and religious community-groups in the geographical area.

T;ie sex equity movement in vbcational education has been underway long enough so th&suc-
cess stories are becoming available. Use thém wherever and whenever appropriate. .

. N
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B | Excréin 3 ) _
Pm'pm To bralnstorm as many suggatlonsas poslble asto ho@: you in your job role can create -

ﬁprognms and activities in vocational education designed to reduce sex bias
~ and sex stereotyping (" ] all vocatnonal education programs. : _ .

-,

. these pro FAmSS en jot.down as many ideas aimed at each audience as
" youcan on’ mcrut awareness of prografis and actlvmes,in vocational edu-

Dhctlom Consider. the :pociﬂc oni'#lsted below m wlnm you want to create awareness of
- cation duignod"to sex bias and sex stereot»ﬁmg

" As you think of suﬁutoons, romember the followmg basic principles of bramstormmg: '

~ ® The purpose isto generate as'many ideas as pomble within a short amount of :
time. .

‘'® There will be no evaluation o?’ldeas Although an sdea may appear to be im-
* practical or unworkable, that idea may stlmulate somethmg which would be T
hnghly practical and workable

Ydu can add to this sheet some of the ideas in Vocational Education Sex Equity Strate- .
gies or some of those generated by colleagues that would be particularly relevant to you
in your job situation. Then compare your list of suggestions to the list on page 23 com-
piled by sex equny coordinators who pilot tested these materials. :

S

<o Parents:
Employers: _ \
'i"aachers:

Administrators: ) | ‘ o

""?’d'%t'udents:'

-
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. How to Create \/Awereness .- ' -
_ - [ Exercise3a - <’ LT
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The following list of su lons resulted from a bralnstormmg exercnse by sex equntv’coordl-
nators who pllot tested these terials/ , . ‘ : - . s

. Parent s Awareneu e ’
_ Co
. .PT Os/PTAs/PT SOs - inservlc’ students, parents oot
.. Civie organizations - .
- Parental mvolvement programs (lnfuslon into existing programs) ’ . W
Advisory councils ’
Education organizations interested in communlty awareness (workshops) ' -
- Women'’s groups — to educate educators : / :
Parenting classes for students . '
Library-displays . ' '
News média — feature stories, 5- mmute cllps, prime time news.
Educational TV~ | A i X oo
Recruiting fi lms - |mplaht jdea rather than red flag . ’

B .

Employer's Awareness

’ Advnsory COUI‘ICI'
Affirmative Action Officers: League (especlally Career Day)
Inservice coop educators—how to be change agent, :

* Job development for nontraditional students (placement statlons)
Youth unemployment bill-CETA, manpower .- .
Labor unions — apprenticeships

T.u:lgrl — How to Reach Thenmi

g -
~

V3 Brochures. - i ' R o
Newsletter ' . .
Movie (state-based)—men and women in nontradltuonal jobs
Inservice sessions (college/university too) o :
Speakers bureau (role models) e ' L . ' {
— Commission on the Status of Women ' : '

' -~ Advisory council . .

"Blntz"—moblllze teachers/counselors to personally contact employers, personnel manager
Teacher’s behavior sheet (self-assessment) A
Identify opinion leaders (may not be policy makers)

«» Offering class for credit ‘
Develop competency-based curriculum for teacher education .
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" |Function (b) Gathér anafyze ard dlssemmataata on the status.of men and women students. and
Y . » employees in vocatlonal educatlon}%ams of the State. Y _ ,
i A B

- Objective: ©°  To bécome familiar with possible sourees of information need‘eth(o-carry out this
' -, function.in order td’gain knowledge for managing the function of gathering, -analyzing, .
~+ and disseminating data on the status of men and women students and emp!oyees in

~the vocational educatfon programs of that State. - \

Backgfound Informatio:l

i Often employees in one sectlon of a state educatton agency are not fully aware of the data aﬁénl-

- able through other sections of the agency. In your position of state sex equity coordinator, it may be
necessary to do an extensive investigative jobrjust to identify currently existing sources of the infor-
mation you are required to provnde by this function. Accprding to the Fimal Regulation, you will need *

~ to provide information on the status of men and women students (secondaryﬁpostsecondary and adult}
. in the following categories: enrolled-in each program according to USOE gide; enrolléd iri work-study
programs; enrolled in oooperatnve vocational education programs" and enrfild in apprentlceshlps\ Co

“programs. Additionally, you will need to provide information on the p, nt qf men and women

“studbrits who have successfully compléted vocational education progran jFinal Regulation does °

_ not specify how the information on the status of men and women empl 5 be pfovnded A

Thdestabllshment of new data collection'systems was well underway m’ 1978 You can “plug
into” the new state and Federal systems as they are being developed. The systems you will want to,
learn. about are the Vocatiopal Education Data System (VEDS) and the State Occupatnonal Informa-

~ tion Coordmatmg Commlttee {SOICC). :

The VEDS system is to provide |nformat|on on vocational students (lncludmg mformatlon on.
their race and sex); vocational programs; vocataona! program completers and leavers; vocatlona!
- staff; vocational facilities; and vocational expenditures. Feasibility studies, completed in'March 1978,
. were conducted on the education impact component (students, completers and leavers, follow-up
" -and employer follow-up) by Minnesota, Pennsylvania, and Colorado. The feasibility studies for the
staff component were conducted by Texas, !llinois, and Colorado. The Elnan and Facilities feasi-
£ bility studies were conducted by Utah, California, and Oklahoma. Because ch}(stem isatthe
feasibility stage, it is important that the need for information be stressed in order to reach the goal
of overcoming sex bias, sex stareotyplng, and’sex discrimination in vocational education. It may be
that people will think it is too expenslve to collect all of the data by sex. However, the data are
needed for you and all of the people who are working for sex fairness in vocational education.

Each state was required to establish a State Occupational Information Coordinating Committee
(SOICC) by September 30, 1977,. The duties of the SOICC are to implement an occupational infor-
. mation system in the state which will meet the common needs in the planning for, and operation of,
vocational education programs and Comprehensive Emp!oyment Training Act (CETA) programs,
under the direction of the National Occupational Information Coordinating Committee (NOICC).

Additionelly, the national study of vocational educatuon scheduled for March 1979 com'pletuon
by the American Institute of-Research (AIR), Palo Alto, California, for the U.S. Office of Education
will be providing evaluatuon instruments that the states may be able to use.

\ ) . .
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Gather, Analyze; and Disssminate Data
‘ Exercise 4
Purposs: To list the possible sources of information needed to carry out this function.

Directions: Use the following ssmple report outline to list the pomble sources of information
in your state.

Possible Sources of
Information

l. Inuodﬁction
. Sutus of Men and Women Students

A. Current status of men and women nudehts-seconda& level

é 1. . Enrolled in each program according to USOE code
# :

- 2. Enrolled in work-study programs

w

Enrolled in cooperative vocational education programs

' 4. Enrolled in’apprenticeship programs

" B. Current status of placement of men and women students who -
have successfully completed secondary vocational education

programs / -

C. Current status of mem and wom‘en smdents-postnconda}y ’ |
and adulit level .

1. Enrolled in each program according to USOE code
-

Enrolled in work-study program

Enrolled ify cooperative vocational education programs

e -

> W N

Enrolled in apprenticeship prpgrams ' . : N

" D. Current status of placement of men and women students who
have successfully completed secondary and adult vocational

edycation programs

Hi1. Progress from Previous Years’ Status

IV. Status of men and women employees
A. Secondary level -

1. Administrators

25

27




,, s ’ . P bleSouroesof |
g T _ . ‘ ' Information
2. Instructional personnel
Parmrofuuonal and support employees #
| Pomndw and adult lovel
1. :&minkttaton
. | 2. Instructional personnel
! 3., Counselors :
-4, | Paraprofessional support employees _
e O Sute lovd'unployees (catggones as defined in . * ‘.
your state’s system) ’ » ..
V V. Progrm from prevaous pm status | '

) Concludommd recommendations

28
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l-:'metion (é.): - Develop and support actions to correct problems brought to the attention of this
personnel, including awareness of the Title | X complaint process.

-

Objective:  To become familiar with a range of possible iuppoét actions in order to gain knowl-
o edge in developing and supporting actions to correct problems.

ground information

]

The Regulation covering TitleAX requires education agencies and institutions to develop griev-
ance procedures for the local handling of complaints of discrimination. You should be able to learn

* -sbout the procedure adopted by your state agency through the Title IX Coordinator for your agency.

The T‘ra IX Coordinator will also have information on the grievance procedures developed by the

in your state. In addition to the local grievance procedure, complaints may be filed directly
with: The Office for Civil Rights, U.S. Department of Health, Education, and Welfare, Washington,
D.C. 20201 or a regional Office for Civil Rights, U.S. Department of HEW.

The kinds of actions you will be able to develop and support depend, of course, on the specific
problems in your state which are identified to you. Inservice awareness activities can often be use-
ful. Encourage local personnel to analyze their own programs for strengths and weaknesses and
provide recommendations to you. The information in this training package and the accompanying
package, Vocational Education Sex Equity Strategies, will provide you with a wide range of strate-

gies and techniques for responding to the problems in your state brought to your attention.

.
-
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2. Doyou ldentnfy any problems? ¢

Whero?
3. Howwould yoni begin to seek the cause of these problems? . au%
»
_Directions: Assume that you have found ﬂwe causes of ghe problems observed from the data on
the next page were:
1. When checking with the school that had lost m3le eriroliment in clothing and textiies, it was
_~ discovered that the text was sex biased. What are your recommendations? 5
- - ’ . /
' -
- , -
2. In the first Agriculture | course listed, it was discovered that the brochures for Agriculture

showed onty males. What would you recommend? .

.-

. 3. The school that lost the female students in Drafting Introduction had hired a-new counselor -
" » +who believed the course should be for boys. What would you recommend?

. 4. The school that showed no increase in the number of yod'ng men in Health-Occupations dis-
‘covered the interest inventory used in their school was sex biased in the attribution of interests
for various occupations. What would you recommend?

*Turn to page 30 to check your answers. o
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Semple Deta from State of Stanton -

' b 4
- : 2&.::% © - 1Year ?B This Year
Course - e " e emale Male Female
Business Office Occupation Y 2 o3 3 e
Levei 1 Foods 103 - 1 105 4 o9
- Introduction to H.E. S & B "s 8 18
Housing _ 21 . 2 18 4 16
Clothing and Textiles ‘4. 1 15 ( 15 : 15
ORAE | . 14 a4 8 % 10
Horticulture 12 1“7 3 8 .8
Horticulture 14 7 22 5 2> 8
Horticulture . e 35 15 35 20
Omementsl Horticuiture 10 : 18 e 18 15
Agriculture | - 17 : 13 -2 15 0
Agriculture |. - - 45 ’ 3 v 9 3 N
Agrieulture Conservation 12 9 1 .10 4
' Industrisl Arts 78 N (A 7 a
#ting Introduction 36 31 " 3 27 - ' b
Draging Basic |1 N 9. 1 9 4
. Welding! 38 37 2 35 \
Automechanics 40 36 5 31 9
Carpentry /B 3 36 1 37 +0
Health Occupations 2 26 28 . 28
S ' .
. {
29
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- ‘ ‘m welop Suppor 'lkﬂﬂ"mcm Problems -
b R - ..r"" Exercise 5e i ‘
1 Ilonmlainbudmmdd’ﬁcomncondandmrdyean ’
Addiﬁonofmlumlntmducuonwﬂom&onomiamucondandthlrdyears
Increasing enroliments of females in horticulture -
Increasing enrollments of females in Agnculture Draftmg Basic |1 end Auto Mechamcs

e
ko

2.  Lost male in clothing and textiles in Clothing and Textnles -

Lostmlummwmrelclaainmumr r’a
Lost les in Drafting Introduction irf this year
No males in Health Occupations in second and third year

‘3. Check with school, discuse situation with students, counselors, and teachers

°

1.. Recommendations for strategies for use of biased materials are included in Vocatlonal Edua
tion Sex Equity Strategles, Chapter V. .

2. Recommend brochures be updated to include pictures of iemales in Agrlculture—check
language of brochure and make sure it is sex fair.

I

3.. Provide in-service oxpeﬂcnea for counsetor, give counselor current information on women in
the work force and women in nontraditional occupatlons, rage counselor to set aside

persqnal values when assisting students.

4. Diseontinuc use of biased inventory. Use guidelines for selectin' and using sex fair interest
inventories (Vocational Education Sex Equity Strategies, Chapter V). .




Function (d): Review the distribution of grants and contracts by the State board to assure that the
‘ interests and needs of women are addressed in all projects assisted under this Act.

Objective: To understand sex fair criteria in order ta gain skill in revnewm§ the distribution of
: the State board to assure that the interests and needs of
all pro/jz‘fs assisted under this Act.

women are addressed i

\ Background lnformﬁon L

In addition to providing a review form to prospective proposery so that they will know the
criteria you will be using to review proposals in terms of overcommg x bias, sex stereotyping, and
sex discrimination, you may want to think about ways that you can kdep the local schools and other
eligible recipients informed about the kinds of projects that would helpireduce sex stereotyping.
Additionally, it may be possible to provide guidance to grant proposal Writers through some me- -
chanism already in place in your state system, such as the inservice training mechanism. Your pos-
ture as state sex equity coordinator in relation to other SEA personnel, especlally where thls func- .
tion is concerned, will depend largely on how your SEA is organized.

To assure that the needs and interests of women are a:’dmed in all projects assisted through
the 1976 legislation, the state sex equity coordinator is to Il grants and contracts for sex
fairness. In addition to corsidering the amount of money being spent for the project, the numbers
of students involved, and the number-of grants and contracts dealing specifically with the needs and
interests of women, you most probably havaeiconcerns and needs of special importance to your

particular state, These all to be weighed in the degision-making process. The sample review
form in Exercise 8, which foliows, inciudes many of important criteria to apply before making
recommendations.

’
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| - Exercisab - ) : ‘ o

Pumou To apply sex fatr cntena to slmulated pro;ect abstracts m.orde? to gam skill in revnewmg the dlstrlbutlon of grants and |

' - contracts. , ' '1 a

: 1] l‘ .
f"Dimtlom Asume that you are the sex bqutty person from the State of Stantotﬁ' Read through the pro project abstracts

on the following pages and for each item mark the approgiate columy). :

\

%

ABSTRACT  [WESTRACT | ABSTRACT

|'ABSTRACT | ABSTRACT |3
»t 6

r | s

YES§|NO |YES |NO_

a.|ves [no [ves [wo [ ves | wo

. Agency policy regarding sex
bias, stereotyping and dis-
crimination is referred to as

| 2. The project description .
| uses neutral language, R
- avoids stereotyped and . 1
biased references | | | S R

| it applies to this proposal #

3 Project objectives are free . / ‘
of sex bias, stereotyping
or discrimination

- :;'\V_*.

4. Program design indicates | {

a. Availability to females k : gf NG
* and males o 1 LB

b. Evidence of special | l | | { .
services to ensure ] ]
equal access to the = | ‘
program

S——

ttopm38,tochockvoqrans§m. . - 3,1
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ABSTRACT .

ABSTRACT

| ABSTRACT

3

ABSTRACT
4

ABSTRACT

ABSTRACT

YES | NO

YES | NO

YES | NO

Yes | nO

YES | NO

G Activities that are not restnc .
tive based on sex

d. Evidence of support services -
, to overcome the results of
previous dlscnmmatory pro-
. gramming’

5. The evaluation plan provides for

, & Collection of data to substan-
tiate the elimination of sex
. bias and stereotyping

]
b, Examining the program for
evidence of ehmmatmg
- osexism

‘ 6. / This is a specific proposal de-

signed to overcome sex bias and
stereotyping in the following
‘manner: -

3. :Adjun occupational programs,
curriculum and/or guidakce
and counseling

b. Prepare students for non-

traditional jobs

¢. Meet special needs of women

*d. Provide inservice traumng for
staft -

-

@, Other (ldenti_fy) ¢

EKC

Aruitoxt provided by Eic:
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Source:  New York State Division of Occupational and Cantinuing Education, State Education Department.

mow"mas“ot concern you may want to consider adding to checklistare: | | / "
lej’.'-, Is' staffing of project sex fair (consideri'ng available persons in area proposed)? -

-

2; * Has propbur'done previous work in.the aréa?

3. | Is proposed project for new and émefging occupation, not yet sex stereotyped?

v M L] " .
, ) ) .
. ' i L : :
’ 3 6 l ! . l
il Text Provided by ERIC -
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PropoaedPropctAbcm

“1.\ An Analysis of the Factors Which influence Students in the Selectlon of Vocational Coumes in
North High Schools. . o , o

e -

Principal Investigator: Smith, Ashley
. Proposing Institution: North Vocatlonal Cooperatlve Board R
Project Duration: 18months a | . 1

8ummary of the Pro;ect

Thus project proposes to analyze the factors whlch mﬂuence nudents in the selectlon Q
vocational courses in North High Schools. The target population is primarily French-speaking
American individuals who reside in an economically depressed agricultural areas. Current!
enrolled high school students and graduates will be surveyed. Specific objectives are to (1)

.identify the critjéal factors in encmg’stud’ent choices of vocational and nonvocational

,programs; (2) identify the critical factors in student attitudes which stereotype courses as

programs for girls or programs for boys; and (3) identify the critical factors which influence

. dladvantaged students in their choice of courses. Edueltlonal personnel will be contacted to
detarmine what methods and technigues they consider to be important in facilitating career

" training decisions. A questionnaire will be devised to ascertain (1) the effect of sociodemo-
graphic charactemtlu, {2) educational experiences; and (3) educstional personné! and other

- persons playing a part in the decision-making process. Resuits of the two respondent groups
will be compared, and random fpllow-up interviews will be oonducted to ve(li\date the responses.

s

-

p .
‘2. Design of Job Emry Programs in a Community College/T echmcal Institute for Women in a
" . Rural Area Becoming Industrialized = _

Mrincipal Investigator: Brown, Amelia .
Proposing Institution: West Technical Institute
‘Project Duratlon 4 months _ ‘ A O

mmary of the Pro;ect

The main ogjectlve of the pro;act is to design recruitment, counselmg, educatlonal and
training programs which a community college/techmcal institute can offer to provide women .
job market entry and upward mobility. The project will be aimed at filling these needs
for women in a rural area becoming industrialized. Specific educational and training " -
needs, as well as special récruiting and counseling efforts necessary to encourage female entry
ihto these programs, will be identified by surveying an appropriate cross-section sample. The
information obtained will provide the basis for a long:range plan for extension courses, cur-
ricula, counseling, recruitment, and special programs.’ The project’s success will be measured
by the subsequent increase in female enrolimenta succesful completlon of already existing
curricula as well as programs for adult basic educath ¥ ,

é. Development of Procedures for Expansion of Young ( \ ver'if\l;égram in Vocational Agriclulture

Principal Investlgator Adams, Richard ’
Proposing Institution: Stanton State Umverslty, Department of Agncultural Educatlon 7

Project Duratiorn: 6 months .

v, .
.




Summwofl’ronect o e .

4 The purpose of the program is to deme;@aslc recommendatno guidelines for main- -

. tenance of existing programs and expamlon of young farmer progrﬁwj nton.. Spec;ﬂc
pbjectives are to (1) identify-and further develop selected-operatio procedures and reco)

. mendations for' maintenance:and the expansion of young farmer programs in. Stanton; (Zﬁmst
" beginning teachers of vocational: agriculmre through the organizational operation and mainte- -
nance phases of servlcmg local young farmer programs; and (3) dlssemnna& these developed
procedures and tedmnnqummong the 454 vocational agriculture'teachers in Stanton. Seventy
experienced vocatiorial afiriculture teachers will be selected to identify speoific areas and con:-
cerns to be investigated. Begmumg teachers expressing interest in, or who hawve inherited, a
young farmer program, or. who are in the process of organizing young farmer programs, will . -
also be invited. to partncrpate in the project. Pamclpatlng teachers will attend a four or five-
day workshop to report findings and make rechmendatlons for basic operatlonal procedures
to be' |mplemented l.nto Iocal programs _ o

| WV . N , _
4, Home‘ Ec‘onomioc Career Explora‘tic;n'Program L C s ,_‘

Prmclpal lnvestlgator Rock Eleanors Summers, JaneB
Proposing Institution:  Granite School District '

_ \Projecttnuvdgn“ 12 months e
-Summary of Pro;ect ' h / _ i
The p of the pro;ect is to develop a new approach to lndmdualuzed actnvnty-cer{i:red

- instruction for Consu er and Home Economics, Exploration for seventh grade students. Selected
teachers will pamc 4N a six-week summer- workshoprto-develop career educiition modules. -
Pre-perfosnance and post:performance forms for student*‘teacher-lr;teractlon will be developed
-and individualized mstructlon activities will be designed. The career exploratlon Program may
be Used at level one entry in grades 7-12 and ;dult programs.

L ,
- B The Passwe So‘lq Greenhouse Hortlculture Program

Prmclpal investigator:. l(lng, Kenneth D. :
Proposing Institution: Stanton Vocational Region 10
Pro;ect Duratuon‘ 5 months

Sdmmary of Project.

purpose of this pﬂ;ect is to plan and puild a passnve solar energy greenhouse aspart
of an Rngoing vocational horticulture program. Specific objectives are to (1) develop and field
‘ -test artinstructional unit which teaches basic solar energy concepts as they apply to green-
" houses; (2) develop and field test a four-session aduit education program in solar greenhouse
4 construction; and-(3) conduct a two-day workshop on solar greenhouses for State vocational
. agflcultura/hortgculture instructors. Stanton Region Ten will contract with the Stanton
" Audubon Society to provide technical assistance in designing a student-built passive solar
’ 4. energy greenhouse as well as a related instructional unit. The greenhouse will be constructed
 "Sand the unit field tested. These materials will b the basis for the development of a related - -
“Fadult education program as well as a workshop. The knowledge and experience gained will be
disnm:neted ﬂv the the teacher workshop in May, media coverage, and a final report which -
“will be wbmitted to appropnate State agencies.
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. Sex Stereotypmg Analysls of Students Enrolled in Vocatlonal Programs
_ S
' Prmclpal Investlmor Kennedy,J R . S
“Proposing Institution: Cady Research Foundatlon ' - -
' Project Durat on 12 months : .

SummaryofProject S o B o

This study wm ldentlfy the extent and nature of sex bias in Stanton ,_ocatlonal Educatlon

programs and investigate the problem in relation to s#lected factors sugh 3 $cholastic ability,.”
- academic achievement, vocational maturity, and home influences. An ad@tional objective is to’
. develop guidelines for commumcatlon relating to vocational instructional programs directed -
toward compliance with federal regulations of Title 1X legislation.  The population will consist
of all male and female students in area vocational centers that have three or more vocational -
~ service areas. The random sample will.consist of 50 males and 50 females representative of

‘enroliment by sex in programs in which 75 percent of the enroliment is a predominate sex.

o . Data will be collected from instruments developed to identify factors contributing to career-

choice, the Differential Aptitude Test (DAT) and the Crites Vocational Maturity Inven vy

of Work ‘Attitudes.. Data will be coded, tabulated, and placed on computer cards. Freqffency

counts, percentaga, and descriptive statistics will constitute a portion of the statistical profile. .
e : _ _
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Function {s): Review all vocationsl education programs (includmg work-study programs, coopera-
tive vocational education programs, apprenticeship programs, and the placement of
students who have successfully completed vocational education programs) m‘o
State for sex bias.

Objective: To understand sex fair criteria in order to gain skill in reviewing all vocational educa-
tion programs in the State for sex bias.

Background information

The ease with which this function, reviewing all vocational education programs in the State for
sex bias, can be acoomplished will depend very much an the kinds of information required from the
local educstional agencies and other eligible vocational education institutions. |f the eligible recipients
are required to provide adequate information in the plans they submit, your review task is very much
simplified. New York state has suggested that the following items should be addressed in the local
plans submitted to the state: P

Establish goals that promote equal opportunities for all students at both secondary and
adult levels.

Appomt a representative number of women to serve on all policy-making committees
and advisory bgards. '

Promote the certification'anyl hiring of professional women in administrative and
supervisory positions.

r nontraditional teaching positions to provide a positive role

mode! for students:

Provee in-service training fogall staff to identify and eliminate sex bias attitudes and
practices. . ~

Amnalyze existing and/or prepere a new curriculum, resources and recruiting materials that
are non-sexist and show the accomplnshmepts and contributions of men and women in

various roles.

-

Ensum‘zmat funds are allacated for programs, activities, services, facilities and equipment
equally for fernales and males.

Ensure that local advisory councils develop criteria for evaluating programs and procedures
that encourage the elimination of sex bias, stereotyping and discrimination.

and males in all occurz:atiomal youth organiza:

€ncourage the participation of both femal
to overcome sex bias.

tions and promote the inclusion

Provide flexible registration anfi enroliment practices to encourage students to @articipate

in nontraditional courses.

Provide occupational training p;ograms, counseling, special services and job placement for
teenage parents and women returning to the labor market as a result of economic need,

l 39 ¢

41



chenged marital status, women who are sesking jobs in nontraditions! eress, single heads
of hoyesholds, homemalgars who work pert-time and nowPdesice, full-time employment.

_ Communicate with business and industry, professional orgenizations snd other intarested -
. mhtdaﬂmtodunmmmblamdimmmbformmmdm

hnomndmonglm .
You may think of additions! items that you widt to include in the implementation of the planning
procedure for eligible recipients. The ones listed above are suggestions, not limitations.

I

. References for Further Reading -

Office of Occupational snd Continuing Education. Guide for Reviewing Occupationsé Education
Programs to Ensure the Elimination of Sex Biss, Sex Stereotyping and Sex Discrimination.
Albeny, New York: Office of Occupstional and Continuing Education, State Education
Dopanrmm undsted. ,

*
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Review All Vocstional Educstion Programs
in the State for Sex Biss

"'E |7

- Purposs: To apply sex fair criteridl to a simulsted vocations! oduemon program plan in order to gain
d(ill inuvhmngdlvoaﬂondoduaﬁonprowminﬂnSmfwnx biss.

Dlueﬂom. Review tho Trade and Industris! Education Plan on the following paou. Use the checklist
bdowiorﬂn‘avicwby recording the code numbers of strategies that apply. Discuss your

A m with collnguu. .
. | . YES NO
l. Program Organizstion snd Administration ' - -
s. Policy widelihu regarding the dimimtion of sex bias,
sex n‘mwmg and sex discrimimtuon in occupational )
educstion are in writing : -
b. Policy and guidelines disseminated to staff with implications
in performing job mpomlbilitia ¢
c. .Policies and guidelines disominated to students, parents and
general public
d. Esch oewputional education course is available to both
females and males
e. The local Council includes-a representative number
men who are sensitive to the needs of all
‘ regardiess of sex
il. Sesffing and Staff Development
s. Suff pamciptte in staff development activities such as
. workshops, inservice programs and conferences to assist .
them in identifying and correcting sex bias, stereotyping
and discrimination ;
b. Sex fair certification and hiring of qualified personnel for Admin-
istrative and Supervisory positions regardless®f sex is promoted
{il. Instruction ¢
a. All instructional activities are designed to be free of sex
bias, stereotyping and diggrimination
b. {§oth females and males are involved in each occupational
youth orgsnization. Activities are conducted that focus
on overcoming sex bias and stereotyping .
*Turn to page 47 to check your answers.
»
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[N L] . ! YES NO

¢. Curriculum is free of sexism

d. coopomivawockmhmmdlor study is not
m«lﬂpbﬂdm

. WMM

a. Appropriste guidance and counseling is provldcd‘ students
to encoursge them to consider all programs of study, and’
* Modmmbmdminumwulenundmmanoq u

their sex
%

b. The vocational inventory tests used are free of sex stereotypes,
and are the same for females and males L

Y :
«C.  Special services in occupational training programs and job
placement sre available to meet the needs &f women returning
to the labor market s, resuit of economic need, changed marital
status; single heads of houssholds; v‘”mnmking;obs in non-
traditiona! areas; homemakers who work part-time and novg,

desire full-time employment 4
V. Program Evalustion - '

a. pational education Advisory @umnl&cﬂvﬂopod
criurh to in evaluating programs and procedures for'the

elimination of sex bias, sex stereotyping a8 nx*ﬁmimuon

~b. Cl.room visitations with follow-up conferences are scheduled
to assure that instructional activities are non-sexist #

c. Periodic review is conducted to assure that courses are planned
in relation to employment needs and placement regardiess of sex .

-

Vi. Physical Facilities

Facilities, aquipment, furnishings and supplies do not reflect discrimi-
natory practices based on sex ’

Vil. Relationship—Public and Rrofessional

s. Staff cooperates with guidance personnel in encouraging students
to explore all careor opportunities without regard to sex

b. Staff mamum‘oontact with employers to sensitize them to sex
bias and stereotyping in hiring practices

L
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Adapted from: Guide for Reviewing Occupational Education Programs to Ensure the Elimination
of Sex Bias, Sex Stereotyping and Sex Discrimination, Office of Occupational apd cmwung
Education, the State Education Department, Albany, New York. Ty v
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M- . ' uh * o < 6 | \
| Trade and Industriel Edw.cétion »

’

Lontinuing Obmin To proide sach student in the secondary school system the opportupity to enter Trade and Industrial
Educatlon Progms. :

Jpacific Objectives A Strategies . Evaluation

-

., To increase the percentage 1.1, Provide each teacher and local director with Check enroliment data and
of females in Trade and the requirements.and specifics of Edumtnonal . | percentages yearly to deter
Industrial Education programs Amendments of 1976. ‘mine increases, r

1.2, Roquu; T& I teachers to work with guidance .
counselors and encourage them o explore carger | ‘
opportunities in Trade and Industrial Education w

pr}rams with female students,

b 1.3, Probide success stories about new sex-fair programs y f

to teachers and local directors. i .

1.4. Provide materials and suggestions to be used in in-. -
© service workshops and recruitment programs.

1.5. T & | Consultants have been requested to inform Check Staff Minutes.

local directors as to teachers they observe as being : )

reluctant to having females in their traditionally , '

| male-oriented programs. The local director should |

" then determine the necessity for an inservice work- | v L

- shop. ’

o 1.6. T & | Consultants have been requested to provide Check Staff Minutes
‘ L alternative solutions to potential problem areas

| “ LEA's may face in implementing this concept.
Also the aiternatives have been made available to
to the consultant. .

1.7. T & | Consultants have been requested to schedule | Check Memo

their work in order to visit with specific LEA's de-
signated as research units.

46
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Specific Objectives * Strategie Evalustion
A ——— -y -
7 " ’ : . )
2. By the end of the next 2.1. Al T & | teachers will be malled materials relative | . Check packets mailed to
1 school year all T & | teachers to Educational Amendments of 1876, teachers. |
~ will be informed relative to ‘ . ‘
Sax Faimess in Vocstional 2.2. Al T &1 teachers will be evaluated by the next: Check evaluation instru-
Educstion , school yeer. ‘ ments. )
23, Packets mailed to T & | tescherswillincludema- | Checkpockels.
terials about sex fairness in vocational education. |
1- 24. VICA newspaper will include any information, \ Check newspaper RA /
1 development and success stories about sex faimess " | - articles, etc.  ©
in vocational education. \
k.
2.5. All workshops and conferences planned by the
T & | staff will include time for the sex fairness
in vocational education programs.
. Youth organization recruitment | 3.1. VACA club officers will be encouraged to r:cruit Check agenda for VICA
~ efforts will increase during fhore females into Trade and Industrial Education | meeting
the next school year for in- programs at all conferences and workshops. Time
* creasing the number of females will be made available to discuss sex fairness in vo-
- in the programs. : cationafeducation program at each meeting,
3.2. Any approaches developed for recruitment pur-
poses to be used by students will be distributed
‘_ at conferences and workshops. |
{' 3.3. All VICA materials such as Club Charters, Contests, | Check rules for trade
_ contests,

All printed materials in Trade
and Industrial Education will
be reviewed to eliminate sex
bias.

4.1

| 42

etc., will be scrutini®d to eliminate sex bias.

All T & | brochures and printed materials developed
in the future will illustrate and specify both Sexes.

All vendors publishing materials for Trade and

Industriaf Education will be encouraged to eliminate
sex bias.
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D T

Committee and
Industris iations will

be informed about sex fairness”

in vocational education,

muummmiwmmamlmmimm |
~ both sexes. This project should be completed by
Jlnuw ISofmmvw |

“.'4.4 Curriculums developed in Trade and Industrial Edvcation

"+ in the future will include terminology approprlate to
both sexes,

4.5, Articles could be for publication in Trade maga) |

zines and journals females have
tnditional male ocwpatiom

46 Tmoducaton eneouraqedﬁﬁ rult more

| .‘wcce‘gful b

to become in |n
Trade and Industrial Education. Hopefully, at

female instructor can be employed in a specific trade &
areg during the next school yeer.

4.7. Administrators will be encouraged to design facilities,
. provide laboratories and shops, equipment, safety
equipment and bathrooms appropriate to both sexes.

5.1.}Tha Trads and Industrial Education Advisory Committee |

will be kept informed as to the sex fairness in vocational
education program and afly new developments. The same
-will be true for any industrial associations connected to
Trade and Industrial Education. These organizations will
buppnzadatﬂmrmonﬂﬂymmmstoanynewde
wlopmm :

52, Trade and Industrial Education Consultants and Teachers

will be requested to encourage advisory committee mem-
bers and industrial association members to employ females
in traditional male occupations at scheduled and un-
scheduled meetings during the year.

48
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. Y
Review All Vocational Education Programs
- : in the State for Sex Bias

Exercise 7a

~Letters for the review criteria are listed below with the code numbers g? strategies in the T & | plan ‘
where the criteria have been addressed. :

I.  Program Organization and Administration 7
a-23 b-21 c—-no d-15 e—‘no

Il. Staffing and Staff Development
a—15 b-46 ' ‘

I1}. Instruction ) / —

a—22 b-31 c—44 d-no s
IV. Guidance and Counseling ‘ ) . ' 4

a—12 b-no #eno ‘ | |
V. Progra:n Evalua&ioh'

a-no b-15 ‘¢c—no
Vi. Physical Facilities

4.7
Vii. Relationships—Public and Professional

a-1.2 b-52 °
chommendations:

1. Disseminate pqlicies and guidelines to studeCs, parents and general public. |

2. Insure equal number of women and men in Advisory Council who are sensitive to needs
of women. \

Assign cooperative work experience and/or work study regardless of sex.
Check interest inventory for sex fairness.

Introduce support services.

o o & w

W local advisory council in establishing evaluation criteria for sex fairness.

7. Review courses periodically to see that employment needs are met by courses.

47
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Review All Vocational Education Programs
in the State for Sex Bias

»

Exercise 8

-

Find the answers to these questions to help plan the review of all vocational education programs.

1.

How can the review of progvlms for sex bias be coordinated with the review-of all programs
required of the State board?

[

}

» - . :
How can the review of programs for sex bias be coordinated with the review of programs

required of the State Advisory Council?

“Who are the people in your state that can provide %e most help in setting up the procedure

for reviewing programs for sex bias?
(List by name and job title.)

a. Programs t’)ﬁ USOE code _ '

b. Work-study programs

C. Cooperétive vocational education pro;;rams ’
d. Apprenticeship programs

e. Placement programs . ' i‘r
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Function (f): Monitor the implementatiorj of law&tprohibiting sex discrimination in all hiring,
’ firing, and promotion procedures within the State relating to vocational edu

Objoctiﬁog ' To become familiar with employment legislation in order to gain aware
-:grovisions relating to sex discrimination. S :
¥ ’ -
¥

»

*  Background |nformation ' o
. . Al R .
It is essential that you become familiar with employment legislation in order to monitor the

" implementation of laws prohibiting sex discrimination in all hiring, firing and promotion procedures - -,
within the State relating to vocational education. The situation in your state Will determine how :
active your monitofing role can be. You will need to know the positions of teachers organizations

- and unions irf this area. Additionally, you will need to be in touch with the Affirmative Action

Officer in your agency to know what is already available in your state.. The following information is
provided to give you a general background in the employment laws pertaining to sex discrimination.

[y

implications of the Legislation '

, (Adapted from /dentifying Discrimination: A Review @f. Fg
o Se{’ected Case Examples by Shirley McCune and Martha Matt§§ -

sy

ideral Antidisciminiation Laws and

Since the Supreme Cotlirt’s 1954 decision regarding Brown vs. The Board of Education, Federal
and State legislation @nd case law havespelled out different forms of discrimination in education

and clarified the rights of students and employers. Discrimination by race, color, national origin,
English language proﬁ(’:iency, ‘'or sex have been addressed with implications for educational programs,
policies and practices. -

A chart is provided on the next page for a convenient reference for distinguishing the provisions
of all of the Federal antidiscrimination laws. It begins with Title VI of the Civil Rights Act, which
although dealing only with race, precipitated singijar legislation outlawing sex discrimination.

Four Federal laws and a Federal executive order, cogfiprise the major anti-sex discrimination
requirements which are relevant to vocational educatiof. Here is a synopsis of this legislation:
) .
Title VI of the Civil Rights Act of 1964 as amended by the Equal Employment
Opportunity Act of 1972 -

-_p—

-

Title V1 of the Civil Rights Act prohibits discrimination in employment on the basis of race,
color, religion, national origin, or sex. All institutions or agencies with fifteen or more employees—
including State and local governments and labor organizations—are covered under the amended Act.
Title VII prohibits discriminatory practices in all terms and conditions of employment, including:

recruitment, selection, asignmenf, transfer, layoff, discharge, and recall -

°
®  opportunities for promotion
® in-service training or development opportunities
~ ®  wages and salaries :
®  sick leave time and pay
@  vacation time and pay
. /
449 -
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+

" - Employment Provisions:

‘overtime work and pay . o S S
medical, hospital, life and accident insurance SR , -
retirement plans and benefits L, . S

other staff banefnts )

s

Complelrm of employment prectices wllich dnscrlmlnate in vnolation of Tltle vii should be
mede to: . . !

® The Equal Employment Qpportunlty Commlsslon

. 2401 E Street, N.W. _ _ o
Washington, D.C. 20037 B
or _ ' ‘

®  aregional office of the EEOC /

In instances where State of local fair employment practlces laws prowde procedures for the
handling of complaints of discrimination, the complaint may be referred to the agency for a slxty~

‘day period of time. If the complaint is pot resolved at this level, the EEOC assumes l'eSpOl'lSlblllty

for inVestlgetion and conciliation. If this falls the EEOC the U. S. Attorney General, or the com-
plainant may file sunt A o

D‘)e Equel Pay Act of 1963 as amended by the Educatnon Amendments of 1972 -

The Equal Pay Act prohlblts sex discrimination in salaries and most fringe beneflts All em-
ployees of education institutions and agencies, including those in profeeslonal executive, and ad-
ministrative positions, are cévered by the Equal Pay Act. .

The Act provides that a man and a woman workmg for the same employer under similar con-~

ditions in jobs requiring substantially equivalent skills, effort and résponslblluty must be paid equally

even when job titles and assignments are not identical.

Employers are required to maintain specified records relevant to the determlnatlon of posslble

' vnoletlons of the law. Complaints may be filed with:

X Employment Standards Administration . {
Wage and Hour Division
"U.S. Department of Labor : .
Washington, D:C. 20210
df\ o S . s

-
-

A‘ 'O//’a"regional office of the U.S. Department of Labor

> Title 1X of the 1972 Education Amendments

3

The last section of the regulation covers the employment policies and practices of the educa-
tion institution or agency. Specifically, discrimination is prohibited in: .
51
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-access to employment including

recrmtment polncles and practlces
advertising ,
.application.procedures

testing and‘interviewing practices

: hiri‘ng and' promotion, including

selection practlces

application-of nepot\sm golncnes
demotion, lay off, termmatnon '
tenure - . Y,

compensation, including

.. -wagesand'ealeries ' N

e  extra compensations
job aséignments; including

" classification and position descrlptlons
lines of progression '

-seniority lists - - -

assignment and placement - -

leaves of'absence, including

e leaves for temporary disability

e  childbearing leave and related medlcal conditions

. chlldraarmg leave ’ .-
fringe benefits, including

insurance plans
* retirement plans
vacation time .
travel opportunities
selection and support for training

labor orgamzatcon contracts

The provisions of the implementing regulation may be interpreted through clanfymg memo-
randa issued by the Office for Ciyil Rights or through decisions issued by the courts-thrqugh the

judicial process. They may also be modified or extended through legislative amendmen

M

The Regulation covering Title |X requires education agencies and. ll‘lStltUthﬂS to develop

grievance procedures f
be used or complaints

y be filed directly with:

the local handling of complaints of dlscnmmatlon This procedure gpay
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o TanﬁiaforCivnl Riﬂm
U.S. Department of Health, Eduemon and Welfare

~_ Washington, D.C. 20201 . .
- N W
o N .

. e mgiomlomuforcmm : |
. U.S. Department of HEW _ . - .

o

Excwtivctfld 1246 as amended by 11375 . * .

Exseutive Order 11246 prohibits employment discrimination on the basis of race, color, refigion,

‘| national.origin or sex in institutions or agencies with Federal contracts of over $10,000: Relévant
| contracts include both contrects for directservices and “’grants” which involve a benefit to the

Federal government.. Institutions or agencies covered under the Executive Order must observe non-
discriminatory practices in hiring, dhehame promotion, wages, benef‘m, training, and all other con-
ditions of employment.

Tmuimmwmmm Federal contracts of_SS0,000ormore and 50 or more -
employees are required to develop written affirmative action plans with numerical goals and time-
tables. Although the may involve only one unit within the institution, theaff'nnmveactuam
plan must cover all mroumout the institution.

. Enforcement of the Exowtm Order and related policy guidelines are the responsibility of the
Office ¢f Federsl Contract Compliance (OFCC) of the U.S. Department of Labor. The OFCC has

. designated HEW as the agency responsible for enforcement of the Order as it affects educdtion in- # .
L}

stitutions and agencies. Complaint proceduresare provided for the filing of charges of posnble
discrimination and non-eomplm chplamts should be f‘Ied wnh

®  The Office for Civil:Rights ¢
u.s. gent of Health, Eduan@m Welfare

o

WashingtBiD.C. 20201
il i s E
° ﬁ'ooioml Office for Civil Rights

U.S. Department of HEW -

Tithe VII {Section 799A) and Title VIIf.{Sagtion 845 of the Public Health Service Act) as amended
by the Comprshensive Health Manpower ning Act and-ghe Nurse Training Amendments Act
of 1971 , : : '

Y.

Titles VII and Vi1 of the Publlc Hulth Service Act state that institutions recsiving Federal
funds for their hesith personnel training programs may not discriminate on the basis of sex in a*'
missions or in empi@yment practices relating to employees working directly with applicants or
students. Every institution recsiving or benefiting from a grant, loan guarantee, or interest subsidy

4P its hesith persorinel training programs or receiving a contract under Title VIl or VIII is covered.
: A $ 850 y |
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lnstltu‘omaremqmred to maintain specified records to determine whethe
occurred. PmodlcrewewsofprogrmreoewmgFederalfundsmaybemadetod 0

" | plisnce with the regulation covering Titles Vil and VIII. .
5, Procedures are prowded for the filing of complamts of violations of Titles VIl and VIII.
' Complamts should be filed with: 3.ia
®  The Office for Civil Rights 4

U.S. Department of Health, Education, and Welfare
Washington, D.C. 20201

or

® - aregional Office for Civil Rights ' .
& U.S. Department of HEW

CASE EXAMPLES ' , .

Examples of dlscnmmatory policies and practices in educmon smtimons and agencies are
provided below. Each case example has been adapted from an actual situation. One group of case
-examples is drawn from the experience of local vocational education schools; another group provides
examples drawn from postsecondary institutions. : It may be useful to read through each of the
examples to determine the possible areas of sex discrimination and probable violations of Federal
laws and regulations. A space is provuded in which the Federal law(s) or order relatingto edch
example may be noud A brief analy.m of each example and the pemnent“ or./laws follow the
final case examplc.

Y

Loul Vocstional Education Schools
Background Infommlon

School District No. 41 is responsible for the elementary-secondary education of 7,200 students
-who attend eighteen elementary schools, six junior high schools, two high schools and two vocational
schools. The student population includes 1,600 black students, 418 Spanish-speaking students, 23
" Asian students, and 16 Native American students. The District employs 280 clagsroom teachers,
counselors, and paraprofessional qersonnel Eighty-two percent of the elementary school staff and
48 percent of the secondary school staff is female. There are four minority teachers and 12 minor-
lty paraprofessional staff members in the District.

The central adminitrative staff is headed by a team of six males, none ofwhom is a member of
a racial or ethnic minority group. None of the principals in the District is minority or female, but
two minority males have recently been promoted to assistant principal positions and one female
has been included in an administrative internship program provided by the District. The District
currently holds a Federal contract of $80,000 for the development of model vocational programs.

&

*Many of these case examples were drawn from information prOVlded by the National w

Education Assoclatton
*
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——Exainpie 1 : - —

Ms. Chin, a counselor in one of District 41°s secongary schools, has been employed by the
District for the past eight years. As a classroom teacher she compiled an outstanding performance
# record; she completed a master’s degree in the field of counseling and has consistently received out-
standing ratings for her job performance as a counselor. Recently she has completed a second mas-
ter’sglegree, this one in the field of school administration, and obtained the State credential for an

administrative position,

This year Ms. Chin applied for the position of assistant principal at East High School. A male
guidance counselor and a male physical education teacher also applied for the position. Neither of
the men had been employed by the District for more than three years and neither had completed
the requirements for the administrative credential. The physical education teacher, a white male,
was selected for the job. When Ms. Chin asked for an explanation of the reason for the decision,
the personnel office refused to provide a written or oral explanation.

Relevant law(s):

h »
Example 2 2.

Ms. Martin, an experienced distributive education teacher with an outstanding record of per-
formance, has recently moved to the area included in District 41. She is interested in obtaining a
position teaching distributive education at the senior high school level. She obtained an interview
with a‘member of the District personnel office and explained her interest in securing a position in
the area of distributive education. The interviewer reviewed her record and recommendations and
commented on them favorably. The interviewer indicated, however, that he was sorry that it
would not be possible to offer her a position in the area of distributive education since the distri-
butive education position open required a teacher who could also serve as cdiich for boys’ basket-
ball. -

-

Relevant law(s):

“ .

Example 3

Ms. Ramirez has taught foseven years at one of the vocational schools within Schoot District
41. She is expgcting a child in six months. The District policy requires that pregnant women must
stop teachi least five months prior to the expected birth date. It also denies pregnant teachers
any pay du'r‘ix‘this period, including accumulated sick leave pay. Ms, Ramirez is currently sup-
porting her husband’s completion of medical school.. All her efforts to convince the school admin-
istration that she is medically able to complete the school year have failed. Her physician has ad-
vised the District that she is medically able to continue, but without results.

s

" Relevant law(s):
*
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* - Central Vocational Institute is responsible for the education of 8,000 students. The student
pomdaﬁmeorﬁssofagpmximatelyspuwnuackmndqm,2mnﬂispanic ) 1%

percent Asian students and % percent Native American students. Sixty percent of the
are male and 40 percent are female. The majority of the minority students are
the fields of allied medical sciences, and food services.

The part-time and full-time fagulty, admfinistrators and counselors nutr nearly 900 persons;
400 of this group are in tenured positions, 250 are on career ladders leading'to tenure, and 250 are
Jon-career ladder part-time and full-time faculty and staff. Although nearly 30 percent of the total
faculty and staff is female (270), only 16 women hold tenured positions. Six black males in the
trade and industry department are tenured; while the remaining 20 minority group faculty are non-
tenured. Two Hispanic females employed in the technical studies department have taught in the
Institute for five years and are non-tenured. The Health Occupations Division has no tenured

female and two Asian American males who are teriured. i .

*® The Institute currently receives a total of $100,000 from the Federal government and receives
funds under the Public Health Service Act. . * :

Example 1 )
Ms. Terry and Mr. Greenberg have taught in the Distributive Educaiion department since
September 1973. Both have completed all course work for the doctoral de and are in the process

of completing their doctoral dissertations. Ms. Terry teaches four beginningl sections of Distributive
_ Education, while Mr. Greenberg teaches 1 beginning section and 2 advanced sections of Distributive
. Education. Ms. Terry was initially hired at a salary of $8,800 and has received increases of $200
each year. Mr. Greenberg was hired at a salary of $10,000 and has been given subsequent increases
of $600 each yeer. Ms. Terry and Mr. Greenberg received comparable performance ratings from
and colleagues. -

‘Relevant law(s):

Example 2

®» Comprehensive medical insurance’is provided for faculty and students of Central Vocational
Institute. Gynecological care for female faculty and students is exempted from coverage under
this insurancé although no exemptions are made in the coverage of male faculty and students.

Relevant law(s): ¢
Example 3 ‘
Ms. Valdez has completed three yean:of teaching in the Home h‘nomics Dobartmom. After

two and one-half years, she applied and was considered for tenure, recei notification that
tenure was denied because she had recently mawried Mr. Cruz who already hetd a tenured position
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within the Instituté. it is a regular practice of faculty committees within the Instituté to deny

tenure to female faculty on grounds of nepotism, although no such denial is required by Instatute
personnel policies.

Relevant law(s): 7

¢

Example 4 o

Some thrw years ago, Ms. LaBelle, a black woman, was approached about accepting the position

‘of affirmative action officer for the Institute. It was suggested that if she performed well in this job,

it would increase her chances of obtaining a central administrative position in the Institute. Ms.

LaBelle accepted the offer; she has worked hard in her position as afflrmatlve action officer and has
received commendations for her performance.

During the past year Ms LaBelle has applied for other central administrative jobs when openings
were available. Each tima she has been‘interviewed and told that her fine qualifications have been - -~
recognized, but that it is notyowble to promote her to another job right now since the affiym |
action position requires a minority staff person to give it credibility. ¥

Relevant Bw(s): ) | T S
. . . ‘o ! ‘ -
/ ' ’ . . A : t. . -~ "
ANALYSIS OF CASE EXAMPLES S N
N . . e ] i = - . . '
Local Vocstional Education School Examples L e ‘.'\" t s
Example 1 . = | T lu" -
‘ S e L :
Title Vii of the Civil Rights Act, ﬂ(le X o"r.he 1972 Education Amendments and ExecutWe \
Order 11246: — ) v ot Lo ;,Q; '
LR : “ ™

Although additional data would be needed to ascertain that Ms. Chms nonpromotlon o ah
admnmgratn\:e position was dlscnmmatory, the evidence provided would suggest a general pattern )
nonpromotlon of womerund a specific lack of consideration of Ms. Chin’s cu’é&ﬁtlals
ion through nonpremotion of qualified women to administrative posmons is proh1b1ted
Title Vil of the Civil Right{ Act and Title 1X of the 1972 Edurfmon
District receives more than $10,000 in Federal contracts, such dlscnmuiat” on would also bé wo- .
hibited under Executive Order 11246. R ¢

o R .
T
°

Example 2 . : ' _ -.. 4r : .).v C

. -

A

Title 1X of the 1972 Education Amendments, Title VII of'the CMI nght§ Act and Executlve
yDrder 11246: / e . _,&

The linking of pb qualifications that would sult in a dlsparate imp ofi the employmél"vt
opportunities of members of one sex is prohibited by Title 1X and. by Titl ali\xll’l Capabihty to pro- %
vide distributive- I!t:go;‘lon instruction-must be the relevant quahflcatlon to be examinéd when hiripg -
for a distributive ed ion position. Qualifications, requirements or criteria used for emp|0yee o
selection may not place a disparate burden on one sex unless suekquahflcatlons o: cnté-la ﬁa\ge been "m

R T
) B ,.. "J l‘i.‘ 3 ll; S . )
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: damomtuted to be valid predicum of suctess in the partu:ular job under oons:deratvon and alter-

» nativeerﬁenaamnotavallable . .
- (‘ . . . . . . . ::: . ) - -
s
: Title IX of the 1972 Educatnon Amendmemf T‘tle ‘21 of the le Rights Aét, and Exeeutwe
Order 11248 ,

Z The Title IX Remlatbq states that. pmgnant employees may not be forced to leave their pdst
_ tions at an arbitrary date established by administrative policy. The determination of the time at
. which a pregriant woman- mby be unable to continue professional duties must be made on the basis
. ofmodncd;eonmltaﬁoubemeen a woman and her bhysician. Sick leave pay may not be denied for
medical'conditions related o pregnancy if it i$ provided for other forms of temporary disability.
Similarly, Title tX and :elatg case law require that pregnancy and medically-related conditions be
y treatodas mhar torms of» tempgrarydlsabllny _ _

' 2-. _— 4
Wﬂu‘y Eduecuon Exuhpld’, ; - o -
Exlmblci ; L Q - ‘& .
e M
#° ° Title X of the 1972 Education Amenémems Title Vil of the Civil Rights Act, Executlve'*@

Order 11246 and the Equal Pay Act ¥ -~

- :-r Male and female m!tructors carryhg out _@qunvalent job responsibilities must be paid mparably
iap in pay (either in initial pay:lewel and/or periodic increases) without etidence of

*®, sulfstarmal erences m the job functlons or’assngm\ents is discriminatory.

"

f o .S $ = '
Exvnp{ai’ % ﬂ'-'-‘: e - AN T Lo
-y Jitle 1X of the 19’lz.Eduqatlon Ameqdmefm Tltle Vi o’he Civil Rights Act, and Executive
tQtder 11246: - o ) . '

0
lefprentlal ovision of medical msurénce aﬂq health services for male and female students and
ewxloyees is prohibited by Title IX. Di'-fferé’ntlal,health services and benefits for female faculty mem-
is alio in vnolaqo(l of Tltle VII of the CMI nghts Act and Executive Order 11246.

. ‘ ‘.“& ,f‘ - . . a . ’ b
EXW/Q,J .0‘ ) - . P 4 .
. LM J .. -
S T'tlo IX of the 1872 Educatlon Amendments, Title VII of the Civil nghts Act and Executive
Order 11245’ %o s
P .

Although the Title IX-Reg Jlation doés not prohibit nepotism rules, they are prohibited when
applied in a manner. which results.in a dlsparate impact on one sex. In this situation, the lack of
policy specification would’ contnbutelto the potentially selective use of a nepotlsgn prohibition a$
a pmctm to deny tenure to females oh the basis of personal preferences or biases.

v

_‘\‘_; e 4._', . ‘49 .;'4.‘5
- a M ) N )
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Example 4

Title VI of the Civifﬂights Act and Executive Order 11248:

The assignment of an employee to a position'gn the basis of race and sex would be a violation
of equal opportunity principles. An applicant or employee is legally entitled to consideration for
positions on the basis of his/her qualifications for those positions and without regard to his/her race.

References for Further Reading

~

Foxley, Cecelia H. Locating, Recruiting and Employing Women: An Equal Opportunlty Approach.
Maryland: Garret Park Press, 1976.

McCune, Shirley and Matthews, Martha. /dentifying Discrimination: A Review of Federal Anti-
discrimination Laws and Selected Case Examples. Washington, D.C.: Resource Center on Sex
Roles in Education, Nationql Foundation for the Improvement of Education, nd.

-
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‘ . ) N . B
Monitor implementation of Employment Laws ' -

Exercise 9 ‘ ' P

-

Purpose: To examme simulated employment data in order to gain sklll in monitoring the implemen-
tation of employment laws.

Directions: Given the information on the following pages foe the Cady School District in the State !
of Stanton, answer the following questions" &

1. How many people are in each category in the Work Force Analysis?

Men - Women
Principai
Assistant Principal .
Counselor )
Teacher _ oo —_—
... Clerical
7] B —— ————
% Librarian ' N
o Accountant ‘ - 3 \
A
Maintenance
2. Compare the salaries. Whpse are the highest? Whose are the lowest? . ' /
: e
3. What other information, in addition to salarles would you need * have before suspecting
sex discrimination?
4 Which categories of Salaried Staff are ciosest to meeting their goals for employing more
women? "
' L Y 1 . .
5. What additional mformatn‘would you need before making recommendations?
*Turn to page 63 to /che‘ck your answers.
. T
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Wotk!oru Analysis iy . 1
3 rbe, {W"Aw"‘ Z B

JOB TITLE _\ WAGE _ eedcone T T EEx

A
Principal o 21,648-
' 20,542

3 . 19,432

18,679

17,632

16,000
14,600

Assistant Principal 18,000
- 17,569

17,000

16,500

(
4

@
-—bd emd b b b b b

ﬂj;zzzz

-—d —l.r' -—d
;

Counselor. . 16,999 -
. 16,878 -
* - 116,000 *
: - 16400
15872
15,361 o
{ 14,898 -

Teacher ~ 4 ~ 14,9
14,69 :

o’

TTTMTMITT NI

'agrical ' ' 7,321

o
]
N
= N——

Librarian " 11,896
‘ Accountant ’ 13,492

Maintenance ‘ 9,808

\ / 9,012
k ’ ]

-—b
S
Ph WWWWWWW RNRNNRNN NDRNRNNNRNN

©
o
8
oo on

The six EEO Categories are:

1. Executive/Administrative/Managerial 4. Technical/Professional
2. Professional non-faculty 5.  Skilled crafts
3. . Clerical/Secretarial . 6. Service/maintenance °
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TR , Number of Salaried Staff o
' : for Stats of Stanton
TR g
| Total Staff Total Staff Net.Change Total Staf{

. EEO asof Year  asof 3rd in 1977 Predicted for.
. CODE End 1976 Quarter 1977 o Year End 1977
1 282 267 -15 282
2 819 . 776 43 839
3 632 - 607 25 646
4 349 291 . 68 362

»
5 197 198 o 191
8 m . 138 +27 m
2390 22717 -103 2431
-
Number of Women Selaried SB
N - ’ r ' ‘ N
EEQO - . - Total Women  Total Womer®  Net Change Women Goals
AEEQ Staff as of Staffasof - in 1977 for 1977
CODE Year End 1976 Year End 1977 . :
21 T 8 - 8- sT 8
2 83 sg 0 \ao
3 a94 a0 -24 501
4 26 _ 27 +1 36
5 a3 55 +12 , 46
. “@.; 4
6 % 5 5 0. j 6
o, @29 618 - on S 658

>
et N
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' Momtor Qtnplanmunon of Employment Laws;

Exercise Sa =

!J_Ieii Women
Principal - 5 ‘ 2
Assistant Principal 3 1
Counselor 3 . 4
Teacher 0 5 2}
Clerical ' _ o ' 0 7 N
Librarian : . 0 1 v
Accountant 1 -0 TaE

4 0 :

" Maintenance
' Highest men, lowest women

Length of time on the job
- Educational background .
" Additional responsibilities such as driver’s training, coaching, ne\l'spaper

Category 5 hoped for 3 but added 12

Category 2 did not add the 7 they planned but considering they lost 43 in that category Iast
year and no women it doesn‘t looksobad . .

Category'4 only added 1 mftead of the@®tliey planned, but consndermg they lost 58 in that
category last year and{no women it doesn’t look so bad A :

*
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' iﬁm (n) Assist local educational agencies and other inter: asteg parties in the State in improvmg
vocatronal e;lummnnppnmmneﬂor_\uomm

Objective: To beeqme familiar with a range of strategies and techniques in order to gain. kil in
. assisting local educational agencies and other interested partles in the state m lmprov-
ing vocational education opportumtles for women, =/ ‘ R

Background lnformatnon ”

In Woman in Vocational Educatlon, Manlyn Steele.oo‘mrnents that "Pressure for societal change
must emanate from organized efforts” (p. 134). As your state’s sex equity pegson, you can provide
- invaluable service by assisting local educational agencies and other interested perties\® improve vo-
cational education for women through organized efforts which you may mmate or fmll'ﬁte . These
organized efforts may provide direct or indirect assistance. o . .

An example of mdlrect assistance involves your influence at the state agency in creatl a clamate
" for change. The incentives that are adopted by.the agency for eligible recipients to encou the*
_enroliment of both men’and women in nontraditional-courses of study and to develop model Rrograms -
""to reduce sex stemotypmg in all occupations will be useful to you in your efforts Included below are -
the mcentlvas included in Maryland’s State plan:

INCENTIVES -
Section 107 (b)(4) A 5K}

1978-82 Objectives: " o |
6.19 Devalop and use the followmg mczentlves to be provnded to eligible reclplents
‘ so that the recipients will encourage the enroliment ef both-men and women -
'in non-traditional courses of study, and develop model programs toreduce
sex stereotyping in alFoccupations. - o A

8:19.1 ° Contracts for the purpose of funding exemplary and mnovaﬁve pro;ects shalﬁ
give priority to programs and prolects designed to reduce sex ster¢otyping in
~ vocational education. -

6.19.2  Publicity will be given*to LEAs and Community Colleges whose programs
have successfully dgponstrated overcoming sex stereotyping and sex bias.

6.19.3 Priority will be given to new programs of vocational education that mclude
’ provisions to eliminate sex bias and sex stereotypmg ¢

6.19.4 - Priority will be given to work expenﬁ*:e and cooperatlve education programs

. that place students in non-traditional work experiences.
-

6.19.5  Where program maintenance is necessary, priority will be given to\rograms
. that include provisions to elrmmate sex bias and sex stereotyping. .

' 6.19.86 ' Priority will be given to the developmept of curriculum and guidance and
’ tastmg materials that encourage the enroliment of both men and women
in non-traditional courses of study. .

64.
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o

6.19.7  Priority will be given for the purpose of funding exemplary and innovative
projects-which-will-provide-support-services-for women-who-enter prograngs ————|—
. designed to prepare individuals for employment in jobs which have been .

. traditionally limited to men, including counseling as to the nature of such

programs and the difficuities which may be encountered by women insuch  »

programs, and job development and job follow-up services. : T

» §.19.8  Priority will be given to programs designed to meet the needs of r;m -
described in Section 120 (b) (1) (L) of Title |1 of Educatiog Amend of -
1976, including special courses for such persons in learninfffhow to seek em-
ployment, and placemengt services for such ‘graduates of vocational educatlon
. programs and courses. -
6.19.9*\Pnonty wnll be given to support programs or Fro;ects deslgned to improve the
qualifications of persons serving or preparing to serve in vocdtional education
programs that contain provnslons to overcome sex bias and stereotypmg in
_vocational education. . i

'6.19.10 Pnonty wnil be glven to occupatlbnal ht:me economlt:s prog;ems which provide
" - - day care services for children of students in secondarv and postseeondary vOCa-
tional educatlon programs
6.19.11 Priority will be given fo guidance antfcounselmg training thCh is desngned to
acquaint guidance counselors with:

, (A) the changing work patterns of women : , =

K S y, (B) ways of effectively overcoming occupatlonal sex stereotyping - o

(C) ways of assisting girls and women in selecting careers solely on their .
occupational needs and interests, and to develop improved career
counselmgmatenals wlﬁ:h are free o

-

Amanda Smlth the dlrectof of the New Pioneers project in North‘Carolma provndes the follow-
mg recommendatlons for workmg wnth Iocal dlrectorS'

ac.

?" “Provide introductory inservice on sex bias before asking Local Directors to commit
*.themselves to plans. At least one, perhaps . sessions are necessary. In North
~ Carolina, Local Directors meet regularly in ional meetings, making inservice,
. easy. Though you wilt probably notbe abj to become familiar with gach LEA’s
. situation, remember that there are-many conditions that may influence the respohse
ta, your program:glocal attitudes, Ieadershlp styles, unrelated local crises, and a full
spectrum of individual attltudes and personal situations of tHe Local Directors
themselves. : _ .

b. Pilot Units. The t way to become familiar with typicall ganizations
is to establish v Iunt pilot units, to be visited individually f loping local
plans. oo T

-3 . . e

c. Develop a planning guide based on your work with pilot units. Decide whether

' your guide would be more effective if it is simply a list of Ieadmg questions, or

if it should include recommended activities.

a8
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d. F:m Yeer Plans. Explain planning buide and recommended ectuvitues at Local -
Director meetings. Group sessions should be satisfactory, if follow-up is provided - _
- by-Area Directors to assure that Local Dumcton do complete their sex bias p{éns

~ on their own.

e. Second Yesr Plans. The second year, if at all possuble,vlans should be dlacussed
mdeuaIIy, as some Local Directors wull have done a good deal, others vurtually ‘

nothlng ' : '% o

f. Atall times be prepared to give Local Directors all the su,;po'rt they ask for,; in the
- form of letters, memos, telenhone calls, or personal visits to explain the project to
their supermtendents

g. Make clear to the Local Directors what services they can count on you for-local
teacher workshops, meetmg with prmclpals or.whatever. . )

\\ information and A Services o .
a. Srortpmsenmtron. (faculty meetings, mini-sessions at conferences). We recommend
- - 25-30 minutes to outline the philosophy of the program, identify the nature and
4 impact of sex bias, and tell a few stories, followed by twenty minutes of questions.
. Forty-five minutes is really a minimum to do anything useful. It is enough to
“ define terms, dispel misconceptions, and perhaps raise some mterest but will.
'« hardly motivate much change . .

b. ;Tuo-hour wdrk,shops arelo 1 nough fora good mtroductory jon—timetogo
4 Into some detail, and to sug'g"l e possubleactuvutuels for chan -

c. Al day sessions allow time Yor quite a lot of substance, for F§mall group involvement
in Ieammg activities, and for planhmg* To be reaIIy useful follow-up actuvutles are
' |mpomm : ' - \

d. Informaﬂan package which can be mailed, and which is therefore mdependent of
' - the project staff (crucial if your state is large and your staff is small). We decided
* to make our own filmstrip,* but it might be possible to buy one, or make up a
comtbination of fulmstrup and handouts, or whatever. Such a presentation should
include: the origins and symptoms of:sex bias, the unconscious nature of mest
: biased behavior, and the effects of sex bias on both men and women. Our filmstrip
/ also touches on the need for lifetime planning, gives some statistics on women
E ‘ workers, some.average salaries for typically male and female jobs, and discusses
: the advantages of mixing occupational programs, with’ many plctures of programs

that are alr‘y *rmxed

e

<*Triwhilmstrip, “I'm Glad I'm A She,” “I'm Glad I'm A He," is available on loan from the

Dop“lmem of Publlc Instruction, Raleigh, North Carolina. Unfortunately we are not set up to
1 sell it, but we wuuld be honored if you would Ilke to make your own copies and return the origi-
" el to uo. o : ; . . g :

v ! .
- . . : .
. . >
. d
e ) _ . . R .
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_ Local Courses for Teacher Certificate Renewsl Credit. One theme has run through these
~  recommendastions: the importance of giving teachers an extended opportunity to under-
: sund tho implications &f sex bies. ‘

Although the information services sbove are necessary, they are all too brief to provide
percolstion time. Also, they are all too dependent on state staff. A good program should

* be under local control, with local isaders. Therefore, the most valuable use of project
staff time is likely to be in tnlmmcd leaders. «

" a.  Promoting o‘nproynm Some states may be able to be more directive than we in
North Carolina can be. Ofr agency has more a ‘‘service’’ than a “regulatory’’ func-
tion, and there is no way we can require any LEA to take part in the program.
Therefore, unless you enjoy the luxury of a command performance, a solid pro-

- mtuon is necessary: X -

/
M luclude statements of support from your chief state school ffvcer Durector

+ of Vocationasl Educatlon and anyone else whose endo

(ii) EmpMasize that the coursp will provide a program which
] substance to Title | X efforts, reducing say hostility to the law on the
™ “ part of teachers, and providing clear evidence of the LEA’s desire to comply

with the spirit as well as the letter of the law.

(i) Emphasize that the course will be locally controlled.

(iv) Emphasize that the training is free, contingem'o“nly on a commitment to
support the course i publicity, logistics, and financial resources. (It is
important that you get this commitment as solid as possible, otherwise
you are setting trainees up for disappointment or frustriition.)

(v) Publish alist of the topics to be covered, using down-to-earth catchy phrases
that will make the course sound interesting. This is crucial, as most people
will assume you are offering a program purely on sex discrimination, a topic
which they are likely to re 1 unpleasant.

. A p
(vi) Direct the invitation to t Superintendent, Director of Staff Deveigp-
ment, and the Director of Vaagtional Education, as the individual who actually
makes such deécisions will vary from LEA to LEA.

b.  Who should recedve the training? ’r}omimes should be any one to whom other teachers
. can relate comfortably. _Therq need‘?wm to have any previous knowlgdge
of sex biss. Indeed, there moy some disadvantages if they afready have a local
rep@tation for being hippéd on the subject. ’

e If your funding is categorical vocational funding, as ours was, your trainees will
have to be vocationally funded teachers, or guidance counselors. However, we also
had scademic teachers or centval office staff when the local agency was willing to

heir expenses. As far as we could tell, the individual’s academac or vocational
bac ground made no differencé in their effectiveness.

.
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" answer tough questions, etc. |f you have the.resources to provide them with muiftiple

N |
How many? Because of financisl restraints, we accepted only one from each partici-
pating LEA. However, ltmofmhardonourudnmtohmnopnrmﬁ-two
wouldboboturifyouanaﬂordit .

How long? In North Carolina, tegchers earn one amfmtc romwal credit for each
ten contact hours. We plannsdastir local course to be ten lessonlof two hours each,
and worth two credits. The training session therefore fit essily into five days, with
sach morning or afternoon representing one lesson. As our trainees also had supple-
mentary sessions oh special subjects, materials, snd methods, they received throe ,

credits. .
Tnd)hm”aurbkmwbeaeomlm%le We gave each p

written out completely, plus either speaking discussion questions, or acti
The assumption should be made that the trainees know nothing sbout sex bias, lnd
they should be free from all necessity of having to take subject matter notes. They
ﬁwld,howm,boonebuupdtoukenotaonmothodsofappmcﬂ;wmto’

eopiatobeuudwimﬂuirstudenu,somuchthobmg. )

Condiucting the Training Institute \
Beyond substantive preperation, your biggest job is to kﬂp your trainees loved and
cared for. Any wedl-long training session is exhausting siyway—this one is
emotionally cxhaumm;too‘

(i) Hold the institute in a place which is comfertable and prov;da some oppor-
tunity for recrestion, even though many' trainees may work too hard tospend
much time in the pool. “

(i} Build in opportupities for informal follomhlp between the participants, rather
than ﬂmply hoping for them under the heading “’free time.” For us, itwasa
deily wine and cheese party. In addition, one evening participants were sssigned
10 go out to dinner and to the ma#ies, or watch television, and report on sex
stereotypes the noxt morning.

(iii) Participsnts must be given an opportunity to express individually how they ore
fesling about the experience, which may be sn-exhilarating, upsetting, or de-
pressing one for them. Written letters fronv sach participsng worked well for
us. With adarger staff, individual conferences might be possible, though some
people wifl exprus obje;tlom more easily on paper than face to face.

liv) Voices of oxponbnu, i’ the . of folks who have already taught w
. such a course is enligivtediNys roawring can share their experience,
Nice but also offering living proof“lhlt it is possible to

not only giving ¢
discuss sex btes and AN B
(v) Heiping the Tm'naas Plan— b o

S/
Our ttainees’ greatest concern yncertainty as 1dfivhat we expected 6f
them, and how best to ahieve their goals. However; whis their written plans
were completed, thw feit confident. T




Thursday afternoon, and gave the participents Thursday night free to com-
plete their written plans. (We required the written plans as a condition for
receivirig credit, in lieu of # final exam.) As we heiped teachérs plan, we
.. tried t0 ize they did’“notpod 10 develop lesson plans (the Black

T - ¥ Book provided those) but rather cqneider all of the decisions tey would

;e have to make and contingencies they would have to face in erder to establish

8 successful program. Because weithéw each penon\rould face a differpnt

laesl situation, we phrased our planning guide entirely in terms of questibns.

@lany aress are beyond our control, snd o recommendations from

us would be appropriats. Howeter, thmmmnroaswherevﬁr

could make recommendations.

F
' g. Support and follow up¥ Ideslly, each traines should be visited. Those who are
having difficulty can profit from the support ofithe state consultant in meetings
with their local g8ministrators, and in private discussions of whatever problems
or worries they may have. Visiting the successful programs gives the state consultant
8 weeith of ideas on how tosolve problems in other places. If individual visits are
impossible, letters and phone calls can be substituted if they are done on a regular
besis. A follow-up conferance is strongly Izﬂ'm'nmdod It should uke place
sround November or February, when trai hmhadachlncetogetwell into
their , but there is still time in the school year for those who have not
started to pfofit from their fellows’ experience. A folloyw-up conference should
be a learning experience for the state staff, with reports yom trainees being the
"‘\bw: for refining the program for the following year.
e

"’\

Other Activities

L ] The pladiling should not be left till the very end. We had it

a. Public Information. |f permits, an organized program of reaching employers
shouid be undertaken. |fthis is not possible, every opportunity to speak to com-
’ munity groups, school related groups, college classes, or do newspaper interviews
and radio and television appearances should be taken. |f the Project Director en-
joys writing, opportunities to publish articles in trade and education magazines
about the program-can be sought out, as this topic is a éimely one. The resumne
reprints can be usaed as conference materials, as well as public relations vehicles.

b. Working Dimcdy with Students. A small staft working on the state level will spend
most of its time with administrators and teafhers, rather than directly with students.
- Any invitations to work with students should be used as research opportunities to
get direct feedback on their attitudes towards the problems of sex stereotyping.
Resulting data and anecdotes should be fed back into the pmentatlons used with

administrators and t #
< e

References for Further Reading

. LJ

Smith, Amenda J. New Pioneers: A Project to Eliminate Sex Biss in Occupational Education,
mmd Recormmmendations. Raleigh, North Carolina: Department of Public Instruc-
t

Stesle, Marilyn. Women in Vocations! Education (Preject Baseline Supplementary Report).
Flagstaff, Anzona Northern Anzona University, Pro‘ect Baseline, 1974.
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Pmpou

- other interested parties in the State in

.
.,,\;?j?

Assist Local Education Agencies
Entchﬂo

To find suitable strategies and tochniqua in Vocational Education Sex Equity Strategies
that solve sample problems in order to gain gkill in assisting local educ&tlonal agencies and
ggf ng vocational education opportunities for

womén. .
*

Dincuom Your sex equity office has set up a WATS line to sssist LEAs in improving vocational

*

Chapter |

8)

b)

a)

.b)

sducation opportunities for women. Find solutions to the following problems
that have been phoned in by Iookinb up resources and strategies in Vacational Education
Sex Equity Stntagn: the companion package to this publication.

The vocstional education director at Susan B. Anthony Vocational Center is looking for
materials to use with one of herachool’s counselors who refuses to recruit nontraditional
students. After twenty-five years of experience this counselor believes in men’s work and
woqms work. What resource might refute this belief?

Girls enrolled in auto mechanics courses at Sojourner Truth High School are complaining
to counselors that their teachers use sexist language as though only boys were in the class.
When one of the counselors expressed dismay over this problem during a faculty meeting,
seversl of the mechanics teachers became highly dofermve What odvm 10 the coun-
selocs wou heipful? ‘

"~ Chapter I}

The principal of Margaret Sanger Community College is planning a workshop for some

.agricultural education teachers who object to mixed classes. She wants to help them .

understand how sex stereotyping is unfair to women. She feels it is advisable to incor-
porate some humor in the proceedings to get the message across in a non-threatening
way. What resource might be useful?

Some giris at Abigail Adams High School are upset because their parents think they should
prepar®for a low-paying, traditionally female occupations such as clerk or waitress. How
can the counseling center help the situation?

Chapter i1

a)

b)

The public relations director of Harrigt Tubman Technical Institute has been asked to
lsunch a campaign to encourage mature women in the area to enroll in nontraditional
programs. So far what's planned is a series of newspaper articles and mass mailing of
brochures to women'’s qgg:ations. What advice can you give?

The Stanton State Vocationsl Guidance Association has asked you to lead 8 workshop on
planning recruitment strategies to incEaase nontraditional enrollments What materials do

you hsve that will be especially useful2 *
’
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a) This year at Mery Baker E igh School the first girl rolled as an industrial ‘W,"
arts majong By the end of the semester, however, she had out.- Aconverss- . -
tion with the guidance ormulodtlmmeglrlhadfcltiaolandinherclm; »
What steps can the school's services take to prevent this situation from hap-
pening next yesr? : )

b) When the counselor at Mary Baker Eddy High School investigated further, he learned
that neither the industrial arts teacher (all were men) nor the other students had taken

~ the nontraditional student seriously.. Either they teased her or tried to be over protective.
How can the counselor convince the teachers and students to behave differently?
X )
Chapter V

a) Most union apprenticeship programs have traditionally been closed to women. Conse-

quently, the trade snd industry teachérs at Eleanor Roosevelt Regional Career Center
 feel it is pointless to enroll women. They want to know if anyone has ever achieved union
support for mm women apprentices and if s0 how?

b) The new vocatiofial education jrector at ﬁolly Brown Technical School has discovered

. that the Advisory Council has disbanded from inactivity and poor leadership. What infor-
mation is available to guide setting up an effective Advisory Couneil responsive to sex
cqqity?

Chapter-VI

a) A vocational guidance pro'?mor at Amelia Earhart University is dealing with interest in-
ventories in one of her classes. What resource can supply information on Mment and
selection issues? _

b) The Crandall County Home Economics Instructors Society intends t}investigm‘ho'me

economics textbooks for sex bias and sex stereotypes. What resources might be heipful?

Ctillpter VII | - P

b)

The vocational education department at Annie Oakley High School is planning a needs
asssssment as part of their action plan. What techniques/resources can you recommend?

As part of the school’s vocational education action plan, Florence Nightingale Community
College intends to review employment practices to ‘‘set their house in order.” What mfor
mation can you offer tha‘t'vyould be helpful in formulating ob)ectlves?

¥
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——
‘umtidn (ll) &l‘&e X ) to the State board, the State advuory council, the National Advisory |
jonal Education, the State Commission on the Status of Women,
( ¥ the Comrﬁhuoner and the general public, incis individuals and organizations in
. s + the Stite concerned about sex bnas in vocatlond cation, information developed
BS undemhn sectuon

—

o @

.. Opi.&iv“ _ " . To. galn }/ amiliarity with a broad range of dissemination strategies in order to gain

Y sKill in making readily available to appropriste agencies the information developed
. ' ‘through your position.

LA

Background Information

Another way you can help create a climate for change calls for a systematic use of the media
both to motivate change and give recognition. Marilyn Steele, calling the media the primary influence

for change in our society, says we need to fearn to use the media for this social change. There are

severs| ways you may want to use (or recomriend that others use) media to provide assistance:

®  introductory letter or brochure describing your functions and services

33

° frequent press releases

@ radio/television public service messages
® documentary film, filmstrip (state-based) (
o posters

\
®  bumper stickers

/

information handouts ]
®  newsletters \

The potential impact of a public relations campalgn through media.at both state and local levels
should not be underestlmated ' -

A key function that can be served by media is to provide inforf§ation to all of the groups de-
signated in the Final Regulation: the State board, the State advnsorv ¢ouncil, the National Advisory
Council on Vocational Education, the State Commission on the Status of Women, the Commissioner,
and the general public. One advantage of media is the ease of publication for effective dissemination,
an important consideration because of your many demanding responsibilities. For this reason, you
may find it advantageous to establish a WATS (Wide Area Telephone Service) line. If funding is
available) this would be an effective use of additional personnel who could be trained to handle in-

quiries,

The sex equity movement has been underway long enough that many “interested parties’’ exist.
One of the most important ways you can provide assistance is to identify these persons and promote
collsboration between them and local educational agencies. This will be far more productive than
to attempt to solve everyone’s problems yourself. You can, for example, establish a network of
communication through periodic mailings, regignal and state conferences, and visitation promotion
that will enable problems and strategies to be shared.
. * :

~

Y \ 72
N 7; «



¢ 7

‘Make Information Avsilable to a Variety of Audiences

N~ .
‘ Exercise 11 02
Purpdu' To brainstorm as many suggestions as possible ow you, in your jdb role, can make
information about programs and activities i tional education designed to reduce sex
bias and stereotyping available to a variety/of audiences. . o ({ —

Directions: First, in addition to the audiences specified by this function (e.g. r}e State advisory
council, tH8 State Commission on the Status of Women, the gener#l public), think of
individuals and organizati8ns in your state concerned about sex bias in vocational edu-
cation. Then jot. down as many ideas as you can on how you can make information 9
about programs and activities i vocational eduagtion designed to reduce sex bias and
sex stereotyping available to the various audiances. .

‘ Al you think of suggestions, remember the followmg basic prmcuples of bramstormmg

e The purpose is to generate as many ideas as possnble wlth‘#l' a short period of
time.
F(k-
e Therewill be no evaluation of ideas. Although an idea may appear to be im-
practical or unworkable, that idea may stimulate somethmg which would be
highly practical and work&le
\

You can add to this sheet some of the ideas in Vocational Education Sex Equity
Strategies or some of those generated by colieagues that |d be particularly relevant
to you in Zf-lf job situation. Then compare your list of ions to the list on page

1

74 compiled lyy sex equity coordinators who pilot tested these materials.
Audiences: R
" Information Strategies: ‘
Y
L L
; .



‘Wake Information Available to a Variety of Audiences '
“ Exercise 11a !

The following list of wqouﬂé\ Itedi-from a brmmtbrming exercise by sex #quity coordi-
nators who Eilot tested these materisfs: ‘ - 4

io interviews '

Utility company mailouts

Newspaper articles ‘ P
Feature articles ‘}
Newsletters—use established ones, Start new ones
PTA programs -

Public appearances at community organizations
Vocational education magazines
Legisiative contacts

Youth organizations a4 :

Orgenized labor - - - el . =
Civil/human rnghu*orunizatlons . )
University teachér educatg < '

Centacts through professiofief and social groups

74 , 76




- 4 ﬁ ) . . N
Funesion (i); Review the seif-evaluations required by Title IX. |

. ~
. : A

"~ Objective: To become familiar with the Title IX requirements for vocational education self-
evalautions in order to facilitate reviewing the self-evaluations required by Title IX.

Buckgound information

s ¥ Whilglchooh and educational agencnos are required to do the Title IX self-evaluations and keep
them on file for Federal requests, they are not required to provide the information to you. How you
implemént this function of your job will depend on the policy and protedures of your agency and
the relationships that have been established with the logal education agencies. It is probable that
more guidance on this function will be forthcoming from the Bureau of Occupational and Adult

“Education, U.S. Offic/e)of Education. L .
Mnnha Matthews and Shirley McCune in Complymg with Title IX: Implementing Mnstitutional
Se/f-Evaluation, indicate that in order to assess and evaluate p t compliance w%:;uimmnn
lan

of the IX Regulation for nondiscriminatien in vocational edlegtion and to pls ry modi-
hﬁut it will be necessary to: ¥ o F
Review the following materisls: , rox
Materials concerning vocational education and related ¢ programs 'prowded
by either vacational or non-vocational elementary and onda schools +
® :
-~

L copies of graduation requirements .

® copies of policies governing student assignment to courses and’ programs of
vocational education

~ ®  copies of student handbooks . '

®  copies of all descriptions of vocagignal, technical, industrial, business, and
_homée economics courses g .
copies of all curricululn guidc relating to content, activities, instructional ,
methodologies or requiremerngls in vocational education and' related courses

o /
- \- Materials related to admissions to any schools of vocational education operated by
the district ‘

® copies of all policies concerning student admissions and admissiofis requirements
~—__o , copies of any documents describing the admissions procedure
stateafent of admissions criteria N
copies of all tests used to determine eligibility for adrhission i .
copies of all application forms used for student admissions
copies of recruitment brochures, catalogs, or other materials distributed to

- T4
L N N J

licants.
%m of any materials used by counselors in rcferrmg students to vocational
schools .

Collect the following data:

Data concerning vocational education Lvd refated courses amd programs provided by
either vocational or non-vocational elementary and secondary schools

#

e
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. ®  courss enroliment by sex in all

- ~
vocational courses
technical courses
_industrial courses
business courses :
distributive—cooperative education courses
home economics courses

‘e fist of student placements and compensation by sex in work-study programs
L descnpﬁon of practices and/or criteria used for referral or assugnment of students to

voeeti%edueatlon courses and programs
Data related to admrslons to any schools of vocational educatlon operated by the

district -
®  number of students admltted by sex for the current academic year and the year
preceding

®  for any tests used in determlmng student eligibility for admission, the average & and
median score obtained by males and females during the past two years
® alist of all institutions at which recruntment efforts are made with enrollment ™ %,wg

. of-each by sex
® 3 list of all institutions whlch regularly refer appllcants for admmion thenr
-enroliment by sex and their referrals for the past two years by sex “

References for Further Reading

Mathews, Martha and McCune, Shirley. Complying with Title IX: Implementing Institutional
So/f-Evaluation. Washington, D.C.: US Department of Health, Education, and Welfare,

Office of Education, nd.

L
wrheyden-Hilliard , Mary Ellen. Cracking the Glass Slipper: PEER’s Guide to Ending Sex Biss in
Your, Schools. Washington, D.C.: NOW Legal Defense and Education Fund, 1977.
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wmving Tiﬂo 1X Self-Evaluations
Exercise 12

Directions: Use the following checklist to bractlce reviewing a Title IX self-evaluation to find

if the education agency preparing the self-evaluation is in compliance wnth Title I1X.

. Discuss your eonclusions with eolleagues

. o Yes No
~ Vocational Education and Rflated Courses Provided by Either |
Vocational or Non.vocational Elementary and Secondary Schools
1. Are graduation requirements the same for females ahd males? (i.e.,
: if industrial arts and home economics af® required, are both required
for students of both sexes?) ‘
2. Does the student handbook make clear that all vocational and related
* courses are open to students of both sexes? .
3;, Are all vocational education and reli)ted course titles and descriptions
gender-free? ‘ A
4, Are 8l vocational education and felated classes conducted on\a co- e
educational basis? , 2 F
5. Dpall vocatlonal education program and curriculum guidelines make o .

cleal that all courses are to be provided aqually and under the same
conditions to males and females?

6. - Are all criteria for the assignment of students to'vecational and related
courséll and programs free from differentiation on the basis of sex?

7. Is the enroliment of students of one sex BO percent or above in any
courses or programs of vocational education? If so, have been
taken to ensurd that this is not the result of sex discriminati
counseling or counseling materials?

Admissions to Any Schools of Vocational Education

1. Are all decisions regarding admissions to schools of vocational
education made without regard to sex?

‘
a. Without giving preference to one person over another on

Jpﬂthe basis of sex?

b. Without ranking applicants separately on the basis of sex?

c. Without applying numerical Iimitations (quotas) on the number
or proportion of persons of either sex who may be admitted?

®-



- d. Wlthout applying different admissions criteria on the basis of

.-sax?

2. Al'e all tests or criteria used in admmlons free from a dlsproportlonately
- adverse effect upon persons of one sex? If not, have these tests or
criteria been shown to predict validly success in the programs concerned;
or have questions and tests which do not have such an effect been shown
to be Unavailable? * : e

\lb

3. Areall admissnons decnslons made without reference to any rule concerning -
~ thg actual or potential parental, family or marital status of an applicant ;@‘2

whlch treats persons differently on the basis of sex? "

- 4, Are admisslons forms or mqumes free from items concormng the marital .
status of applicants?

6. If admissions preference is given to applicants on the basis of ﬁnndance
st a school which enrolls only or predominantly students of one sex, is it
given in such a way to prevent discriminatory effects on the basis of sex? - Vo
- li.e, is such preference given to comparable numbers of females and

males?) - -,

6. Are recruitment efforts made without regard to sex? |If student are recrunted
- from institutions which enroll only or predominantly stiidents of one sex,
s such recruitment conducted in a non-discriminatory fashion? li.e.,
v are students recruut:d%ually from boys’ and girls’ schools?)

7. If admlslons have previousl n limited to students of one sex, have
specific steps been taken to encourage persons of the prevnously excluded .
sex to apply for admmlon? ‘ .

If the answer to ﬂy of these questlons is “no,” modifications and regnedial steps will have to be ;
taken to achieve compliance with Title IX. * 7" ’ ' '

Source: Matthews, Martha and McCune Shirley. Complying with Title I1X:- Implementing
Institutional Self-Evaluation, pp. 36-37.
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Function (j): Review and sub:h recommendations with respect to overcoming sex bias and sex
stereotyping in vocational education programs for the five-year State plan and its
annual program plan prior to their submission to the Commissioner for approval.

" Objective:  To examine your State plan for mcluslon of required and optional provisions relating
; tosex equity of Title li.of the Education Amendments of 1976 in order to gain skill
. in reviewing and submlttmg recommendations with respect to-overcoming sex bias
and sex stereotyping in vocational education programs for the five-year plan and the
annual program plan pnor to their submission to the Commlwoner for approval.

Backgr“ .Infonti;tion

One ot;your |mponant functions as state sex equity coordinator is to review the vocational
education flve-yﬁ' plan and annual plans. This process involves making recommendations with
respect'to over mg sex bias and sex stereotyping in vocatoon_gbveducation programs prior to the

- plan's wbmlmonw the Commissioner for approv* B v . phim

’ Rl

, optlonal provisions relating to
mendments of 1976. The next -
Fprovisions and reviewing skills

The basis for recommendatlons will be the n
sex equnty clted in the Regulations for Title Il of the Ed
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Does Your State Plan Meét

Remmmenu of T'tlo ,ll
of the Education A ts of 19767
Exercm 13
o . N d |
.Directions: Review the section ) of your state plan that includes the prowsaons for sex equnty
Use the checklist below to note the mclusnon of the required provisions. .
2 ) . . . - . » _" YéJ
. Rk _ : A
1. Selection of full-time personnel to eliminate sex bias and
discrimination in vocational educatton programs -
a. to furnish equal gducational opportunities in vocational
education prog to persons of both sexes A
b,. to eliminate sex dlscrlmmatlon and s‘steﬂotyplng from !
« all vocatnonal education programs
c. to undertake the following functions: :
1) taking.actions ngcessary to create awareness of programs, )
and activities in'vgeational education designed to reduce
sex bias and sex gger, typlng in all vBcational education
programs, inclidingi the State board in publicizing
the public he ‘ ‘te plan - .
2) gathering, analyzing, and disseminating data on the status -
of men and women students and employees in vocational
,educauon programs of the State
3) developing and supporting actions to correct problems brought &
to the attention of this personnel, including awareness of the‘-- )
Title BX complaint process ‘
& .4}  reviewing the distribution of grants and ‘contracts by the ) (
State board to assure that the interests and needs of women .
are addressed in all projects assisted under this Act . .-5/ —_—
5) . revnewmg all vocatlonal education programs (including work o
study programs, cooperative vocational education programs,
apprenticeship programs, and the placement of students who .
have successfully completed vocational education programs)
in the State for sex bias L3
7 -
’ ‘ g momtormg the implementatiorf of laws prohibiting sex
’ _-dlscrlmmatnon,m all hiring, firing, and promotion procedures _
wnthih the State re ‘tmg to vocational education : —_— _—
7)  assisting lgkal educational agencies and other mterested parties in \ ,
the State in |mprovmg vocational educatlon opportunities fer
women , ’ N _____(
| 80 I
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. v { /

8) makmg available to the State board, the State“advi cogncnl
the Nationel Advisory Council § on’ Vocataonal Educatla\&ﬂn
State Commission ofi the Status of Wamen, the Comm

and the general public; including individuals and orgarii in’
the State:concerned abgut sex bias i vocational education s
_mation developed undw this set:tlog;,w o> £

9) ravlewmg the seif-eval ons requmad by Title IX

- 10) reviewing md.submattmg recommendatlons with respect to over-

~

¥ coming sex bias and sex stereotyping in vocational education -

‘programs for the five-year:Stata.plan and its annual program
" plan prior to their g:bmmuon to the Com}ylaloner for approval .

2 Expenditure of at least 350 000 from basic : grant fqnds to support ﬂ\/full- »

tnme,pononnel to eliminate sex bias and dlscnmwptlon in #ocathnal edu- .

3, Pohcm to assure equal access to vo :

atiorf progtams By both
iucludmga g

{-\-, A rv,' -t r" . BT o "',r"

.

‘ b - mnentlves adopted by the Stata for ellglble repuj ts (LEﬁs and ‘12

institutions of vocational education) to ehcourage ro| tby.” ' :_-
students in courses which are not tmdnuoml for their sex and- 0%y

LS,
, -

develop. mpdel programs to rduea sex bias'and tereotyping; -
in mming and phcomt N % i .
- Tee I8 ) =
.~ 4. Procedures to a'uurg- ’ access to vocatlonal educatlon progr-ns b»/

,*wf,al/a v
i .

. a -:1%:: 10 be taken to overcome sex dlscrlmmdtuon amg sex stere& .,
' ' typimg in all State¢ and’ Ioent\vocaponal education programs
.-:n“‘ \ r
b. xmwu adoptod by the Stlte for eligible recupnents (HEASs and
itutions of vocational education) to kncourage enrollment by
¥ students in courses which are nd traditional for their sexand

- sex stereotyping in training and plaeeg!&em - _
oﬁf the ‘

5: Revww’ annual programiplan for compllance with provisi
: flve-year plan for equal aecess to vocational educatlon programs by

8. Provision for certification that sex eqmty person has beemfforded
oo the opportuni?y to nvlew the annual program plan and loowntablllty

report
o . /. ) ) o i
= 81 % y *7\
s - c . 83 | . -:‘,__
-4 i o W - )

s th be taken to overcome sex dlscrmunatlon and sex stereo—
typmg in all State and local vocational eduéatlon programs - S

z

; 3
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»
.
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. . _‘:. A-d‘ ‘ ) YBS NO

B ?
. dﬁ!iauonmatsexeqmtypemnhasbmaﬁorded
ni_ty -allew the five-year plan ) .

’ Bss of each vocational education program or project supported _
bv Federal Statg, and local funds*f8r additional services to women - e

9. Fundmg for programs for the following speclal groups . «%ﬁ

a. hgmemakers, because of dlssolutlon of mamam, seekmg ' T T

emplo t ,

b » single heads of households who lack gdequate pb skills

c. 'no makersand part-tune workers seeKing Iullvtlme jobs

d. women/men moviﬁ from traditional to nontraditioﬁ'ol jobs .

10. Hograms to assess and meet the needs of the specual groups i

JNo. 9 above that include: * P ' . =
a. preparation for employment ‘ : s *- . g
» ¢ | L P
\ b- " special courses for learmng how to seek employmnt y
c. placement sennces for: c‘ompleters of these speclal ramys’ — —
11. Provision for funding for cgpsumer and hdmemaking p;iu from " a

the separate a’inhoriz:t'yforsuch programs , . L : 43
1

lfpt&houinthmsmaunot included in oul'statephn run.nberthntthcphn maybe &
arncndod at le time. If“me provisions are ndt mcluded the plan is not in compliance. ' .

Use the checklist below taugote the mcluslon/of optional sex equity provmons l’your State plan.'&

/ ». - » Yes  No

Thr,wnauﬁ Grant Funds L . §
’/\ Support sendces for women mcludmg , ’ -
,ﬁ’a. eounsellng S ’ .' .
™Y 1ob development £, 0% ' ' . '
. job follow-up seryices " B v —
l ‘ i p ”g’ . o / , v (,311?. ]
reasing the number of wdmen instructors in nontraditional fields - —_— —
L ‘ f\ * ’ “"'f ’ ’
s , /% : - A * ’ ' g l " "
ﬁ ' ) %’ ::‘l ) y ) i 81f 1‘\“ v, N -»v /
. e . A T




il e : et \j e
e B . R

Day care serwe. for children of students in mondary or postswondary
" voatoonal education programs

l‘ b

Appmtice programs if assurances are made to provide equél mes to

iboth sexes " ] )
B, ¢ Funded mdustmlltsprowamsmustbedamed tomedthepurpose
" of elimination of sex stereo”lng \ ; #*

6. Gonstructbn and operation of residential vocational s.chools that . .
proyide voational education for youth (males and femals) .

. Throudi Proonm lmﬁtonmomand Suppomvl&mps Funds

: Runrch Prop,u o - . ‘
N
7. Expenmenul developmental and pslot programs and projects designed

to test the effectiveness of research findings, including programs and
projects tp evercome. problems of sex bias and sex stereotyping

88 ; Review aM revision of any wrncula developed under this SOCthOéO
ellr'ute stereotypes based on sex, roi or national ongm
-

"‘ Exmplqudlnnovmo T ¥4

9. If funds are allotted for ex and innovative programs, every
contract shall give prierity to programs and projects designed to-reduce
sex bias and sex stereotyping in vocational education

S Ctmﬁuhnn Dndopmmt W »
10. Development and dissemination of currieula and guggyancev ',

materials designed to overcome sex bias and sex !tmoty
voztlonal oducatlon programs

s . Support-services. deslgnad 15 ensble teachers to meet tﬁd.’niﬁl&
' individ enrolled in vocational education programs t
Iimlted members of the opposnte sex

12. Vocational gmdance and ¢ meling training designed to m:quaint“F
» guidance counselors with: ) _ »
8. . the changing work patterns of women S M

b. ways of effectively overcoming o;:&ipational, Tx stereotyping ¥ N

i Ve

"
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13,

14,

15.

- 16.
17.

. Development of critena f ﬂ\e ;evnew ] :
for sex stef.otypmg Sl '

,Yes No ~

c. waysof ascstmg girls and women in selecting wgerssolely on
menrocwpatlonalneedsand!ltersts . ﬁf,

Establishment nf voeatuonal reswrce centersdesugned to meet the (,.-g. LT
vocational guidance and eour'elmg neéds of special opylations,

incluiling persons entering or reentering the 1ob market fate in life — —
s LR
Vocational Educaubn Panonnel 'l’rammg : . ..;':; ' : -

In-service training for vocational ed&l»on te;chers w*r staff
members to overcome gk bias and sex stergotﬁ)mg lrrvoqtjonal
education programs 3




" foroe for the whole

oo

" within your state agency and with | | education agencies. As the legislatioggs undersmd
of

G ’ - -
L . gimenlv E
S MtANIINFLUENCEPEOPLE . N
- * ' TOWORK ON THE PROBLEM? e

Objective: To becomo fanzﬂlar with the range of potentlal peo*e who can help solve the prob-
: lem of overcoming sgx bias and sex stmtypmg in vocatnonal education in order to
facilitate carrymg out the functions e job of sex |ty person. % -

‘ L ,',' s * , * B
: s Background lnf,muﬁm' P a

L

The methods you seleét for mfluencmg people will depend on what is comfortable and effectlve
fo ou: Refer back to Chapter 11 for recommended strategies for working with state department
nel and to the recommendations for workmg with Iocal dlrectors under *’Function g.
ool & :
Informatnon coliected about existing programs with strengths and weaknesses |dent|f|e¢f can be -
very helpful in influencing people to work on overcoming sex.bias and sex stereotypln%ln vocatlona} '
education. Plans for increasing sex fairness in vocational education will be easlerfo niake |f there is
somc understanding of good exlstmg programs. ] S

-~

E 4
posspbllﬁy of a task force for workmg wnh your off‘ ice. A task
by the state dizector of vogational edugatlon or even by
governor of your state | posmbnlity as yougptufue your work |gstx equnty |
# . .

Employers have counplained of the lmposubmty o'* mg afflrmatlve action goalsbecaua B

. You may want .

there are no wpmen trained in some fields a x thefefo  women.to be hired.’ Persons mgaki

those kinds of statements can strengthen you¥ position whormaentl case for opemng programs
to both sexes. Employers who are not so enhghteneq,\can howevgr; i eag the difficulty by caus-
ing placement problgges. . There are still people witdibélieve some ions arg,not appropriate

for women even-when women are trained and qualified. Schools are proﬁmed by Title 1X
supportl’ﬁ this kind of policy. If emplovors will not change their policies;, the schools must ter

the relatlonsﬁ'np\ _ o . . X
Thprc should be many opportur ‘fdr you to act 4in a consultmg tapacity to the various areas

, and mcentivu begin to take effeck, more and more people will interest thien ives in the prob
*“évercoming sex bias aillt sex stereotyping in vocational education. §nform the ocational educstors

~ in the state of the kinds of assistance you can provndomnd encoUFh ' them to assist you. "
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1 Organizing Your Change Team. B .
o 4 Exercise 14 ‘ _ ~
- Puvpoee To lisf potential m , process helpers soluw glvers and resdurce lmkcrs in order
to facilitate the o ation of a change team. A
faﬂ’ - - A ’
5 Directions: Begin to list below the people who may be wnllmg to help work on the problem of
‘ ,  overcoming sex bias and sex stereotyping in vocational educatilin. P
s 8 m . ’ ) .
P A
- / § Ay ’ ’ ‘ : ’
¢ - ST _ * People in the State 1. Other People
D » - Agency (Insiders) (Outsiders)
— — il
Catalysts——persons w;r o - h ¢ y

- want change *

Process Helpers—persons who can
provide assistance in recognizing

“and defining needs, diagnosing
problems and setting objectiwves,
acquiring relevant resources,
selecting or creating solutiond,
adapting and installing solutidns,
and evaluatigg solutions '

| Sotution Givers—persons who ] '
# 4 have-definiteideas about vgifat
~ I the change should be

R

: [ Resource Lirdgeg=persons who
‘ bring people together, whe help = 4
’ ‘fmd argd make use of resources - Nt
msndeand outside their 0

system o . ‘
:.';' &, s r
» } (7 l*m
) .
‘ . 5
"
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JFEEN | | CHAPTERV gﬁ . ‘
" o . WHAT RESOURCES CAN HELP :
- - SOLVE THEPROBLEM? .
‘ ) ' ' - ¥ <

Ob‘jocﬁ‘ To become familiar with the range of potential resources that can 'help solve the-
problem of overcoming sex bias and sex stereotygbing in vocational education in . -
order to facilitate carrying out the functions of the job. ® - ' '

B - - ’ e s>
\ ™ Backyound lnformatlon %

- * S Y

k gilscussmg how to build and maintain awareness of the resource universe, provides

three stages: - building awareness, maintaining awareness, and awareness of inforiMtion systems. He
suggests the following for maintaining awareness: periodicals, mass media, and a personal gcquain
tance network. "Activities you may wish to consider in building and maintaining your personal ac-
quaintance network are:- attendance at professional meetings; \@ts to other locations (for whatever
purposesy? phone calls to outsiders (for whatever purposes); mterec&;g wikh people who are.jn dif-

*- feregt@gles and different systems whenever the oppastunity aintaining good contacts and
+z, 3 habisgicorsulting with insiders and coljga eﬁev:bo work wj are also umportantv'rhe two .
"‘_{}ifﬁ ion syt ems you wilt prabably.want to become famitiar With are the ERIC Clearmghouse Ty

2-on Careef Edu on (your state agency or Reselftch Coordinating Unit probab y'has an ERIC col-" «

“le&tion).ag pmenos Educational Equity Communications Network, g at the Far Wesff -
‘Laborato for ‘Educational Research and Developmer:t San Fr : - , . s ,
S - WA ‘ 2

cE There are man as of expertise that can be tapped for asslstance in sql ng SO of j L

[

problems THere sh fdf be a Title I X Coordinator in your agency. Aﬁfrma eAction) Off :
"can prowde assistance on employment issues. Consultants will be fiseful toapolt in establ gbals
. and: ob;ecuvés as well as adding expertisé to in-service workshops, #nferences, and other a&wnties w
X “Tha Cafmission on the Status of Women iri your'state magbe ablé!”to provnde assistance. ' 7
.m':
.. There are several national women ‘s organizations wm’dlfferent goals a o’jectlves bu"g&fig ‘
have concern for sex fairness. Many of th -orgapizations have state /or | ters. "'GRn :
er American A gn of University Wornen (AAUW), League of Women Voted{LWV), ,f}"«x
- tional\Organization 18f Women (NOW‘ Women’s Equity Action League (WEAL), an’l oy e
®  Women’s Christian Association (YWCA).- The Chamber of Commerce in some cities will provide It
wnth information on locy offinizations and their goals and objectives. There may be unique specuﬁc
nizagions in y&iie area which can provide you with expegt assistance. It will betime walidspent ‘ _
to tdentlfy themﬂrl p they may provnde you w:th suppo as well asservic,e. ) o

g When using print ﬂo -visual resources, nota*lhe Biicatiofgate. - In ation jin this ardla’
issehanging: ﬁpgy The WothengByteau of the U.S. Depal :q‘xcellent spusce '
of oceupatlond nd em;‘oymem informatiog,on thé nation Cltw b lsable t
ok their mailing list. Consider subscribing tq.penodnﬁals and newsle‘tters andoin 15610
‘gamzataons that can keep you ac‘uratelwformed R 4

. m
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A collection of strategies, techniques and materials related to sex equity.in vocational education
w included in Vocational Education Sex Equity Strategfas An extensive annotated bubluo
is also included. _ .

. ‘-’ .
L B e
‘ Potmt:d lnlormatnon Sources . S - : ,
. ¥ ' 3 £ yv _“ - *é
The folldwmg orgamzatlons have engaged in reseu'ch and development efforts to overcome sex -
bias #hd sex stereotyplng in vocational education: _

i,

'enmr for WOM s Opportunmes. American Assoclatuon of Community and Junior Colfeges
.} DuPont Circle, NW, Suite 410, Wasténgton, DC 20036, (202) 293-7050—fgr m(ormatlon
'8n an assessment of wpmen in two-year colleges in regard to-opportunitifioy i
and seml professlonal skills. A selected bibliography and newsletter are avbl Bt

: aué Ad‘c.ates p.d Box 466, College Park, MD #0740, (4G1) 864.7600—for staff development
— '&:twmes addrenmg sex-role stereotyplng and sex bias i in vocatlonal educatlon

e g
R “'rhe F ucation Pro ect Lawyer s Commmtee 6or I‘R s Under th Sunte 520, .
& 1 7 i St., N Ringten, DC 20005, (202) 628 hm el&ance and infor-
S mation about ¢ .opportunlty in vocatlonal educatlon, A mont nevnl r is available.

gemlmsts Northwest Seaﬁ WA—for information about Pro;ect Awareness and curnculum ‘
matenals for eombattmg sex st:reotyplng e I

L In- kda and Associates. 4701 Willard Aven’nte 102, Chevy chase MD 200158 ) 656-
868Q1§or’ lnformpﬁ’on on a busnxess and nfanagement developmﬂtprograrp for minofity

W

‘women. K N ’ _ _ _
N ,--;:L,f' L i *
,a;New o- r&ﬁsf‘ g oungWomen 346 South Scott, Tucson, AZ 85701, (602) 6233677 —for
%50 assi \ workshops and a prograrh called Sex Stereotypmg Avareness Tool §SSAT). -
«-...:.,,‘ x 4 ’\/

w FMucation-Rights (PEEM: 1028-VermontAvenue, NW; Suite 800, Washington,
L 202) 332-7337 for assustanc&and publlcatlons relating to Taye IX. Aquarterly ,{_

- '-'j'f' 4Wett‘ﬁ_r,os avallable

% 2The Res@i Center on Sex Rﬁﬁn Bucation. Natiorial Foundat ‘; for the flbprovement of
) Education, ‘)1 Sixteenth St., NW, hlngton, DG 20036, (202) 83% 15426 —for technical °
asslstance'ﬂtammg, and matenals relatmg %o°Overcoming sex s and sex dlscnmmatlen in

. ¢ 3‘ ed Ucatw g, “* “ ) ﬂ“ ’ v ‘ 3

es, Inc. 1018 Wulson Blvd., Arlingtan, VA’ 22209, (76 &4 3360—fowdbhcatlons i
] f. research ;eports on women'saparticﬁ')atim in ngi Poccupations at the®

’)..‘—*.g;:“ :

.....

; ; 9060 Santa Monlca B!Vd Suate 108, Los An es, CA 90069, (213)
sterials n expanding career honzon§ and workshops on Ieader;hib‘ training
/ . o *

“ : % reer and vocational educatlon ‘ _ .
s W »
Verﬁ%emand Asuﬁfes 3747 Huntlngtant NW Washmgton DC 20015 fq%information and
oo asslstmce on*x equity in guudance and ex equuty in edu&tlon P ) '
Mo e ; I T !
G 8 .y ¢ -
€% 0T 0o - .
s Wi . 90 e ' R
: ‘5,.. ST ,:‘ PR S . . /




. L . S

Wider Oppqrtumtlu for Women. 1649 K Street, NW, Washington, ot 20006—for mformatnon
abouta nat:onwndepetwork of special projects for women in nontraditional ;obs.

WOmeu on Words and Images. P. 0 Box 2163, Prmceton NJ 08540 (609) 921-8653—for reviews
of. ehmentary and secondary school instructional materials for sex-rol reotyping and in-
service \norkshops on sex-role- stereotyplng _ &

WOmen s Bureau. Employme Standaf ds Admlmstratlon u.s. Department of Labor Washmgton
DC 20210, (202) 523- —for a wide variety of publications on the status of women in the

o «labor force and for #lisi gy CETA funded special projects on women in nontradmon‘ jobs.
. of

Womem Educational Equlty Communications Network. Far West Laboratory for Edqcatmnal )
- Research and Develop t, 1855 Folsom Street, San,Francisco, CA 94103, (415) 585-3000—
for publications, blb(ographles, mforn‘t?n analysis products, a directory of human resources,
and user workshops. 7 , b oo
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_._’."l'”y'pes:

%

» | B

T Resources for Solving the Problem . %
W ¢+ Exercise 15 | 3

L4

Purpose: To begm to list potentlal resonmesthat m halp solve the problem of overcomin blat

and sex stereotyping in vocatlonal educatn&; in order to faclhute camymcout th inctions !

of the job.

Dlnctions Begin to list below the resources you tﬁ( you will fmd helpful in work \ng on the prob
: lem oiovercommg sex bias and sex stereotyping in vocational education.

L -

o

* Toxts: - .

 Newsletters: . ‘
R o, e
L. . & R @ Qr - *
Information v p Cw -
Services: | & : - ! S -
B ’ ' “ : v R ' =
Other Print a ' L . e -
-Sources: ., ° 3 CoRsn T ’
| . PR U
P@BSON SOURCES - . e I & ’
Consultmg : :
'Orgar*zatlom R B »
B .“ e “ * " * v_ . VoE
-vlndjwdual ks gt - :
Consultants: *
Academic e
mstitutiom: oo T .
lndbidual Researchers e
- andf Faculty: L
Federal Govemment : ' 2y

' .Agenmes

Profgnonal‘ L

R
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" CHAPTER VI . "L o g
HOW DO | GET IT ALL TOGETHER? . = . _ "

S o

' Objeétive: . To become familiar with action planmng steps*m- order tq'gam@gnfor"niatlon m pro-
" gram planning and managmg, glven the constramts gfxpanlwfa!g"state situation.

" Objective: To appjy action planning sg% in orderto gain skﬂl%program plannlng, grtren the
- consraints of a particular state situation.

Background lnfotmahon

.' t’.’,

Now that you-are thoroughly impressed with the magmtude of the responsrbnlmes ot the state

sex equity person, you need to proceed withumaking realistic and achievable plans. Whatever. the

. awaraness level is in your state, there is more than enough work for one person. Examige tl?
specific needs of your state and design a plan #or action. Refer to Chapter il as. needed to ctreck
your managen'lent approach and underlying assumeons. Llstged below are some pomts to keep in

mind: ) . . .. o

{

Y Wnow your deadlines for meetlng the Federal raqurrem@ts : \ ' : ‘F .

L

L B r
2. set deadluns ﬁ)r yourself in order _ ha\&&nformatlon ready for deadfines. _

tings of professronQ)rgﬂzationg-—where you
: * o

3., Makea i, events-—state and logal
may i give hdﬁ? or get he'P F

....

4 ‘Find the people you need assustance from an&fmd out how and when they ca ;
- 't . -, .. s . Q e e
. - »ﬂu.v_ | gt .

* ‘: ’: oo o .
’ 5. [Ifthe Advnsoa/ Councnl or exlstnng‘task forces under:tand the leglslatlon i eqt_husnas-
‘ tically support it, :se ti'err hejp. . W

9 ,_', .

,iB ’Consndef the possnbmty of formmg your own task. forceor a liaison group.’

m Try fo set priorities—often you can get lost in paperwork and smal(&talls
v . A .*: . 5%0_;,"_ :' »
8. Be l‘eallm-'epraaces and‘atntudes !nke time to change . a N

ot
nr, . ' . o,
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_ e
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R Scrrm St!p;rogmn Planmrp Proeus _} ' ‘gt
: :-.,\nk-'"':n..z'l,‘ —---~ - :: - Exmm 16 - . . -

y1f Settmg measurable gdb and objectlves ' i .
Step 2% 'Planmng programs for each goal {programs would include speclfle‘a obiectlves subobjec-

tlves, work actlvmes products and qutcomes) s e .
F s . * o § . v y,
" *© o3:,. Devélppmga budget S »;i- P IR e ;
Step 4; !mplementlﬁg the program : i e
. ' ) _"7,. N i .
. Step'5: Evaluatmg the, program °- i o ' - ‘ -
Step.6: U atmg and ad]ustmg program "plans .o
-« Step'?: Reportmg res&‘ of the progm TR ’ i i
o I S PR } .
. : SR ; , ‘Basic Princlplec of EffectivoP&ogram Plannmg

-t
LAY

L ' 1. Program planmng is an ongomg, 'c“ontmuous pro“éess Every program should pe in some phase
. of the program planmng process

\ s

fiv Prograrwlanners shguld qploze all seven phases of the program planmng pro@ss ﬁ%

. |*r~' . e 8
3, Those wﬁp wrlury out the program shol'.rld be- mcluded or representqqgm every phase of
«; * the prqces ; e N
- / ﬂmelines shoqid be carefully &Imeated a‘rasponsnbmtles should\&Wearly assigned.
\ ) ) ' Most plans should mclude:an in- serwce trammg comppneht as part w quplegmntahon
'.phase, : 3 P D
; ! l‘[f"' : ‘ " f i ‘
S  THEERI T e
S : : Resburce Centar oh Sex Roles in Educatnoq Owcommg Seix: /scrimmatlon and
R * -~ -A ttammg Sex E&nty in Vocatrmal Education: Recogruzgg and Combattlng Sax Bias .
T and[fanmng far Act/on p. VW-16 Cow _ ‘
- . 4 :~.:"° . . . ) .
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& ,-.-;-;-; ‘ o
Dmctlons As the final exercise in thls pubhcauon you have the opportdmty to develop your own action plai &
| be realistic for you to do in your situation and one to which you are wﬂhng to commnt you;self &g the followmg

program planning outline, determme specuflcatlons Yor your own action plan
—— ~ — - ‘
\ —_*r ) . ] ' s ' ’ , , ) "‘tr‘, L

WhoWill Do | ATarget Date | Budget * ' | Product | Outeome | Eveluation
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- Who Will Do

Outcome:¥s"
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» Subobjective 2.
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P

, Target ote

Outcome,.
.‘m“‘l:

' Evaluation .

A{:tivity
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