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PREFACE

.This book has,been prepared by the California Coalition for Sex Equity in

Education (CCSEE-II) as the product of a training conference held aslpart

of a-,small grant contract award (#G007702865) made by the Women's Educa-

tional Equity Act (WEEA) Program in 1977-78 under the auspice ofthe U.S.

Office of Education, Department of Health, Education and Welfare (DHW).

The book is designed to:'

i Provide basic insights into the equity movement in general,

and the sex equity in education movement in specific;

Present information and strategies for developing basic skills

in the areas of change, networking, and'eualuation;

Answer the fundamental questions one might ask when delving

into Title.IX; .

Offer suggested strategies, techniques, action steps and

resources which, when successfully tmplemented, could help,

variousjargethrobps achieve desired outcomes related to

specific issueS;

Slammarize available resources --human; nonprint, and print- -

which could be used in moving toward equity;

Aid the readers in developing summative skill by providing

.a battery of real-life case studies for analysis.; and

Provide
)
conclusions which offer observations and possible'

future directions, for each and all of us who wish to move

TOWARD EQUITY.

TheTCSEE was .:,formed in 1976 by three major organizations,in California.

ACSA (Atsociation of California School Administrators), Project SEE (the

California State,Department of Education's Office for Sex Equity in

Education), and Project Equity.(a Title IV Civil Rights Act Training

Institute located at-California State University,
Fullerton) joined

together in order'to coordinate:their efforts-in helping the educational'

.
institutions'in California and Region IX work toward the-achievementof

sex equity.,
,

Hiving designed .a model which called for (1) the developthent of a cadre

of trainers who could in turn conduct effective training throughout the

region; -'(2) the development of 'a strategies notebook which' addressed the

specific needs of educatiohal staffs and their clients; (3) the-applica-

tion of these resources (human, print, and nonprint) to the various power-

base groups found in. educational settings; and (4) the development and°

dissemination of models Which represent the most effective.thethods for

achieving equity, the coalition sought additional funding to support the

implementation of this master plan.

iif



In 1976, CCSEE-I wona subcontract from the Resource Center on Sex Roles

in EduCation to assist'in the fulfillMent of a WEEA-contract held by ,the

Council of.Chief State School Officeri (CCSSO) which called for the

application of a sophisticated training model throughout the nation.'

CCSEE-I conducted a training of trainers conference in SantFrancisco

which successfully prepared 517 school, community and student representa-

tives from throughout Region IX to deliver effective-Title IX leadership_

of.a both generic and specific nature. !

O

In 1977, CCSEE-II won a small WEEA grirt to further train successful

Title IX leaders/advocates and to develop a strategies notebook worthy

- of national dissemination. Approximately 150 persons from throughout

Region IX met in San Diego.to-receive training in the areas of problem

solving, implementing change strategies, building networking skills,.and

designing/implementing effective'evaluation and monitoring practices:

Further time waskovided for-brainstorming and the sharing of success

stories as orell as areas of frustration which still needed resolution.

This book is an outgrowth of that conference and the result of further

concerted effort on the part of the pripcipal writers/editors and

contributing wFiters/editors/reviewersqdsted
in the credits of this

book.

In 1978, CCSEE-III received a large grant from WEEA to conduct a two-year

research study which calls for the application of these resources (human,

print, and nonprint), to the various educational and community power-base

.groups so as to enhance the aChievement.of equity. It has been well

Jotumented in other federally supported grants and research literature

that paper does not make people-change .
people make people change.

It is the contention of CCSEE personnel, however, that the people who can

make people change need appropriate resources as models for consideration/

reflection and as sources for alternative decisions. The application of

a systematic process for problem identification and problem solving to the

identified innovators and opinion leaders who make up the,,human power baser

in an educational setting could cause these individuals to become practic-

ihg advocates who could initiate-and monitor the efforts made to obtain

sex equity.
.

Thus.: TOWARD EQUITY:
EFFECTIVE TITLE IX STRATEGIES, K-POSTSECONDARY, is

one component in the ongoing efforts of the California Coalition for Sex

Equity- in Education.' This book can be used as a vehicle for improving

one4s knowledge,
attitudes, and skills in sex equity and, further it

can be used to enhance skills in the general areas of change, networking,-

and evaluation. The process of
reconciling issues so as to move toward

desired goals is a recognized reality for all educational'efforts in

these days of accountability and increased mandates from all people.

This book can help as individuals or groups ofoindividuals move

TOWARD EQUITY.

5
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CHAPTER I

INTRODUCTION

"Sex Equity An Evolutionary Reality!"

Our present quest for sex equity is not a new development, nor is it

independent of Other forces in our society. Our current understanding

of the concept of sex equity and of the strategies we can use to achieve

sex equity is the result of a series of evolutionary steps in our

thinkingsteps taken by ourselves and others. In order to comprehend

the possibility of achieving sex.equity in the lives of everyone in our

society, it is essential to identify these critical evolutionary steps

and to delineate some of their implications. In this-chapter we offer.

one formulation of the evolution of sex equity, outline some implica-

tions of this evolution, and suggest some guidelines for the future.

What are these evolutionary steps? Three major areas of change and

evolution have made possible the movement toward sex equity in education.

These areas are: (1) the social and economic structure of our society,

(2) the legal principles related to discrimination, and (3) educational

theory,and practice.

Evolution in the Social and Economic Organization of Our: Society

Most people are familiar with the 'statistics that reflect the vast

social changes that are occurring in the lives of women and men in our

society, but the implications of these statistics may not be readily

apparent. As our-society has changed from an
agricultural one to an

industrial and technological one, there has been an evolution of the

roles of women and men'in the society. At least four major changes

have occurred in the roles, of women:

1. 'Women are entering the paid work force at an increasing rate.

Today 55 to 57 percent of all women;between the ages of 18 and

64 work.outside the home, and they make up 41 percent of the

total labor force. 'The participation of women in the labor -

force is remarkable when we consider that in 1900 virtually no

'married, white women-worked outside 'the home. Today women in

the paid work force 'represent the whole range of the female,

population of the United States in age, rape, and number

. of children. It is .important to note that some groups-of

women, such as.black womekand poor women, have long had to

work outside the home to ensure their own survival and that

of their children. The increases in the percentlges of white

women working outside the home have occurred more recently.

*Adapted from remarks presented at. the CCSEE-II Conference-in Sari Diego,

California, on April 24', 1978, by Dr. Shirley D.- McCune, Director,

--Resourartenter-on-SorfOftyi-14ashfngtonTA-C-.----

14



Eli Ginsberg has gone so far as to call the increase in the

number of women in the work force "the single most outstanding ;

phenomenon in our century. Its long -range implications are

unchartable . . .
It will affect women, men, and children, and

the cumulative consequences .
will only be revealed in the

twenty-first and twenty-second centuries."

2. Women are increasingly better educated.

One step in the evolution of our educational system is the

increasing participation of women in'education at all levels.

Today women in the United States complete an average of nearly

11 years of school, about the same number of years that men

complete. Through the four years of undergraduate edudation,

about half the students are women. Although black women and

women in other minority groups once participated in education

at lower levels than white women, the differences in participa-

tion rate between minority women and white women have gradually

decreased.

3. Women are having fewer children.

The birthrate and the size of families in the United States have

steadily declined until today our country has reachel a-zero

population growth level.

4. Women aremore likely to be the heads of households.

The number of female heads of households has steadily increased as

a result of changing-concepts of.alternative lifestyles. Changing

economic opportunities and Changes in the ways we view marriage,

divorce, and remaining single have resulted in.increasing numbers

of households'headed by females,

The implications of.these changes may become real when we think about'our

own families. °Among the readers of this book, few of our grandmothers

worked outside the home, some of'our mothers worked outside the home, tut

most of our daughters will spend a major portion of their adult lives

working outside the home. Similarly, we are likely to find considerable

contrasts between our grandmothers and ourselves with respect to the,

number of years of school completed, the number of children borne, and'the

number of women heading households.

Just as women,have experienced changes in their. lives, so have the lives of

men changed. As women have moved into the'paid labor force, men have had

less responsibility for the financial support of their families-. Men haVe

also assumed more respobsibility for household work and child care. As the

economic need that formerly helped sustain marria0 have lessened,

greater attention has been focused on the emotiohal and psychological values

of marriage.

The social and economic evolution has for the first time in history created

a situation where sex equity is possible.. As women's and men's roles have
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,changed, a philosophy of the potential Toles of-women has been developed.

This philosophy has grown mainly out of the two major 'feminist social

movements in our nation's history. Although there have always been

feminists, or persons who advocated women's rights, only twice in the

____ _history of_theUnited States have forces converged to produce. a large-
,

.scale social movement.

The first. women's movement was a comparatively long series of struggles

to increase women's rights. It continued throughout theperiod from

'1849 to '1920. It is interesting to note that the early leaders of the

first women's movement were-teachers, and that some of the major goals

and successes 'were in achieving women's rights to obtain education.

They achieVed an aMazing'nUmber of-rights:, to obtain a_public school _

education and higher education, to divorce, to own property, to have

custody'of children, and of course, to,vote. Acquisition of these

rights for women folloWed many of the reforms of the first large civil

rights movement in this country; perhaps one reason why both the civil

rights. movement ,and the women's rights movements for a while was

that once the right to.yote was obtained, the reformers assumed that

social and economic barriers to equality -would fall ,as. time progressed.
,

The beginning of the second women's movement IS usually .dated at 1963,

the'yearrWhen three important eventsliappened:- a'housewife wrote a book

--(Betty Friedan wrote The Feminine Mystique), a national feminist organi--,

zation was.fOunded,(the National Organization.for' Women), and President

John Kennedy established the. Commission on the StatuS of',Women.' Since

°then; we have seen the growth of'a-large women's movement in this...

country and the identification of women's issues andof advocates for

Women. The evOlution.of the economy and of-our social. values and

conditions has" provided the oppOrtunitY to seek sex equity andto form

"grbups for advocacy and support. It is important, howeVer, to examine.

two other areas of evolution in order to understand how sex equity can.

-be achieved'in education.

Evolution in the Legal Principles Related to Discrimination

Thesecohd major"evolution is in our changing legal concepts of justice

and of discrimination. The legafformulatiOn of justice in our society

has moved 'from a relatively narrow reliance-upon the 'codification of

the practices of the past to a more generalconsideration of the facti

that impinge on the question. The criterion of fairness to all parties .

Concerned is being used increasingly to deterMinelegal questions.
,

The evolution-Of the definition of dikrimination is,an excellent

example-of the changing legalconcepts. Until the Griggs decision in

1963, the_primary standard.required to demonstrate.discrilnination was

the intention 'to discriminate.- This meant that a person who had, been.

discriminated against had tOprove a deliberate intention to discrimi-.

hate on the part of the person who discriminated against him or her.

The Griggs decision-proposed an
alternatiire standard - -the outcome or

impact of the alleged discriminatory action, It is no longer necessary

to prove a deliberate intention'to discriminate.. The'Griggs decision

opened the way for a new treatment of cases of alleged sex discrimina-

tion. Arguments about the "natural order of things'ecannot be used to

hide an intention to dttCriminate; one must.consider the outcome of-an

action or practice regardless of the intent.

16 ,<
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A related evolution in the application of the law. is found in the effort-

to desegregate schools on the basis of race, .The,Civil Rights Act of 1964

dealt with issues of bath race and sex discrimination in employment (Title

VII) but only,with,race discrimination in education (Title VI). It is

.
impoitant to remember that the primary corftext for understanding discrimina-

tion in education was the elimination of schools that were supposedly

-separate-but _equal.
___As_a_nation_we came to understand how separate schools

failed to provide equal
education-for-different races;-but only after years

of effort'to eliminate the dual syStems of education based on race did we

realize that dual systems could be maintained within schools by the

di ferential attitudes, expectations,, and behaviors of teachers and staff

meTnbers even though the schools were integrated. The understanding of how

separate educational programs could be sustained for minority students

enabled us to see how separate and different educations were being provided

to students on the basis of sex.

The growth of the legal, principles of justice, as well as our understand-

ing of educational discrimination, is the'second major evolution that has

,facilitated sex equity.

Evolution of Educational Theory and Practice

The third area of evolution thathas facilitated the achievement of sex

..eqUity is educational theory and practice. As we have tried to improve

educational systems, we have become aware of inequities in the systems and

of the steps necessary,to eliminate-the inequities. For example, the

application of personnel management principles in education agencies has

'.created the.need for compa'rative analyses of employment "data and the means .

to conduct such analyses. Far too often we have been able to document

.
differential'treatment of employees on the basis of sex. By applying sound

prinCiples of-personnel ffanagement, we can identify and eliminate discrimina-

tion.

In the instructional process, the application of content analysis and ,

Curriculum principles has enabled us to identify, bias and then develop

curriculum materials and
instructional methods. that are free of racial

and sexual bias. --

Sex equity is*consistent with educational reform and professional goals.

It provides
a,means*of,improving services to students of-both sexes and

helps to ensure, that the most talented and skillful. personnel provide

these services to students. Sex equity is in the educationaljnainstream

Educational Implications

These three areas of evolution--social and economic; legal;.and educational--

have 'made possible a movement for,educational equity. The implicationS of

this movement are numerous. Among the implications that we must consider are

the following -:



1 It is imperative that we continually monitor and analyze the

social and economic changes in the lives of women and men in our

society. By acknowledging the current conditions and accurately

predicting the changes-to come, we will be able to anticipate to

a great extent the needs of the students who are now in school.

While it is not possible to predict the future precisely, at the

very least-we-must-help students
deel_with planning for .careers`

Girls need to know that:

ti

o

I Whether"or not they marry or have children, they will

probably be working for pay outside the home for a large

part of their, lives.

They may need to'support themselves and their children

or contribute to the family's. income. ,

Unless they prepare for paid Work by deciding on an

.
occupation that interests them and by obtaining the

necessary education and training for it, they are more

likely than males to be ljmited,to low-paying jobs that

may-not be'interesting' or-provide opportunity for

advancement.

Boys'nend to know that:

AV 'Ifthey*marrY they may not be the only person. in the

family who WOrksfOr pay outside the home.

They are'likely to share rei'pons4bilities in the-home

for' cooking, cleaning,'and caring for. children.

Shaisthg work inside anotoUtside the home provides

benefits for both males and femalet: males have the,

'opportunity to assume greater career risks and to

workin.areas that once were stereotyped as appropriate

,only for females.

All-students,need'to know that:'-

Traditional ideals'about work, leadership, and social

,roles are no longer realistic and are changing; both

females and males tan_ assume nearly any role if:they

are given adequate preparation and:opportunity:

,

'Per.:0:: and male student§ should investigate the range.

of opportUnities. avatjable and should preparP_fOr
-7- ---------

''s It_lstheir right -to 'receive fair consideration and

treatment in school and in employment,



2.- A second
consideration is that we need to extend our undertiand-

°ing of feminism and our communications with women's groups.

Sometimes--women or men educators say something like, "I'm not

really a feminist; I'mfor all people." This statement indicates

a need to separate feminist concerns from,humanist goals.

Actually, most people who are feminists are also humanists.

Until sex equity is achieved, it will be necessary to promote

feminism as a necessary, evolutionary step toward humanism. When

___men_and women pursue feminist goals, they usually are aware of

-the needs eif-bOth males and females: Being a feminist involves

delineating the issues and recognizing
inequities while at the

same time working toward an equitable education system and

society. °

3. Third, we must be °guided by the evolving legal principle that

the ultimate outcome of an educational program is the basis upon

which to organize and operate_nonsexist schools.
This criterion

must be used to eliminate other forms of discrimination, too,

whether on the basis of race, national origir, or handicap.

'Advocates of equity on the basis of sex, race, national origin,

and handicap make.similar efforts and should do everything

.possible-to build linkage& among our efforts and to facilitate

collaborative action. The goal that unites us is providing for

the needs of all studentS..

Lastly, educators must accept the tesponsibility:to apply the

tools-of Our trade--our'knowledde and
teaching skills= -to helping

others learn-. We should work
for-sex equity in our classrooms

and elseWhere on the job, but ,also offer information anassis-

tante to others. Isie should move beyond taking-responsibility for

ourselvet alone and provide the
leadership for others that is

necessary to achie've sex equity.- If we are to'hel our colleagues

work for sex equity,Atwill be
necessary,to.do t e following:*

*--Kelp others move from the general to,the specific: Many

people ate in, favor of'sex equity, but'they need to know

what concrete changes in behavior will promote sex equity.
_

Help-others move from.the individual to-the systemic.

Often we think that if,we make changes in_our

room or school, sex equity- will,be achieved.- Widespread

change is not likely, however, unless changes are made,A n..

policies,_curriculum guides, system-wide programs, and

elsewhere: 'Change must beaccomplished in the classroom,-

the school, the district, the state, and in federal

education agencies.
s

This book, TOWARD. EQUITY: EFFECTIVE,TITLE JX STRATEGIES -k-POSTSECONDARY,

is An, important tool for educators .and ot ers to use in furt ering t e

evolution of equitable education and opportunities for all students.

TOWARD EQUITY tells 'how change can be promoted and accelerated,. illustrates

Many strategies for change, provides exemplary case studies far analysis

and

dFk
comparison with own experiences,

indicates how netwing can

offer support and encouragement to the'people who areimplementing change,

and cites ways to' provide effective monitoring and evaluation .for all of the

processes. It is hoped thit readers of this book who follow even a few of

its recommendations
will be able to claim credit for helping to. make sex

equity,an,,evolutioniry
reality: '7



CHAPTER II

BUILDING BETTER SKILLS

Once the fact that a movement TOWARD EQUITY as an actual evolutionary

reality is accepted, it then becomes necessary for advocates who wish to

encourage its expeditious and widespread infusion into the ongoing :

educational processe's to develop/increase their skills in the basic areas

of change, networking, and evaluation, As pointed out in a yet

unpublished document by the Resource Center on Sex Equity entitled

MULTICULTURAL HANDBOOK, change requires fulfillment of certain factors:

'These are

1)-To change the societal ,and organizational culture, an

educatonal strategy is paramount.

2) To change the,societal and
organizational power, political

coalitions are

3) To challenge,the policies and.pthe

organization, one needs clea_vision; political clout,
ractices the society or

r

and administrative competence. .

4) To assure that resources are being equitably allocated,

close monitoring, enforcement, and evaluation are needed.*

Thus, skills in planning the overall effort, developing strategies t

carry out.: he Plan, formulating effective networks Olich include

empowered individuals who will implement'the plan,)tnd monitoring/'=

success/failure of the activity(iesrare all essential

if change is to occur, if- one or a group is to moye-'50WAR6 EQUITY. The

following chapter provides baseline data and sex equity insights which-

could help in the development of such needed skills.

Learning about the natUti of the change processes, applying a problem
,

solving model to the issue of achieving sex equity, and considering a

bank of strategies for...use in the.implementation bf a-change process

are all parOofwhat is offered the reader in the change 'portion of

thischapter."
t

k

Moving through the multidimensional concepts of petworking,-.to that "an

empowered model for change;can become a plausible alternative,for an indi-

vidual-or for groups of individuals, is, the central focus of,the networking

O

Emphasis added. ,



section of this chapter. Readers can query the I-WE-US structure and

then decide about their own-potential for constructing or using exist-

ing appropriate networks/coalitions.

Lastly, steps for planning
systematic programs which include an evalua-

tion design are offered,for consideration. Effort is made to stimulate

the reader tb consider the use of a comprehensive evaluation design so

all progress is do6umented, all needs uncovered, all processes made

creditablei-all-produtts ual-td,_and_context issues/discrepancies resolved.

All of the basic skills presented include analogous'references to the

movement TOWARD EQUITY. All advocates for equity should master these

basic skills in order...to effect change, build meaningful networks, and

document the progress made.

r.
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a constant in the world Of education.. Schools change either by

deliberate_des ortywhi-m- . In' the past,.8the management of change

-was based largely on the application of in littionorfilseat-of_the_ pants"

strategies. ,Today, however, it is felt, that the change process can
more systematicAv integrating social science research and the experiences '

of practicing "change,agents" into the planning phase of all operations.

In order to understand the change process within educational organizations,

at least three things are needed:

1. a perspective' on how individuals and organizations are interrelated

in achieving. change;

familiartty with strategies which can be used to cause and support

educational change(Note: These strategies would include the,role

.of-innovators, opinion leaders, and change agents, the dynamics of

organizational change, and the effects of the evaluation process -

see Chapter JV of this book'for examples); and

3:--; practical experience in the dynamics of educational change, gained

either from actually administrating a changing institution or from

analyzing case studies of actual attempts to change educatfonal

organizations (see Chapter VI for sample case.studIes related to

sex equity).

? '"

Overview ,

At the-outset, the most important consideration in the change process is to

clarify or underscore a basic premise about change in educational organiza-

tions. That is, whatever the 'issue--sex equity or the mastery of basic skills

or the adoption of new budget criteria--educators
should. be in. the business of

building flexible organizations that are responsive to,the immediate environ-

ment of the school and community and to the larger environment of the state

and nation. Educator's must think of staffing organizations with persons who

pdssessfexpertise and then providing them with the needed resources which

could facilitate effective long-range problem Solving. In this way, educa-

tional organizations Will not-be primarily in the business of "disseminating .

new products" or "putting out firee.but instead will be about the business of

creating organizations which have a built-in Capacity for assessing needs,

creating.viable alternatives, and taking progressive action; .'

Once this positive perspeCtive-is adopted, then one can begin thinking about

how to further promote or 'support an environment conducive to change. To do

ope must first understand how change takesgplace.

9



The Change Profess

Basically an individual or group of individuals must change before change

can be evident in the larger, organizational structure. All change, however,

usually'follows three basic steps:

1. that of invention;

2. that of adoption /adaptation'; and

3. that of diffusion or assimilation.

Invention is the process of developing new ideas and procedures for an

individuAl or organization. In education, this can mean the development of

new curriculum ideas, procedures for teaching, or new methods of organiia-

tion which are usually the result of efforts made by various federal labo-

ratories or centers. The essence of invention is that a new procedure has

been developed that was not previously available. It is rare indeed, however,

toyeally develop new products or procedures. Rather, old ones Are adapted

or existing knowledge is extended and organized into a new form.. Thus, the

term "invention," as it is used here, implies the recognition'of a need to

change and the development Of alternative methods to satisfy the needs which

are perCeived by the-individual or-group of individuals.

Oncethese.inventions are formed, then individuals adopt this knowledge or

process inAts new form, "accepting it as a "new idea:" The adoption of a new

idea is a mental process through which an individual passes, first hearing

about the new concept, and then moderating toward the final adoption or imOle-

mentation of this nevidea or concept as it is perceived by the individual

involved in the process.

Once an individual has
accepted/adopted the idea, a diffusion process usually-

follows. ThiS allows for the dissemination of the new, idea throughout the

organikation. Sometimes this diffusion is rapidly accomplished-,.but Serious

efforts to change society or complex,organizatfons-usuallytake a great deal

of time,and a high -level of interaction.

Applying the Change,Process
-

happen
Understanding how change occurs and actually' making change happen aretwo,

iquitedifferent-phenomena.
If the invention made,by the individual or organi-

zation is related to a popular
istue(eA:--,-a-neviray to win agame, a new..

way to make"an object, a new.method for saving time - -thus ptoviding-for more
.

time off work), the Adoption anddiffusion processes
usually occur with light -,

Ining rapidity. ,If, on thePther hand,-the invention deals-with a less popular,

issue (e.-g-., eliminating Sex
diSCrithination; achieving a higher tax base, ..

reducing the work force), then apathy, hostility, and /or-inactivity. may be-the.

most'notAble,characterisfics visible in those who-need to. change, 'Thus, it is

necessary to further-understand the processes of adoption and,diffusion and.to

-. explore the techniques a change.agent.could.employ to asSIst in the sucCessful

.application of the change. protess.
, \

-'
.

. ,

Adoption is really one type le decision-making wherein the indiVidual begins. f.

.'by taking orra newideaandaeciding toAiscard the practices that the idea
..._

d
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replaces. This individual decision making process usuallyAnvolves five

steps. The first is that of awareness,
The individual is exposed to a new

idea but lacks complete information about it, and perhaps.is not yet moti-

vated to seek further information. If this is the level of adoption those

who need to change have reached, then those interested in prompting change

can use the awareness stage to introduce the new idea and then initiate a

sequence of activities thatmay lead-tb'the increased interest of the

clients regarding the new idea or innovation.

This leads to the second step, that of interest. Usually at this level, the

individuals contemplating change gather additional information in order to

better understand the idea. The individual becomes more psychologically

inmolved With the new idea at the interest stage than at the awareness stage.

The individual's personality as well as the values and norms of the school

and community or organitation may effect where information is sought and how

that information is interpreted.

The next step in the adoption process is,evaluation. Here an individual

mentally tries to apply the new concept to'the present-and
anticipate the con-

sequences of future actions. This step can be imagined as sort of a "mental

trial." If the, individual feels the, advantages of the new idea outweigh

`disadvantages, he 'or she will probably decide to try the idea. Trying the new 1 ---

idea carries a risk for all individuals. Thereis an uncertainty about the

results, and for this reason a "reinforceMent effect" is needed to make the

individual feel that the right ,:path has,been chosen.
Information, advice, and

positive,reinforcement from peers are-apt to affect the individuaf's decision

at this point. Change-agents can capitalize on this and provide the needed

reinforcementdto help encourage the continued Commitment to the new concept.

At the fourth'step, the trial ttage, the 'individuals use the new idea on a

-small scale in order to determine its utility in 'a local situation: The main

fupttion of the trial stage is to determine its usefulness for possible com-

.plete adoption. Thisphase might'be called the "dry run." Most personswill--

not completely adopt a new-idea without first adopting it for a probationary

period. The last step is the adoptionThase, in which the individual decides

to reject or continue the full use of the new idea.

At each step of the way toward change, reinforcement helps. This may be in

the form ofencOuragement or 'honest evaluation so-that any kaft-setbacks which

-have been encountered can be overcome without lOsing4the initial commitment to

change. Skilled change agents are able to-provide the delicate balance needed

to ensure a steady progression through each-of the adoption phases.,
,

Once adoption of the new invention has occurred, then diffusibn becomes the

challenge. Diffusion of a new idea is accomplished through interaction of

those individuals who have adopted the neOconceptand those who have not-yet

adopted the idea. This can occur in anysocial system Me a school or college.

Thus,- adoption of a new idea can,beAhe result of the diffusion process known

as-human interaction. Such interact ion, however, is: often impaired or thwarted

.

because of status barriers 'or geographic conditions which affectthe interaction

pattern. It is all too true that all members of a school- staff or college

faculty or business offite do not have free access to interact with one another

and this can greatly'impede the chahge process.

11



Research does 'indicate,, however, that the group pressure for adoption becomes

more intense as the number of adopters increases. ReSearch also indicates

that the adoption of newideas follows a bell-shaped curve and over a period

of time appro4ches normality.

,Adoption of new ideas is thus a continuous dimension in that individuajs

adopt a new idea at different times. In deciding whether or not-to adopt

the new idea, an individual considers:

1. the relative advantage of,the new idea;

2. the compatibility,of the idea with,existing values and past

practices;

3. the degree to which a mew idea is

understand and mse.(complexity),;"

relatively difficult to

4. the degree to which an innovation may be tried on a limited

basis (divisibility); and

5. the degree'Which the-results of the new idea may be passed 1

on to others' (communicability).

For example, ifa-teacher feels that it is too ,difficult 'to explain-the

concept of sex-equity to a group this becomes a "relative disadvantage."

If teachers or counselors develop new ways.Of presenting:course and career

alternatives. to their students.which can be'easily shared. and used by others,

then the "communicability" Of the new-idea ts greatly enhanCed.

In addition, personal influence has been found to_be an essential ingredient

in all kinds of decision making. 'Personal influence is -defined as communi-

.cation involving face-to-face exchange between the oodnuni:cator .and the re-

ceiVerwhich,develops a change in the.behavior attitudes on the part of the.

receiver. Opinions of leaders from whom Others seek advice and information

also play. an important role in the/adoption and diffu-Sion.of newideas,as

such.leaders can exert a great deal Of-personal infiOence over their-peers.

.< < *.

This, Change ''gents will want to readgnize that people can change at any

moment and not give u0, if first efforts at promoting. change fail,. They, will

also need to communicate
effectively.theNalues of the proposed new ideas,

the positive impact of the changes being tried, and the increased benefits,

being' received.as a reshlt of the,efforts. -expended.
-Lastly, change agents

14M:want to seek out the influential people, assist them ,in adopting theneW.

idea; and then encourage them:toexert.their *personal influence-so a,bro0

pattern of diffusion'will result

An 'Eclectic Model to Achieve Sex Equity

Keeping the preceding observations about:the
adoption and diffusion of new

,ideas immir(d, the followtng change model which includd-A, sYstematic pro-

cess for problem solving, identification, and retdlution Of 'barriers has

been developed and successfully applied to assist in-the:Wremetit of sex

equity. ,
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1

PROBLEM- SOLVING MODEL*

p I: WHERE 'ARE, WE NOW?

ASsessing both the general area of concern and tt

lem, including the specific issue(s) to be addre!

Step II: WHERE ,DO WE WANT TO BE?

Identifying and agreeing on a precise statement c

the problem into .a statement which specifies the

Siep III: DEVELOPING SOLUTION CRITERIA

Identifying those.elements that must be present

order to ensure its acceptability tc the individl

,adopt the new idea and make/a. change,.

Step IV: IDENTIFYING POSSIBLE,ALTERNATIVE SOLUT

Brainstorming ideas which meet all the solution

-diversity Wthe meansjor implementing thesolu

Step V: SELECTING A SOLUTION(SY .

\EvalUiting and ranking all of the alternatives w

criteHa and could be utilized by various audien
4

districts.

Stdp'VI:, DEVELOPING A-PLAN FOR IMPLEMENTATIOP

Identifying resources and constraints and re.

strategis:which may be useful'in'securing t

change, including' stating'who'does what to wh

. Step VII: MONITORING THE)PLAN

Arranging-for ongoing monitoring of the implemer

plan, as well as.measurement orthe results.

Step VIII:' IMPLEMENTING THE PLAN 1

Carrying out "the change' plan and noting any char

objectives,.activities, timelines, and responsit

Step IX:, RECYCLING THE PLAN

Stabilizing, revising .or terminating the change

cesses by which the thangewas made and the sits!

Y.

Developed,by the California.Coalition for Sex Equit

from practical experiences if the staff anii an ecle



Application of this-model to any sex equity issue' (ergo, any issue at all)

is note too' difficult. For example, if the issue ''working with board and

.,community members who view sex equity as a low priority" (issue found in

'Chapter IV A.1) were' to be addressed:

0

Step I: Requires the admission of the situation (five of six

board members reject Title IX, parenti do not want

coeducational physical education, etc.) and the con-

straints which would have to be 'dealt with (presence

of resistance to change, lack of commitment or accurate

information, etc.).

',Step I : "Allows for the development of the projected Outcome(s)

(to- develop a school district and community environment

where equal treatment on the basis of sex is a high

priority, etc.). v.

Step III: Calls far the establishment of performance criteria

requirements so that all parties will khow when the

issue is resolved satisfactorily (Ill students will

have the same graduation requirements, the board will

pass nonsexist employment policies, etc.).

Step IV: Provides an opportuu to consider a variety of pos-

sible strategies which, if implemented, could resolve

the issue (training; awareness, activities, collabo-.

rative. consultation, etc.). ,

Step V: Allows for the selection of the most feasible, practical,

expeditious (etc.) strategy(tes) which will actually be

applied (training of board and commupity members regard-

(
ing equity r quirements, etc.).

Step VI: Requires that the constraints rifted in Step I be re-

viewed and el minated, overcome, or somehow obviated in

order for the trategies to be applied. Further, the

identification of available resources is encouraged so

the feasibility. of successful. strategy implementation .

is enhanced. Lastly, the attion.steps Are identified

and the process for actual application organized.

Step. VII: Suggests that an evaluation design be formulated so the

impact/effectiveness of the change strategy can be

ascertained (see Evaluation portion of this chapter).

Calls for the actual implementation of all prior plan-

ning (see Evaluation portion of this chapter).

Step IX: Provides for the analysis of all effort and the recy-

cling/of all appropriate activity (find out if the

proposed outcome was achieved and, if not, redesig%and

start over, etc.).

Step VIII:



The completion of thesesystematic-steps.can produce the desired change,

provide for the evaluation'and impact of-effort, and produce data which

assist in giving indicators for future change considerations.

Facilitating Change

The change procegs can be better facilitated
iftrained change agents are

,used as a nucleus group to plan and implement the plan for change; if "tried

and true" guidelines are
followed; and if a strategies bank is developed and

used to provide avariety of effective' techniques.
The development of a

networking concept is discussed at length in the ensuing section of this

chapter. Change relies on interaction and networks are built on an,inter-

action basis.

The ";tried and true" guidelines to facilitate change provide that:

I. A serious assessment of needs is necessary:

/WO often, school personnel develop a pat diagnosis of what they

think the organization needs with the best of intentions, and they

apply the same solution to every problem that arises. .Even more un-

fortunately, many of these diagnoses are actually symptoMs rather

than problems, which have been fostered by narrow vision and social

isolation resulting from carrying out a particular role. The appli-

cation of a sincere needs assessment process may reveal data which

are distasteful to face but essential if the ulttmate goal(s) is

to be reached.

II. Proposed changes must be relevant to the history of the organization.

Assessing thec"fit" between a proposed change and the organization's

existing practices
is.complex,,but it is perhaps the most important

task, that a change agent must carry out. Organizations have'their

roots deep in history. They have traditions and patterns that have

evolved over a long period of time. It is always important to realize

that organizational change is always relative to specific situations

and to the unique circumstances of a given organization. Many changes

that are potentially valuable must be severely modified if they are

to mesh with the ongoing life of the organization.

III. Organizational changes must take the environment into account.

There are two basic questions in looking at the educational organi-

zations: 1) What does the environment need? and 2) What will it.1

support? These two questions are most pertinent since organizational

"changes are almost never fully dictated by internal factors. The

environment in which the educational institution functions, such as

the community, and the larger political environment both represent a

major impetus' for-change since environmental demands are a critical

source of new ideas.

IV. Serious changes must affect both the organizational structure and the

individual attitudes.
In the past, organizational, change literature has often focused pri-

marily on individual attitudes. Although individual attitudes are

obviously important, it is also important to stress that the orgapi--

zational structure itself must'be modified in order to support change.



Forexample, if administrators want teachers in schools to incorporate

the concept of sex equity into their programs, one strategy to im-

plement would be that of persuasion. The teacher could be convinced

through a new policy or through administrative dictate that the

change is important, but until the teacher feels/observes that

some reinforcement accompanies the edict, little change will occur.

Such reinforcement could be that of a scheduled-observation'or the

inclusion of sex equity skills as one item in the annual teacher

evaluation proces.

Attitudinal changes are also encouraged by shifts in the authority

structure, individual participation in decision making, and the de-

velopment of new technologies and procedures. Therefore, another way

to reinforce organizational or individual change is to provide oppor-

tunities within the organization for additional training to learn new.

techniques,'to provide appropriate materials, and to structure oppor-

tunities for professionals to discuss the need for the change.

V Changes must be directed at factors which can be manipulated.

In trying to implement a concept like sex equity, it is important to,

plan organizational change around factors that can be directly mani-

.pulated, such as time, the allocation of resources, and the identi-

fication of priorities. It is far more difficult to change the

fundamental goals, attitudes, and opinions of a total' educational

staff. However, providing rewards such as materials \and released

time, changing personnel
practices from which more equitable staff

patterns emerge, and bringing in new materials can assist and support

the implementation of organizational change.

VI. Change must be both economically and politically cfeasible.

It is very desirable toiave sex equity in all communities; however,-

only foolhardy school boards and administrators would propose drastic

change in a hostile environment. It is important to gauge the poli-

tical opposition inside the organization and among the interest groups

('that may have the clout to stop change) which exist in the community.

It is a vital part of the change agent's job to assess which strate-

gies will survive politically and which will not. Political issues

are frequently tied to resources or costs. Another variable that is

becoming more important is the human cost of change, since a school

0
district's single most expensive cost is personnel. Therefore, be-

fore change is undertaken, there must be a careful assessment of the

expertise of available personnel.

VII. The change must be effective in solving problems that have been

identified.
Even the most cost-effective plans which have political support will

fail if they do not solve the problem. Therefore, the critical ques-

tions are: Will the proposed change actually solve the diagnosed

problem? Will the costs involved in effecting the change in terms of

personnel and money make sense to the organization? .WiTlthe change

provide some kind of permanent solution? Can changes be'ttructured

into the organization itself or are they dependent upon individual'

personalities?
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Thus, if these guidelines were to befollowed in developing a plan

for change to promote sex equity, it would seem important to:

.1. Proyldb.some kind'Of organizational incentive such as direct

,assistadce from the State Department of Education and/or Title

IV agencies within .a region or, most fmportant,, a demonstra-

tion of the commitment of,human and material resources by the

local superintendent andboard of education.
et

2. Create awareness and acceptance on the part of both educators.

and the community of the changing world of work.

3. PrOvide an opportunity. for continued clarification of values

so that the implementation of nonsexist programs and activities

and the support of sex equity are not seen as a contradiction

to the local educational program priorities.

Change can also be facilitated by developing a strategies bank:

training\interested persons in the process necessary to implement

thestrategies effectively,- and sorting out,which strategies seem

appropriate for the resolution of certain categories of-problems.

A sample of'such a strategy bank follows on the next page.

Selectionand application.of the right strategy for the issue/problem

is a real:art. _Change agents need to feel comfortable and be skilled

in.the useof many strategies. Barring that, change agents needto

know whichstrategiei doand. do not work for them AO that they can

avoid negative experiences or call on 'Others to 1001ement the "right"

strategy if\the action area happens to be a deficient one for them-

selves.

All of th
Chapter I
of this b
deduction
some or a

strategies listed on the following page are used in the

worksheets. Others could also have been selected. Readers

ok will want to review what-is presented, make their own

abOut what would work for them, and consider-implementing

1 of the many quality options for change.

a.



1. AWARENESS

2. DIAGNOSIS

. TRAINING/TECHNICAL
ASSISTANCE

4. CONSULTATION

5. TEAM BUILDING

6. MATERIALS SELECTION

7. DIRECTIVE CHANGE 0

CONFRONTATION

8. INTERVENTION

9. RESOURCE LINKAGE OR THE

NETWORKING.PROC,ESS_,_,,;_,_

10. COMBINATIONS OPINE ABOVE

STRATEGIES

An activity that improves people's

knowledge, sensttivity and understanding.

An assessment activity which ascertains

needs, level of commitment or degree of

compliance.

The process of providing information and

remedial or preventive strategies to

speCifirc groups-or identified clients

toward assisting them with the iinplemen-

tation of legal mandates.

A process which
focuseson the skills of

ensuring group acceptance of the problem,

keeping the group on task, encouraging

concreteness and specificity within the

group, and gaining consensus from the

group regarding problem solutions.

A process for identifying team members,

building group compatibility, developing

group strengths, and delineating team

roles.

A process for development, adaptation or

selection of materials (print and nonprint)

that are nonsexist.

The use or. reference to the law as the

primary rationale for implementing change.

...Any legislative/executiVe/judicial
action- _

which results in the deVelopment'of new

polities or laws at any level of govern-'

ment.

&plan that ties together any resources

nonprint, and human resources)

through the processes of face-to-face

interaction' and other kinds of communi-

cation networks.



Cautjons and Conclusions
.

When dealing with change, educators should be aware of several cautions.

First, educational change isincredibly difficult. Second,'educational

changes are hecessary.and the need is continuous in a contemporary society.

Often a new, educational idea that'is successfully Implemented is almost

immediately obsolete, and a new innovation.is soon-required to takeits

place.- Third, the-various characteristics of educational organizations are

interwoven, and when educators try to change one aspect of an organization

they must anticipite that all other partsof the System need to .be considered:

the environment, the educational program, the structure and organization of

personnel, the chaeacter, the goals, the subgroups and the individuals which

are all part of an educational.system.

In order to establish some kind of &ysteMatic long-term-planning process,

#ocedures which
education personnel nee to learn how to promote an awareness needs.

Awareness of a need to o. Inge may occur when practices and

have been considered to b%: 'satisfactory no longer appear to be. March and

Simon have often referred lo this process is the "satisfaction-dissatisfabtion

balance." That is, organizations will not search or consider alternatives to

the present course of action unless the present course is in some sense-unsat-

isfactory.

As an example, schools may have previously had no objective criteria against

which their performarice in sex equity was assessed. However, increasing

numbers of grievances and complaints which are filed with respect to discrim

ination may trigger overt dissatisfaction with past policies and procedures.

This would necessitate the need for the development of some objective criteria'

for 'compliance with Title IX.
o

Other forms of change can also be initiated from within the organization.

These could include comparisons that are made with "relevant others" such

as neighboring school districts, school staffs within a district, groups of

principals comparing notes on the implementation of nonsexist curriculum,.

etc. Change initiated from within is regulated by the opportunities that

individuals or groups have to be aware'of the performance of others in sim-

ilar schools. In general, some kind of search behavior for new alternatives

will occur where there is a structure that require& collaborative planning

and when, explicit' provisions are made for such planning.' Once an awareness

of a need for new organization arrangements and procedures has been created

and search activities have been generated, a number of alternative solutfons

could be.generated.

Perhaps-the most general statement that can be made regarding this-phase of

change is that alternative strategies that are perceived by members of an

organization as being threatening to their status will be rejected as pos-

sible alternatives. For example,, practices which appear to decrease the

direct control teachers exercise over children or practices.who-se consequences

cannot be predicted with reasonable accuracy will be rejected. On the other

hand, those innovations that have high public relations and image-enhancement

value, but disturb the routine operation of schools in a minimal fashion, will

be, mbre,atteactive.
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The type,of change proposed will be determined in large part by the climate

that exists, within the organization. Schools and districts with an "open

climate" will tend to do a more extensive search and to have a wider range

of alternatives for consideration. .Search activities that go on in schools

with open climates will also tend to focus on changes that are related to

improved instructional practices.
These-schools will be less concerned

with the impact of these changes on the social relationships of teachers

',and administrators. By contrast; search activities in schools with "closed

control climates" will tend'to focus on.change strategies-that are related

to improved social relationships and that are less concerned with instruc-

tional practiCes and arrangements.

In the implementation phase of new strategies for sex equity there will be

a higher proportion of implementation of new strategies where faculty mem-

bers participate in each part of the total course of action. .In this case,

innovations will be understood more thoroughly and implemented with greater

meaning. Schools with highly elaborate sets of rules and regulatidns will

adopt fewer proposals for innovation than will schools with less elaborate

rules and regulations. Schools in which rules tend to emphasize hierarchi- .

cal lines of authority for decisiOn making and conflict resolution will tend

to adopt innovations that affect` classroom practices-but will not adopt

innovations that alter the relationships_between supervisors and teachers or

between teachers and administrators:

All of these.considerations.are part of the background.information that a

change agent should take under advisement when assessing the immediate-organi-

zation and then its surrounding environment. After such assessment, it is.

. then possible (a) to decide what kind of strategy, should be' part of a. specific

process for helping those interested in sex equity; (b) .to select or combine

appropriate strategies to achieve a solution to their problem.

In conclusion, there are several generalizations .to- be made regarding change

as it relates to achieving sex equity in schools:

1. The greatest impetus'for change comes from.local change agents

(individuals and.groups within the organization) who become

advocates for sex equity.

2. Change agents should,be actively recruited from all .evels of

authority and responsibility in the school district (board mem-

bers, central office staff, principals, teachers,support-staff,

studenti).
-

3. Change can be most effectively accomplished if all those affected'

-by the change-can be involved in the identification of the__prob-

lem and the consideration of the alternative solution.



Overview

Networking

4.1

Each of us operates as a change' agent' to some degree. Whether we

recognize it or not, we also have access to several natural networks,

both formal and informal. Regardless of position, our interactions

with family, peers, tolleapues, and personal friends; as well as with

business/professional associates, experts in the field, and our own

client system; are all examples of networking. It is the intent of

this section, to acquaint the reader with an overview of the networking

process; the identifiCatjon of the types of networks available; the

development-of'necessary tkills;\thQ
identification of change resources;

and, the cautions and concerns related to networking. Application of

the skills presented here could revit in the development of a more pro-

ductive'self,'group, or organized coalition. Indeed, as the reader

progresses through this-book it will become apparent that one of the

strategies often selected. to implemeAtiand plan change toward equity

has.been resource linkage or the networking process..

Network building is a complex stratNy'which'connects'people, institu-

tions, agencies, and the-like in such a way that they exchange informa-

tion, and resources -(both human and material) to solve problems and

implement change.

While network building results from the use of various types of, inter-

personal and intergroup connection, '1nkage provides a vehicle for'

those connections to occur. Linkage is a system of communicating events;

providing technical assistance; providing new competencies through con-

tinuing education and training; and providing feedback to educational

developers, researchers and policy makers.

Network Identification and UsUse

To best identify the, types of networks available and how they might be

most effectively used,.one might view networking as a multidimensional

triad:

Level 'I

I (Personal) At the personal level, what can you as an individual do to

permit and enable yourself to feel more powerful? What

types of affirming .experiences might you engage in to,

expand your awareness, increase your inner security, and

broaden your .personal growth?



Before one can effectively become a change agent for other individuals,

groups, or organizations, one must take a petsonal inventory to'determine

-which attributes and behailiors need changing. A workable-starting place

that will give some personal- meaning to these broad issues is to attempt

to identify some personal, general life goals and values.

The following life inventory may help focus on all the things individuals

'do or would like to do, their activities and values. Responses for these

various areas may help the individuals focu:-, in on target areas for personal

change.

1. Things I do well

2. Things I do poorly

3. Things I would like to stop doing

4. Things I would like to learn to do well

5. Things I would like to start doing now

In addition, support or rap groups or consciousness-raising groups can also

be very helpful in building a personal empowerment base.

Level II

WE (Interpersonal) At the interpersonal level, who are your advocates?

How can they be more supportive of you? What are

your responsibilities and therefore with whom must

ybu communicate?- With whom might you communicate

to better prepare yourself to effectively implement

change? .How do WE; in turn, relate to others, which

gives us an eimn,broader extended network? Whom do,

we serve and how do they impact on others?

Just as there are types
and levels of networking,
there are also various
types and levels of ihter-

personal relationships
that help explain the
phenomena of collaboration
and networking of inter-

personal relationships.

2.

Brief/Casual Contacts

'Working Corlea:::;a:TR:::::llinal Friends

LEVELS AND TYPES OF INTERPERSONAL. RELATIONSHIPS



-It goeswithout saying that the deeper. the level of feelings involved,

(i.e., open, trusting relationships that are intimate in nature),,the

more potential there is :for, a relationship that promotes collaborative.

growth and,mutual goal sattsfacticins- Work.: n equity Often means that

We'find OutselVes interacting with a variety of individuals in ways that

ange from the most distant, unknown level to the most trusting and

intimate. The key to effective change via interpersonal relationships

is knoWing with whom, how, and when to interact at each level..

Level III

US (Intergroup) Within the, larger context of the intergroup, what

political groups,laws and other support systems are

available to you? United we are Stronger; United we

become mare Sensitive; and United-We can follow a

clearer focus or Sense of direction toward.change.

At this point it becomes necessary to distinguish between two kinds of

change efforts. The first includes attempts by formal and informal'

- organizations, government agencies, and community groups to'change the

attitudes and practices-of individual citizens in either their.private:

or professional-lives. :Many of these objectives and goals are estab-

lished at the state and.national level. Programs such as, those improving.

Child.care,-physical and mental health, and legal defense are. examples

of.such change,efforts,- Organizations such as the National Organization

for Women (NOW)Olomen's EquitY.Action League (WEAL), and the Federation

of Organizations for Professional Women continue to be actively involved

in the'process of Such-planned change:-

,

.

The second kind of planned change effort consists.of those organized,

cooperative efforts to improve institutions, agencies, bureaucracies,

and communities. These national and state efforts are largely project

oriented, although some:government
agencies.as well as private organi-

zations have undertaken to develop formulas for implementing change. The

success of these projects is often tontingent upon the degreetowhich

other community- minded- organizations have participated in the-Change effort.

Programs that monitor .equity enfortement progress; provide a clearinghouse

of information concerning-programs if ecting women at all leVels of educa-

tion; and:- review programs and activiti s-Conducted by and assisted through

the Education Division of the Departmen ,.of Health, Education and Welfare

(PEER)'; the Project w .the Status and Education ofare exampleSofsdch,dhange efforts. Orga lzations such as the'Project on

Equal EdudatiOn. RightS (PEER)';

Women of the 'Association of American Collegesis the National Advisory Council

on Women's Education-Programs; and the NationalCoalition for Women and Girls

:in'Education (NCWGE) are actively involved in such problem-solving endeavors..

A more,detailed list of other equity organizations and projects is in Chapter-V

Within the larger intergroup Jl:context,ational Support:can-be collectively

:: sought by getting restrictive laws and policies:changed. The networking

process is essential for..these:types. of political/change efforts.
,



Developing the Necetsary,Skills

There are a variety of ways in which networking can be accomplished.

Personal contact, a telephone call, small-group meetings and the more

sophisticated methods of consultation'and technical assistance are only

a few. To increase our effectiveness. as change agents, certain network-

ing skills are necessary.

Level I

(Personal) 1. Expanding vur own potential

2. Inviting personal growth

3. Responding in a process-oriented way

.40 4. Relating to and empowering self

.Since most of us will 17robably be working on our own, we must be able to

function autonomously; must be strongly self-motivated and be able to

maintain a high moral level. We must first be able, to find power within

self (process oriented), and trust ourselves and our own inner judgments

. rather than the evaluations of others. In process orientation we may make

mistakes, but we. are willing to admit that we have/done so. We accept the

reality thatme and our environment are constantly changing and we permit

ourselves'to be part of that change process.

Level It

WE (Interpersonal)
N

5. Discovering relationships

6. Developing advocatei

7. Building support systems for change

8. Expanding and exercising poimr beyond self

Beyond self, most of us will also find, power in relationship with other

people, institutionsA and ideologies. As such we must be problem solvers,

be able to listen attentively to others (clients) and be able to relate

their needs to-the services available. We must be able to work on a one-to-

one basis, in small groups, and in a larger context. Most important, we

must begin by establishing trust relationships thus fostering a climate for

change. Some of the more specific skills that relate to the interpersonal

-level include dealing with conflict and coping with divided loyalties; 'linking

participants with pertinent information sources; retrieving useful information

from a wide range of sources; and helping to identify developmental potential

in other individuals, groups and organizations.



,. Level III

- US (Intergroup)'

9. Maintaining a,national coalition

10. Activatingiolitical/social systemi

11. Engaging in united'effofts toward change

12. Intervening in the executive, legislative, or

judicial' process._

Those who undertake to bring.about changes are often discouraged by the

high degree of .resistance to change that they find among individuals

with whom they are attempting to work. They become doubly discouraged

by inflexible ,bureaucracies whose complex procedures often impede action

while providing the appearance of purposeful activity. Tapping into a

dational network or coalition may provide sufficient power and clout to

deal with such bureaucratic inflexibility.- In spite of,the potential"

power of such united efforts towards chafile, it can never replace the

initiated change at the grass-roots or community level where individuals

still have a sufficient degree of primariness to make genuine inter-

personal communication possible.

4. Refiting to and empowering self
2. Inviting personal growth

L
12. Intervening in the

executive, legislative..
or judicial process

6. Developing advoutes

11. Engaging in united
efforts toward. change

.

7. tulWtnq support systems
for change

10. Activating political/
social systems

.
3. Expanding Ind exercising

9. Maintaining a national coalition .

'power beyond self'
4L

THE NETWORKING PROCESS



The Identification of. Chance Resources

One of the most important skills in the networking process is being able

to identify and use the human, nonprint and print resources available to

us.

A. Human Resources

The human resources network can be an invaluable tool to facilitate

innovation and change. Human resources can be found informally via

a telephone call,, a special visit, a.convention' or meeting, or
through

serendipitous means. Human resource systems that can be identified

at the more formarlevel and that are committed to achieving equity

include consulting organizations such as the Office of Education;

National.Center for Education Statistics; Resource Center on Sex

Roles in Education; American Council 'on Education; State and Federal

agencies;,research and development (R & D) centers in academic insti-

tutions;
professional-organizations; and other school systems, to

name only a few.
\\\

B. onprint Resources

n an age of electronic technology,
increasing numbers of agents of

change are using nonprint media to help in training, resource selec-

tion, and in-service strategies. Nonprint media might include 16 mm

films, 35 mm filmstrips, 8 mm motion cartridges, videotapes, slides,

records, audio tapes, simulation games and others.
.,

A few of the nonprint
information services that can be identified as

part of the'networking process might include Educational Resources

Information. Exchange (ERIC); Educational Products Information Exchange

(EPIE); National Audiovisual Center; National Information Center for

Educational Media (NICEM); National, Instructional Materials Infoima-

tion System (NIMIS); and the Women's Educational Equity Communications

Network (WEECN).

. Print Resources

Thera are numerous print resources that are readily accessible at the

community level to individuals and :groups.such as classroom teachers

and other educational
practitioners who are committed to educational

equity. Several existing libraries,
information services, and clear-

inghouses have done extensive work in the area of sex equity. These

sources of
educationalprint.information are so diverse that it is

virtually impossible to list all of-them. Educational Information

Centers in local State Departments of Education and colleges/un6er-

sittes are an excellent beginning point. A more detail data base of

r human, nonprint, ind print resources are listed in Chapthr°V. Itjs

imperative that some type of quality control be implemented to ensure

against sexism -and bias, in all materials used.. Chapter IV of this"

book will present a variety of recommended change strategies and

suggested action steps in eliminating sexist policies and practites

in materials selection, adaptation and development.

O



Cautions and Constraints

It goes without sang that networks can b(

and an importvt-tool-toAain access to jni

contacts. At the same.time:it.would be,na'

potential cautions and concerns that relat(

For-eXample,:dot all individuals view netw(

or bonding process. UntiLrecently many we

tration rarely thought about the°need for

because there are so few jobs open. to womei

,education-or.business management that they

one another and. became rivals rather than 1

D-
Second, networks are closely linked With.po

capacity' to 4nfiuence:behavior..jower-ret
for creating.feelings:Of resentment and mi

those-Who feel powerless. Many individual

themtelves beCoMing uncomfortable in the,p,

who eManatet--pOsitive ego-ttrenglh.. NO ch,

occur until newpower is generated orold

processes require careful, negotiation away

win-win strategies. Such.ttrategies are w

Lastly, there is a'fine line of interconne

interpersonal and intergroup levels within

is critical to know with whom, how:and whe

Women seem to have a more difficult timed

various levels of exchange and, as a resul

priateness of their actions or behaviors.

mon, particulanly for women, who have recei

support from other women, to expect'that s

tance in other personal or professional pe

individuals set themselves-up not only ft*

but may also be paving the way for outrigh

Conclusion

In spite of some of'the obvious cautions.a

to stay and certainly need not become a wa

ends. Rather, networking can become an.el

benefit. Today, women can reap the benefi

following suit and buildidg their own'supr

of this spirit of collaboration arelimitl

nurturing our universal doalsof equity.



Overview

Evaluation

No one can effectively embark on a quest for change without arilding in

the needed evaluation processes which, if comprehensively applied, can

Assist in:.

the setting of projected.priorities and goals;

the'establishment of appropriate starting point(s) and

activities;

the outlining of necessary critical paths or interim

milestone accomplishments for which to strive;
/

the determining of checkpoints for internal consistency;

,

the gathering of data for use in programmatic/process

decisiOn making;

the confirmation or the negation of progress and/or

efficiency; and

the uncovering of ongoing needs/directions:

Evaluation can be ongoing, built into the total process, applied externally

on a regular or periodic basis, used only at the termination of an activity/

project, and conducted in a formal or informal manner; it can be intensive

and complex or surface and simplistic. Data ileaned from evaluation pro-

cesses thus can be general or specific; related to he immediate or long-

term goals, objectives, and outcomes of the individual egroup process,

Progress, or effectiveness; focused on
either,one, or, all of the affective,

cognitive, or psychomotor domains; and the data may' be used in a.formative

and/or summative manner to determine product,
process or context effective-

ness.
1

These data can he stored, analyzed, applied toifuture'endeavor(s), and/or

disregarded. The positive results of evaluatIOn.efforts can be directly

correlated to the application process applied once the'data have been

gleaned. It is not enough to plan and conduqt an evaluation; it is essen-

tial to analyze and use the results of an evaluation.



Ideally, the evaluation design applied to the various sex equity components

outlined'as needs by the district/university/college will be one which

interacts with all program stages; is continuous; and reveals pertinent

data which used for establishing directions for new plans and actions.

This part ofthapter II will attempt tohelp the reader learn about the

effective ways evaluation principles/activities can be designed and applied

to.better achieve sex equity in educational settings. Further, attempts

will be made to assist the reader -in understanding Fit* data gathered sas,a

result. of such activity can best be used in order to augment desirable

change, establish productive-mtworks, and/or utilize resources.

THE EVALUATION PROCESS

CONSIDER THE-PROGRAM

As stressed in both the change and networking sections of this chapter,

all planning and development begins with analysts activities. To

create a. model for program development, one must determine direction(s);

establish needs; recognize constraints and take steps to negate, ob-

. . viate, eliminate,, or. reduce them; consider alternatives; develop or

secure'the needed'resources; plan what will happen.; and recycle as

' necessary. Analysis is followed by synthesis (implementation) and

evaluation, and culminates-With additional analysis. A schematic

diagram reveals the systems model so prevalent in today's industrial,

scientific and educational processes:

PROGRAM MODEL

1.0
Conduct
Analysis /Needs
Assessment

8:0
Analyze
and
Recycle

4
2.0
Establish
Goals and
Objectives

7.0
Assess
Growth/
Efficiency

3.0
Consider\
Constraints/
Alternatives

6.0
Implement
Program
Activities

4.0
Plan
Program/
Activities

5.0
Secure/Develop
Needed
Resources

Using this model, an application for achieving sex equity in educational

programs might include the following considerations/action steps:

1.0 CONDUCT ANALYSIS/NEEDS ASSESSMENT

1.1 Accept assignment to design/implement necessary steps in

order to achieve sex equity

1.2 Review the laws/mandates regarding sex equity

1.3 Ascertain all ramifications for the district /college in

question
1.4 Ascertain the current levels of compliance/commitment/

practice
1.5 Determine areas of deficiency/noncompliance

1.6 Report,to policy-making bodies
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2.0 ESTABLISH GOALS AND OBJECTIVES

2.1 Prioritize needs
2.2 Set general goals
2'.3 Set general objectives
2.4 Set specific objectives
2.5 Plot timelines/critical products
2.6 Review for comprehensiveness
2.7.1 Report to policy-making bodies for approval/comment

3.0 CONSIDER CONSTRAINTS/ALTERNATIVES

3.1 Rank objectives and outline possible approaches/requirements.

3.2 Establish fiscal data for all alternatives/requirements

3.3 Consider other constraints (organized resistance, lack

of commitment, etc.)

3.4 Determine feasibility in light of constraints

3.5 Outline all alternatives, noting pro/con positions

3.6 Review for comprehensiveness; recycle as necessary

3.7- Report to policy-making bodies for approval/comment

4.0 PLAN PROGRAM/ACTIVITIES

4.1 Determine target population(s)

4.2 Design program components

4.3 Prepare specific - programs /activities

4.4 Establish timelines for implementation

4.5 Review for comprehensiveness; add or delete as necessary

4.6 Report to policy-making bodies for approval/comment

5.0 SECUR DEVELOP NEEDED RESOURCES

5.1 Review and critique existing resources (human, print, and

nonprint)
N\

5.2 Contrast to resources noted as being necessary in 4.0 s\

5.3 Determine needs for purchase, contracting, and/or de-

velopment
5.4 Buy, contract and/or develop resources as necessary

5.5 SChedule for use in accordance with timelines established

in 4.0
5.6 Develop evaluation process for resource validation

5.7 Report to policy-making bodies for comment

6.0 IMPLEMENT PROGRAMS/ACTIVITIES

6.1 Plan'and contract for on-site arrangements

6.2 Conduct programs/activities

6.3 Evaluate proicess/product/context of each/all sessions

6.4 Analyze data gleaned; recycle as necessary, as possible

6.5 Prepare a chronicle of all implementation efforts

6.6 Report to pOicy-making bodies as an information item.

6.7 Provide for follow-up services as needed, as possible



7.0 ASSE/SS GROWTH/EFFICIENCY

7.1 Review ,all evaluation efforts

7.2 Apply post-assessment instruments as possible, as. necessary.

7.3 Prepare data in orderly, comparative format.

7.4 Submitidata to program managers/policy makers

7.5 Be available to interpret results

. ANALYZE AND RECYCLE

8.1 Consider all data

8.2 Contrast.to objectives and'goali

. 8.3 Ascertain degree of effectiveness

8.4 Note areas of deficiency; remaining

accomplished
8.5 Prepare and deliver reports

Once these or other action steps have been established, then the inte-

grated evaluation desigr'vcan be outlined and disdussed.

goals/objectives to be

DEVELOP AN. INTEGRATED EVALUATION DESIGN

The sex equity components which will have to be included in any

implementation of the programmatic process outlines on the pre-

. ceding pages are charted below. The scope and intensity of any

program development., process implementation, and evaluation pro-

cedure will be determined by (a) the level of understanding and

commitment of the people in pow& and the people\charged with

carrying out the task of-achieving some degree of\,s6 equity, (b)

the existing climate for change in the area, and (c) the skills

potential of all involved personnel.

CONPONENTS,fOR DEVELOPING SEX EQUITY

LETTER SEX EQUITY IN EDUCATION SPIRIT

LEGAL COMPLIANCE

MINIMAL COMPLETION OF:

Procedural Requirements
Self Evaluation
- Policies
- Programs
- Practices
- Processes
Grievance Procedures'
Employment PraCtices
(AffiriatiVe Action)

Assurances i

Policy
eking Bodie

Boards, Regents

Central Adminis-
trators - Presidents.

Superintendents. Ekecutiv
Staff Members

Site Administrators - Deans,.
Principals, Registrars, Disciplin-

arians. Athletic Directors. Department
\- Chair ersons

TOTAL-COMPLIANCE.

COMPLETION OF ALL LEGAL STEPS PLUS

Optimal InfuSion of Sex Equity:

- Knowledge
- Concepts
- Attitudes
- Skills

- Programs
into all Activities/

Beliefs /Practices of
All Target Popo-.

lations

TARGET 'POPULATIONS

Instructional Personnel - All subjects /grade levels

Counselors. Physical Education Staff. Athletic Coaches.

Vocational Educators

Staff - Support, Food Service, Locker Rom and Maintenance

Students - All enrolled 8 Student Body
Leoders, Athletic Team Captains

Publications Editors. Cheerleaders. and Band

-o Community Members it Orge.and Those inleaderihip Positions

KNOWLEDGE .31



Determining the requirements of the mandate, the temperament of the

various target populations, the level of commitment regarding the

achievement of either the letter or the spirit of the law, the current

status of sex equity, and the remaining sex equity needs of the dis-

trict/university/college will logically lead to the development of the

necessary activities, programs and processes which can foster the grdwth

of each and all of the target populations toward the achievement of sex

equity. The wise use of all resources and the application of an inte-

grated evaluation process can promote progressive growth and help dqc

termine the level of achievement in each of the related developmental

sex equity components.

Specific evaluation concerns related to each of the milestone program

components could include:

1.0 CONDUCT ANALYSIS/NEEDS ASSESSMENT

What-are the requirements.of the Federal and .State laws re-

lated to sex equity?
What are the current interpretations of these laws?

Has the possible impact of. these laws been assessed for all

of the people, programs,
policies, and processes associated;

with, the institution?
What instruments/methods of evaluation are available for use

in determining .the initial levels of compliance?

Have all elements been considered in the assessment of this

initial level of compliance? .

What, kind of report should be made-to the policy makers re-

garding these analysis steps?

2.0 ESTABLISH GOALS AND OBJECTIVES

What criteria should be used to establish the priority

needs areas (required by law? related to other district__

\priorities? etc.)?
Using the-ranked needs at a base, what general goals and

objectives must be met (achieve basiC compliance? develop

a workable grievance process? restructure pay scales and

athletic programs? etc.)?

Reviewing these goals and objectives, what specific

objectives must be addressed first (basic compliance -

procedural; basic-compliance
self-evaluation; basic

compliance - assurances; etc.)?

Looking at the needs, goals and objectives, what is.a

feasible timeline for the accomplishment of the heeded

objectives? What products must be developed?

Have all the facets been considered (necessary informa-

tion, attitudes; skills development for all target popu-

lations; activities for the achievement of the letter/

spirit of the law; necessary evaluation procedures; etc,)?

Can these data be succinctly prepared and presented to the

policy-making bodies?
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3.0 CONSIDER CONSTRAINTS/ALTERNATIVES

What criteria should be used to rank the approved goals

and, more important, the necessary objectives (develop

in accordance with due dates according to the Federal

regulations? work from policy-making level to general

public level?_work from teacher level toward policy-maker

level? Achieve classroom practices equity, then work

towarCeinployment procedures equity? etc.)?

What are the Possible ways of achieving these objec-

tives?
Which ways-are-more feasible (cost'effectiveness, avail-

ability of resources, related to other priority concerns,

etc;)?
Which ways are impossible (too costly, not acceptable in

light of community mores, etc.)?

Who will prepare the pro/con report? How can the data be

best presented? Have all_possibilities been explored? Have

all constraints been listed? Who will be best qualified

to respond to.board-inquiries? >4

4.0 'PLAN PROGRAMS/ACTIVITIES

In accordance with the approved alternatives, which of the

populations will be served (poliCy makers, instructional

personnel,\students,-etc.)?
What do these populations need most? What do they need

first ?. -(evaluation? information awareness activities?

skills training? etc.)?
How will the specific programs/activities be conducted

(lecture and discussion? a two-hour experience with case

studies? a filth and panel? a series of Workshops which

but-1st4rom-simple to-c.omplex_coverage_of

tion`procesSing, attitude building, and skills development?

etc:)?
When mill .these programs/activities be offered (after work

on.a volunteer basis? during .work on a. time-release basis?

at regularly scheduled meetings? etc.)?

Have all necessary components been considered? What needs

to be added or deleted? Do components relate to the model

(letter/spirit) and will they guarantee the development

of the desirable skills, attitudes, and knowledge of the

populations in question?

What evaluation process should be built into the program/

activities (formative? summative? related to instruments?

observations by external observers? formal? informal?

etc.)?
What reports are necessary for the policy makers? Who

will do them? When (periodic? interim?,summative only?)?

5.0 SECURE /DEVELOP NEEDED RESOURCES

What resources are available (human, print, nonprint) and

whith would be most suitable for use (in _evaluation use

of norm-referenced tests, questionnaires, observations;

logs, etc.)?



What other resources are needed and where can they be

obtained (develop? adapt?,review and validate? etc.)?

What means of validation should be used to affirm/critique

the resources selected for use (internal/external appli-

cations or observations? use of instruments? other?

etc.)?
Who will contract for the needed resources?

What alternatives are'available for back-up purposes?

' Have all timelines been met and are all necessary/desirable

resources secured?
What information'should be summarized for presentation to

the policy makers?

6.0 IMPLEMENT PROGRAMS/ACTIVITIES

Were the sites used and services received adequate and cost

effective?

. Was the flow of activities logical, meaningful, and compre-

hensive enough to contribute to the fulfillment of the ,

desired objectives/goals?
Were the presentors/materials appropriate/adequate/excellent?

Were the skills/attitudes/knowledges of the target populations

suitably increased, maintained, and/or enhanced?

Why did anything fail? succeed?

What would be done differently ifthe program/activity were

to be repeated? Why?
,,

Have all pertinent data been collected?
e-''

Is the format for reporting the data clear and concise, yet

comprehensive?
What indicators for follow-up services are revealed in the

data?

7.0 ASSESS GROWTH/EFFICIENCY

What treatment of
the.gathered data is necessary to ready

them for review (descriptive statistics? inferential statis-

tics? other?)?
What format thould be ysed in order to display the-data

while assessment of the growth/efficiency of the process/

product/context is made _(summary charts? comparative graphs?

anecdotal statements? narrative descriptions? etc.)?

When should the data be submitted for review? Who will be

available to interpret the data?

8.0 ANALYZE AND RECYCLE

Have all data been analyzed?

Have all possible deductions/hypotheses/facts/findings
been

garnered/considered/explained/determined?
Have all necessary comparisons been made to ascertain the

degree of effectiveness and subsequently the remaining tasks

in order to achieve the original goals/objectives?

Who can best provide the needed follow-up services?

: :What evaluation processes will be used as part of the follow-

up procedures?
What needs to be reported to the policy makers?



What remains to be done?

What recommendations/data should be shared with the policy

makers?

APPLY THE DESIGN

Once the answers to the questions on thepreceding pages are obtained,

the design for the program, process and evaluation procedures takes

substantive form.. If it is decided that achieving the spirit as well

as the letter of the law is to be the goal, an all-out effort to as-

certain the current sex equity attitudes, knowledge level, and skills

of each and all of the target populations will become a priority. This

would be followed-by the implementation of a planned, sequenced series

of Opropriate activities designed to prod the apathetic or hostile re-

calcitrants, assist the hesitant,-urge equity advocates to new heights,

and, in general, uniformly aidoall the' people in the elevation of their

attitudes, level of knowledge and skills potential.

The application of evaluatio procedures would be essential to the suc-

cess of these initial steps Simple or complex criterion-referenced

tests, additudinal question aiees, observation
checklists, logs and on-

site visitations might alb be used as a means to'determine initial,

interimi or culminating levels of attitudes, skills, and knowledge. De-

cisions regarding the most urgent needs, the remaining areas of defi-

ciency and/or the progress to date can all be made as a result of

analyzing pertinent evaluation data which'have been comprehensively and

objectively obtained.

Further, quality of effort can be measured as well as effectiveness of

they procesSiresourtes/materiaYs-use&Evaluations
of this-type canopro--

vide insights to the
acceptance/rejection of the process(es) used, the

qualities of the presenters as perceived by the participants, the merit

of the method of organization. applied to the process, the worth of the

communications/public relations program; elated to the cause, andeor

the perceived areas of tontinued need. Such data can be gathered for-

.
mally through the use of qUestionnaires/surveys or informally through

the use of observations and random samplings, and for successive

approximttions.

When applying the design(s), evaluators must take steps to ensure that

the evaluation procedures are well planned, thorough, and conducted at

the opportune moments if comprehensive, meaningful results are to be

obtained. Waiting until the end of a-conference/meeting to evaluate

the opening sessions may mean that the reactions of those who were

dissatisfied are not recorded. (Records of conference attrition may be

significant, and should be obtained.) Likewise, asking all participants

to evaluate each session of a three-day meeting may be resented by them

and may skew the input. (Consider the use of external evaluators or a

selected random sample.) Deciding on the best method of applying the

evaluation design and striving to maintain the delicate balance of par-

ticipant involvement which can ensure valid results are critical to the

success of the evaluation process.
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I

Resources for suitable instruments applicable to the achievement of

sex equity are available through the American Institutes for Research

WEEA project for process evaluation and pre-post measurement instru-

ment development. The address to use when seeking their assistance is:

East Coast

1055 Thomas Jefferson St., NW

Washington, D.C. 20007
(202) 342-5000
Co-director: Dr. Dorothy

Edwards

USE THE QATA/RECYCLE

West Coast

P,O. Box 1113
Palo Alto, CA 94302
(415) 493-3550
Co-director: Dr, Carmen J.

I

If formal evaluation procedures are applied, the data gathered will

probably have to .undergo some foreof statistical treatment before

analysis. Raw descriptive <late can be used to determine trends, status,

frequency of incidence; and the range or scope °of performance/reaction.

Inferential data m41 assist the evaluator in making deductions re-

garding the effectiveness of the programs,processes, and/or products.

Sophisticeted,evaluation designs,could be developed which, when cor-

rectly implemented and analyzed, could reveal: which students (or members

of other target groups) are realizing achievement and benefits from the

program,of activities (learning to distinguish what is' discriminatory or

bia d behavior,,etc.); which components of the program-series are most

,e ectiVe-tn helping the client group achieve the stated objectives

awareness aetivities, action-planning sessions, etc%); and what other -4

changes are impacting on ,the target groups (development of keener

sensitivity to the issues, feelings of frustration- when dealing with

unfeeling colleagues; etc.).

Once the data have been gathered and analyzed, and.deduCtions advanced,

the eValuators and empowered leaders must use the results to further

delineate needs (e.g:, more work:in athletics with coaches and parents),

set new priorities (e.g., authoritative intervention, total staff

involvement,' use of budget funds for release time), plan the needed

activities (e.g., in-service, policy development, public relations

strategies sessions), and develop the necessary evaluation design.

Such_fuil-cycle eepetitions
lend themselves to the establishment of

defensible positions,.the 'realization of-sought-after goals, and, in

the case of sex equity, the positive movement of various groups TOWARD

EQUITY.

at,

SAMPLE SEX EQUITY APPLICATIONS

When considering the quest for just the letter of the law, educators

could use the simplest of questionnaires for proof of paper.compliance.

Items to include are as follows:

4



f
:DISTRICT COMPLIANCE WITH TITLE-IX

(Title:40,the Education Amendments'of 1972
Prohibitin0ex'Olscrimination in Educatioh),

A. . Does your district haie a Title IX coordinatdr?

2. Have the name, addresi and telephone number-of

your district Title IX coordinator been sent to,

all students and employees in the district?

B. 1. Has your district formulated and disseminated its

ujiondiscrimination policy statement to students,
parents and employees?

2. Has your district published its nondiscrimination

policy in the local newspaper and in the newspapers
and magazines-operated by the diktrict or the'students?

YES NO

3. Has your district noted its policy of nondiscriMi-

lation on the folloWing:. (a) application forms; %, 77
(b) announcement -of available positions; and (c)

books or students and-staff?

C. 1. Has your district adopt d g vance procedures pro-

viding:prompt and equitable re bf student

and employee complaints? .

2. Has your, district published its grievance proce-

dures so--tney'are:known-to-all-of the-students,.

,parents and employees?

D. 1., Has your diStriCtcondOcted its serf-evaluation?

2. Has. your district modified polities and practices

not in compliance with Title IX?

3. Has your district completed the report on Modifi-

cation and remedial steps taken-to eliminate .

effects of ditcrimination? :

4. 'Has the coordinator or compliance officer involved

staff,:students and community members to help

examine different aspects of the district's policies

and practices to identify any practices that are

discriminatory on the basis of sex?

. Has your district completed the assurance form that

is required with all applications for Federal. finan-

cial. assistance?

.w.11

SCHOOL DISTRICT:

1
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When pursuing the spirit of the law, one would use the basic question-

naire noted above and additional items such as attitudinal scales,

behavior checklists suitable for various job functions or roles (coun-

selor, students, student activity coordinator, physical activity staff

Member, etc.), basic information quizzes regarding knowledge of the

regulatioris, observation
indicators for site and/or procedural com-

pliance, and so forth. (See samples in the appendix.) Sophisticated

evaluation instruments
covering all compliance issues are now being

developed and validated and are available from the American Institutes

for Research'WEEA project.

-. The process reaction form of evaluation can be most useful for pro-

gram validation, site critique, process
effectiveness, ad presenter

qualification. A sample of this type of evaluation follows:

SEE EQUITY- -READY OR NOV?!

Gavilan College, Gilroy, CA

Sponsors: Project SEE
San Benito County Office
Gavilan College

EVALUATION SHEET
. April 6, 1978

Please respond to the following items and leave with the conference staff at

\roe conclusion of the last session. Thanks!

Not Very

Helpful Helpful Helpful

1. WORKSHOP IN GENERAL 1 2 ,3 4 5

2. PACKET MATERIALS
1 2 3 4 5

3. GENERAL\SESSION
1 2 3 4 5

4. INTEREST\SESSION (Mark One) 1 2 3 4 5

. Physical

\

Educators/Coaches 1 2 3 4 5

.. Counselors/Instruction
1 2 '3 4 5

. Admintstratori\ ' . 1 2 3 4 . 5

.

,

. Students
- \

1 2 3 47 .

5. GENERAL SESSION - P.M. 1 2 3 4 5

6. JOB ALIKE TABLE TALKS \\ 1 2 3 4 5

L
\

FILM FAIR
1 4

..

3 4 5.

8". FACILITIES ADEQUATE - NOT ADEQUATE

COMMENT:

9. LUNCH ACCEPTABLE' NOT ACCEPTAth!

COMMENT:

10. BEST PART,OF DAY:

11. WORST PART OF DAY: e.\\

12. ADDITIONAL COMMENTS:



CAUTIONS AN CONCLUSIONS
,

Evaluation processes Are given credibility/validity in direct proportion

to the persons who conceive the design, implement the process, and apply

the results. Care must be taken to avoid making global deductions from

minimal input; to cite only the facts which have a statistical basis; to

define the 'population involved and to avoid over-generalizing inferred

hypotheses; and to acknowledge the relative strengths and Weaknesses of

the design being implemented, the instruments being used, and the causa-

tive.. factors for Obvious/subtle variances (e.g., poor timing for applipa-

'tion of the instruments, Ifl6iwed audience dominated either, by a hostIle-or-

by'an advocate grcuP). .

.rh these days of accountability, more people are attuned to the merits

of ongoing evaluation. In sex equity, the level of commitment to the .

issue will determine the extent of the evaluation process. LETTER or

SPIRIT of the law? 'Advance with ggto or advance with caution? Involve

one group or ihvolvp all groups? Work only on attitudes or. work on the `,

three necessary components of attitudes, knowledge, and skills? Equity

as a result of tear/threat or equity as a result of creative planning4.

management and total program infusion? The choices are there for all

Those who wish to move TOWARD EQUITY will master the skills of CHANGE',

NETWORKING and EVALUATION so -progressive efforts involving all the people

will make measurable, progress.
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People dealing with Title IX have basic qu sti

philosophic and/or theoretical nature, for whi

This chapter attempts to give answers:to typic

to the general, areas of:

A - The,Law D - Money

B - Procedures E - Instrt

C - Attitudes --F - `Other'

It is anticipated that these answers are good

may 4e tempered/modified as more court precech

the Office for Civil Rights (OCR) clarifies tl

interpretations, and as the true ramification

emerge through the tests of time and applicat

Many procedures outlined in Seddon B have be

developed by' Dr. Shirley b. McCune and Ms. Ma

Res:ource Center on Sex Roles in'Education (no

Center on Sex Equity) in Washington, D.C. Th

permissioeand readers se&(ing a thorough ind

ment of beginning attitudes/knowledge/skills

secure and read the series of booklets listed

through the Government Printing Office (GPO).

Title

1. "Title IX: Selected Resources"

2. "Complying with Title IX: The First

Twelve Months"
Shirley McCune and Marthajiatthews

3. "Why Title IX?"
Martha. Matthews and Shirley. McCune

"Identifying DiscriminationA Review--

of Federal! Antiditcrimination Laws and

Selected Case Examples"
Shirly'.McCUne.and Martha.Matthews



Title

5.-. "Complying with Title IX:
Implementing Institutional Self-
Evaluation"

Martha Matthews and
Shirley McCune

6. "Title IX of the Education Amend-
ments of 1972-=A Summary of the

implementingliegulation"

7. "Equal-Educational Opportunity"
Poster

8. "Equal-Employment Opportunity"

Poste

"Competitive Athletics: In Search

of Equal_Opportunity"
Margaret Dunkle

1

10. 'Selecting Professionals in Higher

Education: A Title IX Perspective"
Emily Taylor and Donna Shavlik

1 "A Student Guide to Title IX"

Myra Sadker and Elsa Bailey

12. "Title IX Grievance Procedges: An

Introductory Manual"
Martha Matthews and

Shir ey McCune

"Title 1 and Physical Education:

A Compliance Overview"
Adapted by the' Resource Center

from materials-developed by

Marjorie Blaufarb

14.. "Implemellting Title IX: A Sample

Workthop" .
.

Shirley McCune, Martha Matthews,

i _

tent Boesdorfer, Joyce Kaser, and

1/

Judy Cusick
i . 1

i. Other
relevant"data/items are released on a regular basis by the GPO.

4 Interested parties will want to obtain .a regular listing of available

titles. from: 1

[

Stock #

017-080-01672-9

917-080-01673-7

Price

$2.10

.45

017-080-01674-5 .35

017-080-01675-3 .35

017-080-01713-0 2.75

017-080-01708-3 1.30

,

017-080-01710-5 2.00

,

017-080-01711-3 2.50

017-080-01712-1 1.40

017-080-01709-1 3.75

Superintendent of Documents-

U. S. Government Printing Office

North CaPitol, G &;.;H Streets, NA.
Washinaton, D.C. 20402

Telephone 202/783-3238
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A The Law

SrlATIMIS
0

1. What is Title IX is a Federal law passed in the Edu-

1Title IX? catiorial Amendments of 1972 by the U.S. Congress.

The intent of the law is to prohibit sex discrimi-

nation in federally assisted educational programs.

Final regulations for the law were published on

May/27, 1975. These regulations became effeOtive

on July 21, 1975, following a 452.:day period of

congressional review. The regulations require

that institutions covered under the guidelines

must be in full compliance with the law no later

'
than July 21, 1978.

, I

The law specifically states:

". . ..No person in the U.S. shall,, on the

basis of sex, be excluded from participation in,

/be denied the benefits of, or be subjected to

idiscrimination under any education program or

lacttvity receiving Federal financial assistance."
\

The 'regulations cover all aspects of sex discrim-

/ ination in school with regard to admissions,

treatment of students, and employment practices.

Lkicational institution s has been varied.
Since the passage of this law, the response

by

r

May have-taken the posture that Title IX is a

Federal Mandate to be ignored until enforced.

0 hers have taken the position thatTitle IX pro-

ides an opportunity for district and postsecondary

/institutions to review all program offerings,

/services provided, and employment practices so as

/to ensure that philosophic tenets, policies,

/ programs, and practices are in concert with the

',law and, at the same time, educationally valid.

LI



2. Who enforces
\ this law?

Title IX is one law in a series of Civil

Rights legislative action which has been developed

to guarantee equality of opportunity to all citizens

of the United States. Other relevant laws designed

to further the causes of equity include:

Executive Order 11246 as amended by

11375;

Title VII of the Civil Rights Act of

1964 as amended by the EEOL Act of 1972;

Equal Pay Act of 1963 as amended by the

Educational Amendments of 1972;

Title VII (Section 799A) and Title VIII

(Section 845) of the Public Health Service

Act;

Title II of the Vocational Amendments of

1976;

PL 94-142; and

Rehabilitation Act 504.

The law itself is quite brief and copies of

PL 92 -318 from the 92nd Congress, session 659, are

available from the Federal government. In addition,

the rules and regulations were published in the

Federal Register, Vol. 40, No. 108, Wednesday,

June 4, 1975.

The law is enforced by the Office for Civil Rights

(OCR), which is,a divisiOn of the D partment of Health,

Education and Welfare (HEW). This ffice is organized

on. a regional basis so that there ar ten (10) enforce-

ment centers'for all civil rights legi lation throughout

the United States. Due to the emotiona impact of this

law, the enforcement process has been delayed, many times.

One of the strategies for this delay has included requir-

ing each of the regional offices to file copi'esNof their

findings with the central office in Washington, D.C.,

in order to obtain approval before releasing the findings

to LEAs (Local Education Agencies). Many times the NNN

interpretations of the law have been inconsistent,.;which-.

has sometimes caused various regions of the country to

have different opinions regarding
interpretations of the

guidelines.



David Tatel, Director of OCR, has issued letters

to various State Education Agencies (SEAs) throughout

the country which indicate that these authoritative

bodies must also take the natural steps of enforcement

regarding the law. Such steps would include: (1) the

observation of school programs and policies by SEA

field representatives as they conduct their normal

business with LEAs; (2) the perusal of pertinent bud-.

get items in keeping with the natural 'auditing pro.:

cesses; and (3) the release of timely'press notices

which underscore the importance of the law and its

implications for LEAs. Further, many SEAs have filed

for Title IV Civil Rights Act funds in order to pm:vide

assistance in the.:area of sex equity.

Many states have'also passed parallel legislation

which calls for the elimination of various civil., rights

discriminations in order for LEAs to retain/obtain

state funds'for educational programs. These laws serve

to reinforce and reemphasize the,necessity of adhering

to the Federal laws. Many times LEA administrators

respond to the state laws' with more rapidity than is

displayed.in response to Federal mandates.

While ntit an enforcement agency per se, the public

itself often serves as the trigger for most of the

actual enforcement of this and other laws. 'Various

membets of the public--parents, students, employees,.

local -constituentsoften observe-discriminatory

behavior in the schoojs and go through the specified

processes for making the enforcement of the law occur.

This would include:

peaceful negotiation/confrontation With

school 'authorities which does-not disrupt

school programs;

official intervention with school authorities

so that the grievance process Os required

by law) is implemented and carried to fru-

ition; or

official intervention
through use of the OCR

complaint process, which involves4the Federal

government in the investigation and ruling

in response to the specific alleged noncom-

pliant activity(ies).*

*Note:* Copies of the OCR complaint process and the desired-content of an

appropriate grievance process are in the appendix of this book.



3. What resources
for help are
available to
individuals,
districts,
postsecondary
personnel, or
members of the

community-at,
large regarding
this law?

Ideally the existence of an antagonistic force

will not be essential for the adoption of nonsexist

policies, programs and practices by the various edu-

cational institutions.
Practically,however, it is a

recognized fact that change takes place slowly and

thus an informed and active public can serve as an

important enforcement thrust.

Title IX aids are available from multiple. sources.

As outlined in Chapter V of this book, there are many

print, nonprint, and human resources from which any

individual/group could glean insights regarding the

law, its ramifications, appropriate strategies for its

successful implementation, and/or evaluation options

which, when applied, could facilitate the achievement

of sex equity.

Learning as much about the law as possible,

making changes because the concepts of the law have

been adopted (and not in response to threat or

mandate), reviewing the progress made regularly,"and

implementing ongoing action steps so total equity can

be achieved are all,possible outcomes if the available

resources are reviewed-and effectively used. Estab-

lishing a local advocate group which includes repre-

sentatives of the public -- community, parents,
students,

profeSsional employees, policy makers, and educational

administrators --who, in turn take advantage of the

prolific resources and develop thenecessary, skills of

becoming change agents/effective nstworkers could

result in.the positive implementation of Title IX ant,

improved programs/opportunities for all students.

This book itself should become a maor rewurce

'for sex-equity advocates,.
Gaining knowledge of the

history of, equity, building;, skills in effective change/

networking/evaluation, learning abotit strategies

related to a myriad of issues, and discovering sources

for help should assist in the preparation of well-

equpped, well-informed practitioners/professionals

who can effectively eliminate discriminat3ry behaviors

related to Title IX.
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1. What,steps are
required of
educational
institutions.
in response
to. Title IX

'mandates?

ocedur. es

Specifically, all educational institutions which

receive Feder0 funds, must:*

Acknowledge the law and file an assurance

form certifying,compliance
with the regula-

tion;"

10 Designate a responsible
employee to coor-

dinate compliance efforts and subsequent

,investigations /grievances;

40 Notify all students and employeeS of the

intent to'comply,with
the law and the name,

address, and phone number of the employee

who will serve as the coordinator;

Adopt and Publish grievance 'procedures which

provide for the resolution of student and

employee complaints;

9. Include a polfty.statement of nondiscrimina-

tion on the basis of sex in an announcement,

bulletin, catalogue, application form,-

or othet materials used in the recruitment

Process of students or employees;

Conduct a self-evaluation of policies and

practites to determine their degree of com-

pliance with the regulation;

Modify all policies and practices found to

be in .noncompliance;
.

Initiate appropriate
remedial steps to over-

come/eliminate the effects of past/existing

discriminations resulting from the noncom-

pliant policies and Practices; and

Retain .a record of all steps taken for a

period of three years.

Initial steps were required to be completed by

October 19, 1975, and full compliance was'required by

July 21, 1978:

*
AdaptedHfrom materialS,developed by the ResourceTenter on Sex Roles in

EducatfOnationaLFOUndatfOrl
for the Improvement, of Education,

14ashitigtOGP.Cp'1074
stit14Y.1: McCune, Director.

r2.



2. What should
The qualities of a good self-evaluation in-

be included elude .
that the scope of the study be comprehensive

in the self- .
of all elements of the regulation, that the process

evaluation
used'to implement the study be all-inclusive of the

process? persons/groups effected by the regulation, and that

the self-evaluation be regUlarly reviewed and .

updated to ensure ongoing equity. The following

checklist,* developed by Martha. Matthews and Dr.

Shirley McCune of the Resource Center on Sex Roles

in Education, provides specificity for the three

components outlined above.

EVALUATING THE. TITLE IX SELF-EVALUATION

) The following questions are designed to assist

in the evaluation of the Title IX self-evaluation

required by the regulation to implement Title IX.

By July 21, 1976, education agencies and institutions'

receiving Federal- financial assistance were required

to: .

Used with permission.

48

evaluate their policies, programs, and

'practices for their compliance with

Title-IX regulation requirements

modify them as necessary-to ensure compliance

take steps to remedy the effects of any

discrimination resulting from identified

noncompliance

This checklist is organized within three

sections:

The content of the self-evaluation

The process of the'self-evaluation

AP:Follow-up and monitoring of the self-

evaluation

(Note: The Title IX regulation established

no pafticular requirements or standards for

the self - evaluation, other than that it should

include the three components listed above.

The questions in this checklist are based on

general principles of evaluation rather than

on legal guidelines.)

a 61



. The content of the self-evaluation

Does the self-evaluation specifically cover:

student access to courSes: \-

- course admissions require-
ments?

- graduation requirements?
-disproportionate course

enrollments.?

vocational education?

physical education?

counseling:

'-programs?
- materials?

-tests-and-instruments?

student treatment:

-behavior and dress codes?

-extracurricular acti*ities?
- employment assistanceg

- health services/insurance
benefits?

honors and awards?

policies, programs, and
practices related to stu -.

dent marital or parental

status?
- .

.athletic and competitive
sports:

- student activities and

programs?
- personnel practices?

financial assistance to

students?

Yes No

[ ] [ ]
[ ] [ 3

[J [ ]

1.1

49
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a

employment policies and
practices related to:

Yes No

-recruitment/selection? L 3 L 3

-promotion, tenure,
layoff, application
of nepotism policies? E3 []

-rates of pay; extra-
duty compensation? ] C 3

- job assignment and
classification ?.. 3 L

-fringe benefits? E3 []
-leaves of absence,

including child-
rearing'leave? L 3 L 3

-terms of collective
bargaining
agreements? E3 E3

-certified staff (by
specific position)? E3 E3

-classified staff (by
specific position)? E3 E3

Does the self-eva uation
clearly specify the
documents, publications,
etc.,'which were examined

during, the review process,

and indicate the criteria

used in examining each? L.3 [ ]'

Does the self-evaluation include

objective data to support its

conclusions, e.g.:

- list of course enrollments by

sex? EJ EJ
-description of athletic

programs by sex? [ ] [ ]

- survey of student 'athletic

interests?
EY[ ]

analysis,of disciplinary
actionsy sex over a
specified period of time? [ ] [ ]

-listing of tests and counseling

instruments used, with infor-

mation on male/female norms,
scales, etc.? G.J E J

-other (please list):

a



Does the self-evaluatiOn clearly

^ specify actions taken/to be

taken when possible noncompliance

is identified:
Yes No

-corrective actions? [ [ J

-remedial steps? [ [ J

IAre these actiofit-generally:

`;:.

2.

`-\-appropriate?

[ [

sufficient? [ ]

The process of the self-evaluation

0\, Are the procedures and criteria

used in the self-evaluation
cl- early specified?

Are the persons involved 'in the

design of the self-evaluation

clearly specified?

Did they,include:

-staff with responsibilities in

each of the areas eialmated?

-students?
-community members?
-persons with ekperti'se on

Title ,IX?

Are the,persons from whom

information was requested

clearly specified?

-0 Did they include:

- persons with diverse respon-
sibilities and levels of
responsihility in each of

the areas evaluated?
-administrators?
-instructional/counseling

staff?
-classified staff?
- persons representing the

various schools in the

district?
-students?
-community members?
- persons with expertise on

Title IX?

:'AretheI)ersons respOnsible
for analyzing the information

tlearlyspecified?'-

[

[ ]

3

1

[ ]

[ ]

[]
3

[ ]

[ ]

3 3

] ]

] [ ]

] ]

[ ]

[ ] [ ]

[ ] ]

[ 3 1

[ ] 1 ]
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Did they includes'

-persons with diverse responsi-
bilities and levels of
responsibility in each of

the areas evaluated?

-administratorsT
-instructional/cOunseling

staff?
-classified staff?,

-students?
-community members?
- persons with expertise"on

Title IX ?'

Were all concerned persons in

the district notified of the

self-evaluation and invited. to

submit any information they

consider:ed relevant?

.
Follow-up and monitoring of the

.selfrevaluation'

When corrective or remedial

.steps were required, were
timelines and staff
responsibilities for their

implementation clearly ,

specified?

Were staff responsibilities
for monitoring these steps

-clearly specified?

Have all specified steps been

implemented according to the

_appropriate timelines?

Are periodic of-the
self-evaluation planned or

conducted?

Is the self-evaluation. or a

record of..modifications and

remedial steps available for

review and comment by inter-

ested. persons?.

Yes No

C

[ ] c

.CE

C

C

C C

] C]



3. What should a
good grievance
procedure have
as its colnpo-

nentsl

When the grievance procelmrequirements
of TitleIX are considered, it is essential that

the comp nents reviewed include both the content

of the a opted procedure and 'the process used

for its i plementation., Educational agencies

may have understanding personnel who wish to

effecttv ly resofve alleged noncompliant activ7

ities bu who must adhere to,an instrument/

procedur which is. awkward, incomplete or

deOgned to confuse the issues. Constrastingly,

thi;proc dure may.be speCific and thorough but

processe may thwart the intent and thus frus-

trate t4. parties involved.

o ;

A checklist dealing withsthe steps which

should be taken before, during, and after the

initiation of a grievance process has been

developed by the Resource Center on Sex Rol4s

in Education and is included here for the

edifiCatr.of,the reader. /

EV LUATING.THE IMPLEMENTATION

.OF TH TITLE -IX GRIEVANCE PROCEDURE*

The title IX grievance procedure required

by the ''regulation to implement Title IX may be

evaluated on two' primary dimensions:

i s content

its implementation

The checklist is organized within four

sections:''
1

Pre-implementatiOn

Filing and initial processing

ofd; grievances

Grievancesprocessing

Grievance follow-up, monitoring,

and reporting

(Note: The Title IX regulation specifies no

requirements for the grievance procedure beyond

being "prompt and equitable." These questions

are based ,on general principles of grievance

processing rather than on legal guidelines.)

*
Used with permission from the. Resource Center on Sex Roles.in education,,

Washington, D.C.,.Dr. Shirley D. McCune, Director.

A
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`Pre-impleMentation

+las a written Title IX griev-

' ance procedure been prepared

which provides for the
.c*ompt and equitable resolu-

Mop of compraintVof sex
04rimination?

Aas,4he Title IX grievance.
rocedure been reviewed to

ensure_ its cpmpliahce with
any'existing standards
sp;:cified by relevant state

and local, laws/regulations,
contracts with employee
organizations, etc.?

Has the Title IX grievance
procedure been reviewed and
approved by institutional/
agency governance? [ E ]

Yes No

[ ] [

[ ] [1-

Has the grievance procedure or

a summary of the procedure been

published and disseminated to
all stbdents and employees? [ ] [ ]

s Have orientation or briefing"

sessions been held with students

ind employees to ensure their
,understanding of the grievance
procedure and its ,use? [ [

Hive all employees with reipon-

sbility for the implementation
of the procedure been provided

briefing and information on the

procedure, and the requirements

of the Title IX regulation? [ ] [ ]

Have persons serving as hearing

officers_been provided with basic

orientation on grievance process-
ing and in-depth training on the

Title IX regulation, interpre-
tation guidelines, and judicial

precedents? [ ] [ ]

Have the specific assignments of

staff roles and responsibilities
been made for all tasks within

the grievance procedure? [ ] [ ]

,o



Have the respo
the Title IX c
delineated and
these responsi
disseminated t
and students?

: Filing and initia
grievances

inforMaiion
. nature of the
cedure and the
Title IX regUl
Available to
students?

Has a lonn or
developed whit
the informatic
the filing of,

Can students i
grievanceeat.
convenience al

Are personnel
assisting \stth
in theji 1 ing

Is opportunit,

clarification
and fr promo
OTUti n of igr

processing Cis
I .

Do notificati
grievance sta
and responden
tion regardin
responsi bi 1 it

process?

3. Grievance proces

Areitimel ines

for promptnes
the handling
step- of grieN

Are .stated nc

cedures full



c

3
Are grievance6hearings con-
ducted according to specified Yes No

procedures? [ ] 3

Are records of grievance hearings

maintained? [ 3 [ ]

4. ,
Grievance follow-up, monitoring, and

reporting

Are all grievance decisions

examined for their implications

for modifications of policy,

procedure, or practice beyond
specified corrective steps? [ ] [ ]

Are all identified modifications

and corrective steps broken down

into their specific taski, staff

responsibilities, and implementa-

tion timelines? [ ] [ ]

' Are all staff notified ofrtheir
specific responsibilities;

to the implementation of modifi-

cations and corrective steps? [ ] [ ]

Are periodic surveys and reviews

made, to assess the implementation

of modifications and corrective

steps and to' identify any related

problems?
[ [ ]

Are regular reports regarding the

implementation of modifications

and correqive steps required of

all staff? ] ]

Are records of grievances, griev-

\ ance processing, and modifications

and corrective steps maintained

for a three-year period? '
[

Are alT'detailed grievance recoru.

(thoseiidentifying involved parties)

maintained on a confidential basis

and without notation in student or

personnel files? [ ] [

r, f

set..of open records regarding

grieVitice resolutions and precedents

parties unidentified) availablelto---

tudents, employees, and other

interested Oersens? ' [ ] E,J



Are regular reports 'of grievance
precedents and compliance efforts
disseminated to all students, em-
ployees, and governance persons?

Are continuing assessments made
of,the understanding of students
andemployees regarding Title IX
provisions and the Title IX

grievance peocedure?

/

Yes / No

C]

\

The content of a grievance procedure Must alsoM

be reviewed for, it comprehensiveness,ispecificity,

and scope so that he requirements of the law are

covered accuratel , the process is spelled .out with

clarity, and the ights of all parties a0. maintained

legally. An. app opriate instrument for ,such an

evaluation follo is:* /

CHECKLIST FOR EVALUATING THE CONTENT

0 GRIEVANCE PROCEDURES

Listed be
may be used to
grievance proc
for modificati
sections: ini

processing of
rights. Remem
Title IX requi
principles of,g
does not indica
indicate an area

desirable.

ow are a number of ques ions which

evaluate the content of Title IX

dures and to determine possible needs

n. Questions are organized into thret

iation and filing of the grievance;

he grievance; and bas!c procedural .

er that these questios do not reflect

ements; they reflectiinstead general

aevance processing./ A "no" answer

e a violation of Title IX but it may

where further specification is

1. Initiation a

Does the

ld filing of grievances:

grievance procedurel:

Provide cle r and adequa4 definition
of who may g ieve, of what issues may

be covered .b grievances, and of the

terms used th oughout the procedure?

Cover 411 stu nts and employees?

Clearly state /andand procedure

for Ming of g ievancrs?

Specify any appl cabl time limits

for the initiati n of/a grievance?

let:sld with permission frof the Resource Center o

4ashington, D.C., Dr. Sh rley D. McCune, Direct

Yes No

C] C]
L] []

Roles in Education,

57



0

i I

Provide for assistance to grievants

in the filing/preparation/processing Yes No

of a grievance? 1

[ ] [ ]

Specify the responsibilities of insti-

tutional/agency staff for the receipt

and initial, handling of grievances?

Provide methods for informal and

prompt resolution of grievances

when further processing is not

needed?

2. Processing of grievances:

Does the grievance procedure:

State the number and levels of

steps for grievance processing

and the criteria for initial

referral to each level?

State the form of grievance pre-

sentation and processing (oral/

written; hearing officer/hearing
panel;.etc:) at each step?

Specify the criteria and proce-
dure for the assignment and

initial hearing levels?

Delineate procedures and responsi-

bilities for notification of all

parties at each processing level?

Delineate timelines for all activ-

ities within the grievance procedure?

Specify the proqedures which shall be

used in conducting grievance hearings:

-amount of time allocated to,heach

hearing? [ [ ]

-amount of time allocated to each

party to the grievance? [

-right of each party to representation

and assistance? C ]
- right of each party to present wit-

nesses and evidence?

-right,of each, party to question wit-

nesses? [ [ ]

- roles of persons involved ifl the

hearing? C ] C ]
-right of grievant to determine

whether hearing shall be,open to

the public? [ ]* [ ]

-provisions/requirements for recording

the hearing? I
[ [



4

Spdcify any requirements for submis-
sion of written information by
grievants or othes?

State the form and timelines for the
preparation of grievance decisions?'

Clearly state the procedures and time-
lines for the grievant's acceptance
or appeal of grievance\decisions?

Specify the roles and election of

persons involved in grievance

processing?

3.. Basic and procedural rights:

Does the grievance procedure:

Provide grievants with the right to
appeal to progressive levels of
decision making?

Provide assurances regarding the
impartiality of hearing officers?

Provide for conNentiality of
grievance proceedings if so
desired by the grievant?

Provide for grievant's access to
relevant institutional/agency
records?

Provide for the protection of
grievants and respondents from
harassment and entry of informa-
tion into student and personnel

files?

's Provide for confidentiality of
grievance records if so desired

by the grievant?

0

Yes No

't 1 []

El El
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4. What about Prior to the Bakke decision, mny.sex equity

affirmative advocates and even some OCR investigators were

action interpreting the Title IX requirements with a

efforts? Ilaticeable,pro/active affirmative action posture.

Classes With more than an 80 percent enrollment of

one sex were suspect and merited a more probing

scrutiny. Employment ratios were reviewed intensely,

with emphasis being placed on the reversal of obvi-

ously skoked job categories (e.g., men dominatinq

the administrative ranks, women the elementary

te'aching ranks; most!y men serviR4 as athletic

directors; women gravitating to lesser jobs, lesser

titles). Since the Bakke decision and other

regional court findings, OCR has released an

announcement that ratios and percentages are not

incumbent in the Title IX legislation, but that

educational. agencies are encouraged to demonstrate

affirmative action and remedial action as necessary

to overcome the past 9r existing effects of dis-

criminatory policies practices. Undoubtedly,

there will be more litigation to test the degree

of affirmative/remedial action that is required/

desired.

11-
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1. How can positive
attitudes
regarding sex
equity in
general and
Title IX in
particular be
developed and
maintained?

1

.

Enhancing the development of positive ways of

thinking, feeling or acting about any subject is best

accomplished when the person(s) to be stimulated/moti-

vated has a vested interest/involvement in the' issue(s)

at hand. Expecting a weary educator who has'had little

actual involvement with students for an extended period

of time to think that it is necessary, desirable or even

possible to change policies, programs or practices is.

a rather naive pertpettive. If, however, the adminis-

trators have children themselves or have regular contact

with students who-demonstrate, in positive ways, their

desire see change occur, then the administrators are

more apt to irfitiate ongoing change. Further, if advo-

cate groups present the facts clearly and accurately

regarding what is and what should be, many dedicated,

professional admini strators will respond positively to

the data, and discriminatory behaviors will begin to

be resolved.

Ideally, simple knowledge of the law--its concepts

and the comparative data gathered during the required

self-evaluation--should be an adequate lever to activate

the necessary changes.
Unfortunately, many people do

not proceed just-because the theories are correct or

knowledge of the need for change is present. Many

require that
intervention/confrontation be in evidence

so that the actions are ,dictated and personal liability

for initiating the changes cannot be addressed to the

individuals who have the leadership responsibilities.

In order to make this "response to threat" a positive

one, many alternatives can be used as a strategy pool.

Some of these would include:

Arranging to have a knowledgeable Title

IX advocate who it a personal friend of

the recalcitrant make,periodic visits

and/or social appointments at which time

subtle insights regarding the law can be

worked into the, conversations. Following

such activity with requests from other

community advocates for positive actions

to eliminate sexist behaviors;

4



2. How can negative
attitudes be
overcome so
apathy and/or
detrimental
_activism can be

minimized?

Allowing knowledgeable,- enthusiastic

groups to plan and conduct awareness-

level activities and training sessions

where skills are actually developed for,

all the people.. Building on this

increased advocate group to do even

more sensitizing and skills development;

- Developing a planned program which cites ,

the advantages of a nondiscriminatory

society and presenting it to all possible

audiences -- public groups, professional

gatherings, student activities, the media,

etc. Involving these groups in follow-up

activities; and

Appealing' to the policy makers to establish

forceful policy, thus obtaining commitment

to the concepts of sex equity. Coupling this

with follow-up evaluations of the progress

made to achieve equity.

Negative attitudes exist when there is lack of

leadership due to lack.of knowledge and/or commitment

to an issue. Negative attitudes fester and gain

momentum when discriminatory and/or biased behaviors

are allowed to persist or when the exhibition of these

behaviors is encouraged. "Individuals who wait.for

time to pass and for "what's right" to evolve naturally

will be waiting a long (time. Negative attitudes must

be met head-on with positive alternatives, accurate

information, and a forceful request for change. Should

all positive attempts to deal with negative attitudes

fail, legal steps should be taken with use of the

grievance process or complaint procedure, to eliminate

any discriminatory behaviors.

Further, many times the strategies outlined in

question C. 1 of this chapter can be applied to persons

who hold negative attitudes and exhibit biases, but do

not engage in discriminatory behaviors. The adage of

"chipping away one step at-a time" is most apropos.

'Keeping the momentum and staying active are essential

if negative attitudes are to be reversed. Lastly,

stroking thould be given to persons who exhibit growth

toward positive cOncepts/behaviors. Quiet encouragement

and/or open praise for new thoughts/actions which demon-

strate a.willingness to move away fromnegative behavior'

toward positive action should be given warmly and sin-

cerely by advocates who wish to, make a difference.



3. Once positive
attitudes exist,
what action steps
are indicated in
order to make the
assimilation of
sex equity
concepts .a

reality?

If positive attitudes exist within the

power base, then.the strategies for the assim-

ilation of sex equity concepts can be developed

and implemented through authoritative directive,

followed by appropriate training and evaluation.

.The training of individuals is essential so actual

skills can be developed, tried, and evaluated as

'to their pertinence and impact. Needed skills

iliclude possession of:
- --

A factual knowledge base of
Title IX and its requirements;

The ability to discern what consti-

tutes discriminatory Or biased
.savior; a sexist environment,

and/or the subtle .nuances that
perpetuate ongoing stereotyped
thinking;

Knowledge of available resources
and how to obtain them; and

Knowledge about change factors/
strategies and how to personally
design and implement effective

actio: steps.

If the power base has not embraced the concepts

of equity but an advocate group has, then it would

be essential to explore the strategies.46utlined

in C.1 of this book before the suggestions noted

above could be considered. Lastly, the following

questions* might be asked and answered by any action

individual/group when contemplating change:

1. What is to be changed?

2. Who is going to change or be changed?

3. How will they be changed?

4. Where will the change occur?

5. When will the change occur?

*
Used with permission from the Resource Center on Sex Roles in Education,

Washington, D.C., Dr. Shirley D. McCune, Director.
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4. What changes
must occur in
teacher education/
certificatiOn if
sex equity concerns
are to be-an inter-

faced component of
the teacher
preparation/
licensingprocess?

When the answers to-these questions are

revealed, then the constraints which might

prohibit or inhibit the accomplishment of the

tasks must be outlined and appropriate strate-

gies for dealing with these barriers developed.

Likewise, the factors which can assist in the

accomplishment of the tasks should be outlined

and pursued. ' The development of and adherance

to a reasonable timeline will assist in the

change process. Little effective, lasting change

occurs unless someone or some group plans such

an orderly approach, rallies the resources, and

recycles once the initial objectives are achieved

so more long-range goals can be realized.

Review of the staffing patterns at most

colleges of education throughout the country

reveals that men occupy most of the high adMin-

istrative posts and that-the number of male

administrators.bas increased and not decreased

since the passage of Title IX. This fact alone

does not automatically imply that teacher educa-

tion programs are sexist. Review of the course

offerings at those same institutions, however,

reveals that most programs have not infused sex

equity conceptE into the existing programs and

only a few havb instigated programs dealing with

sex equity concerns.' Further, while more and more

states are requiring evidence of minimal compe-

tencies for teacher certification, few, if any,

require that teachers be'knowledgeable of the

Federal laws dealing with human equity mandates

which influence the policies and practices of all

educational, institutions which receive any Federal

funding.

Thus, if sex equity concerns are to become

interfaced components of teacher 'education pro-

grams it would seem that' the governing boards of

postsecondary institutions must adjust attitudes,

set priorities, raise the awareness/skills level

of staff members iTgarding
equity requirements/

concepts;_develop program infusion models as

examples, and establish minimal expectations for

graduates which-include demonstration of knowledge

and skills in the equity areas (race, sex, handicap,

class, age,..etc.). Strategies to accomplish this

are included in responses to other questions in

this chapter, as well as in the specific strategies

suggested as responses to the issues identified in

Chapter IV.



Likewise, if knowledge of equity require-

ments is a desirable competency for teachers to

possess, then teacher licensing bureaus/boards

must initiate the.legiSlative/administrative
activities which could make demonstration of

such competdncies a requirement for the certi-

fication of new teachers and the renewal of

those already licensed. Teacher centers, funded

under PL 94-482, should also consider infusing

sex equity concepts-in the program components,

developed to update Local Education Agencies'

(LEAs) staffs. ,



CNANCE

1. Is there money
from the Federal
government to
implement this
Federal law?

T ere are no funds available for the dfrect

costs f this law, such as dollars for increased

coachi,g supplements, uniforms for girls' sports,

:officials' fees, or new instructional materials.

There are, however, funds available on a compet-

itive basis from the Federal government for SEAs

and LEAs as well as for individuals/groups or

universities who wish to help in the seedesegre-

gation process. Regulations governing the available

Federal funds are published annually in the Federal

Register.

The major existing funding' sourcesare the

Women's Educational Equity Act (WEEA) programs--a

special projects division of the Office of Education

(OE) and Title IV CRA (Civil Rights Act) funds.

The WEEA programs currently make three general types

of awards: small grants up to $15,000; large grants

for significant projects which offer the potential

for national capacity; and contracts for projects/

services deemed essential to the advancement of WEEA

programs. Four sex desegration types pf awards are

made through the Title -IV CRA funds: SEA grants so

State Education Agencies can provide technical

assistance (including in-service training) to LEAs;

SDAC (Sex Desegregation Assistance Center) grants

to groups who wish to providelservices to LEAs in

an identified regional geographic area; training

institute grants to colleges or universities so that

essential in- service, activities can be
provided LEA

staff members; and LEA grants to districts which have

special needs in order to accomplish the -sex desegre

gation process.

The amount of funds and the-specific criteria

for their award change annually. Contact should be

made with the administering
agencies if pursuit of

the funds is desired.



.= Whatcritical
areas of.school--
'financial poli-
cies/programs/
procedures should

, be reviewed during

elf-evaluationZ.j

While perusal of the entire financial
arrangements of the institution for indica-

tions of discriminatdry policieg/programs/
procedures (is highly desirable, special atten-

tion should be paid to the following critical

areas:

Are all fringe benefits,the same
for like job categories?

Are rates of pay.the same for like

work?

Are job classifications nonsexist
orido women dominate the low-scale
jobs, even though their duties may
be the same as those of men listed

in other assignments (w :en are locker

attendants, men are- budding techni-

cians, etc.)?

Are leaves of absence equitable for

all eMployees?

Are social activities and opportuni-

ties to attend conferences equitable?

Ore there barbecues for the football
staff and the male administrators but

no such activities for other coaches

and female administrators.?)

CURRICULUM. AREAS

Have all sexist standardized tests

been replaced?

Have student/parent handbooks been

revised and,purged of all discrim-

inatory citations?

80
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Have student placement services

provided for the nonsexist posting''

of available job opportlinities?

-I

Has in-service training/been budgeted

for, planned, and implemented so

individual, internalizatiodof sex

equity concepts could become a

priority area for each staff member?

STUDENT TREATMENT

Have stipends for cocurricular

activities been reconciled so equal

pay is provided for equal work?

Have health services/insurance
benefits been equalized for all

students?

Are services provided for the boys'

athletic'programs comparable to

those provided-for the girls', pro-

grams (officials'.fees, supplies and

service, insurance coverage, etc.)?

Are awards made equitably and are

they the same for like activities/

sports?

`he' program of financial assistance

aidentv equitable (scholarship

awLAs in athletics at the postsecondary,

level, stipends. for menial service in

and about the campus, etc.)?

OTHER

410- Istthere move personnel available

to pay for the ime/services needed to `I

conduct the Title, IX self-evaluation

and the necessary ongoing functions of

the_coordinating employee?

Have monies been allocated to take

the required corrective actions and

the desired remedial actions to over-

dome existing/past discriminatory

behavior's? 4

Have all notices related to the

implementation of this law been

made available on a continuing

basis in the language(s) of the

clients?,



Whit are
some common
solutions :to

the equal-pay-
for-equal-work
dilemmas?

Since ponies are

for the implementatio
(Federal and state) r
equal work, .the setti
establishment of equi

'applied without discr
most challenge to pol

charged with the :rest

which is required ,by
funds, reviewing all
existing practices yr
uating any dichotomol
and-determining the 1
whiCh is required aro
be taken. Considerio
weighing their pro a,
priorities to be fol

steps. Implementing

an
the'

evaluatiol

the fiscal soundness
the degree to which
resolved/eliminated,
two, listed above as
circuit action steps
to the establishment

Specific soluti
areas of concern'wou

15

To-establish
Initiate a t

, on the hours
Season, the
responsibill
of release 1
the Coachiroc

for all spot
sports (e.g.

basketball)
1



EStablish the pay scale. Seek and obtain

approval through the collective bargaining

procesi, if appropriate, and implement;! he

PO'Sthedule as revised., Consider running

similar sports during the same Season of

the year'', combinfWg the-SC-FeduW-Tuf-tima-77-----

teams,,prchiding one coach in sports which

attract small numbers of participants (e.g.,

.cross-country racing, tennis, badminton,

golf, volleyball/bowlingdepending on

the enthusiasm of the community/students

Tegarding.the various sports opportunities).

You may also reduce the length of season

and.tournamert activities or the number of

squads offered in some sports in order to ,

provide for more fiscal economy (one set of

ofth,ials, one bus for transportation, one

season instead of'two, 18 games instead of

24, one-playoff tournament instead of three

invitational tournaments plusthe playoff

schedule, two basketball teams for boys and

two for girls instead of three for each,

etc.), and thus reduce budget%demands. The

constant of the monies available will not

be changed easily,
Theways.in which these

monies are to be divided become the issue.

If the TAilbsophy that sports are offered

/ in order to provide extended educational

opportunities for as many students as pos-

sible is-the given for an edUcational

institution, then rationally arriving at

an equal pay base is. pOssible through use

of the steps and suggestionsioutlined above:

if, on the other hand, sportS are offered

as'entertainthent, and & few talented students

are to. be exploited for the benefit of pride,

tradition, and adult pleasure, then it is

naive to think that policy make,-, will want

to establish equal programs. Indeed; the

continued disproportionate
allocations of

time, money, effort, and talent will un-

doubtedly persist. The decision is left/ to

each postsecondary institution for resolution.



A. 1

To establish equal pa, and amore propor-
tionate distribution qf peopl the

various job categorie: .

Conduct a review of all job categories and

1 gather data regarding)the numbers of each

sex represented' 0 each job cat gory level
(support, professionq', or admi istrative

1
staff; custodial staff; clerks, ypists,

Analyze why the disp rities, if d scovered,
and printers;rteache s and princi als; etc.).

exist. Review recrultmdrt procedures and

\ policies. Develop nonsexist job descrip-

i \ tions for all positions. Analyze Orsonal-
ities who do the hi ing and placement to

;determine if stereo yped thinking cOntributes

to the existing ine,ui.Cus. Plan in-service

sessions of recruitment regarding stategies;

stimulate the underrepresented sex t pursue

thc available job opportunities (woman as

administrators, men as elementary ur re-

\school teachers, etc.). Design and offer

an intern program for prospective admlnis

1

trative candidateS; actively recruit Members

of the underrepresente4 sex. Present a.11

findings to the policy-making body so

decisions, can be Made regarding the revised

job descriptions, the need for affirmative
;t;

'action Measures, and the priority to be

attached to any/all sex equity activities.

Follow-up evaluation should be ongoing,,

since revisions, as needed, can be d-2lned

and finplemented.,



OA*

1. Do the Title IX
regulations
include instruc-
tional materials
in their juris-
diction?

V

72

E. Instructional Materials

The final regulations for Title IX do

not specify that the 'elimination of sexist

instructional materials is required as part

of the compliance process. If a complaint

alleging discrimination because the instruc-

tional materials being used are sexist is

lodged against an educational institution,

the OCR sends the following letter:

Dear

We have received your complaint about

the Education County School District's

.,use of a reading program which is 411egedly

discriminator v- in its use of sex-role

,stereotypes.

The Office for Civil Rights is responsible

for enforcing Title IX of the Education

Amendments of 1972, which prohibits
discrimination,on the basis of sex in

educational programs and activities

benefiting from Federal financial assis-

tance. Textbooks and curricular material,

however, are specifically exempted from

the scope cf the Title IX implementing

regulation, which became effective July

21, 197,5 (copy enclosed).

Although we recognize-that sex-role

stereotyping and other sex bias in text-

books and curricular materials are serious

problems, it was decided that the imposi-

tion of restrictions in thiS area could

place the Department in a position of

limitirig free expression in violation of

the First Amendment. Consequently,

because of its nature, your complaint

does not fall within our jurisdiction.,



'2. What argument(s)
can be used
to sway the
apathetic people
.who contend that
the influence of
sexist language
in, in,:ructional
material really ,

doesait consti-
tute a 14 jor
pro: -legit A.: sex

bias?

0

The Department assumes, however, that

L'Ocal Education Agencies will deal with

the problem.of sex bias-in curricular

material in the exercise of their ge anal

authority and control over course content.

You may therefore-wish to review your

concerns with Education County School

officials.

Thus, if is clear that the OCR does regarrd

the elimination of. sexist instructional materials

as a critical need in order for the desegregation

process to be achieved. It is also clear that

the responsibility for doing this is to be placed.

oh institutions themselves. -Inquiriq as, to

why a compliance-codidil related to this issue

was removed from the original final regulations.

have revealed that the issuance,of a mandate would

havL peen a violation of the First Amendment and

would have necessitated the biggest book burning

since Hitler! Thus, educational agencies and

their staffs-are expected to correct the effects

zf existibg sexist material taking advantage

of "teachable moments" and to' replace sexist

materials with nonsexist items as new.materials

are selixted fur use.

Materials developed by Feminists Now, the

ReSource Center for Sex Roles in Education, and

a NO4 group called Women on Words and Images as

well as studies which,have been conducted by

outstanding researchers such as Lenore J. Weitzman,

Janice Law Trecker, Marjorie WRen, Carol Jacklin,

In al. have more .11 .1 prcven 'the incidence and

ipa't. of sex-role s,ereritynes in all forms of

ins ti oval materialr. 4 succiict summary of

*hese .2ffnrts and the 4,--Otcations of sex bias'in

instru(.7(4a1 1,:s been c.alpiled by the

North Caroline Department of Education's Research

and Information Center. Entitled "Eliminating

Sc,x Discriminztion in Schools', the dOcUment cites

c.e role schools play il the levelcprient of students,

the tnflue'ice vtaff members project a: .:.cdtls to

students, and the obvious importance of. toe ..il64,t,

obvious classroom resource --the textbooks.
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Sexist textbooks I. 'o illustrate that

women have lesser statta, limited aspirations/

choices; to present wom, 1 menial or limited

job pursuits; and to ! through stereotyped

language that women ,G1pless, easily--dominated,

noncreative, and weak. Sexist textbooks also

demean the male student. The all-American he-man

images projected as the norm for all boys in most

texts can be traumatizing to.young boys who,-by

chdice, do not wish to dominate, rule, fight, or.

become star athletes.

Rational .people recognize that when stereo-

typed images are,the only images portrayed, the

rights of all people suffer. Cer ,inly one wants'

to recognize
the"contributions hig ly trained,

athletes make to society, but one d 's not want

to discredit the
talented violinist who may or may

not pursue the sports world. Likewise, not all

girls must betome wives and mothers. For some,

'the career world is best. For others, the conven-

tional,pursuit of the role of wife and mother is

a highly appropriate aspiration. Still others

wish to blend both options. Title/IX does not

imply that all girls must pursue a business career

or be aggressive athletes; nor does it require

that boys feel bad if they want to hunt, fish,.

play sports, etc.
What Title IX does say is that

the programs, policies and practices. employed for

one sex must be open to the choice.of the other.

Modeling sexist language, using sexist

instructional materials,
establishing a sexist

learning centermenvironment,
and reinforcing

stereotyped behaviors are all ways an uninformed

teocher/parent can negatively influence children

and limit their hopes, dreams, or aspirations.

Striving to eliminate such sexist behaviors can

be a positiva step toward equity-human acceptance,

human-dignity.

7
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3. What--can be done
if publishers
continue to
produce and
disseminate
materials with
little or no
adaptation
regarding sex=
ist or' racist

portrayals?

Q

b

If awareness levels regarding the impact of sexist/

racist stereotS/ping in 'instructional materials are

not sufficiently high for publishers to voluntarily

and affirmatively move toward change, the following

strategies may provide, the impetus for change:

A) _Put pressure on publishers by a network, e.g.,

by indi4duals,
professionallgroups and community

groups. The establishment and implementation of

a coordinated bombardment of letters, phone calls,

personal contacts, etc.', to publishers can be

effective. As a large group of consumers and

potential consumers register their concerns

regarding stereotypic portrayal of-both sexes

and minority groups, publishers may be convinced

to change, their policies.

B) Design and implement staff development for in-

structional personnel. The implementation of a

'series ff development activities can be

.effect e to assist teachers to use sexist/racist

materi is as lessons.related to the negative

impac.tof stereotyping. Thus, as teachers con-

tinue t existiN materials which reinforce

sex /race stereotypiy .an use the same

materials as the foicAsIs '3.ssons related to

the inequities which re'sul from suereotyping.

C) Establish and tA-1,eria for the. selection

,YF 4,1:tructional matt,Tials. Boards of eduCation

N::7n% Ue encouraged to develop and implement a set

which can be used in the selection

adopiwn of instructional materials used by

dirtricts.

0) Develop legislation related to criteria for in-

structional- materials used in public schools. In

an attempt to eliMinate instructional material's

which 'refltt racist/sexist values', some states

have enacted legislation(e.g., California Educa-

tion Code 9240) which lists the criteria that

must be :neL_for_all. instructional materials.

adopted by the state. Legislators in other

-states might be encouraged by human rights groups

to introduce and.pass similar legislation.
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E) Acquire instructional
materials related to the

role and contributions of women and minorities.

The Aevelopment of a resource list of materials,

and the acquisition of same related to the role

and 'contributions of women and minorities, would

serve as a good beginning to balance the collec-

tion of materials available to teachers and-

students.

F) Conduct staff development activities related to

sexism and.ratism in the classroom and develop

ways to counteract them. Instructional personnel

can learn alternative ways of presenting mterials,

displaying materials, designing curricula, pro-

viding models, etc., which would eliminate stereo-

typing.

Develop and implement courses/units related to

human rights, the roles and contributions of

women and minority groups, etc.

76
8 49



CHANCE'

1. What persua-
sive means can
be used to
convince over-
.worked govern-
ing bodies
and/or adminis-
trators that
there is a need

to maintain all
civil rights
areas as a
priority so
that the needs
of all boys and
girls are `-

equitably Met?

2. Do sex equity
strategies have
to differ to be
appropriate for
groups represent-
iny different
socioeconomic
levels and
cultural back-
grounds?

F. Other Human Rights Issues

0

A study of the priorities set by the board of educa-

tion may result in finding a commitment to the

development of the potential of all pupils. Such an

idealistic statement can easily be buried. These

days, school districts and agencies arc: faced with

increasingly complex.pressures and situations, such

as a decrease in financial support, declining enroll-

ment, collective baisgaining, 01. 92-142, Title IX,

declining local control, etc.; and administrators and

boards of education may be resistant to implementing

programs for specific special interest groups.

The most persuasive means may be to have a program

developed with sufficient material and human resources

to assure board and
administrators that the program

can be implemented effectively with little or no

ad 'itional demands on time or resources.

The development of curriculum related to the generic

issues in the human rights Movement may be more

appealing and actually more effective than'a frag-

mented, shotgun approach in trying to cover all the

bases. An integrated instructional program related

to the rights, roles, and contributions of people may

indeed result in a greater appreciation for the diver-

sity, among people and the richness in our lives becautde

of that diversity.

Many strategies* can be used to bet the support groups

for one civil rights area to meaningfully embrace the

concerns of the others.

Many educators contend that democratic education

should list cultural pluralism as a priority and goal.

These same educators also argue that the rich cultural

mix in 'Americathe different values, customs, tra-

ditions, and religions--can expand everyone's horizons

as it efects all aspects of life, including sex-role

attitudes and issues of equity.

*
The ideas expressed here are adaptations of suggestions presented in Taking

Sexism Out of Education, pp. 93-99, listed in the bibliography of Chapter V.
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Some of the possible strategies and action steps

that might be used to meet the educational needs

and`strengths-of-various_socioeconomic and cultural

groups include:
-

Federal Education Agencies and Foundations

- Organize on a national or regional level a network

or clearinghouse for information exchange concerning

multicultural personnel, materials, and programs.

- Conddct and encourage research into the problems

and concerns shared by minoritiesin particular,

minority women in education.

State Department of Education

- Interpret the Title IX mandate recognizing the need

for multiculturalism and phe double jeopardy of sex

and race.

- Encourage and provide equal employment opportuni-

ties for hiring minorities and women in management/

administrative and decision-making positions.

4

- Provide technical assistance and training for educa-

tors, counselors, and administrators to sensitize

them to the special needs and concerns of minorities

and women.

- Require teacher training and certification programs

to include intense self-evaluation of sensitivity to

racism/sexism.

Local Education Agencies

- Provide adequate encouragement andca'reer training

opportunities for minorities and women.

- Invite minorities as active community participants-

and resource personnel:

Education Institutions

- Develop, implement, and evaluate multicultural, non-

sexpt experiences on a regular basis in. the school

setting.
0

- Analyze instructional materials, testi, and media

to become cognizant of the omissions, biases, and

stereotypes in materials (-)rint and nonp,int)...

- Recruit minorities and women into administrative,

faculty, and student ranks.

78,
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3. When will true
equity be
achieved?

- Encourage and preserve bilingualism and multi-:

cultural values in the school curriculum.

- Actively recruit community.resources and community

----participatior.

- Develop an ongoing evaluation system to monitor

school programs that involve minorities.

Recognizing that the term "equity" is defined'as

being that which is fair and just, it becomes'

apparent that true equity in educational institu-

tions can only Je achieved totally when the following

schematic diagram,* or a similarly complex plan, is

fulfilled:

PROGRAMS
Educational plans provide for equal opportunities

for all students, encourage individual fulfillment

of .nOnbiased and stereotyped aspirations, and are

continuously reevaluated to ensure that the skills,

'theories, and concepts used,by all reflect an accu-

rate data base.

SKILLS
"Educarers"" possess the training

necessary to integrate the facts,

concepts, and theories into day-to-

day practices, with all people.

THEORIES
Observations and thoughts regarding

equity issues are reasonable and in

concert with the sound principles of

education and'humanness.

CONCEPTS
Basic ideas of equity are generally

accepted by all people.

[FACTS
All operate from an accurate data

base which is clearly interpretable.

*Initial staircase-headings have been suggested by Dr. Shirley -D. McCune,

Resource Center on Sex Roles in Education, Washington, D.C., and through

informal communication with Dr. Robert Carkhuff, Carkhuff Associates,

Amherst, Mass.:

**A blending of. education and caring, thus educators who are concerned, take

an interest in, and watch over their charges, as well as give attention to

dispensing knowledge. This term is by courtesy*of Ambrose BruseltOn, Ohio

State Department of Education, Lolumbus, Ohio.
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Thus, equity for all will exist when the facts and

rules are clear to all people, when the concepts are

universally accepted, and when sound theories are

applied in everyday situations by indiv.Tdrqt who

possess the skills necessary not'only to discern that

which is disTriTgatory, but also to plan, implement,

and evaluate ro rams which are nondiscriminatory,

nonbiased, and en themselves to a fair and affirma-

tive posture. True equity can qnly be achieved if

people want ft to. be httained. and are willing to work

diligently to accomplish each level of this uphill

challenge.

vT
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CHAPTER IN

ADDRESSING SPECIFIC CONCERNS
OF...

tle IX and the quest for sex equity affect all professional educators, support personrel, students,

rents, and community members at, large who take an interest in the educational process.
Issues germane to

e specific job
functions/interests of the various clientele must be consie.,.ed if'change is to occur and

x equity to be attained. This chapter outlines specific issues that administrators, members of the

hmunity, counselors, instructional personnel, media specialists, physical activity staff, postsecondary

rsonnel, students and/or vocational educators might face while moving TOWARD EQUITY.

e worksheets developed here represent an application of Oe component;
described in Chapter II of this

ok. Issues which relate to identified target populations7ire
raisecias they might. confront an area of

ncern (administrators, counselors, and so forth). Projeptei outcomes are outlined and a set of recom-

nded.change strategies-is
suggested in light of pre-identified constraints.

These strategies are then

rther developed and presented as possible action steps suitable for iMplementation'in order to achieve

e desired outcomes) and thus come full circle and resolve the issue. In addition,' resources and cross-

ferehces to other areas of possible concern (instructional personnel, students, vocational educators,

d so forth) are offered wheh appropriate. :.
.

,

r

is tpcognized that
most..issues are complex and may well require the talents,, strategies, and action

eps of a number of groups. Therefore, every effort has been made to delineate specifid areas of concern,

that the'people involved will have a point of reference if a topic becomes a real issue for their con-

deration or solution.
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For example, most' groups are charged with accepting the role of change agent'', and myriad alteirnatives are

suggested:
Administrators are encouraged to establish a. network for change, and action steps are pointed

out. Counselors are directed.to work toward change by analyzing existing
discrimination and developing

problem-solving
'techniques for.their clients,

.Students are counseled to examine a variety of materials

and methods related to change,. to learn skills in becoming change agents', and to apply the skills to their

own situations.,

Of course, all
stratesfes may be appropriate for different

individuals from all groups, There may. be

administrators who need to learn the basic skills; there may be
counselors who are adept at establishing

change networks; and so forth, Thus, it is advisable for all readers to study all sections, because thd

strategies'and action steps
outlined for one issue or one group may be quite appltaae to other issues or

other groups.

Real-life Case studies
which combine many of the issues

presented in this chapter are offered as exercises

in Chapter VI. Sex equity advotates and.candidates
for leadership in'the movement toward equity will Want

to master the process presented,here, become familiar with the solutions Felited to,these simply stated

issues, and then advance onward to the4astery of more complex problems/change processes.

s«,
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?LAdrilinistratots

Those persons in educational management who address

issues related to the implementation.of the policies

of the governing board and the rules and regulations

adopted by local, State, and Federal agencies, The

role of the educational
administrator/manager is to

move the organization toward the
fulfillment of its

broad educational goals while being
cognizant of all

constraints.

ti

This section addresses issues
related to the

achievement of sex equity as viewed by administrators.

these days of dynamic educational
challenge, administrators

across the country are faced daily with

(1) intense
pressures from a variety of people and vested 'Interest groups., (2) increased pressures

related to the Iv-spreading collective bargaining processes; (3) stress caused by declining enrollments

and limited
souOces for fiscal'

support; (4) a'greater volume of more complex legal mandates from every

,quarter; and (5) possible polarization among staff and,community
members regarding educational priorities,

including sex equity in education.
While all of those

challenge areas are not specifically resolved in

the following worksheets4 the
Ohcesses used to resolve the issues whickare stated,could be applied as

creative administrators
design, select, consider, construct, critique,

cajole, console, implement, and/or

evaluate progressive,
change efforts related to any priority.

While reviewing the issues,
strategies, and action steps suggested in: this section, it is.important to

remember that each school 'staff member (e.g;, custodian,
teacher, principal, or

superintendent) and each 0

comtunity member'could
be an agent for change. TI position one holds or does not hold 16 the hierarchy

of any given organization/agency does not
necessaritrdetermine the success or lack of success one might

have as, a contributor to the process used.to obtainsex
equity or to accomplish any other prioritylpk,

siOn.
Likewise, the active support by the administration, governing

board,'staff, and
community or student

leaders would
facilitate and enhance the success

of any effort to change'.

The establishment of an.ictive network which
effectively cooperates

on_priority issues is essential if

sex equity is to become a reality for the constituents of any,educatiOnal setting.
Such a network could

lead to the
establishment of an cingoing advisory committee which could provide consistent, continuous

'

to
leadership so aS to open more equitable opportunities

and options
for members of both sexes.. .

)
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Area of Concern:, alifliSTRATICtl

CCSEE WO4KSHEEr.

r. 11==,

Target ,Population(s);

Specie
i, with a board and casualty who

view sex equity as a low priority.

:4

Projeited Outcame(a)

1), To develop a school district and

comity enviroment Mere equal

trutiont on the basis of sex Is

a high priority.

100

0

41,1....11,

Recommended.

Changatrategies

1) MINIM; of board enicsounIty re;bers

on equity reiofierents,

2) APIRENESS P,CTIYITIES for bdirsi and

camnitistebers,

3) COilABOAATIYECONSCATIONyith
calamity

manizations.

4), RESOURCE 1.1NKA6E with casunity orpnizatio4s.

A.1111.14V

1) Provide infornetioi and training for board
members and selected key community leaders

oa laws, regulations and responsibliitiet.

Provide"awareness activities for board sobers and selected key casualty leaders to

gain inteiest and comitrent.

Constrainta

44.

3) DeTel0P, with board ambers
and selected key conounit,V leaders, an action plan and

,ictivities to outline the steps to proceed, ,

Presence of:

1) fiord resistance to chess,

2) amity resistance to clung.

Lack of: a .

I) caltvent within beard and comity,

2) Accurate information,

4) Develop a network of various community
agencies to provide information.

i) Communicate results 10 those involved.

6) Publicize program and involvemert In nude. ,

ti

7) Develop continuous selfevaluation and feedback system.

Community; Negative attitudes., 4



Area of Concern: At#11NISTRAM

CCSEE .WORKSIIEET
AllMW

Target Population(s): iota, sow community

Specific !sue°et_ 2. Designing and 1411Nnt Ng a fair and.consistent grievance process,

PrOiected'Outcome(s)
Recommended

Change Strategies

I) To develop a sokable grievance process,

e

2) To become aware of the process and

how to use it effectively.

1

3) To rake effective use of the grievance

process as a positive tool in helping

to achieve sex equity.

)

Patton of

prison ell its use to detemine heeded

ihanges in policy and procedures,

1) )444101ESS ACTIVITIES to develop lovvnition that

reTlivaTiir--ozess is not only legally required

but a useful, positive tool,in moving toward

sex equity,

2) TECHNICAL MS13141122 and illiTERIA1 5 SELECTIOry

AINITATTIMMIST to proalde models on

specifics of IN grievance process,

3) CONSULTATION with appropriate district groups to

lgeloi-TFocess.

4) LEGISLATIVE wornior to assure board approval

fi ns evance miss,

5) TililtflhG of those responsible for administering

Drgrevence process,

6) AIMENESS and TIMNIK of school and coessuty

groups as to existence and use.of the process.

7) DIAVIOSI1 and evaluation of the process and the

use of thyrocessi,

Constraints:

lack of:

,1) Interest and involvement in developing the pro'cess,

2) ,General aweri.ness that the picas Is available

forts'.

3) Sensitivity in using the process *so that it

boons negative or punitive rather than a useful

tool in achievim sex equity,

o,

Resources:

a

osible Cross-Reference(s): Procedures; The Lec.CoentmitY; Studentt

I

instructional Personnel,

Suggested Action Steps

d

a 11 Inform responsible persons that a
grievance process is a legal necessity.

Develop en understinding that a good procei'S once a positive, useful tool for

the district,

Offer to charge the sex equity
advisory chip with the task of develdpIng the

grievance process,

2) Obtain smile grievance processes
and technical information,

3) Sleet with sex equity advisory group
to outline the project,

Develop an understanding of the
need for the total process as a useful tool for

helping to move toward
ihe district's goal of sex equity,

4) Develop the process,

Test and evaluate the process
in the committee using rock

problems and grievances.

,z,F)

6) Present a draft of the process to various groups students, parents, teachers,

administrators
to determine its clarity, usefulness and involvement,

1) Ilevelafiflaal process
and present to top trenagement

and the board for approval,

8) meet with various groups to
acquaint them with the process and it: use,

' 9) Establish a plan to ensure
ongoing annual information about the process to students,

parents, community, andnew employees,

10) Develop a plan for periodic
evaluation of the mesa and Its use.

ew

Nnalalla

r.

4

a,
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Area of Concern: AMINISIPATIM

CCSEE WORKSHEET,

Target,Population(s):
,:tai staff

-w

.SpeCific Issue'I 03. Pouring equity during declining
enroll:rents, staff cutbacks, etc.

1141/1,

Trojected Qutcoino(s)

1111

Recommended

Change Strategies

'

11

s

I) To develoip a vital, contituing

p no for ensuring sex equity in

spite of existing problems, b

declining enrcillents,,staff cutbacks,

lack ofVinencial support, etc.

''

44+

Resource's:

4'

1) DIAGNOSIS to identify cospeting priorities,

0
2) COLLABORATIVE CONSULTATION to determine

individuals and areas which con be influenced.

3) TEAM BJIN to solidify and reinforce

commitment and to develop specific Plans.

4) AlIAREkss' Acriiims td keep issues of sex

equity in the foreground.
, $

Constraints:

Pre.sente of:

Administrative resistance and tilas.

2) Copeting priorities su.11 as time and

ooney.

fi
Lack of:

"'I) Resources for funding and ,support.

2) Cooperation' betvmen.various groups.

3) Ccomitompt to change.

.,larr=1=rr
'4

0

Possihje Cross-Reference(s 'Money Matters; All the People; ConnitY;

1 /
Procedures. .

Suggested Action Steps,

4

1) Determine the probletas and areas competing for priority, time and money,

a

2) ket lath icy groups and Individuals,

O Brainstorm ways In which sex equity concerns can achieve or Maintain
priority status

' In light of other pressing issues.

Identify groups and individuals influential
in decision risking (board members; administrators,

employee oroanizattons, coomunityoleaders, etc.),

Ideki fy groups end individuals with Interest
in sex equity who might be-willing to keep the

Issue in front of the decision misers.

Identify sources of ,state and Federal funding forl,sex equity that might be willing to keep the

0
issue in front of the decision makers,

3)
felon advisory group itith the purpose of ensuring progress toward Aulty.

4
Develop a specific, multifaceted plati which would beeasy for the district to'eccept and implement.

tl

Obtain the cooperation of bargaining unit: or employeeorganitations..,
$

Certain items such as application of affirmative action procedures inttransfers, layoffs, eN,,

may be incorporated in the contract.

An intensive series of inservice aivareniess sessions aimed at verious,groups, including the

bard, Is important, 1

Include a reservoir of resources and consultants available at little or no cost to the district,

.105

5) Energize and coordinate efforts of supportive groups and individuals who con Ile; the issues related

to sex equity alive for decision raters,

,.
....,...

6) Be creative and reiiIrdefulas decision makers are faced with new problems. Recognize that sex equity'

is not an entityto be dealt with only when there is time and money. Realipe that equity is a concern

that MO; be ever present and inonepuedw in all eect006 and new polic1.



CCSiE 41 WORKSHEET

Area.of Concern: 41441111pRATICO

Specific Igsue: .
4, Enitiring equity and legil'colgliinte in collObergelning,

41A.

Target Popillation(s): ;fel

Re mmended

Piie001Oicome(s) Chan e Strategies
'=Ww

I) To develop collective 0.'70104 ,

contracts with tertificeted and

classified units Alai provide T

equal treetrents an the bails

orlon. 1,

A

Suggested Action Steps

1) DIAGNOSIS
existing and future contracts.

1) Analyze fexisting contracts,

2) AWARECS ACTIVITIES for all district

and association negotiators,

Constraints:

a

Phone of:

1) Staff resistant. to change.

2) Ego itivolveart in lineage of

existing contracts,

Q

4

Resources:

Possible Cross-Reference(s):

Determine sexist language,

Determine inequitable transfer policies.

Determine inequitable
extraqiuti pay.

Determine inequitable leave provisions.

Ileterolne Inequitable
fhhge benefit provisions.

Determine salary benefits
based on sex stereotyping.

$ Determine inequitable pension and retirement' plans.

JO

2)' Inform all parties Of findings,

3) Negotiate with certificated
and.classfifed units and boird to change inequitiei found,

4) Provide awareness activities
for all district and,assoclation negotiators.

e)c

DetIrmine and distribute legal requirements.

.

5) ,Analyie negotiated
contrects'each year until they found, to provide equal

treatment on the basis of sex,
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CCSEE - II WORKSHEET

Oncern: ADMIRISTRATIOA
, Target Population(s): Cissiifiei: staff

sue: 5. Reconciling discriminator'y pay scales for classified staff!

tad Outcome(sj
Recommended

Change Strategies
, Suggested Action Steps

restructure job classifications

salary rams commensurate with

11 requirements, necessary Veining,

diffiCulky of'wort.

provide equal employment

ortunIties and conditions

all classified jobs.

sustain support for those in

i-traditional jobs.

)8

O

1) 13IAGNOSIS of existing job descriptions

and salery levels.

2) AWARENESS ACTIVITIES forkadminIstration

and classified staff to provide support

, for actions to be taken.

3) CONSULTATION with outside ageno; to review

job specifications, skill requirements and

'salary levels.

Constraints:

Presence of:

1) Oiscrepsncies In pay Wale in private

bisiness and -industry.

2) Authority resistant to change.

3) Classified staff resistant to change.

4) ,Inaccurate/otbmdedjob descriptions

and skill requirertEnts.,

Lack of:

I) Sufficient budget.

3:

:;ross-Reference(s):
0.

Procedures; The Lamy

1) Employ outside agency or assign staff member) to review Job descriptions, skill

requirements and salary levels for sex discrimination.

o job descriptions as needed.

Dave op and recommend new salary schedule to decision-eseking body (school bo ).

Redo s eening devices (Job tests, etc.) commensurate with skill

requiremeht4 s as needed,

2) Inform all igvolved parties of findings.

Si

3) Provide awareness'activi ties in order to minimize problems which will develop with

changes. .

Deieneinelegal requirements.

. .6 Sell idea that skills can be developed by both sexes.

Sell idea that pay levels should be consistent with skill requirements, training,

difficulty of work--not sex.

Sell idea that both sexes can be incloyed in all job areas.

4) Develop long -range goals.

Provide equal opportunity for work in Jobs where mules and fieiles are under-

represented.

Budget sufficient funds each year to reach parity..

-

5) Provide in-service training for those in nontraditional Jobs so they will be able

to coot, with this changed .min.

10J



Area of Concern: ANNISPINTION

COSEE ITNESIIEET

Target Population(s): Sta ff

Specific !sue: 6, 'improving the Comunitition between faculty and adeinIstratf on coneernIh

goals of sex equity.

,Projected Outcome(s)
Recommended

Change Strategies ,

Suggested Action Steps

I) To develop a comunicatIon system,

leading to equal treatment on the

hesitef sex, which is efficient

and effective and where there Is a

flow from one part of the organization

tot another of all relevant information

inmertant for each decision and action,

P.

DULIATION with staff to develop

=Imitation patterns,

2) TRAINING of staff on how ccerunication

patterns will operate and what information

will be distributed.

'3) WIN BUILDING within the staff. to operate

the communication system,

4) RESOURCE LINKAGE with all agencies

contributing is 'ormition.

Constraints:

Presence of;

I) Inadequate ccemunIcition systems,

2) Ccounicition patterns which do not

support equity, *r

3) Comunir.ition systems which only flow

dowmerd.

4) Ccounitation systems which provide

intonation viewed with suspicion.'

6) ComiskitIon syslims'which provide

Ineccureiiiinformatfon.

s

!Bible Cross-Reference(s): 1nsEructlonal personnel.

1) Provide tralning'onlaws, regulations and responsibilities of staff,

2) Involve staff in selfevaluation and construction of a comunicetiorl,,system

3) Provide In-service training on how the colunication system is to operate.

4) Hake appropriate assignments for the operation of the communication system.

6) Suggest guidelines for operation of comnication 1ystn".

al Provide for two-way counicatien,

Build up credibility of cconunication.

See that cony nication is accurate.

Provide for continuous, readable connunication.

7 $ See that many avenues (newsletters, memos, group and face-to-face meetings, etc.),

n are used.

I) Develop a continuous selfevaluation and feedback system.

e. S
1i

n,



Area of Concern:MISTRATIN

CCSEE II, WORKSHEET

Target Population(s): Conmunity, Administrators

Specific:11p.186 WO 7. Establishing improved
coanicotion about sex equity betro the adelnistration

.
and the colrunitY,

Projected Outcome(s)

1) To arose taunication regarding us

geftyletmeetschsol administrators

/

and the commit*

112

'Recommended

Change Strategies

1) DIAVCSli of specific areas In need of

armed tamication,

2) MARNE SELECTIEVIJAUPTA11000EYELOPKERT

imilible events for improving daunfcation,

3) NOE endCOLLABORATIVE COMTAIliki,

toivelop secierstanding of the need erid

strategies for doge,

4) DIMS to detainer an effective

coamicetfon plan.

Constraints:

Lack of:

I) iiece9nition of the problem',

2) Interest to respond to the problem,

,3) Responsiveness of
*die or otheravenues

of cavitation,

Resources:

Possible,Cross-Reference(s): cogniiity,

Suggested Action Steps

I) Identify rajor areas of concern
related to sex equity

which should Ind can be addressed

by Improved ,cormniation.

Meet with key individuals,in the ionnity and district'.

Examine questions and grievances
originating in the amenity.

Collect and tabulate newspaper articles
andletters to the editor.

2) Detmetne the resources
and avenues available 0 levrove comiunication,

District public intonation officer.

local newspaperradim and 1.V.

Local consultant pool.

District sex equity advisory group,

Student publications. .

District and school publitetions,

o'Ctemnity groups-- lalg. Omission on the Status of sen, National Women's PliticaI

Caucus, etc.

Student projects mid activities,

3) Nett with the district see equity advisory group
(or sfeiler.comilttee) to

develop a

coammitation plan which addresses the identified needs and utilizesihe available,
.

resources.

4) Meet with key muds to develop an
understanding ar4 sensitivity to the need for improved

tomunication regarding sex equity. NTT: Cry ccammity groups may be encouraged to

request information. This will stiilate recognition of the need to imprive comenitation,

5) Present plan to the hoard and begin impleontation.

6) Evaluate the effectiveness of
the conau,,Ication plan by

various roans stiller to the iniial

assessment or the problem.



91 CCSEE II . WORKSHEET NIb.
Aiea Of Concern': ActiMESDATN

Target Population(s):

c Issue: 8. Improving consunication
between minorities and women concerning

affimative action goals. - tl

Minorities and Women in school /co:unity,

Projected Outcome(s)
'Recommended

Change Strategies

1) To *rove comimication between

and minority groups so that

they say, effectively work tpgether

in achieving afflitat!ve action

goals and equity for all groups.

CO

I) DIAGNOSIS to determine depth andeatent of

(4),

2) TEM BUILDING to bring
representatives of

interest groups together to solve the

Probler(s)

3) AWARENESS training:for various groups to

develop a sensitivity and understanding

of others.

4) DIMS should be continuous as part of an

evaluation process.

6nstraints:

Presence of

,I) Entrenched, aniecsiti' between groups. '

2) CEO/tine affirmative action goals between

minorities and wftari.

)

Led of:

1) Interest in understanding other groups.

I) Commr:Ication between special (interest groups.

Possible Croas-Reference(s):

L

.4

7

Non CO

4,

da
Suggested Action Steps

Determine areas of agreement
and conflict between women

and minorities with regard to

achieving affirmative action

Discuss the problem frankly
with individuals and small groups,

\ .

2) Establish an affirmative action
advisory carpi !tee if one does not exist. rake

care to ensure a representative
and fair bilince of special interest groups In

committee's membership.

Present the problems and data collected.

I Obtain agreement
that this Is a problem which must be addressed

frankly and

earnestly,

O Reexamine affinitive
action goals to determine

if they ire realistic and fair

all groups.

31 Sensitfte the administration
Ind board (athers to

the proDlem assure thee that the

.

affirmative action committee
is remitting plans which

will address the problems,

InVite then to future training `sessions,

4) `Plana series of awareness
activities tired at addressing tha problem(s),

Each special interest group
&Wit tame info* of and

sensitive to the needs

end problem of the others;

O In addition to ,Separate awareness
sessions, hold some Joint

workshops, Plan these

to'result not only in appreciation
and understanding, but In specific plans for

. .

roving toward affirmative action.goals.

Condtict staff deitHoptent
roos'for those interested

in vow! rd mobility and

, make a special sffort to
invItunan and minorities.

5) Eviluete the effectiveness of the plin..:Constant
camoolcitionwith key individual:

and groups is vital If stein and
ateady,.pregress toward a goal if equity for all is

to be mode.

t.
A

1:15
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0
CCM .11 WORKSHEET

Area of °Concern:
AllINISTRATICti

Target Population(s):
Total schoclicarwity '

=1.1=MIlk

0
OPeNdific issue: 3. Establishing a network for change.A eiae

Projected Outcome(s)
°Recommended

Change Strategies

d

Suggested Action Steps

AI

I) To develop a network within the

district and in the community

which can 4rk In a complementary,

reinforcing way to effect change

and achieve sex pit.

1
a

6

1) HEE to Wog mere of the many people

and groups with interest in sex equity, ,

2) TEAM BUILDING to form a coordinating nucleus

1) IA all of the individuals and groups
you have personal contact with that are'suppartive

of achieving sex equity in the schools,

for the'neberk,

3) LRAIIIIG to assist' interested
people In learning

how to Influence decision makers.

4)
DES411'2,_.11.1116t6E strategies to tring together /

'the people and resoortes to imilmit the

network.

I)
C01.61801LATIVE CONSULTATION to keep the efforts

directed and roving toward chine.

Constraints:

P,resenceof:

Feelings Qf powerlessness and mistrust.'

2) COmination and control by leadership
in

power.

3) ,Conflict and divided loyalties,

Lack of

1) Knowledge concerningOpts of linkage (written

media, persontoperson exchange, nonprint

resources, etc):

2) Trained advocates,

3) Positive methods of empowerment.

4)
Exotionai.support for equity supporters

owes:
e

'Possible Cris-Reference(s
a 4,,

4 Ccorugity; All the People.

21 het with some of those on your list and ask them to make similar
lists.

3) Take a leadership role in forming a
comnity-based task force for sea equity in the

schools,

Solicit membership by using the lists you havdeveloped,

Try to include a wide 'range of people
in the task force.

it can be the place to

bring together many points of view and interests.

4) Take a leadership role in forming a
district sex equity advisory enittee.,

See that a task force rater has a seat on this coamittee,

5)
Take a 'leadership role in developing a

pool of consultants to stimulate and
assist the

schools and enmity groups in
their efforts tachieve sea equity,

^

6) Train. I nterestet ;treats. and other
community resters in how, tq influence the.local school .

personnel, as well as the school board,
to rove toward sex equity.

I) Publish a periodic
newsletter outlining progress end sot

icitinimssistadie in various

areas. DiSseminate as widely as possible.

8) keep the coomunity task.force vital
and moving, It can be very influential in moving the'

board Ad top management
toward change for sex equity.

4

117



1

w

CCSEE II WORKSHEET

.1=:,
Area of Concern: 01INISTIL4TION

IIIMOIRMAum.moommarromm.

Specific Issue: 10.
Developing and utilizing a cadre of loca(.consultants for sew equity, .

Target Population(s): Total staff, stud ents, parents, malty groups,

Projected Outcome(s)

1) To develop ipool of qualified

--COnsultents-to essiUsclicuLiut

ccoolty groups with information

and In-service needs.

2) To dissolute infonotion about ,

the consultaniloolava1101;ity,

snouted uses, etc.

m

3) To utilizischooliceivillti

consultant pool.

4) Joeultate the effectiveness

of consultants ;ed.their uses.

Recommended

Change Strategies

Suggested Action Steps

I) DIVIOSIS' to identify areas of need for

consultant asilstence. .

j) Identify areas of need awes staff, students, roaruni ty.

2) RESOURCE

Review compliance assessments.

RITAZI
ArTabulate-pothnkconcems, problem.

consultants,

3) TEM BUILDING to Identify strengths and

Conduct 1nfomnsl Interviews and

delineate consultant roles.
2) -Identify' individuals and groups willing to serve as consultants.

4) ..AMESS ACTIVITIES to Inform groups as to

use of consaltut pool,

$) 'POST DIAGNOSIS to determine effectiveness

of individual codultants:end use of the,

consultant pool,

7.0

Constraints:

Lick of;

1) 'Quelifitd .rolunteero to serve as conaultants.

2) Interest In utilizing consultants':'

4.

urces:
7 4

0'

*O W Crosieference(s): c,iunityownts.

Establish criteria for selection of consultants with appropriate skills.

Develop a form descriiiing purpose and arm of need to distribute to prospective

consultants. Include space for data on consultants Chow to reach; when available;

fees, if any; topics they deal with; qualifications; etc.).

s' Contact key supportive district and
commit; people to solicit help.

Distribute; collect ama tabulate forms.

3) Organize:the information in a handout so that it can
be easily used by interested groups.

I Make topics as specific as possible.

II

4) Disseminate handouts by mass mailings, at meetings of various groups, and to key individuals.

Try Introducing a consultant at a. ieting with a "teaser' of whatishe or he might offer.

5) Develop a 41,91e evaluation tool
to determine effectiveness of the program as well as of

,

individual consultants,

t

6) Tabulate evaluation data periodically.,

S.

r

;Id 15'



CCSEE .11 WORKSHEET

Area of Concern:
, .

ACIIINISTIATION

SPecHfic Is8uee II, Establishing a se* equity advisory group.
/'

11.

Target Population(s). Total staff, stop'ents, parents,
cpriruoitY groups.

Projected (Outcome(s)
Recommended

Change Strategies
01===mliMoy.

1) To establish a district advisory

group to assist its coordinating

sex equity activities,

I needs asSelfatont

in.service training

I policy and procedarres

I evoyation

I ;triadic progress reports to board

and superintendent,

Resources

Suggested Action Steps

1) AidIRENESS ofneed for advisory committee

stimulated informally at grassroots level,

2) ARIBENESS ACTIVITIES with board and top

inagmunt so need for advisory grobp is

recognised.

3y pEsouRct tau to develop the.grooP to be

'representative of various levels and groups.

4) TRAINING of advisory group to 641111%1,611e of

nforestion, awareness and need,'

5) TEAM BUILDING to establish group roles and

processes.

Constraints.

Lack ofs

1) interest at grassroots level.

t 2) Adminiatrative or board support,

3) Clearly defined purposes and OS for,

advisory group.

o '

eference(s): Community; Students"; Instructional Personnel,

ti

1) Meet with various groups formally and informally,

Develop recognition of need and usefulness of advisory group.

o Contact teachers, students, parents, administrators,
special interest groups.

2) Develop draft outline of advisory group composition, purpose, 'divides.

3) Meet with the superintendent to
present need and usefulness of advisory group;

Take one or two key people
(parent, student, teacher) to meeting.

8' Offer to net with superintendent's cabinet.

o Present outline of plan to inform hoard,

4) Develop ad hoc steering coomittee to
refine plans and develop nvollisent of various.

greeds.

5) Present'plen to form advisofy group to the1 board. "

Ley groundwork or board to eventually review a
written'irocedural guide for

' implementation of their adopted policy of sea equity in the' district. (This guide

0

might be one of the advisory group's major projects).

6) COnVeneithlsoey cortgittk.,. .

I ,Establish puree le,. goals, scope,
authoritiend grout; proof slses at first meeting.

le Determine means of Misting and.reporting progress.

gg develop timeline, including roles and responsibilities for accomplishing goals,

i

1



4CCSEE .11 WORKSHEET

f

,Specific Issue: d. Helping abinistrators accept their role as change agents.

ACNINISTRATICti

Recommended

Change Strategies

1) ANARENESS &Red to change and to conflict

in change.

" 1) To develop knowledge about, and

skIlli to bring about, planned 2) TRAINING in the area of changes and the

change process.

3) 11011101, ASSISTANCE to include development

of collaborations and team building.

I) Establish am aGnosphere in which planning for change and change
Itself are reinforced',

where risks'carrbetaken.
Discuss and provide training in the components of change,

he behavior of personnel toward change.

The conflicts which arise as a result of change.

The role of the facilitator/change
agent In change.

Processes 'to bring about chinge,

Collaborations in change.

Skills needed to bring about change.

Constraints:

2) Design and implement an Inservice program to kip managers
develop the skills to bring

about change in their oini schools/programs.

3) Develop a plan of action with
each manager to bring about sea equity In his/her frivol

or program. .o

2) To mist the school lend Ingres)

toward greater imormement in

seneguity.

1) Managers often feel that they are too busy

with tho status quo to effect any change.

Conduct a needs muscat of the plogrunischool,

ttvelop objectives..
t

Develop speciIVind alternative
activities /action to red objectives.

Develop a monitoring system.
o

a Develop list of resources available to staff.

2) Itragirs need ongoing support and

reinfOrcetsent to impleont change. 4) Provide assistance
to site managtrs in the implementation of action plan.

5) DIscusi with managers an evaluation of
the action plan and their role as change agents.



CCSEE WOlkliSHEET

Area of Concern
INIMMaMe.

MUNISTM11011'

Target Population(s):

Specffic Issue: 13, Developing
effective in-seroice training program for certified and

classified emleyees.
A.

Froject!d Outcome(s)
Recommended

Change,Strategies
Suggesiti; Action Steps

a

1) To assist all staff meters

certified and classified In

the development of styles of

Wavier sdlch support sex, equity

concepts.

124

I

1) MIMES of staff through TRAINING and

liCIMICAL ASS1STMCE.

2) TEAM ELKIN to work cooperatively with

both groups of personnel to develop a

tea wrath tamrd ciao gal;

3) INTERIMS SELECTIORAMPTATION."

4) RESOLE LIM to assist all future

activities,

Constraints:

1) Refuse time for se, n classified staff

liters may create internal problems,

2) Voluntary involvmentipertielPshihn nay

result in few participant's,

3),Mindetad participation my result in

resentment,

Resources:,

Possible Crdss-Reference(s), Instructional Personnel; tklati Attitudes.

The low.

1) Develop an in-service program for staff meters. Include classified and certified

loyees' in planning. The program will include:

deveNprent of awareness related to the negative effects of sex stereotyping and the

ways in which sex stereotyping is continued in schools,

strategies which can be utilized in the classroom, in the school offices, in the

maintenance areas, in transportation services, etc., to meat sex stereotyping,

pp resources available to all staff teeters,

a effects of sex bias and disc":' tin in everyday life.

pa sources to which man who have been victims of dimriminatIon can appeal.

o laws which prohibit sex 8iscrimination,

2) implement the program.

Plan the program to provide largegroup sessions with the maxim. interaction

between and among classified and certified stiff.

$ Plan sungroup sessions to develop strategies for in end out of the classroco.

I Provide alternative opportunities for participants.

I Provide resources (amen and material),

3) Evaluate program with classified and certified personnel representatives. Design

future activities and plans,

J



a CCSEE .11 WORKSHEET

Concern: .0111111121ATION

Target,Population(s):
Board members

optclue Issue: 14. Designing and Umlauting training
sessions for school board robes,

0

Projected Outcome(s)
Recommended

Change Strategies

Suggested Action Steps

tae

I) To assist the board in providing

leadership to bring about sex

equity in the district.

1) AILUMS of the problem related to sex
o

role stereotyping.

2) MINN related to the role and

responsibilities of the board in adapting

3) LEGISLATION end state guidelines which

require the adoption of policies related

to equity.

Constraints:
Q

1) 'The bard may feel that the implaientation

of Title IX 'Is not.a high priority.

2) The board may feel they have done their

share by adopting policies

3) Proposition 13' and other' concerns coy be'

too time constnalnq for the board to seriously

consider other Issues.

0 Proposition 13a California State initiative

attics which had national repercussions in

regard to school finances..

Resources:

I) There Are several ways IroService
training can be provided for board meatier ;; (a) with

managers; ib) with other
employees; lc) with some or all board mobers. Examples:

sessions qb sex equity at conferences,

.presentations at study sessions of the board on Title Ix, the reason for it,

and strategies to reduce the degree of sex bias; In public schools.

individual study, reeding
th'e literature, observation at schools.

2) The board should adoPt policies related to.

affirmative action.

Title 13 implontation:

equal opportunities In employment and programs,

3) The board should ensure the full
Implementation of the policies and the monitoring of same,



CCSEE -11 WORKSHEET

Area of Concern:

`Specific Issue

101111ISTRATICO
:0

Target Population(S) 1,.?otren an0
miroritNs who desire positions or promotion in nonagrpert,.,

15, Providing leadership treining for won and minorities who desire positions .

in dienagont/afainistretion,

IMMEMM.

Projected Outcoine(s)
Recommended

Change Strategies

Suggested Action Steps

C

1) To limp the miter of won and

minorities in oogeOnt positions

firthe school district.

2) To ditilop a leadership training

porn for won and minorities

nto desire positions or portion

in srnagamaot,,

3) To 64.199 a coomications Work'

among won end minorities ithe are

*king positions or motions in

. management,

1) NUMBS of potential onagers and potential

pportJnitits in onegeiint.

2) DlANSE district iportunitiestas well as

participants' needs.

3) IN participants in leadership skills;

train trainers ( mentors, district onagers).

4) Provide TEDIUM ASSISTANCE and consultation.

5) Domino nibark nog participants witch will '

future RESOURCE LINK,

Constraints:

1) Site of district my be I problem, Small

districts may want to join together for

loch + program,

2) Duplication with higher institutions. If

it is a duplication, collaborative efforts

may result in a stronger program.

,Resources: Lail colleos and universities; District onagers; Oronintiona1 Behavior by Owens;

c
Moving into Management in Public Eduction by Kobayashi and Owen.

irisible erom Rdereneek Other Km Rights Issues,

1) Develop a plan/program with a
variety of opportunities

through which participants can

develop leadership skills as well as coon learning experiences,

Involve, if possible, local colleges and universities.

Involve onagers in developing the
objectives and activities of the program.

Identiffeanagers who could and would serves resources.

Identify areas in which participants can serve as trainers,

Train potential mentors.

2) Identify people who are interested
in positions or promotion in onagerent.

Survey the stiff ;for participants.

o'.Seek nominations from managers,

Conduct inforistional ratings.

3) Conduct an orientation meting of participants.

Conduct indivictial needs assessments. .

I Dissolnateschedule for common learning experiences,

Determine specific objectives for/with
each participant; identify specific and general

learning experience.

Schedule Individual counseling sessions,with
Identified mentors Ambers of current

management, staff).

4) Conduct common learning experiences/workshops
on'such topics as:

Organizational climate theory.

Community involvement.

Categorical funding;

Decision luting.

I Law and finance,

Conflict resolution,
Personnel: administration,

Application procedures (silting letter of application and resume. researching job/

district, preparing for interview, etc.),

5) Assist participants in applying for positions.

6) Develop network within/without the group
for mutual support, encouragement, etc.

129



CCSEE If WORKSHEET

Area of Concern: /t :AremAno r

Target Populatiot(s): Personnel dliocto.rs, SuperIntendenti

Specific Issue 16. llenliping active remittent
mean appliant pool of qualified women

.4. and Levities,

Projected Outcome(s)

1) to develop a large pool of piffled
1) Develop AWARENESS of those agencies which

Eon and minorities it will apply
can assist the district,

for Enageont positions,

2) to *sip a process to dinernete

job innounoients through a variety

of sources,

2) RAIN personnel in providing equal

opportunities,'

3) 01035E (evaluate) current procedures

end revise e; appropriate,

I) Surrey the following:

O staff resters

college and university placement officers

comity people and groups

professional organisations

ethnic/mill/ma's groups and
organizations and agencies

which have ways of

disseminating job announcements
to potential applicants

other districts

county office's of education

2) Notify all of the above and others of the
district's intent and desire to seek and piece

soon and Energies in all classes of positions,

Constraints:

3) to establish and fislament a process of

nonblised screening end intervielming.

Prime oft

n, Tradition and resistance to change.

1) Discriminatory hiring
'Notices in spite

of affinitive lotion plans,

loc lc of:

1) Atinfitrative support,

2) Trained and sportive
personnel to

Octant change;

3) notify all of the above (11) and others of any job openings,

4) Culotte, revise
Of necessary), and worker

application procedures to ensure equal

opOrtuni ties,

Check form being used; change ff necessary,

Provide limonite
training to all personnel (certified Ifni classified) who

handle and respond to
Inquiries related to Job announcements,'

Develop criteria.for
positions which became available,

Establish paPerscretning
cailttee: Nava

cologne use criteria in screening,

Establish and lat on interview covilttee,

5) Provide
liedenhip4troining opportunities for

district Kiln and minorities who wish

to rove into unspent,

is
urcestI College andiuniversity pleciint

Officers; etainity and come onity organicatiinst

Stiff. i



CCSEE .11 WORKSHEET

Area of uoncern: map Ano
Target Population(s): Administrators

Specific Issue: 17.. beeping end folioetIng treining onion fa( a)iniitrators to ensure

sex Keith,.

Projected Outcome(s)
Recommended

Change Strategies

.t

Suigisted Action Steps

I) To Woo mown it art on'

kralolpeble 'toot the moth'

Acts of no sterotploo and

Ito kis the 0111$ to swan

su olity in their $6:411/

132

1) AIORENBS of own' TIPTON! the wits in

IdlIch eel PEPOulte he
Stereotyping and

the nigehtv effects of to throttling,

2) DIAIDIZIS of nth* and skill's of ingot

3) iMp41 IX to *loot Whigs to null

Impel

4)-15610101
ASSISTPA6( to provide ongoing

issistinu and suitable 'hotels,.

Constraints:

1) Reluctance of rocas lobe involved

owl of tire and foot

2) Polo for conultpts;

3) Subject not considered apriOkti.

Resources: 'Wasp. kbrde aM Inlet Of Oles and kohl lit Textbooks; Oblyishi, Mahn, *

Title II holeontetiom mottos lists fro Project 4414,y, fir Ott Labs, State

Depirtment of !kaftan Ccoissions
oliStetue of Isar ,thipter V,

POssible Cross-Reference(s): ttive udes; Instructimal Materials,

1) Dewlap an inservice training program,
The plan should include:

O specific objectives for each session

activities for each objective

list of resources (hien and material)

lays to evaluate sessions

schedule of events

support of onagment

dihrOmtion of ettinistritors' level of knowledge

The content should include;

conscionomsraislog/oareness activities

explanation of the'letter and spirit of Title IX

examples of sex stereotyping in schools

strategies to bring about change

strategies to build coalitions ening the school wonky to Implement charge

resources (human and other) available

2) Develop; schedule; arrange for time, site, etc.

3) Arrange for college units, if desired/possible,

4) Arrange for facilitators,

5) Implement training sessions.

6) Publicize training sessions and resultant chnitment to see equity.

7) Provide list of material and human resources to wagers.

I



.....otreemmeMmil,

Area of Concern: ANINISTIATIIC0

Specific Issues 18, Strengthening the positionif the Title IX Coordinetor,

CCSEE WQRKSHEET
Wx

Target Popuiation(e):

4

1) To utilize the strength, leidelAJP

and support of the Title IX'

coordinator in *fixing sea equity.

1) WRENESS of the managers and staff that there

is a need for sex lofty andtUt the Title IX

coordinator has resources to offer.

2)I DIACINDSIS of the situation, Is the Title It

coordinator seen as a leader with conmensurate

services?

1) ,Clearly Identify the goals and the specific objectives for having a Title IX coordinator,

I
k`

2) ,Pubilcfarseei and appoint a Qualified person to thq position,

3) CONSULTING and TMINING the Title IX coordinator.

relative to his/her role,

&Develop a teen,p support the goals of 'the

MP,
,

Adopt policies and procedures to attain equity,
'I

Constraints:

3) Identify, delineate, and discuss with other managers the role and responsibilities of

the Title IX coordinator,

4) avelop a plan of actfbn to stet the goals end objectives of this program,
o

5) Provide adequate Nan and financial support resources to yet the objectives,

1 Title It coordination is a tagon
,

tpondbilit,y ler one Oa is not very

ciemitted to its goals,

2) Title IX coordination is assigned to a low-

level manager.

3) Title It tor so equity --is not a priority

song imagers,

6). 'Peter and evaluate the activities of the proven,

7) Publicize and support the activities of the program,

4

8) Establish on advisory comelttee of board representatives,
community taken, staff,

students, et,c.,ttprovide
recommendations and support to, the program.

9) Reinforce the efforts of the Title IX coordinator and advitgoomittet; adopt qecessary

policies.

10) Ensure the ettendeoce of the superintendent, other high-level adhinistratore, board

tasters, etc., it activities,conductedisponsored,by the Title Ifillprdinator,

A ;

trrk'

UN.



MEE WORKSHEET

of Cancers kimono'
Target Population(s): flanagehent staff

C II, lett:dishing Iraniete lords) for swabbers, of &port qui derenstrite

widen of idilinid iw equity prictices;

Projeited Outtome(s)
lieeommended

Change Strategies

Suggested Action Steps

1) ,foinelop as onvirtont whack

'omega Weir who that will

lad to WI' ovity in elation:

1) II progroi for solgoent pommel.

2) PARDO AMITIES for canape ofperiod.

31 gm inforstion for wagged personnel,

41 11021 WM 101)1411h wipeout staff,

.

136

er

tl

Constraints:

Meets eft ;

1) stiff Niiitirci to dept.

11 044014

3) lhrataiad led kettle top elinistritors.

Lckof:

,1) troatike amplest evaluation techniques,

2) PAdnietritive support,

'3) littlest end coorltiont,

4) char guidelines ceicenxing prontioi and

*pi,*

5) fete lOdell in top ideinistrotive hitrircAr,

lible ems-Referenee(s):i

I) Provide ;eeriness ictiv,ties for
esnageeent stiff on how to proceed, and to gain interest

'end comolteeni,

2) Provide training program for isnigerent
personnel on what behavior is expected,

3) tirect staff to take appropriate action.

e 4) lisdel appropriate behavior by top eliegewent.

) Provide mords for isnagestnt staff aearaers who deeenstrite evidence of sex equity.

practices.

1 Provide desirable (status) positions on too iecigreents.

' institute inforeition (newspaper articles, newsletters, ;411') to staff and

comity on issigneents,
,

,,

Provide inforeetion to board of education on successes of airegeont staff

webers,

4 Appoint successful ideinistritors to 'Rider positions.

Structure the work so that subordinates con rake substantial contributions

..' to igeir major goals.

it,Previde recognition for lgood"behivior,

I Allow greater flexibility and (reeks' for 'good' beisovlor,

137



CCSEE

Area of Concern: ACIIINISTRATICN

'ppecuic issue: 20. leading with 11 Cramonity whose
diverse cultural backgraund cannot accept

equity on the basis of sex, ,

WORKSEEET

Target Population(s): Comuni ty

11=1.=MIN

Projected qilteonieW
Recommended

Change Strategies
Suggested Action Steps

1) To develop an envirorant in a

diverse cultural ccenniV were

equal traalinnt on the basis of

seals accepted.

1) MINN of ccounity reproientatives,

2) AliegENSS ACTIVITIES for comonity

representatives.

3) CONSULTATION with outside representatives

of cultural groups.

At flUXOATIVE CONSULTATION with representatives

fro Irian diverse cultural groups,

Constraints:

Presence of,:

1) Cultural values which do not accept equity

on the bests of sex.

2) Resistance to change.

Lick of:

1) Rent to change.

Rego/met Civil Rights Digest, a quarterly of the U.S. Omission on Civil Rights, Spring 1914,

lishingban,

YossiWe Nis-Reference(s): boom Other kw Rights ISMS:

..1111111111111

1) Select key leaders from diverse cultural group.

2) Providi inforsition and training for representatives from diverse cultural group.

Cover laws and regulations.

Employ outside consultants from ON
diverse cultural group to provide training.

include background on cultural
beliefs which have led to inequity on the basis of sex.

3) Provide awareness activities
for representatives to gain interest and commitment.

4) Develop, with representatives, en
action plan and activities to outline the'steps

to proceed.

5) Cramunicate results to those involved,

6) Reinforce activities and individuals carrying out tin activities which are supportive

of equity,

1) Publicize the program through the media,

al Establish a lay, advisory corsalEtee apposed of representatives
from the diverse,

cultural groups to provide
coninuous selfevaluation and feedback,

9) Provide outreach services for fes\lepresentatives from the divers' elultural group.



CCSEE II WORKSHEET

a 'of Concern: mom
Target Population(s): Staff, students, parents

C
21. Oesigni5 and iepleuenting nonsexist programs

for compliance in

special education.

Projected Outcome(s)
Recommended

Change Strategies

I) To (fort tit speifil eduction

Primo Provide foil treatment

on the begs Sfax,

'1) DIMS of existing swill education

,PT09115,

2) aims ono for staff and parents.

3) 101131ALS SELECTIOVACIMIC DEVEMOIT

of classroom materials,

Constraints:

Presence of:

1) Stiff resistance to chem.

Lack of:

1) Sufficient budget to purchase new materials,

2) Nondiscriminatory classroom mterials.

Suggested Action Steps

1) Analyze existing special
education programs for sex discrimination.

Review assignment of student procedures.

Observe classroom educational practices;

Review special services provided.

gg Observe classroom
control and discipline practices.

Observe practices follywed on appearance
requirements for students.

tiamine career guidance provided for erolopent,

I Examine existing procedures including testing.

2) lnfore all involved parties of findings.

3) Provide awareness ictivItles,for stiff.

Oeronstrite proper procedures and process.

4) Review classroom shrills used,

lnforo parties if findings.

oIiiscird'biased materials,

Secure nonbiased materials.

I Providi 1n-service training for staff on how to Use biased materials if Po

ntinbiased materials are available,

5) Estaillsli nonbiaSed entry procedures, includiOg testing.

140
141

Resources:

.1/
Possible Cross-Reference(s): Students; 1,.tructional Pwrsonnel; Instructional

Peteritli., Other Non Rights Issues,



Those individuals whose major involvement

with the educational process comes from

without, rather than within, the educational

institution,

/,

The issues treated in this section are
directed to people both inside and outside of the educational system

who wish to effect change and help'in the establishment of sex equity by working with community members.

In general, the following overview comments are applicable to any person or group involved in.such'activfty.

American people have a
strongly ingrained sense of fair play and equality-lerhaps more than any other

petple in the world. They want to belfive that everyone has an equal.chance, equal opportunities, It is

only in looking at the ways in which this can be achieved that differences arise.

J*comminItycarrlei enormous otential for'effecting change. The majorforces.both
for and ogoinst

40plement100quity in 00chool$:Come from the community.
Whether working with

people who want change

000row,br:With 000161,40:000Crset
the clock a hundred yeart:, the

person(s). seeking to change the

cOMMu*O0ukst#004ork frOmlheplge those 'people, are, to look:at things from their perspective;

The*hgegentthoulOistell to` people he0:theM, and should stress points of agreementas, efforts to

lhange*Ogress.'

or nt'hot to assume; that.a pROGibrargroup of peopTe-are-goilig-to_leiappos
to sex e uity.

Oostunlikely, people prove to be advocoto! Even when people,are not advocates for sex equi

ey
ijrness of the Jawi and will

not form an active opposition. In some cases, this is the.be thatere00.,1s. 'said.and.know
why the chaNelgentlscadfrocating

sex equity, they can app eciate

asic

cakWe kte

rkin
.:peope opposed to,sex,

quftY:Ahen4Orkingwith'CommUnit people
who hold tro01006allUes

and,,who are,,''neu#4144:ptrO osed '::te)(''Ouiti change-agents shOulfr effikertlat many0;'tf(NOitiOnal

values o
It: is not kmatter of:challepon

e e whether the edicition thei;woUld'. ei(Chficr0 :to.receive .Ts

,



,
1

appropriate to the world and the lifestyles their children will face in the future. People need to know

the statistical
facts on the

likelihood of their oaughters working to support themselves
for 25-45 years

and the concomitant
likelihood of their sons

sharing in the keeping and maintaining of the home, the

accomplishment
of'housework, and the tasks associated with pareniing. They need to know and hear that

there is nothing wrong
with holding their traditional,

beliefs and values so long as they do not limit the

'options of their childrenwriting,--that there is nothing w
for instance, with a woman

'choosing the traditional

tole of wife and mother so long as she does have other options and so long as it ig a free, and not,a pre-

conditioned, choice.

Workinl with
community advocates, for, sex equitK: When working with

community people who are active advo-

cates for sex
equity, one: should, point out the most

effective ways 'to channel energies fn order to make

changesnot force
immediate change or

expend energy on something that cannot be changed.

Advocates need.to know what the laws are, what facts are
important to get; how to go aboilt getting. them and

the best way to present them.. They need to know the
organization and structure of the school system, which

people they have to deal with, and where
the lines of responsibility and authority are. They often needito

be trained'in the skills ofinterpersonal
communication and the most effective ways to develop cOoperation,,

ThtYleedto'know
how to,becoine.advocates,

how to plan'and set
realistic and achievable

goals and how to

/ .
monitor and evaluate.,

Thee also need to know .how to use the media, resource
materials, and organizations,

as O1 as their own contacts within the network system,
(See Chapter V for a partial' listing of such

resourcis.)

Coiruniy advocates can spearhead changer
especially in cases where there is an

unsympathetic or hostill

administration.
Community'adVocaOs can assist 'school personnel materially, in implementing sex

equity by;

Working oncommItteefand
advisory, groups;

Researching fording sources, technical
assistance sources, and resources;

Monitoring.andiValuating
compliance;

Evaluating textbooks and materials;

Dealing with neutral or hostile community
members and parents;

441
legislative intervention; and

.:AdvqtacY.

145

,

,

Workingirir7lt-TtnimilyTerinb-ers-offers-a-stimulating,cbaJlenge.

Because they are not, for the most part,

members of the educationallstablishment,
their attitudes, sensaflAtt-tarandlannot-beAonelLand_ability_____

.10 effect. change differ from.the,professional
educator's and offer exciting possibilities.



licern: "Int

CCSEE II WORKSHEET

Target Population(s)

ue: 1,
IdeotifYiii and involving the leaders of

tomanity organizations who have been

. ,active Supporters and
limit's for sex equity,

1) To identify comunity,ediocitu for

no equity.

o

2) To involve ty advocates fof

as equity.

3) To glee Sopo' rt and recognition to

Skates.

Reconimended

Change Strategies

1) IDENTIFICATION
of over:I/Alone and individuals

soccrtia ax equity.

2) TERN BUILDING by recruiting and involv(mg

Interested pipit

3) TRAINING by providing advocates with knowledge

Wad skills.

4) SELECTIONJADAPTATION/DETELONNT
of materials

to assist in ialeanting sex equity.

5) 0141(SIS RNO CM.LISORATIVE CONSULTATION to

ascertain level of tipHence end to work

for tango, .

6) LEGISLATIVE, EXECUTIVE OR JUDICIAL INTERVENTION

toiplaent, develop or change policies or

laws relating to sex equity,

Constraints:

Pretence of:

1) Negative attitudes on the pert of sonsegnents

of the coma:illy that hold conflicting cultural,

. religious or traditional beliefs,

2) alenized resistance by twoo4.red r'nle (school

alley Pikers, newspaper publi

reporters).

Lack of:

1) Tim, Adwicatti and ergenizitione may be over-

loaded with competing Weds for attention.

/bay end/or personnel to train advocates,

' Comunity advocates for sex eqity

Suggested Action Steps

SMIM11111.1.M=mo.

I ) !dentin, ; 1 1 ox: thlo sex equity advocates In the cownity.

nvanization list from Chanter of Coverce,

,Jortfry organizations lost likely to be spopithetlt (won's advocate groups, civil and legal

rights organizations, etc.).

'0 Ask fo lake a presentation before the group on sex equity in education, Take note of advocates who

cone forward after the progrolli).

2) Build a team of these Ideotified advocates.

Meet with advocates from various organizations,
Get from them wet of other interested people and

groups. Build fro this base. Utilize media to draw o.4 other Intr eited people.

Identify particular interests and skills of these edvocits:,

0 Foreulate goals, develop plans and delineate tasks.

3) Train all advocetes,.as needed.

Develop overall training program for advocates
utilizing their own skills as well as those of outside

resodrce people,

Include intonation an the law, grievance process, mitering and evaluation, and community advocacy

skills.

4j Select, adapt or develop materials, as needed.

Select or adapt existing resource materials to aid in the elimiatron of sex bias,

Review textbooks and curriculum materials for cowiliance with state law. Nike recommendations.

6) Use the team to diagnosnand provide collaborative
consultation, as needed.

I Utilize an ongoing are group to train others,

Use paltering Brous to ascertain the extent of school comuliirce with Title IX and sex equity laws.

Appear before school board to get ccositzient for sex equity,

Work with ichnol adalnistration, Title 11 offiCer and other school personnel to gain support and

couiteint for change.

I Work with resource oroaniations to assist with training, techn,.caressistance, etc.

Research and identify areas of noncoxplfance,

Work with stud ents to determine their needs.

ti

Niltieeplegitive tilthtlat Noney Netters:

Other Munro Rights I scam,

54;',si.pA h,..Ag,Otr*4 Mr.
H;
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CCSEE .11 WORKSHEET'

Target. Population(s):
Camunity advocates fa( ex equity - Continued

"Identifying end:involving the leaders Of c

,

, active
supporters and idvoCetes fdr sex eq

Sty orlanizations who have teen

ity - Continued,

acted Outcome(s).
waniended

Change Strategies

Conilnued,

uggested Action Steps

6) die 'legislative, executive oz, judicial intervention, If appropriite.

Utilize grievance process if
.consultation process does not lead to change.

File Office for Civil Rights complaint
if grievance process des Gat lead to change and if there

o,

is no good will on the part of School administration.

.11 Work with legislators to develop appropriate sex equity legislation.'

7) Consider other tactics in order to involve leaders In the sex equity efforts,

Utilize the media to raise awareness levels,

II Develop speakers' bureau to talk to PTAs, parents, and groups
neutral or not sympathetic

to sex equity.

Workvon continuing to
motivate and recognize advocates by moans of feedback, publicity,

invitations to workshops and conferences, awards, etc,

p



CCSEE 0 WOR6S9EET

a ofConcern: MO
Target, Population(s):

Comity leaders

Specific betel
2 'Providing in- service

training concerning sex equity for conmunity leaders,

zed Outeome(s)

P

1) To Ike the eseitt in girder port

abet of and sec :tie to ea tqui4

leen.

2) To encourage thostaluiV liders

with on expressed interest
in sex

equity. to lark within their districts

1 achieve implantation,

3) T.' celete effectiveness of

activities.

41 To provide follow,' support

for amity ideate.

. 4 .

'Recommended

Change Strategies
\, Suggested Action Steps

,1)' ORM ACTIVITEi to provide an increased

krawledge,Ide and art sensitized =pity

deders.

2) TRAINING to provide,skills which, If applied,

assist in lopleenting,sex equity.

' 3) COLLABORATIVE CONSULTATION to involve ccolunity

leaders, school personnel and adainistrators.

4) . DIAPIOSIS to determine the extent of school's

compliance with the letter and spirit of Federal

end state mandates.

Constraints:

Presence of:

1) Negative attitudes on the part of some students,

segments of the etaanity, administrators and

schoepersonnel.

2) Traditional'cultural values.

lack of

I) Money,

2) Time.

3) Interest.

a) Personnel.

Possible Crogs-Reference(s):

V

1) Increase the awareness level of community leaders,

o
Utilize local media, organization

bulletins, etc., to asbe cconity aware of the damaging effects

of.discrimination and the legal provisions of sex equityllaws,

# Identify local leaders of organizations who are
responsive to the cause of sex equity.

o Arrange for presentations to be made to local
scan:unity organizations including those not traditionally

sympathetic to sex equity issues. ,

o Work with those leaders'who express positive interests in
implementing sex equity to forme cadre of

change agents in order to win over or neutralize the opposition.

2) ;,Schfdule and organize training sesslow fur (tonunity advocates,

include the tangoing components;

- Knowledge of title 1K and state laws relating to sex equity and the policies of local schools.

Training on how to monlor and evalut:,: school programs, policies and materials regarding

sex equity.,

- Training he inta'person4
rceranication, dealing eith negative attitudes, cooperation and

conflict neolutnon.
Action planting to include how to drew up end utilize a plan that

larks, how to lobby and

how to bean advocate,

- The grievance process and legal alternatives,

Evaluate the sessions on a
orepost basis to measure growth.

3) afar the ctednity collaborative consultation services. once the training is completed;

Encourage concerned CCONAIty
leaders to meet with students, school staff,

school boards and

administration in or to discuss "sex equity nons/problems/solutions,

1, Work with the above group to develop ongoing
telf-eveluation and monitoring processes

(reviewing policies, programs,
(U11141411, textbooks, A,V. and other materials, etc.).

Utilize existing resources, including (1) general assistande centers Or desegregation assistance

centers; (2) training institutes; (S) SEA sex equity departments; (4) WEER grant hairs) ()

.
wont's and other resource organizations and

agencies and materials; and (6) sympathetic people

within the school system. ,

P

Of Work with local schools to encourage
that to utilize equity materials and resources billable

to them.

41 Work with school administration and
cormunity Title IK task force and/or advisory conmittle.

A
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CCSEE Nil WORKSHEET

Area of Concern: COMP
Target Population(s):

Specific Issue. 2, Providing in-service Tining concerning sex equity for comity leadersContinued,

Comunity lenders Continued

Projected Outiome(s)
Recommended

Change Strategies

Suggested Action Steps

to'

A

Constraints:

Resources:

Possible Cross-Reference(s):

,Continued.

41 Encourage the diagnosis process.

Utilize ccomunity leaders toOfegnose the extent of the district's
compliance with sex equity.

.Develop Or utilize existing, ongoing
program'of monitoring and evaluation.

5) *leant the grievance process where insurmountable problems are
faced and other avenues

have been explored

6) 61ve recognition to those who get and stay involved.



CCSEE? if WORKSHEET

a of ern:, ECIHNITY

pecifir Issue: 3. Overcoming the opposition of parents who possess sex-stereotyped values

concerning their children's
activities and aspirations.

Pr'ojected Outcome(s)
Recomninded

Change Strategies

1) To help parents increase their

owes Of the limiting effects

of discrimination.

2) .'To Increase awareness and sensitivity

of school staff and advocates for sex

:equity to traditional cultural values

of parents.

3) To itiopt to gain parents as advocates

fi sex equity or, if,titid is not

possibly, to mutnlize their opposition.

1) AWARENESS ACTIVITIES to increase knowledge,

sensitivity and understanding of differences

between parents and school personnel/sex

equity advocates.

2)' CONSULTATION to maintain opencomunication

and seek input iron parents,

3)
TRAINING/TECAICALASSISTANCE to provige a

Parent-Interest or planned inservice program

in order to clarify provisions of the lic

Constraints:

'r Presence of:

I) Traditional/cultural values,

2) Desistence to change,

3) -14edlesocioecommic pressure for traditional

Mies.

Lack of:

1) Knowledge/information base; awareness.

2) Trained, enthusiastic advocates who have a

forum for presentations,

Resources:,

111;11,11110.10.7S
Posstble.CrisReference(s):.' Negative/Positive Attitudes; All the People.
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Target Population(s) Parents, students, school staff

Suggested Action Steps

1) Elevate awareness through a series of planned activities.

O Poet with parents, hear where they.are coning fres,

Dissipate misconceptions (of what Title' ill and sex eqUity laws are not).

4) Work to raise awareness levels by
increasing knowledgeiof fadts about:

The changing economic and social
lactori In the wo ld today.

The actual likelihood (statistically)
of their daug tors working and for how Ion),

The likelihood of divorce
(statistically) and netts ity for supporting a family,

The average pay of woven ccroared with men and the 11 range of Jobs open to them

becauie of lack of training.
The limiting effect of confonning to traditional st reotyped roles.

The importance of ;emitting boys and awn to expres feelings and nuturing and supportive

behavior.,

The fact that many study and career options will be hosed to students who do not take

math and science (particularly true for girls).

The importance to girls of physical education and a 'lodes in tent of keeping Physically

fit, selfdisciplined: being able to work an a team; eveleping leadership qualities.

persistence, etc.
The limiting effects on a boy's options if he becomes the sole financial support of a family;*

.especlal ly at an early age,
The actual injustice that is done to both sexes by tr ining then to be halfpe,ple in i jorld

where they will need all their survival skills. I

be tactful, to not make participants feel that their way

II

life is being attacked;

Work with school, staff end se equity advocates
to Increase their knowledge, awareness and

sensitivity to tradittanal/cu1tural vlues of parents.

2) Apply positive consultation staile IS to alleviate aexiety, and to obtain support.

Try to bring inM the open parents'
fears about change ?or their children and deal 4itn it posltively

Try,to identify possible opposition
beec it vial so that it can be dealt with before its level

of intensity Is critical. Elloy mop:late lox to relieve uneasi. Is and /a" tension.

$ Enlist the help and support of peop14 wham the wets respect end admire.

III Ask for parents' suggestion:,
hive positive feedback and recognition

to suggestions that have merit,

lotorporate parents '..ifo the
decisionsaking process, if feasible.

4 Enlist support of student advocates for sex equity.

6 Try tin enlist support of parents a.
seocates for sex equity, if cobalt, Or at brat s ceeittent

free then not to oppose activities or programs.

3) Estijblish a training/teshnital assistance schedule for OfirlaUS p4ple.

, .

IP Providopri on, outside resources to providC;
special' interest pr4rams for parents on the

tr

importance of sex equity and nondiscrimination
and tr7 clarify the provisions of sex.equ'ty laws.

6 Allow a period for oarent/prunter Interaction at
each training sess'on,

\ 0 Utilize resource organizaa.ns, people,
films, A.1, and other wedie material.:

0 Advertise schedule of meetir.gs and agendas te,be follow) tlyzghout the coainity to a

\
.

. .
,

, participation. Sake flyers/nee releases catchy so as to 6ttract the recalcitrants, ,,,I,,.

\



PCSEE.- If...WORKSHEET

Target Population(s):
Minority Groups, School Personnel,

:hanMloorliy Commit)

Groins Students,,Area of :Concern: coluov

$neeifi !t glue: 4. Dolling with the conflicting cultural values of various minority groups.

Projected Outcome(s)
Recommended

Change Strategies
Suggested Action Steps

11 To Wive an oierstanding of

dIfferin, cultural riles.

2) itestablish a working rolitionship

between differing ethnic groups in

order to combat sex bias effectively.

3) To gain support, acceptance, and

advocates for sex equity from the

minority cononity.
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I) MIMS ACTIVITIES to bring about understanding

of differing cultural wins and commonality

of 'pls.

2)
COLLABORATIVE CORSULTATIO1 to bring, in minority

consullints and sympathetic minority Malty

okra and sea equity admiates to develop e

workingplan.

3) TRAlialiyAMARENESS to ambit the negative effects

of ,racism and sexism.

Constraints:

?meta of:.

1) Conflicting cultural values.

2) Cul tural ,infths.

3) Suspicion of 'white' motives, .

4) Prejudice,

Lack of:

1) Alertness,

21 Trust between all raters of thi comity

4

Resources: Civil Rights bluest, Spring 1174, Sexism and
RacismFeminist Perspectives, Asian.

!sirloin Soren, lismen's Studies
Program, Berkeley U,S.0 Estado

'gentles de la

Chicini, Asian Ikon, UCLA, The Black Bran, Toni Cade Barbara,

Possible Cross-Reference(s):
1kgativ Attitudes; Other iioan Rights Issues,

,, 1) Encourage the nonminority advocates
to develop an awareness'of differing cultural values.

Raise own awareness level and sensitivity to ethnic and cultural differences by reading, observing,

becoming involved!

Gather backgraind data on similarities and
differences between racism and sexism.

Talk to minority friends and T.:lingoes,

2) Develop a collaborative consultation network and action plan,

Contact robes of ethnic minorities that you
know are sympathetic to sex equity and solicit their

help and advice:

Utilize conpltants and resources such as general
assistance centers, desegregation assistance centers,

schools' human relations and multicultural
departments, SEAs, minority organizations, etc.

Bring together advocates for sex equity from as many ethnic groups as possi late cocoon goals

and establish an ongoing task force.

3)
Conduct training/awareness sessions for members of the community,

Ask minority members on your task force to contact
their organizations; arrange to give a presentation

on sex equity to these organizations,
Utilize successful minority women in

nondtraditional jobs to

'speak and serve as role models,

...Draw parallels between negative effects of racism and sexism, such as
(I) limited job opportunities,

low wages, use of women and minorities as
surplus labor pool; (1) past history of legal injusti;e,

not being able to mite, own property; (3) lack of representation in the decisionaking processes of

thattion,

0 Show how thegoals of sex equity and human equity are related:to their problems,

Assess noun goals and canon areas of agreement.:'`

Include plans to combat racism as well as sexism in schools,
ensure that materials developed

for,sex equity take race into account',

I Show how the power structhre can draw on divisiveness
between women and minorities, e.g., in

157

affirmative action, where 'other group' is used as a reason foP,not hiring.

I. Do not put down those traditions which are important
to minority members, even when they may be I-

1 ,

' conflict with goals, Concentrate on areas of agreement.
4)

When talking with or about minorities, remember that half of them are women and subject to double

discrimination,



CCSEE WORKSHEET

a of Concern: DIMITY'

Pinority Croups; School
Personnel, har.Minoril torounity

Target Population(s): Croups; Students - Continued

pecific Issue 4.
Dealing with the conflicting

culture' values of various minority
groups--Continued.

Projected Outcome(s)

1111
esources:

Recommended

Change Strategies

Constraints:

osible CINS-Reference(s).

Suggested Action Steps

3) Continued.

I Stress that no person is liberated
unless she or he has the

apxrtunity to make free choices. Show

how Title IX and soy equity
laws can be used to help achieve

this.

Priornize those sea equity laws
which will have most positive

effects for minority members, e.g.,

access to vocational
education courses leading to

skilled trades, ..,

Corbin plans for elimination of
sexism and racism.

I Consider instituting a human
rights advisory committee to make

recovendations on policies and

practices relating to discrimination.

Provide 1nservice training for
parents and school site

council members in,heavily
multiethnic

areas, using above criteria.

1) Use other means to ccoanicate
the growing aulticoltural trust

level.

I.Design multicultural approaches for
ongoing school functions, dinners, fairs, art

and rusk

presentations, and sea equity workshops.

Highlight contributions of minority women,

Use the media to publicize
successes;
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Area of Concern: MCI
IMIONI1=1Minnulin

M6EE .11 WORKSHEET

Target Population(s):
forr,1,If4 rnrIers

Specific Issue: Dull el I ?t APPositOn In zei
eouity-beceuse of religious conflicts,

Projected Outzome(s)

411

vriumuluwwmmuummutonw

Recommended

'Change Strategies

Suggested Action Steps'

1) To establish constructive ccomication

bettor sex equity edmcitis and meters

of religious orgenintiOnt

4 2) To mite thelevellof minas

?teeming probleali' of tax

discrioirition;

3) To pm,cote a positive attitude toward

sex equity where possible, or it lost

a neutral position,

,4) To utilize legal morels to ipleeent,

sex equity if above puttees arfoot

reeling.

1:60

et

1) PERIM! LINN to identify people, organizations

or resources to assist,

2) COLL/Mill CONSULTATION to involve represents.

dyes ins school and church, sew equity advoutrs,

etc.

3) AWARENESS ACTIVITIES to sensitize metiers of the

I amity to the damaging effects of

A) LfBISLATIO INTERVENTION to implement sex equity',

Constraints:

Prealica of:

1) Conflict with religious beets.

2) Traditional/Culture! attitudes,

3) Resistance to change,

4) Potentiellitionel explosiveness, foliating with

'conflicting ideologies,

Misunderstanding of law,

Lack of:

I) nooledgelinfonnation base,

2) Sex equity as t religious priority.

Risources:

0

Possible Cross-Reference(s):
Positive/Negative Attitudes; All the.People;

n,Mr I4 n RInhtc

1) Develop resource links in order to establish reelogful resource neinrks,

Use networking resources to
locate people'of the sear religion who are

sylmathetic to the problems

of sex equity.

Ask for their help,

I Ask contact for oases of other syrpathetic people (or neutral people) in order to !Krell, the

network capacity,

Find out who church robin respect and listen to, If there are soy advocates for sex equity, try

to enlist their help for future activities.

2) Use productive and collaborative consultation techniques,

a Ask ompatheticmorkers to meet with representatives from school, consultants in sea equity,

respected con*y advocates, for 'sea jquity,

Irk together to plan best approach to church moWers,

Ask contact(s) to schedule meeting date and telobby influential congregation ambers subtly but

effectively before meting is emitted.

Mticipite problem ems of opposition tleforthind and ti prepared with answers,

I Look at differences, reel and perceived,

Concentrate on mon areas of ioreoteht,

Alm for sole specific ccoltroots which are
reachable,

( Provide support, direction and resources for key people,

,Recognize and prate positive suggestions,

Be kit key,, Establish alternatives..

' '3) Created higher level of awareness,

C arlfi thil3rovIslons of the law and dissipate any Misconceptions,

,..",
, ". aise the level of awareness of the damaging effects of discrimination,'

.,

Stress that they are Immunity leaders. who care Ord, di 14Ch, should dare about all people,

I Find out where ,they stand on clop rights issues if positive, draw parallels,
s I

Point out that it'is as Important forth.eir children to heable to come opportunities as it was

for their forebears to have freedom of religious choice, 1

4) Consider the use of legislati4 intervention,

If the areas of differen:e are too great and aricerert canret Po. Pl3f'4.! r .' c rent r . ..".) rct tale

neutral stand, le& at try legal al terNti ses.



OCHE WORKSHEET

Target Population(s):
.-iirea.of Concern:

gaanAlii '
\

alm moue: Dealing with
:

of relIgtous conflicts Continued,

7.

9 2

Religious comounity members

4) Continued.

Point out the actual provisions
of the law and the separation of church and state, Indicate that,

' unless OCR establishes other court
precedents, policies of

educational institutions inist he In

compliance with Federal laws, while
policies of religious sects are the prerogatIve,of their

governing cowers unleks they receive Federal roles.

$ Utilize the grievance proms where necessary.

If the school administratpn
and staff ere embers of the sag religious

affiliation, ask for

assistance from the State Education
Igency or sex equity resource

organizations in 644 with

problems.

' If all else fails, filth complaint with Office for Civil
Rights* but continue to try to maintain

t

open cornicetion and not be polarized Into two hostile cogs.

See complaint process in the apperilik,

(;)
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CORE WORiliSIIEET

A

ncera: Do llT r ' ' Target Population(s):
COlfroir1 ty '+;1. I orjard:ativiS

lie:, 5. liorkieg with comity youth
organizetiOns (sporklervice, religious groups)

, ,

to ettain sex equitable opportunities.'

.
-

Projected Outcome(s)

.

Recommended

Change Strategies

Suggested Action Steps

bribe the teal of,awartoess of

' the dinging effects of sex bill.

a

2) To involve crommity youth In helping

to lepliert sex equity.

11 Topic or improve the level of support

and iccepterce by comity youth

orgetizaroforsemouity Issues.

Resources:

1) AWARENESS ACTIVITIES to provide a knowledge

base and to sens1 tile youth to the damaging

effects of discrimination.

2) COLLAIRATIVE COULTATION to identify/develop

a bank of consultant ciedidates.

3) TRAIN% activities to provide skills, techniques

and stritegfes to help implement sex equity.

4) LEGISLATIVE INTERVENTIM to implement existing \

laws and develop new legislation.

Constraints:

Presence of:

1) Traditional cultural ittitudes.

2) Coigetitlon for resources (espechilly sports).

3) *calve ittitudes/IPIOY on the Pert of sore

parents /Youth.'

Lick of

1)' Tios/EneY/Persolloel.

2) .latriness/knowledge.

3) Sao equity es a'priority for ;Trudy

overloaded organizations.

+woo.

i

.Possible Cross-Reference(s):

L

\

1) Develop a sophisticated awareness
of all community youth organizations.

Gather inforestior, Find out how much opportunity in which areas are
available to girls/boys,

Find out huw organizations are funded,

Determine, if pa:lble, Neuman money is befog spot on boys'igirls' programs.

I Check what facilities are available,togirls/boys, to the youth
organizations use school facilities

or equipsent? If so, are the schools providini equal opportunity to use facilities/equfprent?

12) Develop a collaborative consultation
bank of local risourte people.

Find out who, id organizations, are people
interested 10sex equity end bring them together.

Develop a form where sea equity advocates can rot with remberslf calamity' youth organizations.

Utilize local !efts to publicize the forme at.d oske the community aware of the damaging effects of

discrimination.

Use the forum to share information on'sex equity, discrimination, and the laws regarding equality

of opportunity. Include related state and Federal laws in the presentatiOn(s).

Share information on equality o?,opportunity In local area with all people. Use.media, if possible,

Ask for the assistance of community youth 'in spearheading change.'

3) Provide training for the bank of consultants/youth advocates, as needed.

$ Train a core of Interested young
people and leaders to assist in irpletenting sex equity. Include

the provisions of the law, dealing with
negative attitudes and hostile people, and what resources

are available to thy.

Include specific ways in which youth can help. (Could boys' athletic teams incorporate girls or

help girls set up their own? Would girls' 4 leader welcome or'invite boys to her class? etc.'.

Ask youth'for input on how best to implement sex equity; poll other youths on what their needs are, etc.

Hake community youth and leaders aware of Olt resources are available to them; where they can get

material resources, consultants and technical assistance.

4) Consider the use of legislative intervention, as appropriate.

Utilize Title IX and applicable state and Federal laws to implement sex equity..

Check whether the school facility permits clearly explain that
organizations must be in compliance

with Title II.

Check whether °Imitations receive any state or Federal funding' (4H, Futur Farmers, etc,) which

would require the r., I not discriminate on account of sex,

Consider working rp legislation that would prohibit charitable organizations such as the

United Way iron sit.. ; disproportionate amounts of funding for boys' and girls' organizations.

5) Give recognition to community youth leaders by provIdinl publicity, opportunities to attend conferences,
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awards, etc.

a



CCSEE .11 WORKSHEET

Area of Concern:
MITT Target PopUlation(s): Isolated community groups

Specific Issue: 7. COteinIng the support of relatively
isolated =unity groups who ere not

advocates for sex equity.

NYC

Projected Outcome(s)
Recommended

Change Sizategies

Suggested Action Steps

1) To loath end. identify commIty

groups in isolated areas.

2) TO raise awareness levels In the

comity and in community groups.

3) To obtain the suppOrt and acceptance

of those comity pups.

1) RESOURCE LINAGE to bring together community

groups, community resource people and outside

resources who could assist,

2) AWARENESS to increase knowledge of political and

socioeconomic base of the geographic area and to

provide activities to sensitize end raise

knowledge and awareness levels'of sex equity,

3) COLLABORATIVE OiSULTATICA to allow for open

comanication and to utilize local experts to

assist.

Constraints:

Presence of:

1) Conservatism and resistance to change on the

part of rural enmities,

2) Cultural and religious forts.

3) Negative attitudes on the part of groups/

individuals.

4) Resistance to outsiders,

5) Geographical problems.

urces:

Possible Cross-Reference(s): Procedures..,

1) Use existing resources to
build/sustain sex equity advocates.

Utilize existing supportive networks to locate local connections.

Get a list of organizationi from the Chaster of Convrce or the local newspaper, Use contact person(s)

in thou community or local news
correspondent(s) to advise which groups are nest influential.

Use local supportive people to
advise which people within groups are

Kist sympathetic (or least hostile),

Find out who local community
people listen to, who are the admired and respected comity leaders. See

If they are supportive. See if they are willing to help.

Check whether state or national
branches of local orgenizatiodi are

advocates for sex equity and, If so,

whether one of their speakers will address local group(s).
.

Bring an introductory letter
of support from estate

legislato'r, if possible, and see ;thane:. lout

Politicians will help, or at least act oppose, the planned activities.

Check with local newspaper to see if
they will print an article or series of articles on sex equity. If sc,

hIte and Albeit an article, stressing local area needs and the positive benefits to be derived by both

sexes once sex discrimination Is eliminated,

'Ask community organization mashers
to profuse a presentation on sex

equity in the schot.is, and to utilize

the services of recognized local sea equity advocates,

2) Elevate the awareness level of
isolated groups through a variety of methods,

Do the necessary homework,
Find out all:rash as possible about the

community, reed back issues of papers, etc.

to sensitive to local politics
especially visvis school policy osiers,

If time penrits, set up ratings
witecomonIty groups, PTAs, coffee klatches, etc. If not, try to get

the mist influential groups Involved.'

6o where people normally convene
and get involved In their

priorities, then channel them toward sex

equity Issues.' to low key, Talk to people from their viewpoint.

Increase their knowledge base of hitt
discrimination is and its implications for their children, the

provisions of the laws relating to sex
equity, and how they can help imlierent change.

Try to obtain some positive statement
of support tor ccemiteent.frcm

organizations and/or individuals.

Setif there Ise:sufficient support
and interest, work with those who are most sympathetic to plan ongoing

activities toward eliminating sex bias, .

3) Offer to serve the local
schools/colleges'in a consultation and/or .collaborativiconsultetionMenner,

Bethriine the extent of cooperation in local schools,



CCSEE WORIiSHEET

Area of Concern: "ICY
a

1VM.1.01.,

Target Populatioa(s)i
Isolated orsunity yriu.

Cnntinued

s.S fi Isue. 7. Obtilaingthe support of relatively lsoleted carinity groups who are not

advocates of see Ay Continued.

Projected Outcome(s)
Recommended

Change Strategies

Constraints:

166

Resources:

Possible Crostieference(s):

3) Continued.

Suggesti Aciloti Steps

A1111014~ ..immomvairdimPlown voimmsimpl

op Utilize resource people, materials and organizations
such as training Institutes, general assistance

centers, desegregation assistance centers, and
consultants to work with schools and local supporters

in sufficient depth so that they can organize their own
ongoing local network,

al Sine support and recognition to advocates.

7
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Arekof Concern: CC*"

CCSEE 11 WORKSHEET

Target Population(s):
School administrators and

Cortainity miters

Specific issue B,. Recognizing the
role of the comity raters as

influential change agents.

Projected Outcome(s)
Recommended

Change Strategies

'Suggested Action Steps

1) To raise the level of awareness as to

the importance of the =unity meters

as change agents.

1

1 2) To recognize the role of con comity

ambers as change agents for sex equity.

3) N encourage the school administration

to utilize the skills end talents of

comity meters in implementing

saw petty.,

1) AVARENESS ACTIVITIES to
Bake the school

administration tem of the contributions of

cemmemity raters.

2) COLLABORATIVE MUTATION
to encourage school

atinistrators to work with comminity mergers to

determine the best eethods, of itleiretini

sex equity.

3) DIMIS to work with a comity advisory group

to determine problem areas
and areas of non-

Coigl fence,

Constraints;

1) Sot cimunity meters are
opposed to sex equity.

2) Sam school personnel
have negative attitudes.

3) Some atinistrators show en unwillingness to

delegate authority outside of school. 9

4) Sex equity may be a low priority in the school

district.

ns**Cr08871tiferenee(8):7\Positiortillegatit'AttittesfAll
other change-ILI

. at Mot!,

Il Create or elevate an
rattiness level in community members and school administrators

regarding sea equity floods,

Stress the importance of
cooperation between the schoil and the community.

Point out the many ways in
which community mergers assist

schools, such as serving on School boards,

volunteer teaching aides, PTAs,
class parents, booster groups, and

school site council meters, as well

as being parents of children in the school (in most cases),

Note that the impetus for
developing sex equity legislation! cue

primarily from comity members nationwide.

tip Point out the importance of ccavnIty members
working harmoniously with

the schools rather than opposing

them (e.g., working to develop an
effective grievance rklIcy rather

than filing a complaint with

2) Sim ways in which comeunity
teeth can,telp oveturOeced.school, personnel in implementing sex equity,.

Suggest the forging of a Title IX advisory ccoittee to give input and Pie rtcmiendations on setters

relating to sex equity.

O Rake sympathetic
coimnIty noebers evallable for use in order to raise the

ealreesslevels of hostile

or neutralccaunity members.

Use trained comity lagers to
take the pressure off school

personnel by allowing the to started

the change insures,

Kelp develop possible finding sources and locate resource
agenCies and materials, and allow cotunfty

meter) to assist.

3 Utilize community members to help develop needs assessment;
monitor and evaluate sex equity/programs

and

policies.

Rive recognition to community edgers involved.

Publish enemies of successful
service in the media or school publications.

Provide recognition overdo.

I Brag a little!

f

:;

r;



Those persons
inQeducation who assist in the active promo-

tion of the personal growth of students. In its broadest

context, counseling
is viewed as a vital and important

aspect of student personnel work. Typically the counselor

utilizes current
knowledge about human

development and is

instrumental in expanding the mission of education at all

levels to include the physical,
emotional, and' social, as

well as the intellectual growth of students.

This section considers
change strategies and action steps which relate to the basic issues of sex equity

found in counseling and student persynel work.

Readers,should
remember that counseling cuts across a

wide variety of people, and interfaces with such

target populations as elementary, secondary, and postsecondary students, career education,' vocational

education, .student rights,
administration, school boards, instructional

personnel, and community members.

Some of the particular categories of concern addressed in this section include examining standardized

tests forevidence of sex bias; ,dealing with colleagues who promulgate stereotyped career choices for

studentWhelping the counielorslaccept the
importance of their die as change agents; and encouraging

students to enroll' in non-traditional classes.

Thencommended change
strategies listed in this section were chosen because.

they advocate the functions

essential to student development. A wide variety of useful resources accompany the suggested action

steps, as well as
detailed examples of programs

related to equity which are now being implemented across

the country and which are successfully being integrated into different types of institutions.



of Concern: qt.aux-

CCSEE = II WORKSHEET It

Target Population(s): Elementary, Postsecondary

pea Issue' 1, ,Helping counselors accept
the importance of their role as change agents,

17,11010

Projected Outcome(s)
Rcommended

Chapge Strategies

Suggested Action Steps

1) To assist counselors to operate as

internal change agents In their own

4441;

2) To assist coteselors to operate as

external agents of chem.

The counselowill effect change

via outside fortes:

Public !edit coverage.

Professional organizations.

,

Comity grays, etc.

1)
CONSULTATION and DIAGNOSIS to identify urmet

rineeds and sp ond to incongruities between

the system ape the goals of sex equity.

t

2) TECHNICAL ASSISTANCE and TRAINING by providing

inservice sessions.

a

3) RESOURCE LINRAGE to acquir'e relevant equity

resources (print, nonprInt, human).

4) TEAK BUILDING,

Constraints:

Presence of;

1)
Possibly biased perceptions on the part of

,P

the counselor.

T) An image of the counseling role that may be

contrary to the change agent rale.

lackof:

1) Pear.

2)
Resources necessary to effect change (the

systeil!is often static).

esources: The Personnel and Guidance
Journals, February 1978, Consultation

I and Parch 1978,

4
Consultation II, listed in Chapter V.

I

ible Cf088-Refqence(s):

1) Energize the system to change,

Determine sexist areas and
possible alternatives for raking them tamllant,

21. Assist the system in problen-solving
techniques.

Show the client how to recognize
and define equity needs.

Deamnstrnte how to diagnose .problems
and set objectives.

Demonstrate how to acquire relevant resources.
,

I Demonstrate how to select and create solutions,

e Demonstrate how to
evaluate solutions to determine if they are venting

equity needs.

3) Acquire relevant resources.

. Work with teachers,
curriculum directors, the media,

librarians, etc., in the establishment

of a sex equity resource bank,

Develop, publish and disseminate sex
equity materials.

4) 'Assist in the devilment of an ongoing equity network,

Keep leaders of various human
service professional groups informed

of progress.

Help professional organizations make
public their coialtiont to equity projects.

Obtain counselors' active involvement
in local, state, and notional

organizations; e.g.,

American Psychological Association
(14), American Personnel and

Guidance.Association (14

1

PGA),

National Education. Association REA).



'a.of 'Concern, ca EilNS'

ue:

CCSEE II WORKSHEET

2. ifelinglyith colleagues who
promulgate stereotyped career choices

for students.

jetted Outeome(s)

Target. Population(s);
Career E ucaticr,

Vocational Counsel° 5 ..Elementary,
Secondary and

Pastsec dare

lieeontmended

Change Strategie

1) To sensitize colleagues regarding

sexist and stereotyped attitudes' and

behaviors.

2) . It develop short- end long-range

outs for the overall implewntation

of sex equity.

3) To shouise tot, positive effects
of

sex equity efforts.

4) To assist counselors to Dun

nue of their am sex Mu.

5) To, raise students' airiness of

the negative effects of rigid

is

sex.role stereetyping,

.
1) AWAREESS ACTIVITIES incorporated in training

i

seminars Ifor all counselors, teachers,

department chairpersons, career /vocational

educators and support'personnel.

2) NINA seminars,

3) TECIIICAL ASSISTANCE so the'legal mandate of

Vocational Education Title II

fienfeents'am presented, .

Imimmkkno.,

CollsOoints:

Lack of:

1) 6:111111tlent and creativity,

2) Aglinistritivesupportforequity.

3) 'Strong opiteripg board
force compliance.

4) Resources 'brinti nc 4
human),

5) tooperation between cam j and various

academic departments of school.

Resources:
z.

Project Awareness; A Training Program developed by Feminists Northwest
and The,

Ps)tholooy of Sex Differences listed in Chapter V.
Selected nonprint materials

,also listed in Chapter V.''

Poodle Cress-Reference(s): ,Vocational Education; Instructional Staff,

Slanted Action Steps

4
,

.

1) Use local, creative Sex equity
advocates to develop and

?

i element a series of workshops cdtcerning

o

the effecti of sex-role stereotyping
and sexism in schoo and society,

im

il) Arrange for graduate university
credit for all part, ttfogs,who attend the in -service,workshops.

0 ,
i .

f

I Incorporate role playing,'psycho-drary,
role revo7sal, and values clarification )up

interaction ty

to encourage attitudinal and behaivioral change./

k
1

fp Explore definitionsland,examples of
sexrole stereotyping in career counseling and career educatlot.

f,

il Consider how and why stereotyping might be offensive.

O riplore role modeling and how
stereotyping and sex-biased attitudes and

behaviors may affect the

career choices of students.

$ Enumerate the current, research
concerning sex differences.

11 Survey career interest inventories
for sex bias.

$ Survey students' evaluation of
teachers and counselors for affirmative

behavior.

11 Evaluate workshops to determine if goals and
objectives were achieved.

0 We positive feedback and support
for any positive efforts

maderecognition, publicity, etc.

Enlist the support of other external consultants in equity.

,Develop a consultant'Cadre of other
colleagues who can assist in training of trainers for

equity.

11 Enlist the comunity support of a
variety of models in non-traditional

roles.

3) Enlist the support of other external consultants
in equity.

I Develop a consultant cadre/of other colleagues who can assist in.
training of trainers for

equity.

Enlist the community support of a variety of Models of nontradittonal'roles,

177

)



4

OE II WORIMET

Area of Concern: 1194

piffle :Issue: 3, Influemil eirecilcitrant adoiniStrator who feelssex equity is a

low priority.

Projected Outcome(s)

Target Population
,,, Administration; Community; School Board

(Lt5)1m
Elemehtary, Secondary, Postsecondary Counselors

Recoinmended

Change Strategies
, Sugge4:t .lion Steps

I) To innuendo exibistretors to accept their

ultielte responsibility for achieving

2) To tike az,proprieto remedial steps to

diem the effects of digriminatiou

resulting sex.biised policies

and fridtices,

3) To august procedures' ich eight old

school districts and institutions as

they imalmient the Title'lltrigulatiorm,

4), To design and *leant a Meriting

per structure and leadership #,yle '

,for the school it institution,

1) RESOURCE LINKAGE to include a wide variety

of representatives,

2) TEDIfil44. ASSISTAL',: regirs'Ing the legal mandate,

3) COAFRONTATIL4 by filing ccaplaints for

noncompliance,

4) ILLIARP td ensure success,

Constraints:

Prime ols

I) Political pressure,

2) Resistance to change.

3) Fear.

4) CthflIcts of iderlov,

5) Traditional patriarchal system.

Lick of;

1) Funds.

2) Understanding cheits,

3). Gtirunity merriest,

urces:
*name on mow to Erif Sexism in Your Schbols listed In Chapter

Piss ible CrOss-Referince(s): Ads ni tr itio Pi The Law; iegative Attitudes;

the Publics,

1) Formulat, a coalition of a variety of cosvd,,,, elation fo help sponsor programs; provide credibility

and resources for equity comPliance,

Establish an ad hoc cad:tee of concerned citizens, parents,
teachers, students, comity representatives.

I Establiih ,inkap with state organizations .that can act on behalf of all community school systems within

the stale and with media,

I Identify thn power sources in your school district or institution,

1. Obtain as much .nfostation as possible in documenting sex discrimination.

%terming /nal your state department of education,
training institute or general assistance center can and

cannot sin for 'gm,.

Determine thre your local school superintendent or chief executive officer can act unilaterally to

enforie change,

Be persistent,; As a taxpayer you have therght to know what your school taxes are supporting,

II Interview school officials, teachers and students,

Keep detailed notes so you can accurately reflect all viewpoints when you write a report.

Talk with a soisachatic school board amber, Raise question of different treatment. Ask if board timbers

era aware of other 'instances of discriminatory treatment or sex

Obtain copies of school budget and any Equal Employment Opportunity EEO) reports that list school personnel,

*or inform(' Olen from sup intendent's office or chief executive officer and neat with a knowledgeable

teat; ^f his/her staff.,

6 Write a report on your findings.' Be precise and quote your sources, using names whenever possible,

hike specific 'recoeyendations for change.

Request a written.response.

Publicize your efforts. Send copies of your report to school officials, the school board, major newiPapers,

4, media, and community groups,

, 3) File a complaint for noncompliance If there Is no evidence of action or cooperation to change sexist practices,

Encourage a citizen's advisory organization whose
geographic area Includes the districts) of

Institutionis) in question, to file a =plaint,

$ Write to the as ,
elate agency (the regional HER office and/or the state agency for human rights) setting

forth the prei(s1 of noncompliance,

I Send copies of complaint to your representatives in Congress, state and local government. interested

local groups and the press.
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CCSEE .11 WORKSHEET

Area of Concern: COMELIK

petific Issue: 3. Influericl: a recalcitrant administrator who feels sex
equity is a

low priority Continued.

Projected Outcome(e)

A

Recommended

Change Strategies

Constraints:

Resources:

18

Possible Cross-Reference(s):

14.-.1MajWII.A.m.o.

Target Population(s):

Adminii;,ration; Community; Sqlool hard

--Continued

Elementary, Secondary, Postsecondary Counselors

Suggested Action Steps

3) Continued

Issue a press release explaining why the
complaint was,flled,

Send carbon copies to inform the enforcement agency
of how many individuals are aware of the

problem,

4) Design a followup procedure.

White letters to the editor of your newspaper.

Write to your elected representatives.

Press the issue at school board meetings.

Volunteer to speak to the PTA end other group meetings.

a Keep in touch with the compliance officer,of the federal agency to ensure that your caseis

being given attention,
No

find out what the agency intends to do about their findings.

tebp your support system and network intoned of progress.
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CCSEE II ORLSHEET

Area of Coneeni: COUNSEIA

,e--

Issue:
Effectively examining standardized tests

for evidence of sex bias,

Projected Outcome(s)

target Population(s):
Elementary, Secondary, Postsecondary Counselors

Recommended

Change Strategies

1) To eliminate sexist policies in the

standardized test or instruments used.

for the appraisal, evaluation or
element

of students.

2)
To specify procedures for the non-

discriminatory adainIstraticm end

Interpretation of instruments that utilize

different testing fore and /or Interpretive,

otirtals for,toth sexes,

3) To specify the sex composition of every

norm group for every scale.

4) To provide technical rationale and

Information on use end interpretation of

separatesex ind/or'ambinad-sex scares.

5) To Use sex-differentiated instruments
in

a nondiscriminatpry manner,

° 6) )11 select u,
g fid etervtine

nonsexdiP, instruments,

`11.

1) 01061015 of all standardized tests or

instruoents used.

2) ;01.1AIONAING CONSULTATION involvinq representatives

of interested groups,

1) NATERIALSSELECT1 AMPTATIONtoellminatesexism

in counseling, tests, inventories,
appraisal forms.

Constraints:

-tack of:

1)
Administrative support to implement self-

assessment of counseling programs,

2) Seidelines for assessment of sex bias and sex

fairness in standardized tests,
inventories, etn,,

.1)
Form' fur purrhese of sex fair tests locluding

related intCrpretive, tecOnical and promotioncl

matelots.

Resources: Issues in Sex Has and Sex Fairness in Career
Interest Peasuresent and Sex Fa! less

in Carter Guidance listed 'in Chapter Y.

Possible Crois-Reference(s): Instructional Materials,

Suggested Action Steps

I) Review all standardized tests,
Interest inventories, appraisal

foros,i,etc,, used in counseling and in

assigning students to programs, courses, and activities.

Contrast to American Psychological
Association (APA) Standards for

Educational and Psychological

Tests (1974) to evaluate for sex fairness.

0 Contrast to Equal
Employment Opportunity Comaissfon

(EEOC) selection guidelines (1910),

Determine if technical materials provided by
publishers describe how and to what extent the EEOC

guidelines have been met.

Detenoine need for updating criterion groups, norms,
and other relevant data (e.g., validity,

reliability,

Rex response rates).

Investigate the validity of interest
Inventories for minority groups

(differentiated by sex).

Determine
interpretive amterhis for test users and respondents

(manuals, profiles, leaflets, etc.}

are sex fair.

Determine if case studies and examples
presented in interpretive materials represent

both sexes equally.

2) Inform all involved parties of
findings and alternatives.

Provide written report of
findings/recommendations to adMinistrition.

41 Take suggestions/reactions
to official geverratice boards

for action,

Involve local, state, and national
professional groups.

Inform test publishers of sex bias.

Inform parents of findings/recomeendations.

3) Establish and maintain a so.evaluation
action group,

Select and recornend,alternative sex fair
instruments.

Implement ongoing monitoring of materials process.

111171.M.M.
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Area of Concern: =WIC

CCSEE If WORKSHEET

Target Population(s)
Student Activities; Student Services

Grades Elementary, Secondary

specific Issue: 5.
Developing nonsexist criteria for .job placement progroms,,awards and

scholifships, student extracurricular activities, etc.

Projected Outcome(s)

.11

Recommended

Change Strategies
Suggested Action Steps

1) To *iffy policies and practices

that do not meet requirements of

Title IX,

2) To inform all parties of revisions.

3), fo evaluate the degree of success,

attained and/or maintained as

revisions of policies occur.

Resources;

184

Cross-Reference(s): Students; Administration; Vocational Education,

1) DIAGNOSIS via review, survey, and needs

essessment,

2) TEAM SOLOING AND ILLAIDATIVE CONSULTATION

to link appropriate Nen resources
together

to achieve equity

Constraints:

1) Extraneous factors thatcalliceta Prob;em solving.,

2)
Administrators at top attempt to control as many

. decisions as possible.

3) People compete when they need t, collaborate.

. 4) Minimizing risk has a very high value,

5) Tradition.

N) Counselors feel alone In attempting to change

policies and procedures.

See recomaencitions listed in Chapter V.

1) Examine criteria used to
all Job placement programs, extracurricular activities, honors and

awards, etc.

0 Obtain a statement of nondiscrimination from all
business and organizations participating In pilgrims)

such as work-study.

Review all awards and honors and associated clubs or activities sponsored by the school,

Hake any modifications necessary to ensure that girl and bay students are not treated differently.

Notify sh.ents of the'policy en awards and honors,'

Notify tlr. personnel who work with groups bestowing awards and honors of the
nondiscriminatory policy.

Notify outside organizations or groups which, may give awards or honors that the school cannot sponsor

awards or honors based an sex,

List and evaluate all extracurricular activities in which studentsmay.participate,

0 Examine copies of policies or regulations concerning student
membership In extracurricular activities.

Survey students, activity leaders, faculty advisers and other counselors to
determir reasons for

'membership being single sex or predominately,sing'^ lex in any extracurricular activity.

2) Inform all involved parties of findings and alternatives to ensure the development of nonsexist policies,

progiams, And procedures.

414Initiate a series of ongoing in-service or teem-building sessions to enable the parties involved

to deal with sexist issues that otherwise would have remained covert.

e:Sstabli; 4/maintain an ongoing student.personnel/review committee to periodically peruse all

poliries, practices, and program related to extracurricular activities,

1.85



CCSEE II WORKSHEET

Area of Concern: COUNSELING

.1.
Target Population(s): Counselors, Grades g - 12

Specific Issue. 6,
Encourigiig student to enroll in nontraditional classes,

/

n.

Projected Outcome(s)
Reconimended

Change Strategies

1) to achieve ore owl distribution

of both sexes in non- traditional

courses,

2) To assist students to recognize

alternatives to traditional career

preparation

11 lassist counselors to recognize

their on, sex bias in the counseling

process.

4) To increase counselors' awareness

of the career education process.

Resources;

1) DIMS'S PLUS CONSULTATION to identify unmet

needs end take active steps to achieve the

goals of equity.

2) TRAINING of counselors, career/vocational

educators, teachers of home economics, industrial

arts, military training, etc,

Suggested Action Steps

1

3) RESOURCE LINKAGE acquiring releviiit equity

resources Print, nonprint and human),

4) FOtillii-UP comunication and organizational linkage,

Constraints:

Presence of:

I) F. :r pressure.

ti Counselor or teacher apathy or fear.

3) Student apathy.

4) Culture! bias,

5) histrict political atmosphere.

Lack of:

1) District release time for In-service training,

2) Funds.

3)
Counselors' restraint in dealing with parents.

See p, int and nonprint recomendations
listed in Chapter V.

Possible Cross-Reference(s):
Vo_atformi Education; Instructional Staff;

Students.

1)
Determine the reasons for underrepresentation

of students of either sex in courses.

I Examine all descriptive
materials distributed to students,

parents and personnel that provide

intonation to aid in selecting courses,

.

Evaluate and eliminate any sex bias
in narratives end illustrations.

Interview students about the reasons
they are not selecting courses

where the majority of the students

are of the other sex.

Distribute written notices to all students
eligible for a course that has a

disproportionate number of

students; inform them that the course
is'open to both girls and boys.

If a class contains a disproportionate
nurber of fgrele: or 4S4S, ensure

that the enrollment is not

the result
of.counselinig oterials, appraisal or directions given

by counselors.

I Distribute written.aotices
to parents.

2) Develop procedures thnsure that
counselors and teachers treat students of both sexes

the same and create

4

a clasiroom atmosphere
comfortable for both sexes.

I introduce student
evaluation sheets whiCh include

questions concerning sex stereotyping by counselors

and teachers.

1,1n workshop and in-service training for teachers
and counselors on the changing lifestyle

and life

patterns of women and on the increasing opportunities
for women in employment in non-traditional

fields.

Develop and implement a commehtnsive career
investigation program that includes: career awareness,

career exploration, career Assessatnt,
and career decision asking,

3) Acquire relevant resources.

Work with teachers, career/vocational
educators, state departs 3: personnel; the media and librarians,

curriculum directors, etc,, in the establishment of a sex
equity resource bank,

I Develop; ,ublish and
disseminate sex equity materials.

Promote a variety of role models as classroom resource
personnel.

Include parents In non-traditional classroom
activities and in-service programs.

include sobers o
th ,,axes in i wide variety of

occupational al .4 in "Career Gays.

4) Provide ongoing diagnosis and consulting assistance.

G Revise curriculum.

O Train staff.

Rescnedule Arses as needed.



Area of Concern: COUNSELING

CCSEE II WORKSHEET

'target Population(s):
Counsolor5, Grades 9 I. Condoned

,Spetific Issue 6, incourepinp students to enroll in non.traditional classes Continuid,

Projected Outcome(e)
Recommended

Change Strategies
)0 Suggested Action Steps

Constraints:11.1
.11

Resources:

'183

Possible Crosti-Reference(s):

4) Continued,

Schedule'a variety of activitie; which involve
administrators, other counselors, parents, the

community, and selected professional pups,

I Provide for ,i1!to.datt student interest survey lernieds assessment,

Encourage open input on teedhsck between counselors OP instructional staff,

Provide folloup and support for students enrolled in nontreditional courses.

N
4

183



Area of Concern:. COUNSELING

4.44mrs

Specific Issue Deeling'with overt or covert discrimination against prepag students,

,CC BEE. II

4404.1440=.
iVORKSHEET

Target Population(s) Grades ) - IT Students Rights

44040.044114=14404mtn

Projected Outcome(s

10

Recommended

Change Strategies

I) To eliminate sexist practices.

2), To develop a policy statenont

concerning the rights and needs

If the pregnant student.

3) To evaluate the degree of,. success

attained 1nd/or maintained as

reVisions'of policies occur.

.

1) DIAOSIS to determine disc minatory and

rejecting behavior and at, Ludes.

I

2) DRIPNATIVE WISBLTATIO8'16Volving

reoresentatives tram all concerned groups.

3)TIIREAT/CORFRONTATIORwith appropriate

authorities.

16

Constraints:
.

e

; *

Presence(df:

1) More than half of all female dropouts leaving

schoollecause of pregnancy."

2) Striong religious bias.

Leek of'

Li \

I) Ter policy statement.

2) Stuents' knowledge concerning their rights,

es

3) Stal)f knowledge concerning their responsibilities.

4) Complete records concqrning pregnancy.

. statistics.

14=41.1.11.

Resources: *. "The Pregnant Student," Crar,k1 the class Slipper: PEER'S Guide to Ending Sex Bias

in Your School listed nn ENO.; V. See also Equal' Rights for Women in Education

listed in Chapter V,

Possible, CrogsReference(s)I
Students; liminiStratfm); Policy; The tab

190

.4.440 4444144440 =44,4=m

Siggested ActioiSteps

1101mor......1

i) Ascertain what exiitIng policies are in noncompliance with Title

11 Examine d; Palleige regulations or directives regarding the treatment of pregnant

students and revise any discriminatory portions.

Examine course descriptions of special programs or services provided for pregnant students to

ensure that they are coliparable to regular courses or to those provided to other home-bound students.

41 Determine the ranter of students that have dropped out of school because of pregnancy, the number

that have returned to the regular program, and the reasons for these decisions.

41 If there are special programs for pregnant student;; interview
the students to be certain that

enrollment in those programs is entirely optional.

fa Examine reinstatement proced,res and remove 4r' that might discourage a student from

returning to schcol.

Initiate acounseling serlice to encourat-

school because of pregnancy or related c,

"A4.6 ui students wiso.have dropped out of

2). Establish/maintain an ongoing conovolcc'en .o.represt'itives of all concerned groups.

$ Press the issue at school board ax , rv,eiry gioups, etc.

. ,
.

3)
Confront appropriate authorities (aininlitratluo, Vleatj uoirds, etc.) with the existing policies

.

,

which are In noncompliince with Title 13

.,i arrow the issues of discrimlnat,o . o'...; ': ,Ae or two iinageable concerns as a starting point.

Jstablish a ird-pirty interac ''., facilitate openCoaronication.

ID Provide accurate and up-to-date :,.;,,eiting docientat4on of the discriminatory practices uncovered.

41 Engagerthe support of parents and community grows.

al Construct follow -up plans and specific dates for achieving compliance.

1 If the're is little or no'evidence of cooperation neimprovement, enoage the assistance of

)

legal counsel..

O File a formal complaint.

i

,
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CCSEE .11 WORKSHEET

Area of Concern: 00E4
Topulation(s),

idyll Education; Uumen's Studies; Student Personnel Administration

Target Postsecondary

Specific Issue: ..8. Developing Programs in continuing education and counseling for won,

,

Projected Outcome(s)

1) To help continuing educatioo'for waxen

gain institutional credibility

2) To encourage the returning woOan student

to use the eiriOUS campus counseling

services available.

3) Ideate the comity aware of the

potential of`life span education and

"Its importance as a role for continuing

education counselors.

4) To make financial assistance available

o' for the perttios student,

5) To provide convenient and low-cost

child care.

5)* To alert the emus personnel to the

r needs of returning adult students,

r

7) To develop and maintain a continuing

. education program for Keen.

8) To sensitise counselors to the Particular

needs d the older returning student.

Resources:

192.

Recommended'

Change Strategies

1) DIAGNOSIS PLUS CONSULTATIONthrvugh'selfstody,

needs assessment and prescriptive analysis.

y2) MANESS of the continuing education needs

e ;

of Wen.

3) PION DEVELOPMENT es a mans of implementing

the concept of lifelong learning,

Constraints

Presence of:

1) Tire pressures,

2 Inflexible policies in regard to couri/
scheduling, parttire study, and financial

assistance.

3) New programs and services may beret with

hostility.
4 Resistance to change,

5) Higher administrative authority may be threatened

by gitential if new program,

6 Image of adult education considered low priority.,

7) New program may be added for political reasons only.

Lick of:

I) Funds, I
2) Support for new programs and services.

At

"Students Older Thin Average," The journal of the National Ass ation for Women

Adonistritors and Counselors, Fell 1975, Vol, 39, No , listed in Chapter V,

Amm......0"%
al f

Cross-Rferene(8):
Postsecondary; Students; Ccouni4; Po; !Mars.

on

Suggested Action Steps

1) Use an exeddtive or advisory coamittee that
includeltplrleriwomen student representatives who can be of

assistance in clarifying priority needs of the older returning women students,

Collect data indicating the incidence, characteristics, and needs of the target population.

2) Establish a variety of activities (conferences, sponsored events,
speakers, etc.) to provide

Visibility and promote acceptance.

Present a general workshop to department chairpersons
that demonstrates how continuing education

programs are clearly linked to the primary objectives of the university or institution,

O promote understanding of the new service and its relatedness to other stuoentlersonnel services,

Consider the degree of support of the Immediate higher administrative aothoniti,

llse the media to involk other interested parties.

Seek 'soft' money fry discretionary funds to operate until sufficient credibility is gained

for acceptance as lineReal funding,

al Establish strong external pressure(national, state,
Ideal) in support of needed areas of

adult educatio(i.

3) Develop and maintain a comprehensive program for continuing education and lifelong learning,

fp Provide staff leadership positions for indivickials with strong academic and establ Ishe

credentials within the university setting,

I Encourage railway involvement In pr2gro. c

$ Provide special counseling for tee returning, nature student: personal, vocational, admissions,

registration. family management, career plinning, placement, financial aid, orientation, study

skills, etC.

I Provide, peer counseling and a group support system of other older students,

Deveiop'flexibre scheduling and a procedure far credit via experience andtor examination.

Evaluate the program periodically to marshal continued support,

Explore opportunities for establishing or utilizing existing low-cost child ore,

1,93
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MAP

CCSEE If WORKSHEET

Area of Concern: CCIASELIA

Target Population(s):
Elementary, Secondary, Postsecondary

Vocational Educators, Career Educators

Specific Issue: g,' Changing all sexist course descriptions,

Projected Outcome(s)
Recommended

'Change Strategies

Suggested Action Steps

1) To elute that all' course titles '

and descriptions avoid referring

solely to students of one sex.

2) To hark toward achieving parity

in'ell courses IN all schools

for both sexes,

3) To foreelete guidelines and

rectmenditiont for avoiding sexist

languep.

1) DIMS to determine sexism in ell

course descriptions,

2) MATERIALS ADAPTATION to rewrite all

Course descriptions in a nonsexist

.3) '31.f.CISPUP to ensure ongoing appraisal.

Constrain*

Presence of;

III Prejudice.

2) Contentment with old and orthodox ithods,

3) Apathy.

1 I

tack of;

1) Suggested guidelinesfcrtteria to evaluate

course content,

2) Administration support,

Resources: Sex Equity in School and other
materiels listed in Chapter b,

..

.{....iramommparravolorreopowromm....

Possible Cross-Reference(s) Instructional Personnel; Administration;

Yocelional Education,

.

I) Analyzesall course destriptiorisfor sexist content.

Change all course descriptions to show
theirrelevance for both sexes.

Eliminate or revisea coursethat
is'considexed inappropriate for oir sex ("Bachelor

Liring for Boys,Cooking for Scventh-Grade" Girls/1 etc.), 7 ,

2) Design and implement courses In
which,students study and analyze sexrole identification

'as contrasted to sexrote stereotyping.
Such courses may'examlne why sex-role

'identification is necessary, why sexrole
stereotyping occurs, and what functions they

serve.

Vevelop and implement
guldellnes/reconrendations for avoiding sexist language (I.e.,4terms

and tittes.Which use "man*.tor represent
humsnity`have the effect of excluding girls and

women in various human activities), Choose appropriate substitutes,

o

.,

.

4) Appoint', An ad hoc coopittee to study all new course
titles and descriptions for sex

fairness, Include such follow-up content anaslysis In all district and institutional

publications, as well as in teachers' manuals,
other teacher aids, and student

publications,



9

NEE di WORKSHEET:

Area of Concern: CMEL1NG

Specific
issue: 10. 'Finding effective ways to Involve teachers In the counseling process,

J

Target Population(s):
Graces '1 12

Projected Outcome(a)

1) To assist the teacher/educator In

recognizing the essential Ingredients

, that foster student growth and

development,

2) To helpinstructtonal personnel

develop Ind liVerent a conceptual,

frirewprk around which constructive

problem salving can occur,

3) To develop a nitural partnership

between counselor and teather,

4) To build on the skills and expertise

of counselors In the areas of

individual differertes and human

relationships.

Recommended

Change Strategies

1) TEAM SUILOINE'te develop and maintain a

working partnership between teachers and

colrslors.

2) iC01.0,1301111TIVE CONSULTATIOkto ensure a

cooperative and suppor.tIve environment

(pr learning.

Constiaints:

Presence of:

I) Static rather than dynsmic environment,

2) Competitive Rtlier than cooperative

philosophies.

3) Fear that working with teachers Oil put

p counselors in a quali7adeinistrative

relationship.

Lack of: .

fa' 1) Support.

0 2) involvement.

3) A Meal set of gods,

4) Trust between counselors and teachers.

. a

Renovates. 'The Counselor's Impact on Learning Environments" by DonalC H. Blocher listed in Chapter V,

196

'Possible Cross-Reference(s):
N Voodoo] Education; Instructional Personnel.

a,

Suggested Action Steps

1)
Describe the necessary conditions for structural changes to occur in the educational process,

Delineate the general characteristics for thoi learning environments that can nuture

optimiroi student growth and developments

The learner Is personally involved in the learning process.

The learner is in a maderate'state oetension or anxiety,
LY

- The learner experiences a degree of empathy, caring, and honesty from other

t, Kan beings in the learning environment.

- The learner is given ample opportunity to dractice new behaviors and to'

receive clear., accurate, and immediate feedback about perforeence. '

The learner is able to test out new concepts, attitudes, and skills.

- The learner is able to review, examinecritically, and, evaluate new

experiences in s safe, reflective, and accepting atmosphere.

2) Develop a team ePPTC1E9 or partnership between counselor and teacher in which mutual consultation/

and assistance can occur. Use tiffs partnership to:

Help students clarify values, test concepts of self, crystallize Interest patterns,

set goals, etc.

el Agree an a mutual set of goals that are intellectually rigorous and respectable, and

that are humane and centered on the 'concern for the grewttratld, dignity of the

individual student.

I Initiate a cooperative team approach to coun1seling students (Individually and via groups),

Provide a variety of professional development opportunities to help counselors and

teachers'develop more effective skills and a variety of competencies, Including:

- Callunication skills,

The qualitative aspects of helping,

. Eliminating racism and sexism in counseling,

11

5 ,r*



Wa

CSEE -11 WORKSHEET

Area of einem: COUNSELING'

Speck' 'kw: 11. Courmeliniand orienting teachers who are enrolling students of bath sexes

in their clasSes for the first tin.

Ero)ectid Outcome(s)
Recommended,

Change Strategies

I

al) To help teachers develop effebtlie wan

to expand student Interests end broaden

IlltrAti0011 OPVOnts IFP

b

21110 develop teacher support Ity

Students' nontreditionel

ra

A

,

a

3) To team mere of cot:ostler/teacher

sex bias and hoka,to effectively

overcome sexist attitudes and

expectations.

r's

Tirget Population(s): Grades 9 - (instructional personnel)

9

1

Suggested Action Steps

D

1) AWARENESS ACTIVITIES to exemine sexist

attitudes end behaviors,

2) MIMING to overcall sex bias and sew

stereotyping in eduetion,

3) RESOURCE

Constraints:

Presence of:

1) Past,restrictiOns (fermi and informal),

2) Limited options for boys and girls,

3) Discriminatory policies.

s

lick of:

1) leacher/counselor awareness of strategies

for change.

2) Encouragmentistipport.

Resoirce Cracking_the Glass Slipper: PEER'S Guide' to Ending Sex Bias in Your Schools

listed In Chapter V.

liffl..1.
Possible Cross-Reference(s) Vocational Education; Instructional Personnel.

I) Survey newly mixed classes to'detereine how
effectivesuch classes have,been in expanding

student options,

Interview students to provide insight into what it is that helps students make a

tatraditional choice. Such information may be useful In finding alternative ways.:

to encourage otherstudents to enroll.

Talk with students who are in the numerical minority by sex in vocational schools or

program, advanced math and science classes, and otheeelectives. Include such .

questions as:

Why did the students make'the choice?

Did they consider doing anything else?

Did they receive support in the schbol? out of school?

What kind of support are they getting, now that they are in the class?

How do they feel about their treatment?

Mould they encourage others to sign up for the course?

l How do they think the school could encourage others?

,

2) Interview teachers of traditionally single-sex courses,'

Include such questions as:

Do they see any particular problem or concerns?

- How do they feel about mixed classes?

What do they think influences enrollment by both sexes?

2) perelop ; series
of mInHoorkshops for counselors and teachers to explore sexist ettitudes

and behiviors and how to eliminate them. ,

a I Include an examination of the following behaviors:

Are boys getting more encouragement than girls?

Do girls need extra encouragement? Is it being provided? How?

Have course names used in the school been changerso they will be

oqualll attractive to boys and girls?

Explore the use of tests by teachers and counselors to measure vocational ability and

interest,9 Check to see if these tests have been reviewed for sex bias as required

by Title II.

4) Ilwelop a network of teachers and counselors who can act Is a support system4to help

counteract stereotypes and ensure equity, .

to Meet regularly and share common concerns and des,Ign strategies for change,

Share resources amo'ng network ynters.

119'



CCSEE .11 WORKSHEET,

4rea of Concern: COMING,
Target PopWattim(s): Grades K 1,21thstruetional personnel]

,Specific Issue. 12.
lielpinfcounselorsieccas acre effective In working with classroom problems

related to sex equity.
.

I 4
a

Projected Outcomes)
Recommepded

Change Stititegies
Suggested Action Stps

t) To assist counselors fo play a tort

active/role In reducing sexism in

craol ,
,

2) To strengthen' the position of counselors/

educators to the status of consultants

and team meius working closely with

teachers in the 'cligrocm.

or'

,

. 3) fo provi4 a variety of roll models in

the teaching and counseling professions,

.

1) TEAM BUILOBIG to enhancKtooperative team

effort toward achieving sex equity,

2) COLLABORATIVE CONSULTATION to ensure equitable

''practices.

3) NETWORKING and RESOURCE LINKAGE to provide a

support system for change.

Constraints: f1

Presence of:

1) 'Traditional attitudes and values.

2) Distorted perception of reaqty'via the media

.

and fron,educttionifl$erials.

3) Schaal butnudity hard to influence,

. 4). Few,take the Issue of seximm,serqusly. "

,Lack of:

I) Role models :'

2) Rejease time.

3)' Cooperative working relationship between

teachers and counselors,
.1

Resources.

4

11101=1,.k.

Possibte Cross-Reference(s): insductional Personnel; Students;'Vocatfonel Education;

o

e

1) Develop a team approach to solving
equity emblems In the classroom,

0 A

Meet with teachers to discuss the issue if sexism.

Make specific suggestions about what teachers can do.
f.. n

Discuss direct actions or curriculum projects that have ien used successfully

in other schools.

Examine the classroom programs and
curriculum materials presently used. Find, out

how they reinforce, sexual stereotypes.

,

' 2) Offer collaborative consultation to ty, staff, and administrators concerning ways

'to reduce sexism in the schools.

6 consult with administrators concerning compliance Issueshiring, promotion

policies, etc,
4

DPW after-school Moms and activities for sexist practices, Consider new

activities,thatiould be offered to boys ant girls together,

Develop closer schsid contact with fathers as well as mothers.

Examine attitudes an values of teachers and counselors that unconsciously reinforce

sex stereotypes,

3) Establish a network of equity supporters to exchange ideas, offer assistance, and

Collectively Plan for change.

Determine who is Interested In working on sex equity,

Schedule meetings on an ongoing basis

Share resources and intootion.

Sol I c I Csugges t ions for change,

Provide recognition of efforts made by individuals and groups.

.

,201



1,4

1.

Peisonnel

f

That part of the educational staff which

includes teachersi teacher
aides, prric-

ulum.persontiellind all thpse individuals

who areconcerned
with developing/imple-

menting instructional
activities and.

assisting students' in making behavior/

attitude changes,

As defined, "instructional personnel"
includes a wide range of professional ihd paraprofessional iducators::

This `section focuses
primarily on -the teacher as an agent of change and on the exploretion of teachers'

effort 'to achieve sex equity with a variety of target populationOadministrators,
certificated staff,

students, counselors and so forth), 4

It is recognized
that the intusion of sex

equity as an ongoing
realiiy cannot occur

readily unless teachers

take advantage of the opportunities
they have 'as holders of the central.position'between

administrators,

parentsotudents, and the community,
Thus,Iflis sectirtineludes

the followipg:

'Specific
guidelines for infusing

sex equity concepts into
all curriculin areas

from early

childhood to postsecondary education;

plansplans for
eliciting support and understanding from administratorsi'other

teachers,

and studenti;

fa.

Suggestions fbr defining and redirecting behaviors
/attitudes requiring

examina't'ion'' and

change as a result of the manktes of Title IX;
o

4 Selected resources and
CrOsreferences to related areas in'ordertofacilitate,the'.

assembling,of effective
professional. support,

C1



,Teachers are charged with,the
responsiOility of causing change and groWth in their students. 'Accepting the

task of accomplishing the
far-reaching social changes implied and demanded as results of Title IX legisla-

.tion and parallel state laws can be an overwhelming challenge. Changing curriculum content and changing

behaviorstattitudes are difficult but essential. Extreme sensitivity to the needs and fears of students,

their parents, administrators,
and other colleagues must be a,

Majort.consideration of the instructional

personnel acting as change agentS. Grace, skill, creativity,
and persistent energy are necessary traits

for teachers to have and,Use,if the achievement of sex equity is to be accomplished. Teachers can be

the key to effecting the needed changes. The strategies-and action steps
presented here are designed to

offer hope, confidenqe, dnd suggested models for creating viable, courageous sex equity programs.

4 r

a

204
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Area of Concern: 141I6TICII!L PERSCIIIIR

I blue: 1. loping administrators and, teachers acknowledge and maintain sex equity

is in important priority.

It

CCSEE II WORKSHEET

Target Population(s): A.,,i5,tors and all certified staff

Projected Outcome(s)

1) TOtatill sex equity priority at

, all au giant and teaching levels,

2) To train elinistratois and teedarl

2 In sexiequity.

A t

Cr

3) Maintain sa equity concepts as

imartant priorities by use of mining

evaluation, creative iaiseentition,

legal and actioul support.

Resources.

Recommended

tinge Strategies

1) SeRENESS AND DIOS'S ACTIVITIES to discover

sex equity issues and district excitant.

2) 711111CIAL ASSISTANCE.

r

3) DIRECTIVE/11111EAT/CCIICACCATION to.reinforce

Title IX priorities and regulations.

Constraints:

Presence of:.

1) colleting priority programs requiring

iplematation.

2) little comprehension of benefits of equity.,

based education for students and stiff,

3), f}eluctince icange. .

4), finincfal restrictions.

li

Possible Cross-Reference(s): 0,41.istritk Confonith Students; The

11

Suggested Action Steps

1) Inform administrators and teachers of the law,' larlewentation deadlines, penalties for

noniroletentation, current court precedents.

Consider a noholdsberred irervice program focusing on federal goverment expectations for Title IX,

is Seek dynamic, not too threatening, highly knowledgeable consultants with inplecent/tion

expertise and'sensitivity to staff fears and anxieties,

Assedle and:dIstribute Title IX legsl requirements and ramifications.

$ leach grievance procedures.

0

2) 'Train teachers andadeinistrators ei change agents.

leach skills and behaviors to give cOnf' infie with classroom and districtlevel lemiementation.

Publicize efforts to learn and Ialsent Title IX,

Ask/devand bird of education priority consideration and, support of Title IX.

form district advisory ccamittee of students, teachers, aeleinistrators,'parents,and

, leaders,

3) Stress personal and prnissional benefits of committed, active, ongoing support of Title fs.

Encourage publicity about teachers' and abiniktrators'.nonitereotypical jobs, holies.,

*,,Publicize all district caml lance successes in local *papers. let the connrnity share in

enjoying the expanded human resource potential Title IX offers.

207



(CSEE WORKSHEET

Area of Concern: INSTRUCTIONAL PERSONNEL

Specific Issue: 2, Eliminating existing sexist behaviors and attitudes of teachers.

,Target Population(s):
Corti f ivd

Projected Outcome(s)

1) To see students. as persons rather

than as boys and girls with given

characteristics,

2) To Institutionaliie sex equity

concepts,

3) To improve the school climate for

change

4), To increase teachers' understandings

of their roles in perpetuating

sexism,

5) No eliminate overt and unconscious

behaviors and attitudes which have

resulted in sexblasmi education, .

6) To give teachers tools for assessing

their own sexist behaviors; to give

7

them confidence and support.

7) fo'bellin positive communication of

nonsexist behaviors andattitudes to

students,

Recommended

Change Strategies

C.

1) COGITATION AND DIAGNOSIS to assess situation

and ioplement action plan,

2) AWARENESS ACTIVITIES for all certified staff

and administration,

3) TEAK BUILDING to further awareness activities

end to lied to curricultes and methods charges,'

Constraints:
INPoloroglremEr

Presence of:

1) Teacher inability to define and identify sexist,

behaviors and attitudes,

2) Inertia, fear, feelings` of being overworked,

Lack of:

1) District and school 'site priorItyfor sex

eguity,

Resources:

208'

Possible Crqs-Reference(s ):a lnService Training.

Suggested Action Steps

1) Gather upport for presenting the problem,

e, Elicit formal board, administration, and bargaining unit policy directives, release

time for inservice training, financial priority,

Explore local resources comitted to sex equity-10W, local mental health

association' (behavior mAification techniques), churches investigating equity issue.

2) Arrange media blitz in'schools and enmity.

Show films and slide shows at faculty meetings: In classes, at the public library.

Fill teachers' ovilboves with !read and route' materials which explain sex equity

concepts, and which share biased and nonbiased articles, cartoons, vocabulary,

.,

3) Formally explore personnel's existing sexist attitudes and behaviors In workshops,

Devise exciting workshops using small groups; lots 'of selfelploratIon and

evaluation,

Concentrate on teachers' identification of ways they arte,selfst in their own lives,

ways they have brohen,sew sorrotipes, ways they were restricted, in professional and

private lives by sexblased attitudes.

4) Launch an attack dealing with the informal teacher gatherings, such is a workroom/lounge

where sexist cements, attitudes and behaviors are most often'visible,s

Train sensitive, articulate teachers in "echoing techniques ": eachl sexist torment

is answered wIthan equallyZiexist consent.

Encourage teachers to hear how their inform) banter, of ten about students,

Perpetuatessexism,"

Include use of humor, role playing, behavior mirroring,

'Assume tha,t teachers can learn, as well as teach,



CCSEE 11 WORKSHEET n.

Area of Concern.. iSTRUCTIO&Il PERSUIRifI

Specificissue: 3. Establishing a nonsexist endrorment for that learning centers) -

classrdoes, laboratories, gyanasiuts, libraries, etc.

Target Population(s): All certified staff

Projected Outcome(s)
Recommended

Change Strategies

sr

fi

I

1) Toensitize staff members regarding

sexist and nonsexist environmental

indicators.

2) *.To initiatelrmintein sex fair

erreir,orante..

r

3) To (range stiff seders to share '

good ideas with otherS. '

l'Refioutis

i) AVARENESS ACTIVITIES provided initially

for dpartent chairpersons and

ultlitely for all staff.'

2) MATERIALS SELECTICNADAPTATIOR/PEVELOMENT

o

to stimulate creation of nonsexist

bulletin boards, resource Centers, etc.

31 FOLLOW" AMOS ACTIVITIES to provide

On areia for the dal)* of good !dial.

Constraints:

',Presence ok

0

ilard-core recalcitrants,

2) Orgenize'd resistance,

Lack ofi.

1) Administrative support /active encourkgm t.

2) Creativity, ccemitment.

Insw.M:nunimimminwwirwrromm.

Project AWARENESS materiels listed in Chapter,VI, Ideas gleaned

.7 fir films, magazines, newer nonsexist T.V, cannercials.

Possibletroskieference(s): Instructional Materials.

21 .0

Suggested Action Steps

I) use local, creative sex equity advocates to develop models/prototypes ter nonsexist

environments suitable for typical Instructional class settings.

Include all disciplines (vocational education,
science, physical education, English,

music, etc.).

.0 Include the development of bulletin boardsrexamples of nonsexist announcements, test

question development, language seleclion tips, and nonsexist class organization

alternatives (refers to instructional grouping; lining-up procedures, listing of

students for classroom duties, etc,) In all models.

-

Develop criteria for nonsexist settings which cold be mpplied.by any interestrd

member or parent.

2) Present models to department chairpersons,

0 'Stage presentations as a priority,' not as a hasty addendum.

wellinforred presenters77notdull, untalented individuals.

6 .

Point out the subtle effects of sexist settings; cdntrast to nonsexist environments,

3) Require / encourage chairpersons to share the
pres'entitIon/ideas with allteuters of theit. staffs,

Include sex equity asa priority item in,scheduled meetings.

Add personally created ideas to the models.

r
Use the overall concepts of sex equity as the impetus for such activity

4)' Encouragereluire staff members to review their instructional areas and develop sex fair settings.

0 Make evi(ellon or just locour4e the addition of, this concern as part of the standard

operating procedure,

S Encourage staff to involve students in.the process.

. Visit and actlalmisuttessful 'efforts; suggest
1,roveraents for less than desirable efforts.

5) Provide *cavities for the best ideas to be shared throughout the system,

Include as uncoil,. Items In ,disti-ict,newsletter

I Rave showand4111 sessions et scheduled inservice meetings, "

Allow parents to apply the criteria developed as they visit the classrions,vat PTA singings,

etc.
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CCSEE II WORKSHEET

Area of Concem:

Specific iss'ue:

INSTRUCTIRIAL PERSONNEL

OeyeloPing and implementing en, effective sex
equity in-service Program

for as RV teachers as possible,

Projected Outcome(s)
Recommended

Change Strategies

Target Population(s): All certified staff

Suggested Action Steps

1) To present to teachers vital, infor-

mative in- service experiences focusing

on Title IN imblientation strategies.

2) To establish 14inistrative support

for Title IK in-service training.

3) To increase district consciousness

of nonsexist teaching methods and

'materials,

4) To make sex equity d high priority

with wide visibility in the district.

I) AWARENESS 'ACTIVITIES provided first for

1
team leaders and the for all staff.

2) TECHNICAL ASSISTANCE ARO TRAINING for

developing imaginative, relevant imervice

programs,

3) TEAK BUILDING to stimulate ongoing equity

implementation in curriculum and personal

teaching styles.

4) RESOURCE LINKAGE.

Constraints

Presence ot:

1) Teacher hostility to new phogram

implementation,

2) Teacher prejudices against in-service

training,

lack of:

1) Release time for in-service. sessions.

,21 Board of education and administrative 0

support.

Resources:

212

Possible Cross-Reference(s): c.,t,,

,

1)' Inyestigate in service methods. choosing a plan full of zip, energy, and solid information.

Requeit/demand :firm board and'adMinistrative participation.

Examine the district and coaeminity for sex equity leaders to use as resources.

2) Target energies to persons with most impact on students and other. teachers.

Enlist efforts of energy - filled new teachers, savvy department chairpersons, perceptive

students and their parents, respected board members,

' I Train this group in change agent techniques and as facilitators for'future in-service

picigrams 'for the total faculty.

3) Arrange school ad.communitypublicity 0161 emphasize
the benefits of Title 1K and

honestly answers persons' fears and questions.

I Encourage school and local libraty to feature nonsexist reading materials, films,

'

speakers, stereotypical'role models in ditplays.

Highlight areas where school is already in compliance
.

Begin a resource tadnk of information, curriculum ideas,imedla materials.

r

4) Design in-service program which Involves teachers in learning'the law; examining their

own sexist attitudes and behaviors.

8 Assume that a professional staff wants to participite, tad, each other, laugh, and

be active.

I Include change agent exercises to increase skills' for instituting change.

I Follow all sex equity guleelines,.heing sure Ahat each part of the .6:service Orogi'am

is'an exampre orcomplfance in the information presented dein the verba1 and nonverb21 3,

communications.

0



w
CCSEE II WORKSHEET

Area of Concern: imick PMEL
Target Population(s): All certified staff

Specific Issue: S.
Helping teachers recognize the importaoce of their role as change agents.

Projected Outcome(s)
Recommended

Change Strategies
Suggested Action Steps

1) To embolden staff belief In their

abilities as change agents.

2) To learn change agent techniques

end to apply these techniques in

furthering sex equity iiileiontition,

3) To continue and expand change agent

roles in developing other nonsexist

educational experiences for staff,

comonity, parents, students,

1) COLLARCIATIVE CONSULTATION With agencies

skilled in training change agents.

2) TECHNICAL ASSISTANCE from OCR, Project

Equity, state department Title IX coordinators.

3) RESOURCE LINKAGE, for expanding MATERIALS

SELECTICO/ACAPTION/DEVELOWIT.

4) AbeRENESS ACTIVITIES to increase skills

and confidence.

0111111MMO

Constraints:

'4

Presence of

1) Staff negative experiences In effecting

change witiiin schools,

2)
AtainistratIve'illuctince to engage in what

tight appear to be giving teachers more power,

Lack of:

1) Staff willingness t accept an active role

in change.

2) Fears of ihange;of,r(ew ideas, of exploring

new attitudes,

aces:

Possible Cross-Reference(s):

Agomnrolimmont...

1) 'Collect how resources who advocate change and who are talented in reinforcing

change..

O'Have then lead in.servIce sessions on change agent
techniqUes and vocabulary.

Enlist administrative support-emotional and
financial 7for appropriate

consultant services.

a

2), guild a leadership team which shares a
commitment to sex equity and a willingness

tcl'experioent and grov -considering teachers,
counselors, Parents, students,

tenuity.

Assign team the prImarydob of encouraging, selecting,
training change agents,

Publicize plans and results, honoring staff change agent efforts.

o 6

3)
Recognize the important role of change agents.

Select easily obtained, visible
gaits for primary att'e'ntion.

''41 Provide interaction time to explore
feeis, practice stills; and experience the

'

glorious power and courage of making things happen. Share. Support,

41.



CCSEE -11 WORKSHEET,

Area of Concern: AMMO* PERSONNEL < Target Population(s): :11 scoff concerned kith curriculum

Specific Issue:, 6, Providing. nonsexist instructional materials and methods in all

class' curricula.

0

Projected Outcome(s)
Recommended

Change Strategies
Suggested Action Steps

I) To institutionsjize nonsexist

instructional materials and methods

In all class curricula.

2) To make using the materials easy,

desirable, and professionally

advantageous.

3) To inspire teacher creativity in

devising nonsexist materials and

methods.

4) To expand district- and school-level

commitment, knowledge and expertise

. In use of nonsexist materials and

methods,

1) DIAGNOSIS of existing materials and methods.

2) TECHNICAL ASSISTANCE AND COLLABORATIVE

CONSULTATION to explore wealth of data

available for nonsexist instructional

materials.

3) TEAM BUILDING to insure the evaluation

add circulation of findings.

4) MATERIALS SELECTION/ADAPTATION/OEVELOPIENT.

Constraints:

presence of:

1) Financiatinveitments in materials which

do Fat tent Title ,IX guidelines.

2) Teacher and administrative apathy.

Lack of:

1) Comitrent to Title IX,And its,irclications.

2) Financial suppti'rt for new materials where

necessary,'

Resources:

Possible Cross- Reference(s)
m

Instructional Materiels,

1) Gear up the system to change.

Assemble top-flight consultant help,

I Provide in-service sessions for all teachers, the board, administrators, selected,

parents, department heads and team leaders...

' Distribute samples of nonsexist instructional materials 1i all teachers;, use

their subject area samples.

Enlist support of district librarians to gather resource bank of nonsexist

instructional materials, tests, methods, films and related media.

Publicize the problem, goals, action plan,

2) Present issues, financi!.1 needs, benefits to board of education, administrators, parents,

supportive community groups, .,

Require/demand support forsex-equity-basod education,

,1 involve total school population in assessing materials, adopting for therrspecial

district needs, developing new ones.

3) Set 'easily achieved goals first, to ,increase equity visibliety and. to raise enthuslasm.

I Praise and publicize all efforts.

I Arrange for feedback, and make folltio'2up plans for each phase of implementation.

' Encourage the immediate use of nonsexist materials and methods.

,

Ap Offer support, Supplies, models is action plan' progresses,.

I State ultimate goal and steps to reach it clearly and repeatedly. Evaluafe..

Followup.

c. Expect nonsexist instructional materials and methobs.to be used in all_class

curricula,
IV

'



CCSEE Di. II WORKSHEET

Area of Concern:

Mpeclfic Issue:

INSTIKTICiAL PEPSOBBEl . Target Population(s)a. t X 12 'English teaching staff

1, Infusing sax equity concepts into the English,curritula.

Projected Outtome(s)
Recommended

Change Strategies
Suggested Action Steps

if To establish I saesmity-basil

English writ/lime

2) To provide nonsexist teaching materiels

and mails to the entire English stiff.

3) To weep teacher and student

participation in the curricula

design and teaching of sex Nulty

accepts;

1) DEPLICSIS for thorough evaluation of

carat curricula strengths and weaknesses

relating to Title IX requirements,

2) PAINING AND TEAK BUILDING to support staff

chap efforts and to encourage trade,

curricula ailment,

3) MATERIALS SEL(CTIRS/ADATATIAVDEVEEOPTIENT

to ensure ongoing caoplisince with sex-equity-

based education.

Constraints;

Presence of:

1) Overworked teachers.

2) Active resistance ti curricular change.

Lack of:

1) Administrative and departvontil support,

2) Partite regard for sex equity. ,

3) Skillefor student involvvent,

Resources: Toward Colt?.

A Student Guide to Title IX, Sulker and Bailey, Resource Center on sex

Roles in 'Education,

Possible CrosRefrence(s):'. Instrational iliteriels; Students'.

0

1) Train English - teaching staff' in,concepts of Title It

O Use workshop planning resoral,

Encourage administrative participeetion and support.

2) Examine current curriculum for sex Wok

O Consider student assistance in designing evaluation checklist, issabling nonsexist

and definitely sexist reading lists, assessing teacher -made tests for hies.

Seek local evaluation support frau parents, universities, curricula consultants,

3) Realize that much of the English reading experience is pre-Title 11 and sex biased.

I Encourage student and teacher discovery of this bins to further appreciation

aim tordevelop critical historical and literary perspective skills.

# Devise spelling/voubulary lists of sexist and nonsexist terminology,

Explore student and teacher prejudices concerning sex stereotyping in jobs,'

hendoriting skills, spelling, criticism.

I Cps fear cress-age teething, allowing older students to present nonsexist mini-units,

book reviews, creative writing,

41 More successes, failures, ideas.
0 ,

Direct teacher- lounge chatter toward sex equity issues' and classroom with

nonsexist
curriculum adventures. Brag.

I Praise teachers' and students' efforts through bulletin boards, local end school

newspapers, school assealies,

Ask local equity advocates for ideas,
speeches, evaluation, support, and essay

reading on the topic of sex equity,

4
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Area of .Concern; INSTRUCT' 10NAL PERSWEL

SpecifiC Issue:, 8, lislping students understand-and appreciate America's pluralism.

CCSEE WORKSHEET

Target Population(s): All students

Piojected Ontcon!e(s)
Recommended

Change Strategies
Suggested Action Steps

1) To develop understanding and

appreciation for the coplexity

and desirability of Americe's

pluralism.

2) To develop ongoing techniques,

plans, strategies for understanding

and appreciation.

3) To fuse support for pluralism with

Title IX for'expanded use of Parka's

human resources,

1) AWARENESS ACTIVITIES to.sensitite staff and

students to pluralism,

2)- DIAGNOSIS AND COLLABORATIVE CONSULTATION to

Hilts current situation,needs,change,

strategies.

3) TECHNICAL ASSISTANCE WITH MATERIALS SELECTION/

ADAPTION/OEVELOPNENT,

4) LEGISLATIVENTERVENTIONANDOIRECTIVE/THREAT/

CONFRCITATION,

Constrimti:

Presence of;

1)
Racism.

2) Differing cultural expectations.

3) Ccemunity resistance,'

Resources:
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Possible Crossleference(s):
Comity; Administretion; Other Nan Rights Issues,

Assemble support for increasing students' understanding and appreciation of Anerica's,pluralfsm.

, Request board and administrative policy directives,

Supply human relations in:service training for teachers, revitalizing their support and

appreciation for a pluralist country.

2) Devise districtwide adIu plan.

Include parents and students in planning,

Feature intensive support for.ethnic holidays, historical leaders, current social problems.

I Encourage classroom'competitions'thrtugh artwork, essays, presentations, assemblies which

highlight diversity and similarities of school's population.

. 3) Seek ccorunity. support.

I Encourage use of school facilities for multicultural events,

I Encourage local newspaper support through Appropriate stories, pictures, features,

Ask service clubs, churches, and political organizations for financial, moral, and human

resource support.

4) Assist teachers in finding or creating exciting multicultural appreciation lessons.

c 0 Include role playing, modeling, group discussions.

Openly confront racism through discussion, reading assigoeents, class meetings.

Assure students want to learn to live well, appreciatively, and with understanding in

Parkes melting pot.
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V

Area of Concern:
INSTECTIONAL PERSONNEL

MEE lirORKSHEET

Target Population(s): Secondary and Postsecondary

Specific Issue:
9. Recruiting students for non-traditional classes texcluslve of

vocational educationH

offering noniesist,curriculum, such as 'Singles
living," end 'Bonen in History!

Projected Ontcome(s)
Recommended

Change Strategies
Suggested Action Steps

l) To encourage student,enrollant in

classes offering a nonsexist curricula

2) To establish acceptance of nonsexist

curriculum offerings, leading to ending

needs for recruitment.

3) To increase total school population

sensitivity to benefits of Title II.

4) To overtone student fears of being

the first girl in auto shop or the

first boy in child care.

5) To eddelnonienist curricula for

'depletion in other teaching areas,

1) LOLIAIXATIYE CONSULTATION to alert and train

school faculty, counselors, iinhistrators.

2) WINO to *astral active teacher

wort of angradi tionai, 'nonsexist

classes.

Constraints:

Presence of:

1)
Student per pressure to not be different.

2) Parental fears for child's sexual

identification.

3) Teacher and counselor (liabilities to *sell"

non - traditional, nonsexist classes.

Resources:
Now to Leal with SexRole Stereotyping.

AStudent Guide to Title TX.

Possible Cross- Reference(s):

22

Students; Counselors; rounity,

1) Call ifaculty petting of counselors end administrators r to identify the problem, to

devise/in Act*, plan, and to sensitize staff to student fears and prejudice,

Explain Title IX regulations; benefits.

Suggest that student and teacher acceptance of nonsexist classes
will hasten

title IX compliance.

Use lively, CCorittetli respected presenters who are
sensitive to fears of (hinge

In teachers and students,

Talk a lot,

II Refer to In-service guidelines for planning help,

2) Actively recruit students for non-traditional classes,

Use scheduling; positive reinforcement.

O Publicise student successes with non-traditional classes.

Bring in spesters fro the community who model nonstereotyped Job occupations

--lot)e rethinks, win kindergarten teachers, female
electricians, etc, c

Identify particularly committed staff; assign them to help counsel/Rs and students

at mum selection tin.

3) Recruit teachers to serve as role models in learning non-traditional,
nonsexist activities.

Encourage teacher sharing of non-traditional skills, such as science teacher deronstratinr

baby bathing in child care, and an English teacher learning to
play volleyball during prep.

period.

Hake role modeling a high priority, allowing time, scheduling easements,
and other change-

support techniques.

I Publicize teacher efforts,

Enccurage students to try non-traditional experiments as they choose classes,

.m.10.11111
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C(SEE II WORKSHEET

Area of Concern; rkt(Tiat FERSCIE
Target Population(s) Certified early childhood dad preschool staff

Specific ripe: 10, Eliminating existing seals

411111111

In early childhood and preschool programs,

Projected Outcome (s)
Recommended

, Change Strategies

1) To develop keen awareness of the

issues, responsibilities, and

benefits of sex equity.

2) To explore carefully the subtle

behaviors and attitudes which

encourage and maintain sexism In

'arty childhood and preichool

programs.

3) To foster active and positive use

of nonsexist materiels and teiching

techniques.

4) To sensitise instructional personnel

and parents to the potentiil damage

caused by sexstereotyped teething

practices.'

5) To lead instructional staff and parents

toward belief in and support of nonsexist

teeming experiences.

6) To eliminate sexism In early childhood

and preschool programs,

Suggested Action Steps

1) AWARENESS ACTIVITIES for parents and

,Instructional personnel.

2) CClEABOIIATIVE CONS0).TAT1011 to involve

local gentles responsible for early

childhood programs,

3) DIAGNOSIS to evaluate the extent of sexist

education, to develop strategies for action,

and to provide ongoing.evaluation And 'Support,

Constraints:

Presence of:

1) Ingrained sex-bitsed methods and attitudes,

lick of:

I) Energy, cceitment, understanding,

0

2) Parent support.

3) Effective yodels,

Resources:
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Possible.Cross-Reference(s); Instructionel Nit Axis; Aliministritors,

Investigate Current Instructional materials and presentation methods for sex bias.

Form parent/faculty cormittee, selecting persons with expressed interests In

Title IX ramifications.

Arrange board of education and adminfstritiondirected
support through inservice.

sessions, PTA presentations, and financial assistance.

2) Asseable a data bank with odds, evaluation Instruments,
lesson plans, films, biased

and nonbiased teaching materials,

I Circulate materials to teachers and parents, eliciting Input and Ideas.

e Prepare an agendacto examine materials at faculty meetings. Discuss.

33 Identify sexist policies within the school

I Raise consciousness and eliminate the mat obvious le,g., boy and girl lin'eupsI torsi

of sexism,

a Evaluate for sex bias all learning materials used regularly.

4) Sponsor evaluation by consultants to aid in discovering subtle perpetrations of sexism

by staff through attitudes, stereotyping, verbal and nonverbal comrunications.

Encourage staff to select evaluators.

Announce and praise positive changes in methods and materielspositive reinforcement

works with students and staff.

51 Visit nonsexist learning envirordents,

I Encourage those visited to share how they learned to eliminate sexism, the problem

they encountered, and their successes.
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Area,ef.ceneera: vorlat PERSONNEL

Specific issue:

MEE WORKSHEET

II. Examining tucherade, tests for sax bias,,

Projected OuttomeV

'Target Population(s):
All certified staff 'Ind counselors.

ti

Recommended

Change Strategies
Suggested Action Steps

H To bring teecheriek tests Into

ccemllinct with Title IX,

P.

,. 21 To develop nonthreatening, ongoing'

evaluation of tocharsodo tests.

3) To sensitise all moil concerned

with testing to the requirements of

Tftie IX.

1) AWARENESS ACTIVITIES for teachers and

counselors,

2) DINIOSIS AND TEDINICA1 ASSISTANCE,

3) MATERIALS SELECTICWAAPT1011/OEVELONENT

for preparing tests without sex bias,

4) OLLABONATIVE CONSULTATION for Ongoing

sifPort.

Constraints:

Mance of :,'

I) Teachers' reluctance to expose creative

efforts.

2) Ongoing evaluation of teacher-5;de tests

Is difficult to monitor.

3) Sexism In testing is difficult to assess,

legumes:
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Possible Crossieference(s): Counselors.

a

1), Collect and disseminate relevant material
on.sekies research In testing.

. O the consultant resources to explore material, iglications, techniques for

nonbiesed tests,

Provicts teachers with mphs of,blased and nonbiased testing' in their

subject areas,

2) Assemble school and/or subject-area work groups,

Evaluate current and past testing materials.

0 Design easily used checklist for teacher tests.

Practice writing test questions which are biased and nonbiased toward

further understanding,

3) Shliting tests is difficult and personal,

O Establish nonthreatening sharing envirtront,

O Praise and encourage all efforts.

O Assist team leaders in establishing trust In the sharing of teacher-ma de

tests,

4) Involve counseling staff in all inservice activities, exercises, sharing.

Sensitize counselors tá needs for equity-bised achievement and

intelligence, testing.

I Support counselors' effirts to examine end/Pike changes in these instruments.

11,
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Ei Media Specialis

ThOse persons in Alcaiion who se,Isign, select,

adapt, disseminate, evaluate, tore, retrieve,

and utilize print and nonprint materials.

This section deals With the basic issues of sex equity as they relate to' instructional/training materials

and other educational products, Thi issues are addressed to all levels of educational institutions

(e,g,,,elementary, secondary and
postsecondary) and to the wide variety of people served. The target

'populations include, media specialists, librarians, curriculum directors, pre=service and in-service

,teacher training staff, speech department personnel, and communications/language arts specialists.

While Title IX does not specifically cover the elimination of biased
textbooks/media,.it is recognized that

these resources can greatly contribute either to the promulgation of
stereotyped thinking or to the possible

breakthrough and grasping of positive equity concepts. Many Americans are intensely influenced by visual

stimuli; effective use of the media can serve as either a positive or a negative vehicle for the achieve-

ment of sex equity

Learning to recognize discriminatory/biased techniques, coptent, and-inferences in available media and

developing criteria to eliminate the future purchasing of such, stereotyped materials are, two of the issues

Addressed in this section.
Others include becoming aware of the social consequences

of sexism in language;

learning howl to interface
efforts so as to eliminate not only sexism but all the other "isms' (race,

handicap, national origin, and so forth),; and being able to create an up-to-date nonsexist media bank.

.,The role of the media specialist in the movement toward equity 1 is an important one. As a developer of new

materials, a force for the acquisition of existing materials, a source of recommendation regarding the use

of materials, and, an ongoing evaluator of processes and materials, the media specialist influences all

people. Becoming sensitive to issues, becoming ikilled in recognizing the
merits/demerits of materials,

and being committed to, the cause of eliminating the 'isms" are all essential qualities for media specialists229

This section seeks, to enhance; the potential for, the development of such characteristics,



eCSEE II WORKSHEET

Area of Concern:
IIEDIA SPECIALISTS

Speeific. Issue: Developing__ eloping and lirmi

Projected Outcome(')

1)' To assist midi' perionml, curricula !

specialists, 1 ibrarieni,' end -Instructionel

stiff in developing iuidelinii for the

maluatite of print and nonprint

meterlals.'

2) To inform authors, publiiheii, softmere

producers, and distributors of a need

for set fair print and nonprint

materials.

3) To disseminate uity.based print and

nonprint mite als and resources.

4) To remove or piece materials which

reinforce on role stereotyping. ,

5). To assist1 tructionel stiff in the

design and roduction of nonsexist

nting a nonsexist materiels selection procas(es).,

Recommended

Change Strategies

1) RESOURCE LIME to ensure the acquiring of

eelevent equity resources !print, nmprint,r

and huwin).

2) TRAi IMO vie 1n-service sessions for all

3) MATERIALS 5ELECTION/ADAPTATICNIDEVELOPREAT

Aosi1iMlnall0exist policies and practices: r

Constr

Presence of:

1) Reluctance of instructional staff/students

to give up comfortable perceptions;

, 2) URA budgets which
May not allow for

replacement of all sexist materials.

3) Low tartness and commitment to equity on

the part of,sone publishers and producer's.

4) Editor and producer bias.

5) Attitudinal resistance.

Resources: No5rInt Resources In
lemon's Educational Equity and Sexism in Materiels: How to Detect

; It and How to Counteract Its Effects
in the Classroom Hated in Chapter V." See also print

and nonprint recorrendations
listed in Chapter V.

Possible Cross-Reference(s): inicrocitenal Stiff; Instructional Materials.

Target Popu(aiion(s):
aT

librarlank Media Specialists, Curriculum Directors

flnolgry. tecitign, 15ostsec=

Suggested Action Steps

1 Enlist aid of organizations, elected
officials, school ofliciels, etc., to establish crlierla and

evaluation procedures that identi ft:sex-stereotyped materials,

Create public awareness of the problem via the media.

Involve a wide Mt' Iticultural segment of the
comunity in the textbook and audiovisuel selection

process.
e

Unite letters of lupPort 16 publishers and producers
ccemendng their omission of.sexblesed

materials,
,1 .

Acknowledge and recognize textbook and audiovisuil
selection committees that make an effert to

elimi nett seobiesed materills:

$ Establish political action *arks of concerned citizens to lobby for legislative along',
,

2) Provide mandatory or volu.ntaity in-service training for students, parents, instructional staff,

librarians, media sgec le I lit s its.

O Interpret Title It legislation and ltd relationship to course content and Instructional materials.

Disiuss the effects' of sexbiased materials on the immediate and future behavior and, expectations

of students.,

Introduce strategies f6r'enablfog starlets to regifte biased lemials,

I Offer students opportunities to
fonnolatialternetive ettitn4.'s end bghavio'rs.

3) Develop, acquirei'produce, publish and disseminate sex equity-instructional materials.

I Utilize the infomation,system of the Women's
Educational Equity Communication Network (WENN).

Enlist the support of professional organizations such as
the Association for Educational

Communications and Technology (AEC!) and the American Library Association,

Submit articles concerning,tlie need for sem fair print and nonprint materiels to jourials such

fia, as AV Communication Revieodiedie and Methods,
School Library Jeurnal, and Film flews.

Include the expertise and support of State Departments of
Education as well as Schools of Education

(departments of educational lechnology,oaudiolistial instruction)
and Schools of Library Science

at nearby iritttuilorm of higher education as an advocgte network for change androduction

consultation.

J.

1



CCSEE WORKSHEET

Concern:.
MEDIA SPECIALISTS

e Issue: 2. Developing an uptodate nonsexist media bank.

Target Population(s):
i'l.tdp Specialists, litrarians, Curriculum Directors

Projecied, Outcome(s)

2) To develop fifuoto-date data bank

or print and nonprint resources

that meet equity standards.

2) To disseminate ecuityhasedorint

yid nonprint materials and resources.

3) Te assist educators in beccoing more

awareofinstructionel/triining

materials and otherieducational

Products whichare'designed to

further educed:oil equity,. .

4) To stovide descriptions of educational

pJrricule, prograes, end treatments

which facilltete educational equi

for women or 010 act as barriers

to such equity,

ANIIMMIEft

Recorin

Change Strategies

I) RESOURCE LINKAGE to provide an exchange

of Information, products, ideas, and

materials,

2) MATERIALS SELECTION/ADAPTATION/DEVELOPMENT,

to disseminate nonsexist resources.'

2) MATERIAL I SELECTION/ADAPTATION/DEVELOPNINT

to disselinite nonsexist resources,, '

Constraints:

Presenc&of:

1)
Existing stereotyped traditions.

2)
Attitudinal,resistance on the part of all people,

3) Editor end producer bliss,

Lack of:

1) Available funds.

2) harems and coimitrenttto equity on the pirt

of publishers and producers,

3), Wide dissemination of appropriate Information

and materials,

,Re8011reelie'llonorInt.Resoorces
in Women's Educational Equity; New Perceptions:

A Bibliography of

Racial, Ethnic, andleminist Resources; Womanhood Media; Womanhood Media SoPPlelenti

and,other resources listed In 'Chapter V.

trossieference(s): lestructical Stiff; IestrstIonel Itsterials,

Suggested Action Steps

I) Develop a coordinated information dissemination system
that can enhance the development, acquisition,

and improvement of instructional materials of a nonbiased nature,

Utilize the National Information Center for Educational
Media (NICEM) and the National Instructional

Materials Information Systems (HMIS) date bases and other listings,

Participate in commnications networks such as the Women's
Educational Equity Communications Network (liEECN).

Provide supporting data, research and other information which
will facilitate the development of new,

nonsexist educational programs and materials,

2)
Develop a linkage network of information about la) individuals

who have produced sex fair educational

products and studies end/or in' individuals who are
knowledgeable about Implementing programs which are

designed to achieve educational equity.- ,Sources for the
materials that might be included in the network are:

Educational institutions and agencies,

- Government bodies and agencies at the local, state, and Federal leve,,

- Women's groups and organisations.,

Professional organizations and groups concerned with education and equity issues,

Include all or some of the following in the proposed products of
the network:

An abstract journal describing the materials included in the network,

. ,

A glossary of terms used todescrlhe the materials in the network,

Network description and services announcement,

Bibliographies; filmographies.

- Current'awareness and training materials.

Lists of relevant grants and, contracts awarded in equity and of research in progress,

- A network newsletter.

Include all or some of the following in the proposed user services:

- "Ward" copy or
microfiche copies of materials specified in requests.

- Searches to
identify materials and Other resources to meet user needs.

Access to the /network via tollfree telephone, mail, or computer,

Workshops and seminars to assist educators to learn more about
how to locate and use the

resources Iv1ailable to attain educational equity,

'

Linkage with other information sources, networks and
equity services, 233



MEE )1 WORKSHEET

a, of Concern: OA MINOS

e, 3. Becoing ewers of the sold consequences
of solo in languid.

Issu

Target PopWation(s)

Pre-service and inservice Teacher Training; Elementary; Secondary, ,

Postsecondary Departments of Speech, Ccounication, and English

Projected Outtome(s)
Recommended

Change Strategies
Suggested Action Steps

1) To goitre facets of solo in larquige.

2) To twee aware of the research on

soul Offerotlitio In language.

5) To discover lot ligiogo use an

eittliin the mire and exist of

4) To develop nonsexist language

guidelines.

5) To develop a Work of professional

advocates end ictorters who edit

essIst in silleiritIng linguistic

Ws.

1) 111EIWICE MINN to illustrate how

leaded Molts liplIdit values ird

behavioral models,

'2) INTERIKSINAPTATICII/DEMPAT to
:rote

softly sail and axle) logei In

3) REWIRE LINKAGE vie obark Inolvenent of

professional ordalutions.

Constraints:

Presence of:

1) Resistant. to charge.

2) A language of the school which 'errors

the sexist assumptions of society.

Lack of:

1) frowledgs and research concerning

Intortlitions of sex, social cless,'rece,

ethnicity and ego as they affect the use

of languid.

Resources: See guidelines listed intiblicoraphy of Chapter V.

'Possible Cross-Reference(s): Postsecondary; hutructione &toilets; Instructional

Stiff.

at,

1) Collaborate with Departments of Speech. Ccomic4tion, and English to develop an in-service or pre-service

workshop to explore linguistic sexism and its social consequences.

Investigate the effect of language on ogres sense of identity.

Review all publications and school docunenti for linguistic sexism. Use those found to be sexist as

focal caponints for the sessions.

Recognise that nonverbal aspects of femininity and osculinity can also perpetuate sexrole

stereotypes. include this In all inservite sessions.

Woe teacher language 'use, such as generic "on" end 'he"; occupationil toes' which often ignore

the existence of won workers; or a patronizing tone toward women. Discuss iolications of such

sexist language (social consequences, etc,).

Survey stereotypes of women's speech In ratios media icirtans, commercials, advertising, etc.) to

.s.
help participantettecoe more aware of solo in the English language.

Develop workshop activities Oka distInguish,bitween
language about the sexes and the way woman and

on use language (differentts in word choice, syntax, language style, Ott.).

2) Develop, publish end dissolute a corthensIve net of guidelines to Isolate unconscious sexist

usuotionsin language; devise possible alternatives.

es Centrist these guidelines to ;sidelines for the OffitglIflt of El/watery and Secondary Instructional

Materials: The Treatment of Sex Roles, by Knit, Rinehart and Winston, and Guidelines for DO

Treatment of the Sexes In McGraw-hill CCIDEIY

3) Enlist the professional assistance of v ions caucuses, ccsitteis, and independent groups related

to the study, of sex differences in lingua spftch, and nonverbal ccomsnication-odern Language

Association (KA), National Cluncil of Teacherf of
English (Nat), etc.to act es a network or

support system for change.



CCSEE 11 WORKSHEET

Area of Concern: °MA
SPECIALISTS

Issue: 4. Interficing efforts to 'Helmet/. seals( In ell other "Iles* (race, class,

handicap, age, etc.).

Target Population(s):
Multicultural, Teacher TrainingElementary, secondary, Postsecondary.

Projected Outcome(s)

1) To develop a (del for limletentetion of

education that Is multicultural and

nonsexist.

2) To develop ids etional policies and

practices that respect, value, and

sifts) the diversity which each

individual brings to the classroom.

3) To select,' adapt, develop and amass

curricula, learning activities, and

tigerish to ell(imite ethnocentrism

end to affirm cultural diversity in

KIWI and society.

Recommended

Change Strategies
Suggested Action Steps

1) TRAINING via reeducation of professionals

through in-service programs.

2) xydARENESS ACTIVITIES to study
the nature and

tenant of prejudice and discrimination.

3)
MATERIALS/ADAPTATION/DEVELOPMENT to eliminate

bias in instructional materials,

4) RESOURCE tINKAGE'via print, nonprint and

human resources.

5) F011011UP ACTIVITIES to ensure cultural and

individual diversity.

Constraints:

Presence of:

1) Resistance and bias to alternative lifestyles

and value orientations.'

2) A pattern of richt, sexist attitudes
in our

society.

3) Educators' put experiences tend, on "melting

pat' idea.

4) A slowness of institutional and organizational

efforts to change

tack of:

I) Resources,

Resouries: Education That Is Multicultural: A'IWel for Implementation
Through in- Service Education

236 by Grant mod Polnick and In Praise of Diversity by grant listed in Chapter
V.

'Possible Cross-Reference(s):. Postsmodery; Instillation) Staff; Counetlicg;

Instructional HIS01111; lion Rights.

I) Develop an understanding among educators for the
necessity of multicultural, nonsexist

education via

in-service workshops and seminars,

Encourage each individual to define his/her
perceptions of racism, sexism, nd classism.

Examine and discuss coestions Wevant to
educators' perceptions and situations.

Introduce dialogs,' to facilitate meaningful comeznication among colleagues.

Examine the impact of prejudice and discrimination upon
individuals and groups.

Explore the miner In which schools and other
sooletal institutions perpetuate discrimination.

Consider the nature, function, and actions of social
institutions to enhance educator hotness Of

institutionalized racism and sexism.

Discuss PL 94-142 and its Implications for the handicapped.

Examine the following areas:

Traditional social, Ocational, and educational patterns of minorities,

women, the aged, and the handicapped.

A class analysis of minorities and men.

- The legal status of cow and enforcement of laws in relation to

women and minorities,

Religious doctrines and practices regarding men and minorities.

Employment policies, and practices,
along with differential Incas,

for minorities and wCzen,

Enrollment p4tarrl! In institutions of higher learning.

Miss media representation of minorities, the
aged, omen, and the

handicapped.

2)
Provide educators with significant information about the various dimensions of race, culture, and

individuality to serve as the basis for appreciating and accepting differences.

Introduce a variety of awareness activities via cartoons, seminars,
formsl courses, laboratory

or micro-teaching, and informal and casual interaction,

Examine thidiscrisilnatory power of racist and sexist language.

3)
Select, adapt, develop and assess curriculum and materials (print and norprint),

Analyze instructional msterlils, tests, and media ;dilutions to become cognizant of-the omissions,

.

biases, and stereotypes which materials overtly and covertlydisplay,

4) Recognize the various resources of tile comiNnity, not only as aides or guest speakers, but as regular

23,7participants In ongoing classroom activities.

I Utilize cominIty's physical resources.

5)
Develop. implement, and evaluate multiculturalnonsexiit experiences on a regular aids in the

school setting.



CCSEE 11 WORKSHEET

of Concem: MEDIA SPECIALISTS

et S.
teeming how to use existing sexist

materiels in a nonsexist lamer.

larget Population(s):
lella Specialists, Librarians, Curriculum Directors

.:Elementary, Secondary, Postsecondary

cad Outcome(s)

1) To Wit Mouton to ball more

of km to use misting !Well,

materials (print and nmprint) in a

mould Whitt.

2) To Woo aware of the effects'of

sexbiased materials.

3) To Worm luthori, publishers, software

proeScers, end distributors of a need

fames fair print and nonprAt

materials,

Recommended

Ohmage Strategies

'1) AMAMI SES ACTIVITIES concerning tM negative

affects of sex-role stereotyping,

2) PATERIALS PAPTATICIII to eliminate sexism

in print and nonprint arms.

3) M,UN via in-service workshops.

Constraint&

Presence of:

1) Attitudinal resistance.

2) Tim protium!.

3) Apathy.

Lack of:

1.

1) Awareness of and ccemibmitto equity.

2) Creative impetus for change.

Resource& Sexism In Materials:
Now to Detect It and Now to Counteract Its

Effects in the

Classroom and Sex
Emalit;in Educational Materials listed in Chapter V.

Possible Cross-Reference(s Instructional Personnel; Instructional Materiels,

Suggested Action Steps

I) Provide a series of awareness activities to help media specialists,
librarians, curriculum directors, etc.,

to beam sensitive to the negatiVe effects of Sex-role
stereotyping in educational,esterials,

Broaden and deepen awareness of and sensitivity to the myths and
'stereotyping that support sex bias

and sex discrimination,

Recognize the need for attitudinal and behavioral change In one's own sex-role stereotyping.

4 Develop a commitment to encourage a similar chInge in others.

2) Create a series of miniworkshops to discuss how existing sexist
print and nonprint materials can be used

in a nonsexist manner. ,

Enlist the support of students to preview software (film,
filmstrips, videotapesi, slidetape programs)

for sex bias.
Develop elms activities such as simulation and gaming, bulletin board displays, and slide-

tape progress that point out tie negative effects'of such sex bias.
Create and adapt these materiels

to a nonsexist fashion,

.Mork out guidelines on sexism with students, so that students con evaluate the materials they use.
Such

activities will encourage the* to think mare critically and analytically rather than accept' every

I

statement at face value.'

Initiate class discussions of the content of textb5nks as well as nonprint
materials. Introduce such

questioning strategies as Are they realistic? Why, pr why not?

Collett nonsexist supplementary materiels (periodicals, newspapers,
library books, paperbacks, publications

of government agencies, etc.),
Also Use such media as photographs, records, tapes, artwork,

film, and

0

videotapes.

O Encourage students to fill in the omissions from history or social studies texts. Reproduce the

materials they create.

Ask students to ccomse descriptions or make collages of the
"ideal wan" or 'slim] man" as presented in

the cmnunications media
Discuss whether It is desirable to be like am of these images, Give reasons.

Ask students to Analyze sexism in popular songs, jokes, the
district's personnel directory, T.V., cartoons,

nursery rhymes, toys and toy.packaging.

3) Include the support of teachers, parents, and students to write collective and
individual letters to

publishers and producers encouraging their help in providing seiair materials.

Establish an ad hoc library committee and textbook selection committee to
examine print materials for their

110

V 1 '

sex fair content.

Appoint a special committee to prepare a display of sex fair print andnonprint material that can become

a focal point for a future districtwide or Institutional sex equity program or conference'



CCSEE .11 WORKSHEET

Area of Concern MEDIA SPECIALISTS

Target, Population 8): k postsecondary (Red 1 personnel, librarians,, curriculum directors)

ific leatie 6, lislpIng 'edit specialists become aware of, their role as change agents.

Projected Outcome(i)
Recommended

Change Strategies

1) To help ride specialists recognize

the need for change, and to plan and

execute change actions.

2) To encourage media specialists to

view themselves as change agents.

3) :To help media specialists function

at change agents skilled in the use

of various interventions, techniques

and (deb In initiating end

freplementing change.,

1) RESOURCE LINAGE providing access to various

persons participating in the change effort.,

2) CONSULTATION to educational institutions and

the educational system.

3) COLLABORATION by appropriately involving the

persons effected by the changes.

Constraints:

Presence of:

1) Resistance to change.

2) Uncontrollable environmental factors.

3) rear of failure.

Lack pf:

1) Self-confidence.

2) Ittivation.

3) Readiness to function as a change agent.

4) Respect or trust.

Resources: YisueHxing Change, by Gordon L. Lippitt, and Other references listed in Chapter V.

240

Poible Cross- Reference(s): Administration. Postsecondary; Comity'

Tnetmiptinnit Paremn.1

Suggested Action Steps

1) Uevelop a linkage system to provide easy access to print, nonprint, and human resources

related to equity and change strategies.

Be accessible to those who are working on change, or who will participate in it.

Develop.trust between all others concerned.

level with people on plans and problems,

Keep the goals of equity cleirly in mind, and help others to do the same.

.6 Define the responsibilities of others.

2) Provide proper infarction and communication to members of the system. Present Ideas,

opinions, and concepts from equity experiences that may be helpful in planning change.

3) Serve as a Problemsolving consultant to the system.

I focus on the areas that need change; use data, not Just hunches.

Develop interdependence with faculty, administrators, students, community, etc.

Rdeot mistakes and learn from failure.

.00k beyond superficial symptoms to find deep seated causes



[cal Ac Stt Those persons in
education whb deal with

the instructional programs
of physical

education, athletics,
intramurals, and

school recreation.

her part bf the Title IX mandates has
received more publicity and public attentiqn than that .of

ics all physical education, These physical activity areas
constitute the most visible challenge of

for all people can see,
simply by driving past, the school during

the school day or attending

is contest, whether coeducational
instructional programs are being offered in physical education

r equal 'athletic 0PPertunities
have been developed and

implemented for both sexes. This section

deals with sixteen critical issues related to the attitudes,
knowledge and skills of physical activity -

personnel. hould the recommended
action steps be implemented, not only would sex equity be achieved; '

bl4t also we itative' improvement of
instructional programs in physical education, athletics, intramurals,

and club
sport midi be assured.

Using a Fedeal Mandate as an
for program/personnel

growth and development is much more desir-

able than using th law as a fear/;ottat .abject, Recognizjpg the philosophic dichotomies that exist

between many femal and Ole physical
educators/coaches and, learning to build on theiareas of agreement

they possess, as opp sed to the areas of disagreement, are
essential if positive outcomes are to be

achieved and maintain d.

This section gives kac ical insights and
beginning action steps

Atich could facilitate sex 4itable

programs which meet the individual, needs, interests and abilities of
the clients to be served. Most of-

the* strategies presented
*e call fbr the interaction

between teachers, administrators, students and the

public. This communIcation\and
invOlvement is essential if the concepts of equity are to beinfused in

all program elements and accepted by all people.,

,



Throughout the country, many changes
have already beehiade in the physigl activity areas so that boys

and girls are better served in the instructional processes related to physttal education and athletics.

Other changes are'still
needed so 'Arenas for embarraSsmentn are elimtn441, so positive self-concepts

Are strengthened, anfso the inherent values of meaningful physic4,40Vity programs,are embracid by

each of theitudents to be sirved--not just by those who already posses movemdnt, skills. Title

IX and thepnocedural steps that must be followedin order toifutfill:its'mandates give educational

personnel the opportunity:toreyiew program
intent and outcomes, to restructure as necessary,' and to

better serve all` clientele.
Thfs.\section strives to facilitate such a positive approach.

.

I' ,



CCSEE WOKSIIEET

cen: NOSICAL Inn SWF
Taket PopWation(s): Grades K 6

w vi I I 461,'
Establithingfinintatning a nonsexist elientarY school PhYsIchl

dicatlie progrii

Outtose(s)

I) To OM Ithitholowis c'4

1
I

Ktri1 at the elementary lethi end

to stiff it with trained ptsicei

!tr./ tors

.' ;2) To orient die °oriole turd

INSIC)10'11101t skills fetter

dotter sports.

3), To 'MINIM and foster positive

Interaction ing ell

stole's*:

4) To involve both sexes in the

physical education props.

Itecommended

Changeltrategies
111110.

4) Egli 1.1110VEM Burials bow

teacher Veining Institutions, district and

site staff, and outside resource persons.

2) INITIALS STIICTICII/ADAPIATICO/DEVELOPNENT

utilizing severel existing exaspiery odds.,

3) AittlIESS session to provide intonation about

the theist, eitionsl, and physical needs of

children. '

11......
Suggested Action Steps

Constraints:

1) Cultural cmoldth ittittre in conflict

with district polity.

2) few elementary school galloon serve as role

models in non-traditional areas,

3) Funding for eloontary physical education is

Ihrfted by secondary school priorities.

'Resources: %lois Tleowntery Physial Eduution, by Robert Pangrazi, Arizona State University.

"hernial Edsation for Children in California Public Schools, es 4 9, California

State toperteent of Iducetion,"Sacrenento, 1918.

Possible Cross-Reference(s): insfnxtionel Personnel.

1) Rally support for a sound elecentary school physics) cdscatidil Procne.

Hire a resource personwho has appropriate ,

Rent with central office stiff to align support for hiring Callettilt 11010 and men physical educators.

$ Organize a canissionicothittee
of educators, parents, and students to forelate policies, 9041s.:

and objectives necessary for growth,

2) Redirect ophisis toward formative growth activities,

Perim/ existing materials and

$ Schedule a planning eteinar
tit includes elementary and secondary staffs to coordinate

ongoing goals

lad 'objectives for students,

Pleas sequential oveNnt Regrew latilizing a varied developmental scope of activities,"

3r SLITICNN positive self-concept activities.,.

Rive verbal and nonverbal reinforcement
do each child each day.

Wale students at Wei for leadershippsitions.

It Focus on group achievement
for evaluation, as opposed to recognition only of unusual skill level

f

lidevelop 'we can in harmony loth "I clam);

O and display student-wide pesters
depicting boys and girls playing together.

4) Include sex ow.lity concepts In daily

Talk about outstanding female at well as mile performers,

$ Avoid the Use of sexist language.

Entourage all students to develop a high level of fitness, to recognize their capabilities/limitations,

and to appreciate the efforts/achievenents of - self /classmates.

Provide all students with equal opportunities to
participate in all aspects of the program.



CCSEE WORKSHEET

Area of concern: mu rum STAFF

peeifie Issue: 2.
Developing "equal" progress which still reflect the different needs,

interests end abilities the students.

Target Population(s): Grades f - 12

Projected Outcome(s)
Recommended

Change Strategies
Suggested Action Steps

1) To provide both boys and girls access

to physical activities.

2) To insure equal opportunity for

participation in physical activities

regardless of skill,

3) To recognize the achievements of

male and female students in an

1 equitable manner,

1) AMAREHESS of the needs, interests, and

abilities of all students.

2) litTEIIALSSELECTWAIJAPTATICilofcourse

of study and departmental pricedurvs and

'}policies.

3) TEAM BUILDING between the school and,

coatunfty at the various level's.

Coistraints:

Presence of:

1)
Indifference to the fringe benefits of

toTtition (scholarships, publicity).

2) Inflexibility of staff sobers,

tack of:

1) Understanding of the concept of egos;

educational opportunity.

2)
Encouragement to revise faulty perceptions.

11

...-

Resourcesc'

'Physical Education Opportunities Program for
the Exceptigalfearner, Phoenix Union

248
High School Soto, Edieln

Lerig,,prect06.0hoenix, Arizona. (PEOPEL).

Possible Crosi-Reference(s):

1)
Guide the development of the curricula

and course offerings to meet the needs of all students.

Survey the students to ascertain interest
'levels in a wide variety of activities.

Write a course of study taking student Interest
and teacher competence into consideration.

Devise an Instrument to pre-test corsetencies
to facilitate grouping for Instruction.

Emphasize student choice in the selection of activities.

Forma district or league athletic
committee to increase or balance the numbers

and types of

activities at different skill levels.

Sell the advanced program offerings
with a mini course option at the

beginning level.

Develop a materials bank for teachers who are teaching new units of study.

Evaluate the program and process goals of the curriculum regularly,

2)
Expand the program to provide equitably for the range of student skills,

Group students by ability to assure MOW participation,,

-8 Schedule class and athletic activities to maximize
involvement at all levels of competition (e.g.,

divide for tournaments by skill),

I Consider using materials and methods developed.for
working with exceptional learners, such, as PEOPEL.'

3)
Highlight the successes of individuals and groups involved

in physical activities,

Appoint or elect students to serve as department liaisons with the student publications, local press,

parent groups, and district information services,

Organize and.conduct a pressokshopto learn techniques to
gain publicity.

al Schedule game times and transportation to allow play
before peers, community, college, or professional

scouts.

\ Form a student steering comwittee to reorganize the current Letter Club,



CCSEE -I1 WORKSHEET

Area of Con ern: perm ACTIVITY MP
Target Population(s): Grades 9. 12

Specific Issue: 3, Coping with dichotactis philosophic
posturts/rolues ahem merging departments,

=1111MRI

Projected Outtome(s)
Recommended

Change Strategies
Suggested Action Steps

1) To Implore tit positive alerts of

existing programs.

2) To tousle oder,s tending khan

meters of the urging depertunts,

.3) To establish and maintain positive

lines of cumuniution.

1) MANESS ACTIVITIES to provide insight into

opposing or conflicting philosophies.

2) TRAINING in sensitivity !filials for all staff

washes,

3) TEM WILDING to provide opportunities to,

talk end work together.

Constraints:

tack of

1) Understanding of divergent personalities and

philosophies,

2) Sensitivity trothers' needs,

3) Willingness to come out of a self - imposed

shel I.

iReeonewI
lirsdco, Set Appendix for a departent urging/prioritizing instrument,

Possible Cross-Reference(s): Post tirefilegative Attitudes; Administration.

1) Ascertain the gosh and objectiv'es 'Of the. total department.

Neet'as a group to determine long- and short-range
ices for the program, such as fitness or

i

I

O Use an instrument' to ascertain the status quo and /or desired owls of the two staffs.

Write ad.encorpassing position statement to include desired program outctnes for students (considering

the cognitive, affective, and psychomotor domains),

movement orientation.

'2) involve all department embers in seeking interacti and in probl

O Seek solutions to the th:oblems of merging (Pr6vile mat act

for all staff, etc.).

Provide appertuniths for individual values
cloilfication and deyelo,geent of skills in Intergroup

dynamics by' ;Ming on inthiduel members to lead discussions
ad conduct Insorvice sessions or to

perform tea tasks, such as working together on setting up equipment or designing final tests for

units of instruction,

solving.,

sible storage area for all equipment,.

3) Use heightened awirenas.to find solutions to departmental concerns.

Discuss strattgie which will enable colmitible structuring of equipment 'end facility use (rotate

teaching time in ar area to assure fair treatemt, etc.).

Schedule enervation tire in ore another's classes to compare activities and strategieswith philosophy,

to garner tips on dialing HO an apathetic
nopartfcipartk, to see wets to .imprnve programs, etc,

ConOct an unbfaseo electint of a single drirtment chairperson or find ways to influence the adminis-

tration in their treys of appointing a department chair,

Schedule rep:lar meetings to r'Jrk out and imitoriongoing problems (air and solve them beforeihev grow).

Design an instrument !revaluate goals and objective: (Oat
each department ember an ma to v.eo,

evaluate and report).

251
vow.r.noun.w....mmgaraarima



C(SEE WORKSHEET

Area of Concern: Km ACTIVITY STAFF

M=EINIMIMIN~

Target Population(s): Grades K postsecondary

Specific Issue 4. Increasing the level of trust between teachers who have different goals/

philosophles/nthods of teaching.

Projected Outcome(s)
Recommended

Change Strategies
Suggested Action Steps

. .

I) TO utilize intonation regarding the

individual staff members' interests

and abilities.

2) To develop a cohesive physical education

program with varied course offerings,

3) To heighten the level of mutual

respect and pride.

4) To nplenot a uniform program and

process evaluation system

1) DIAGNOSIS of varied stiff interests and

abilities and methods to project same.

2) TECHNICAL ASSISTANCE involving outside

professional and model programs.

3) RESOURCE LINKAGE between district evaluation

personnel and staff:

Constraints:

1) People are often resistant to change.

2) Staff sly not wish to admit lack of knowledge

in skill areas.

3) Administrators say not support a combined

physical education program for both sexes.

4). Fear exists regarding acountibility.

Resources:

asp
Possible Cross-Reference(s): instrziction.

1) Obtain data on expertise within the department.

I .Survey the staff regarding background, areas
of expertise, and willingness to teach various units.

Explore varied and nil) methods of instruction such as contracting or
selfcontained learning.activity packets.

2) Apply the'Information gained to coordinate program offerings.

I Set up study sessions with state and county
education department personnel and district physical education

coordinators and staff to focus on desired outcomes of the,progrmo.

Adjust present courses to the integrated setting, considering teacher
competency have the two people who

previously taught golf divide, the students by beginning and advanced skill levels).

I Develop new units (e.g., outdoor education) to utilize ability and interest.

Make a transition to a unified budget by involving all department members
in the decision making.

3) Devise a system for staff working together as a single department.

ei Establish a central office or'designate a lounge or corner
where staff may interact informally.

I Schedule regular department planning meetings.

Review program for teamteaching situations where appropriate (fitness/conditioning units: one in weight

room, one on the track).

I Schedule a departmentwide presentation for community night.

Share innovation and information for current
r

workshops and seminars.

Agree on housekeeping duties and responsibilities (oiling the softball gloves, tl'in9 the hockey sticks).

4) Provide for continuous non-threatening review of the program.

$ Discu4grading procedures (percentages for participation, etc.).

Allow for released time to visit one another's classes. ,

Utilize district evaleation personnel to provide assistance in (emulating a peer evaluationinstrument

to improve instruction,

Employ a group process technique (siumlation) to put people in'touch with themselves and one another

to narrow the gap between divergent philosophies (examine fears, pressures).



CCSEE- II WORKSHEET

Area of Concern: PHYSICAL POO STAFF
Target Population(s): Grades 6.12

peeffic hue:$ 6, Meting the individual needs of students when they are thrust into coeducational

program.

Projected Outcome(s)
Recommended

Change strategies
Suggested Action Steps

1) To enure the retention and ittaIrment

of positive student perforana

objectives.

2) To encourage posit'', social Interaction,

3) To increase interest In pirticipition

it various skill levels.

1) INTEDVE1(11C11 by 'taking direct corrective steps.

In curricula planning,

2) WOOS TRAPIDID regarding physiological

and psychological similarities end differences

between the sexes,

3) TECIMICAL ASSISTANCE by developing and using

role idols in not:traditional situations.

7.

Constraints:

1) Contradictory information Ms 'been published

regarding activities eppropriste for

coeducational participation.

2) Dinning has been the primary determining factor

of echieverent in any boys' classes.

3) Divergent philosophin exist regarding the

liportanie of skill, knowledge, and fitness

levels for boys and girls.

Resources:

,IMM=V1.1M/111.1....r...../.1M1110..1..
:Possible Crosi-Reference(s): ,,

1) Concentrate on varied levels of
ability Pik planning the currIculun.

Introducactivities at different levels (novice, experienced, superstar, etc,). Include skill teaching,

, cogetition, and gaming.

Consider the safety of all students
and ,place students in an environment geared for success,

t Vary the method of instruction
between lecture, seallgroup kirk, and mist co:petition to accalmate

many interests.

Explore the use of contracting, peer
teaching, and/or speciel projects.

aphesim the difference between success
and winning by clarifying expectations

for each student (satin .

can wee being able to hit five/ten tennis serves over the net, etc./.

Use ability groups where appropriate
to ensure axial lierning and participation,

2) Focus on theperfonmnce objectives
imortant to the physical education curricula.

8 Provide information and opportdnities for discussion cf physiological and maturational differences by

sex and age so staff cabers agree on whet's "suitable" for all students.

Nock with this information and
establish a functiona) rapport with the students to increase comunication.

Enhance students'selfconcept and proste an a successfur.attitude by establishing Indlvldually

achievable performance goals.

8 Remove the Injury factor through size or skill grouping,

3) Enable the physical education *gram to exemplify a sexintegratecl socialization process.

Employ non-traditional Poles for skills
dononstrations (use a girl as quarterback or center to teach

Passing, let boys delimitate dance, etc.),

Utilizeteas teaching so teachers model male/ferilecooperationand partiiipation.

Establish cooperative patterns of play by focusing on group effort as opposed to individual spotlighting.

Choose students as team leaders, equipment helpers, or
assistants; or to work in pairs without regard to

sex,

Explore possibility of using "New Games,"
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CCSEE WORKSHEET

Area of Concern: PHYSICAL ACTIVITY STAFF

Specific. Issue: 6. Coiling with the "crunch" issues of modern dance,
wrestling, and contact

sports in the instructional pope.,

Target Population(s): Cradei A postsecondary

Projected Outcome(s)
Recommended

Change Strategies
Suggested Action Steps

1) Tcdevelop district and site policy

regarding codteict sports participation

in the instructional setting:

2) To breakdown sex stereotyping within

the physical' education program,

3) To develop strategies to me*

individuals into all classes.

11

V

1) AVAREMESS session to provide infonetian

relating to contact sports.

2) TEAM BUILDING to provide yodels to exemplify

the ophov Ingram;

3) TRAINING in sensitivity to sex bias,

ei

4) COLLABORATIVE atarAnoti gag site and

district experts,

Constraints:

1

I) OCR has.not Clearly andfinallydefined the

contait sports area,

2) Faculty refixes and students may have

sexrole stereotyped ideas about ph;sical

education activities,

ftesourctsb6,

Possible Crosi-Refirence(s): .t

1) Design steps to obtain and disseininate inforontion,'.

Examine recent legal mandates relative to the instructional and competitive aspects of

contact sports.,

Review district program of studies to ascertain c liance level,'

len students and staff about the legal mandates through announcements, newspaper

articles, and other publicity cethods.

21 Raise the awareness level of student and staff in order to eliminate sexrole stereotyping.

.Conduct sensitivity sessions for students and faculty to examine various types of

prejudices and ways to overcome them,

Use films and other materiels to provide, positive role models,

' Create situations such as interclaSs competitions during lunch or intramurals which give

students Opportunities for non-threatening physical activities,

3) Familiarise students with ;typical course,options..

Schedule an in-house iervide workshop for staffto share expertise,

Provide visibility for the physical education program f in the sensitive areas through a

presentation to the student body or a feature story In the school or local newspaper.

Allow instructors to teact and,participate in nontraditional activities.

Select students to presentda dance or sports program highlighting skilled male and female

students in 41) ,acii vi t 1 es ,
,

Invite a local tilied 'iazz dance group to present a concert,

A
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CCSEE II WORKSHEET

Area of.concern pe gvvarstiv,4,

Specific blue: J. Evaluating students fairly in'iifinciiioiiiliinSt6ttiiml settings,'
4". ft, '

; ,r tLL

Target Population(s). Grades 1 postsecondary

,

Projected Outcome(s)
11 1

4! m ended

iliategie8

Suggested Action .Steps

1) To explore alternative 'cathode and

oterialt to:trend in the iimtmxtion/

evaluation prose.

r

2) To focus on a positive systekof

eveluetion to conjunction with

district policies. Ind standards.

1) 11111,111A1S SELECT1EVALIPTAIlIVUDEVELOPENT

to review, expand, and revise alternatives,

CCIAMIORATIVE CONSULTATION mono physical

education huff, evaluation specialists,

parent/student representetives..

Constraints: 3

1) Evaluation is not alloys viewed as an

instructional aid,
o

2), lnitrucbcw ley not be willing to explore

grading el termatfvei,

3) It is difficult to reach philosophic agreement

On the evaluationsproeesi,

4), StUdents have different.needs, interests, and

Resources:

Posible Cross-Reference(s):

AMP

1) Investigate A variety of instruction/evaluation tools.

Visit other successful programs
and collect Materials on diverse evaluation systems.

*How for individual differences by
considering contracting, alterpcin course cceoletirn,

of competency testing (criterion referenced).

Use nonsexist instruments to establish unit /individual expectations.

0 Peruse the literature to find normative, data which are nonsexist (e.g., new skills tests which

gsed both male, and female subjects to establish norms).

Consider a Pass/Fell or an A/Pass/Fail grading plan.
e ,

2) Develop a unified
eveluationpfocidure tailored to the particular 'educational setting.

Oetermine the objectives and desired areas of concentration for the ,instructional,program.

Explore the possibility of excluding skill grades and concentrating on participation assessment,

0 Build in goal setting by students and.fnvolve them in the formulation of evaluation criteria,:

Develop, a parent/student advisory, group
and use their input as ell program peficies are,developed,

o Evaluate the evaluation process
regularly and revise program directions as needed in order to

iorove student performance, increase
participation, *rove teaching reth'odology, etc,

i 29

,



Area of Concern: PHYSICAL ACTIVITY STAFF "

CeSq II WORKSHEET

Target Population(s): Grades 9.12

Specific, moue 8.
Dealing with sexist%nguage and state-level policies in athletics.

,t1m

,

r--.,ProjeCted Outtome(s)
Recommended

Change Strategies

I) To eliminate sexist policies in league

A

and state - level policies in athletics,

2) To inform all parties of the revisions

of polities.

3) To project future needs in order to

best wet tip identified needs of

students,

"

'j 4) To emitted the degree of success

atteined end/or emintsined e;revisions

e

of policiei occur.

WOmmaMm:. ...11.0,4,04.1mmam:44W,

BOOM elgr
I 4 U

1) TECHNICk ASSISTANCE fro OCR, SEA,$SOAC

representatives, and athletic governing boards,:

2) COLLABORATIVE CCMSULTATION involving

representatives free all concerned groups.

3) MATERIALS DEVELOPMENT to eliminate sexist

policies.

4) TRAINING for all league officers and

subsequently all people.

Constraints:

Lack of; 0

1) Clear OCR interpretations.

2) Colnitnie'nt at any level.

11) Accurate infonmetion. e

oss!ble Crossleference(s):

Suggested Action Steps

1)
Ascertain what existing policies are not in compliance with Title IX,

0 Revitw athletics policies at league and state levels.

,f) i Compare policies to Title IX Policies as clarified by
the.Ofilcefor Civil Rights.

Identify policies that are not in compliance with Title IX.

2)
Forrulate alternative policies that comply with Title IX,

Draft alternative policies.

Disseminate alternative policies to appropriate personnel\

3) Intone all involved par4ies of findings and alternatives in
order to reach consensus for adoption of

nonsexist policies.

Provide written invitations to local, regional, or state study sessions.

Use the media to inolveother interested parties.,

Take suggestions/reactions to official governance boards for action,.

Review official action to see if full compliance has been
achteved.,'Cornpare to OCR guidelines

for athletics,

4)
Develop, publish, and disseminate the revised policy statements,

Consider publishing an athletics guideline booklet,

'Include reference to changes in all official minutes.

Get public media coverage through use
of prepared press releases, T.V. interviews, and

articles in coaching Journals.

I Include both boys'
and girls' directors in all mailouts.

Provide in-service training as needed for all people,

5) Establish/maintain an ongoing athletics review committee to
periodically peruse all policies,

practices, and Programs.

Include representatives from all interested group's,"

Empower. the committee with authority so efforts are not in vain,
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IIMMENOVIIMINMEMOMME

CCSEE WORKSHEET

Area of CoEcern: PHYSICAL ACTIVITY STAFF
Target Population(s): Grades X postsecondary

,Specific Issue: 9, Scheduling facilities equitably for instruction and cocurricular actfeltles,

Projected Outcome(s)
Recommended

Change Strategies

Suggested Action Steps

1) To determine and ccuiunicite equitable

facility load rtquirementi.

2) To devise alternative schedule; to

accomodtte all participants.

3) To stlect,'Ittempt, and evaluate

verious solutions,

1)
ARAAENESS ACTIVITIES to gain an updated

knowledge of facility use.

2) TEAK 9tlIt0110 to establish continued

rapport along all caches,

3) sessions to provide intonation

regarding current rulings.

Constraints:

7 Presence of:

1) Insufficient and outdated facilities,

2) Overloaded multipurpose facilities.

3) Skewed priorities toward %Joe sports,

Lack of;

1) funds for new construction or reirodeling.

2) Physical space in which to expand.

3) Adequate msintenence and security personnel,

Resources:

Possible Cross-Reference(s):

1) '''Assess facility usage and communicate urgency
and need for change.

$ Conduct a use Attila,
cross-indexing occupation of buildings and grounds,

Review existing teaching stations and athletic activities.

$ Meet with all involved staff to discuss minima needs and preferences,

Point out instances of noncompliance with legal
mandates and decisions to increase board

and community awareness level in public meetings; distribute the use study,

2) Investigate the options available.

Establish en advisory group including site district, and community representatives to analyzi

available resources.

Rotate prise practice and gore times
(give participants, in the sport in-season preference or,

rotate the schedule on a weekly basis).

Consider reducing the number
of etbletic teams overall,

Shorten the length of competitive seasons to avoid overlapping.

3) Develop a system to solve future conflicts.
.0

Limit the meter of sign-ups for a certain class or offer it biannually,

Use outside facilities where possible and set up activities in non-traditional seasons (rotate

boys' and girls' basketball on a yearly basis between winter and spring).

Examine comity facilities as a back:* (churches, parks and recreation areas).

$ Hold advisory group meetings to
pre-deterieine student'and commnity interests and preferences.

Confer regularly with a mediator, such as the athletic director or principal, to smooth conflicts

and arrive at decisions.

Solicit input by staff questionnaires
regarding feasibility of solutions chosen.

Seek funds for additional building from
other areas in the budget, through fund raising

oriram the community through taxation,

a

26 2
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CCSEE WORKSHEET

Area of Concern: PHYSICAL ACTIVITY STAFF
Target Population(s): Grades 7 *.

SPeci0c Issue: 10. Este 'shing 'equitable budgets for physical activity programs,

Projected Outcome(s)

1) To determine the needs and interests

of the students and coordinate the

student intertsfindicators with

funding limitations,

2) To arrive at an equitable system

of fuming,

Recommended

Change strategies

.1.1wora. %Ow NMI. ma. /NNW,

ommal IMIInmOR

Suggested Action Steps

1) DTASNOSIS to ascertain sources and needed

'outlay of funds.

2) DIRECTIVE/THREAT/CONNOTATION by explaining

potential intent and imminent use of the law.

3) TEAR BUILDING to unite efforts of all factions

involved,

Constraints:

1) Tom people contend that revenueproducing

sports are entitled to a disproportionate

amount of financial support.

2) Limited funds are available,

3) Outside groups are reluctant to raise or

spend rely for activities which they don't

support or control,

4) Priorities may be decided on bases other

than sex equity,

Resources,

264

Possible Croce -Reference(s):

4

1) Conduct a'needs assessment of prngram requirements,

Survey the student population to project growth of programs,

Form a blue ribbon commission with representatives
from the community and each sport

to evaluate the expenditures on equipment,
supplies, salaries, transportation, awards,

and support services.

Project the budget to determine the costs necessary
for existing and new activities,

i.

2) Hake decisions about funding and sources for money,

Enlist the school board members and blue ribbon commission for input on reorganizing

and prioritizing program emphasis.

Communicate need and priorities in joint meeting with central office administration,

Y,

Inform funding source of implications of the law if
equitable funding is not achieved.

Eroloy collective bargaining to solve problem of inequitable
coaching salaries. Use

criteria, of'length of season, limber of athletes, number of games,
number of teams,

length of service, and other responsibilities.

1



CCSEED WORKSHEET

Area of Concern: MU ACTIVITY STAFF
Target Population(s): Grades 7 postsecondary

Specific Issue: floating with the
inevitable reverse discrimination issue in athletics.

Projected Outtome(s)

I) To attendee the goals and objectives

for competitive sports and to prioritize

them on an equitable basis.

2) To elleviete the for factor and to

, initiate ouningful limes of

trammicatice,

. 3) To view students as individuals

rather than by sex.

Recommended

Change Strategies

1) COLUIORATIVE CONSUiTATION among athletes,

coaches, athletic directors and aciolnistrators.

2) AillitSESS/TRAININ to break down segregation

attitudes.

3) TEAK Dt11101116 to provide a positive working

rapport,

Constraints:

1) Often when concentrating on building

programs, there is not soy to build boys'

programs, too,

2) Rosemont meg male coaches may result

fro the attraoted change.

3) Traditional, cultural, and value systems

often cooflict,with the law,

'4) Catching assignments my be given to poorly

qualified individuals.

Resources:

Possible Cross-Reference(s):

Suggested Action Steps

1) Gather information and create a situation in which problems may be solved
with as little conflict as possible.

Conduct a series of study sessions with
school personnel to focus on the objectives and cu,cores

for all student's.

Count numbers of teams and students being served,

Suryey the student body for interests in participating in Sports.

Utilize the results of the srvey to
determine necessary cuts in areas of least interest bang

ale teams.

Consider reorganization alternatives
(elioiration of one basketball teem could allow the addition

of three other teams for the tale cost).

2) Avoid negative attiudes and work
cooperatively is a staff toward mutual growth.

iraighten staff understanding through group
sharing of the problems and solutions worked out by

men and women coaches.

Share bulletins and advertisements about coaching conferences.

Unite in a local association to improve school conditions.

Glean information and advice on skill development or psychological techniques used by another coach.

Contact end affiliate with professional organizations,

Initiate a review of the strengths within the staff.

Display an interest in the successer'and progress
of all coaches and athletes Offer to keep

statistics for the softball or basketball team).

3) Plan strategies tM facilitate positive male/ferrate interaction,

Provide opportunities for.both seas to participate in nontraditional sports such as archery,

badminton, and volleyball.

I Display in a central location
paters, artwork, and photographs that depict athletes Prom all teams,

la Acknowledge all games and team
achievements of both sexes at rallies and pep asseraLies on an

equitable basis.

la Build visibility for the total athletic program by organizing home room or class tournaments

around inseason sports; Include athletes and nonathletes,

Feature individual athletes from each tee on a weekly basis.

26.7
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CCSEE WORKSHEET

Area of Concern; PHYSICAL ACTIVITY STAFF

Target Population(s): Ja-ei 7 postsecondaryINIIMM...11

:

Specific Issue:
12. Dealing with the lack of trained women

coaches to coach increasing

numbers of teams,

Projected Outcome(s)
Recommended

Change Strategies

Suggested Action Steps

1)
To provide schools and colleges with mere

teals:toren coaches.

2) To maIntain the bank of coaches presently

available.

3) To devise a continuos evaluation

sots of sound coaching and competitive

sports philosophy.

1) AWENESS of alternative methods of recruiting,

2)
01A6NOSIS/RESOUROE LINKAGE to determine and

tie together available Non and monetary

resources.

3)
OOLLARONATHE CONSULTATION uniting administrators

and coaches In policy making,

Constraints:

1) New staff are not being hired due to declining

enrollment; those hired have a
or limited

.coaching experience.

2) Support, salary, end fringe benefit
inequitiei

discourige'esching in girls' sports,

3) Definitions of success differ between
the

comity and individual coachs.

4) Pressure and publicity hove changed the

coach's role in positive and negative
ways,'

Resources:

268

Tessible Cross- Reference(s):

1) Seek and provide new training
and recruiting opportunities to

increase the amber of available wren coaches,

O Encourage universities
to offer a coaching minor

and additional extension courses
in physical

education and coaching.

Advertise the positions available'with
the colleges and universities

(send to placement offices

and the departments
bf'physical education and athletics).

la
Establish district university policy to encourage

the niring of women teachers who have coaching

competencies in diverse subject areas.

I Explore alternative sources of money to secure women personnel.

Retrain women coaches to develop advanced
levels of skill (send to training clinics, use buddy system, etc.:.

liscuss with the personnel department the
possibility of hiring accredited parttime employees as

coaches.

2)
Examine methods to increase commitment of the present

coaching staff to extracIrricular,activities.

I Develop an equitable extraduty
package for all sports.

I Encourage women who are teaching academic subjects to
obtain training in coaching,

Ensure equal treatment of all teams
regarding facilities, equipment, and PilAldith

3) Reinforce the lines of comunication with all coaches to
evaluate the relationship between stated objectives

and actual outcomes.

II Organize a sports organization and provide the
opportunity far Input in policy making and coaching

evaluations by all concerned.

Explore the value of intramural versus
Interscholastic competition at all levels by asking coaches to

write a philosophic statement of sports, to share
It with the other, and to come to consensus about what

they believe the primary outcomes for all programs
should be.

26,9



CCSEE II MBAR

-Area of Concern: \ PHYSICAL'ACTIVITY STAFF

Target Population(s).I Grades 1 miattondary

Specilc 'Issue: 13.' clelenting an
affireetive action plan so more women can become skilled

physical activity administrators.

u

Projected Outcome(s)

1) To recruit and eeploy women in

management positions.

2) To build a selective resource bank

of women available for eeplomnt.

lp

3) Te Monitor the process of

incorporating 0111 Into

administrative positions.

4) 7o encourage amnigerial mien to

become involved with physical

education activities.

Reionunended

Chan e Strategies

if DIAGNOSIS to as

turd tan in

ertain district attitudes

.1

!eldership positions.'

2) TRAINING to elevate the interest and

technical skill of men.

0

3) COLLABORATIVE CONSULTATION between the

teachers' association and school management.

Constraints:

Presence of:

I)
Traditional attitudes regaling the abilities

of men.

.2) Perceived role of woman solely as earner

of supplementary income rather than as head

of household.

3) Uncertain feelings about working for a men

boss.

4) Economic factors which prevent adding jobs

to the ',trimly top-heavy upper
levels of

management.

R ources:
r

fossi le Cross-Reference(s):

2-0

Suggested Action Steps

1)
Recruit women'available for top -levei jobs,

Assess, through. district evaluation
Office, the number of women presently within the.system

able end willing to advance to administrative positions.

Seek qualified personnel in and out of the district through
newsletters, posted bulletins,

and announcements,

Contact designated women personally, to make them aware °flab
openings and the possibility--

of creating new positions.

2) Train women to successfully fill a physical activity administrator's role.

Inform women about the jobs through in-service internships.

Conduct &miniworkshop on assembling results and writing letters of application.

Enlarge the advocacy base through organizations to support an "I can attitude and to Provide

,

t

0

role models.

Locate monetary resources which could be deployed in the training process.

3)
Evaluate and restructure the system to make positions available.

Conduct a needs assessment in physical education andathletics as
the first step in an

overall program,

Publicize the current facts on warren in management positions from the Bureau of Libor Statistics.

Publicize the facts about increasedInvolvement of girls and women In physical education and )

1

t

athletic programs.

Involve the collective bargaining agent in-the equality process.

Secure an ally in the central office by personal contact.

4) Measure the success of affirmative action.

Move men into positions gradually but systematically.

Give opportunity for feedback from all concerned staff by conducting a survey,

271
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CCSEE WORKSHEET

_of.Concern. PHYSICAL ACTIVITY STAFF a

Specific Issue: 14. -Providing support services for all physical activity prigrams.

11

Projected Outcome(s)

1) To provide equitable clerical assistance,

trainer services and equipment, and

asintenance personnel 'at the site level,

2), To obtain' district transportation

services for all athletes,

3) To showcase the positive aspects I

of the physical activity programs

on an equitable basis,

Recommended

Change Strategies

I!1

1) DIAGNOSIS regarding existing utilization

of site services.

2) COLLABORATIVE CONSULTATION involving site

and districtlpersonnel.

3) RESOURCE LINKAGE between' support services

and program needs.

Constraints:

Presence of:

I) tow prio ,rg,

2) Traditie;,, tioni of sex roles.

Lack of:

1)' Financial resources.

2) Trained personnel,

Resources:

272

Suggested Action Steps

(

1

I) Ascertain dia,repancies in use of support staff.
/

Provide staff with checklist of existing support servicas.
d

O Determine, by survey, areas in which increased support/services are needed.

Arrange planning meeting to include district idminii rators and site staff, .

i/Adjust existing services available tb areas deronstiating need,

Monitor revisions,

2) Review transportation needs of additional off-campus
instructional and athletic programs.

Compare budgetary allocations,

Consider feasible alternatives to additional, transportation
requests Iiirseasonal athletic

4ams oly travel together).

3) Utilize site, district, and community connunicaticns network to pAllitize physical activity

program, special events, and jpdivIduals as warranted.

(1

0 Consult with school newspaper and yearbook staff, principal, and district public inforontion

director.

Establish positive rapport with the local press.

Conduct workshop on public relations for interested teachers and coaches.

Stage demonstrations for students, parents, press, staff, school board', district perftinnel,

and feeder schools of instructional program actimies (back -to- school night, pep assemblies, etc.).

Involve community in awards presentations (banquets),

Invite on-site visitations.

II Encourage suppirt of all teams My the band, PePsters, cheerleaders,

Possible Cross-Refeience(s):
Procedures; Students.



,CC EE WORKSHEET

Target Population(s):
Aria of Cacern: AlffSICAL iCTIVIlY STAFF

Ile: 15.
Helping parents/booster clubs establish

policies, piscedurti, and activities

that proiide equal services to.
boys' and girls' athletic prigramS,

Projected
Recommended

7
Change Strategies

I) To foie a wide organizational base

Supooriing sea equity,

2) To establish effective, ongoing

cmfmnicetion with parents'

organizetiont.

. 3) To chenneX SWViCes on an equitable

basis for all teams.

"1.1...1.13..
Resources:

(

1) AWARENESS session to provide information

about efforts to comply with Title IX.

2) TEAR BUILDING with staff and community. -

Constraints:
1111CF.M11101..M,IMMIII

Presence of:

I) 7orger athletes who hold sepiole'stereotypes.

2) Non-educators in the organization.

Lad of:

1) Er..lenced and informed leaders.

2) A ccvsistent represetative base gong the

(=unity,

1,) Faculty involvement in activities,

41=1.ma
Possible Criss-Reference(s):

;274. ,

Cmounity.

ti

ffil =mom

Surnted Action Steps

1011..'

I

11
Organize and conkt A school/....

',ta booster club.

II Conduct a meeting of student athletes of both
sexes to generate names and addressei of

'potential participants in the club.

3 )end letvers of invitation s td parents
and staff and,hold an open house to

organize a

support qanizstion.

Establish a legislative subgroup to write bylaws that include nonsexist policies

and ACtivitf".:.

2, prnv 10 for intonation disseafnation between tie club and the athletic
department.

Inform oartnti. of school piny and guidelines for sex equity.

Posture parents at assemblies or Ores at least once during each season,

ft Keoruit faculty membas to participate in the meetings and activities of the organization.

Publicise the successes of the club's progrem with a slide presentation or other audiovisual

oaog tars,

0 1

highlight the activities and assistance of the del. and acknowledge outstanding
support through

notes, school and local newspapers, and T.V.

Deselop 4 pliey to provide support equitably to all athletes.

Nolte,' administration of support activities for fairness
(equipment person(s), trainer and

physician services),
o,

O Coordinate the goals and objectives of the booster club with those of he athletic staff.

. ,

as
Decide on the extent of monetary involvemerlt necessary to Include scholaiShins, awards,

donation of equipment and stipplies; determine the function of fund-raising
events.

Encourage attendance at all events through various forms of publicity. it

'2'75 .



CCSEE WORKSHEET

Area of Concern: PHYSICAL ACTIVITY STAFF

Target Population(s); Grade, postsecondary

becifiC Issue: 16, Dealing with colleagues who,mointain sexist behaviors.

Projected Outcome(s)
Recommended

Change Strategies
Suggested Action Steps

I) To neutralize the negative attitudes

of staff,

2) To assist colleagues in realizing that

sex ecJity con serve an a Springboard

c for total humanistic behavior,

3) To encourage staff to develop positive.

attitudes.

F
rt

4

Resources:

276

1) AWARENESS session to provide Information about

the effects of sex bias,

0

2)
DIRECTIVE.THREAT/CONFRONTATION to present the

definitive aspects of the laws,

3) TEAM BUILDING to
present a united team with

positive attitudes.

4) CONFRONTATION to provoke change.

Constraints;

Presence of;

1) Fear of changing

2) Fear of loss of power and control,

Lack of:

I) bareness of the potential effective program

outcomes,

2) Retognition of the need for change,

3) Understanding of the Implications of change.

Possible Crossieference(s):

1)
Use individual strategies to remove

fears of change.

I .Hold staff discussions
of specific methods for change and

techniques which can accomplish

goals with minimal reduction of efficiency.

Emphasize analysis of sex roles in all
classes and alert students to the contrast

between

old and new roles.

Coopt the opposition through personal
contact and offer solutions In a onetoone situation,

Confront staff with the prospect of legal
intervention by investigation from life

Give staff the option of
transferring employment to a different setting,

2)
Train all colleagues co be change agents (y

focusing on objectives and the means to accomplish them.

Revise the curriculum by adding lifetime sports
and fitness and de-rehashing competitive

and contact sports.

Simulate role reversal in games, drawing
parallels with other stereotypes to relate sex

equity

to all humanistic behaviors.

Point out desirable ways to treat all people as
individuals by creating hypothetical case

studies for discussion.

if Ask each department to
analyze an area of the program (discipline,

grading, facilities,

team sports) for any. lingering
indicator; a! sex bias.

Team individual staff members with role
rrodels who demonstrate equitable practices.
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G. PosisecondalyPersonnel

t.....

Those persons charged with the

responsibility of providing a' wide

range of instructional programs at

community colleges, universities,

arid adult education centers.

This section presents
change strategies and suggested action steps which relate to selected sex equity

issues common to the educational
leadership roles filled by postsecondary personnel. As defined, the pro-

grams provided at the
postsecondary level serve a' myriad of people. For this reason, the issues presented

here areinterfaced
with many target populations (students, faculty, staff, administration, 'comity,

and so forth).

.

Ame of the particular issues'
addressed in this sequence include pre-service and in-service training for

teacher educatqrs;
developing a viable grievance procedure;

expandingistildent personnel
services; eliminat-

ing salary inequities for professional and classified personnel; and developing
support for the establishment/

maintenance of a women's studies curriculum.
Readerslill want to study all other

worksheets as well, for

many resolutions' to the other issue areas are quite germane to pos',5econdary personnel.

Many of the most flagrant types of cex-discriminatory khaviors
occur on postsecondary campuses. Implemen-

tation of some or all of the suggested change strategies and action steps f and this section wouldbe a

demonstration oflood faith on the, pat of those
involved and might serve as a gbod begfnning for moving

TOWARD EQUITY,

278
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CCSEE II WORKSHEET

Area of Concern: P°510°ARY
Target Population(s):

Specific Issue: i, Responding to administration, faculty and student
apathy toWard Title IX,

Projected Outcome(s)

1) To provide higher education institutions

with a broad freashork for assessing

their educational pro; -ams for sex bias.

2) To eliminate sexist policies.

3) To change apathy to positive advocacy

concerning the otter of equity.

4) To evaluate the degree of success

attained and/or maintained as revisions

of policies occur.

Administration; faculty; Students,

Recommendea

Change Strategies

1)
RESOURCE LINKAGE AND TON BUILDING to provide

a support network of advocates for change,

2) CONFRONTATION to trove beyond bureaucratic

excuses to action.

Constraints:

Presence of:

1) Apathy.

2) floodlit, or ridicule ilwaixi equity

advocates.

Lack of:

I) ,Awareness and understanding of sex r9tilt',

2) Sex equity as a priority.

!

Resources: knitoring Title IX: A Guide to Action for the Volunteer Organization listed

260 in Chapter Y.

P

INwomminlaWK

It

ible Cross-Reference(s): Negative Attitudes,

Suggested Action Steps

I) Energize a volunter, group of concerned citizens who are committed to compliance.

Communicate with administrators in writing whenever pos,,J1e. If ycJ must communicate orally

(either in person or by telephone), you should send a letter confirming your communication,

Send carbon copies of your litters to the board of trustees, regents and State Department of

Education, as appropriate,

vin the noncomplying institution of the problems you have found. Request action, Offer to help,

Complain to the nontcrolyirclinstftution. Start by asking the affirmative action officer and/or

lisle IN coordinator for information. If you find little or no cooperation, file a complaint with

NEN, (Note: See li,,nendix for an example of the complaint process.)

Continue your involvement during the processing of the complaint.

- Request updates on progress and pply additional information you learn.

- Continue to monitor the Institution.

Nakethe noncompliance a public, community issue.

Notify board of trustees/regents of noncomollance,

Attend their meetings.

Ask to make presentations which InclJdt graphic examples or specific information

about the effects of noncompliance.

Use the media to inform the community.

Expose the noncompliance.

Stage public information seminars and media events,

Use picturial job and salary charts showing distribution of sexes in academic positions,

both teaching and administrative, if,equal pay for equal work Is not present,

$ Bring specific examples of noncompliance ,to the attention of your state or county Commission on'the

*.tatus of Women and your political representatives,

- Request their support for the enforcement of the law and their assistance in the noncompliant

I) Talk about your findings with others- chi rah, union, business and professional groups.

- Arrange a speaker's bureau with concerno ,tizens, '

?) Cunsider using confrontation to move beyond bureaucratic excuses to action,

Urge partrts and students affected b' the noncompliance to speak up, .

Build public pressure for the issue,

111 G1,1 awards for either action or inaction.
Publicize the presentation ,f awards by invitiiii th9uji

Arki

Dat hesitate to embarrass noncompliers, if necessary.

0 ep a record of wlvt you find, what you recommend, and what you do,

AsbNctre the positive''results as change becomes a reality.



&SEE -11 WdRKSHEET

Area of Concern: nsTsiccou

Specific Issue: 2,
Develcping viable grievance procedures for all people on complex

moos settings.

Target PopulatiOn(s): o . faculty;,Stoents;
Sta4; Administrators

.1.11.1111AIN

Projected Outcome(s)
Recommended

Change SiTateries
Suggested Action. Steps

1) To evaluate or develop a Title\TX

grievance par:tire.

2) To enJure the effectiveness of the

grievance procedure;

9

.3) To
'ine the role of the Title IX

coordinator in the grievance process,

1) DIAMOSIOLOS TECHNICAL ASSISTANCE to Identify

policies, procedures, and practices which do not

cceply with the requirements of Title TX

regulations.

2) TRAINING of the staff responsible for grievance ,.

processing.

3) FOLLOV.UP and monitoring of grievance resolutions.

Constraints:

Presence of:

1) Fear of reprisal, harassment or retaliation.

2)
Dyirsoiplicated administrative structures,

3) OCR backlog,

Lock of:

1)
Assurance of con:identiality for All parties.

Involved.

2) rollorwp and monitoring of grievance resolutions,

3) Open and objective attitude,

bogus:
Title IX Grievance Procedures:

An Introductory Manual by M. 44thele, and

S. McCune listed in Chapter V,

Possible Cross-Reference*. Students; Instructional Personnel; Policy /Procedures.

1) 'Evaluate or develop a Title IX
grievance prqcedunt,that provides

equity and due process for all i

parties concerned,

e Determine what models of grievance procedures
exist.

I Identify the factors external to the procedure
which May provide standards, models or options which

should influence the grievance procedure (state laws and
regulations, etc.), '

Evaluate or develop the various internal
structufarcomponenti of the procedure to ensure their

appropriateness and effectiveness (who may file; what constitutes a grievance, the Punier apd

levels of processing steps; timetables for each step, etc.).

Evaluate the role and functioning of the Title Itcoordinator
In. ensuring the effectiveness of the

grievance procedures and related compliance activities.

Ascertain provisions related to the basic procedural r of the parties to the grievance (e.g.,

grievant's right of appeal; access to relevant agency/instqWorial
records; protection from

retaliation; and confidentiality of grievance proceedings).

OetermleOhe effectiveness of the disseMination of information
describing the grieVance procedure

(written materials, systematic briefings, etc.),

inform entire college/university community ist,.!ents, faculty,
staff) of the grievance process,

2) Provide adequate traininn for staff responsible for grievance processing.

3) Develop and implement a prccedure for followup and monitoring of grievance resolutions.

Conduct periodic compliance assessments and reviews,

I) Consider:using outside experts as objective review agent
for ;elected grievance issues,

1

282 if;
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CCSEE 11 WORKSHEET

Area of Concern: POSTSECONDARY

Target Population(s): h Teacher Training

Specific Issueo 3, InterfaCieg sex equity concepts into preservice and iervice

teacher 'training,

Projected Outcome(s)
Recommended

Change Strategies

1111....11

Suggested Action Steps

11 To. instruct students in how cultural and

sexual identities influence the growth

and development of individuals.'

2) To give students a basis for appreciation

of ail ticul tural includes recialethnic

cultures and sexrole cultures) identify

and diversity as factors to be considered

in the \organization of educational

institutions and services.

3)5 To elucidate the general principles'

relating to educational equity and the

specific issuesof sexrole stereotyping.

and sex discrimination in education.'

4) To clarify the specific requirements of

the Title IX regulation and other Federal

and state nondiscrimination laws,

ST To provide students with the knowledge'

and skills for the identification and

correction of discriminatory policies,

practices, and programs.

6) To extend the curriculum into areas such

as nonsexist, interpersonal relationship

skills; nouraelst, nonsexist curriculum

development; equal eoPloyment personnel

mariageyent; and development and implemen-

tation of strategies and techhology for

achieving equity in location.

II AWARENESS strategies to help studenti and

teachers become sore cognisant of the nature

of sex;le stereotyping,

2) DIAGNOSIS PLUS TRAINING to delincte and

remediate those forms of sex bias found in

teacher behaviors and educational practices,

3) MATERIALS SELECTICW/ADAPTAllON/DEVELPINT

Constraints:

Presence of:

1) ,Male- dominated administration
and department

chairs in Schools and Colleges of Education,

4 Conti icting ties.,

DecliWg'enrollrents in teacher education

programs,

Lack of:

1. 'oldership by professional organizations

such as KATE.

2) Face'ty Inclination to take the problem

seriously.

Resorces: lirplementintlitle .TX and Attaining Sex Equity; .Applicatfon Materials for

'Teacher Educators listed in Chapter A, Also lee additional recomerded print

and nonprint resource listed in Chapter V; "Teacher Education: A New Set of Goali,"

, by S. lleCu........1; %Meta Earle, American Education, Vol, 13, Ilii..._..._._,..1(L

Possible Cross-Reference(s) Instructional Personnel; Instructional Materials.

11

I) 'EFPIore the varies vehicles of sea -role sncielizatien and manifestations of sex bias in schools,

I Ermine scnool personnel benaviur, counsom,0, 0h6
;11d1hro, sex-SL'Iegated schools and school groupings,

k em'sm1,1i em'mcation, physical education and athletics, extracurricular activities, and role modeling

in" the
1

tinsebion profession,

. ObSeree the environmental settings (bulletin boards, trophy displays, etc.).

2) Assess sex bias in the classroom

Observe AO cognitive and
affective classroom environment by WI ; and answering the Follow*:

, toes, the teacher interact with females and roles similarly?

Is the teacher's language free of sex bias?

Does the teacher treat females and males similarly with regard to standards for dress and

appearance as well as class tom rules and privileges?

- Does the teacher express si
lar expettations for females and males with regard to attitudes,

,abilities, career goals, work ssignrrents (eillovisual aids, messengers, etc.)? -'

Does the teacher arrange all vi al display material, to avold.bias?

3) Identify Wring sex bias in teacher education courses.

I Initiate institutional selfevaluations to review teacher education policies and practices as

,reladd to sex bias.

DeVelop affirettive ahion plans to cornet discriminatory practices and programs.

Dissociate information related to Roil to other departments on cams and to other teacher

education programs.

Previde leadership within the college or professional organizations for the development of

pregranotic efforts which address sexisr in education.

o Design anteliisemlnate research
which,addresses problems of educational practice and sex bias.

Read,,educational journals and other related literature to keep Informed about sex bias research.

1) Identity.sex bias in Instructional materials,and procedures,

Develop a center. of nonsexist materials, available for use by other faculties as well as teacher

education colleagues.

1 Learn to distinguish between materials that are sex biased, sex fair, or sex affirmative.

ell Develop and apply criteria far Nonsexist materials regultrly,



Area'of Concern: POSTSECOOt

CCSEE -II WORKSHEET

Specific issue

Target Population(s):
Women students; Student personnel staff

4. Providleg expended student services
to serge full-time and port-time women

students In non-academic areas
(admissions, financial aid, institutional

regulations, currieule planning, student Personnel services, etc.).

:Projected Outcome(s)
Recommendid

Change Strategies

Suggested Action Steps

11 To 014aate efoission
standards that

differentikta between the SOIL

2) To eliwinatt.institutional preetices

ossl resphniible for denying sawn

equal Icon to financial aid for

Postsicondery education.

Al

3) ifo'rerove rules end regulations

which raise barriers to women's

postsecondary educition,

4) To provide for flexible and varied

curriculA planning to meet the

identified needs of ellidenti
rt

5) to provide adequate student personnel

Services for all students.

Resources:
Berrien to keen', Participation in Postsecondary EcluLuir, , listed in Chapter V.

1) OIAGNOSISPLUS CONSULTATION to ascertain

if compliance has been achilved/mtintained.

2) RESOPRO LINEAGE to help review educational

pang. and practice and to ;ignitor progress.

it

Constraints.

1

presinceirbf:

1) Psychotogical and social factors welch,

underlie existing traditional treatment.

2) Monetary

3) Dt4 priority issues,

tack of :I

1) ACtIVE, encouragement and.support.

2), fligitleiel of trutt2cooperation.

Possible Cross-Reference(s): Counsel ngyalents; Administration
of

Student Services.

286

1) Revio, all student services
in non-academic areas to determine sexist areas and possible alternatives

for.cormliance,

Survey admissionprotices to
determine discriminatory age,ceilings

for applicants; limitations'on

part-tire study and transferof credit; and the associaliion of eligibility for admission with actual

401 placement after graduation,
particularly in vocational and technical programs.

Survey financial aid practices to
determine unequal access to postsecondary

education vie making

tcholarships, fellowskins,'idd loans more
available to men than women; restricting financfdlaid to

full-tine students
only; withholding fi uncial a; '..liptien who are married, pregnant, or Whorl;

failing to provide en adequate varie'.... 0 deferred payment plans; failing to provide finer...14 aid

for child care and other related ear
limiting employment opportunities toy inmep students;

nit and result students, or for part-time and full-time
imposing different cost bases

students, etc.

Survey rules and regulation! pro
Academic creditexamination or credit for non-traditional

learning; and residency, i'Lth,iance
of course load, time limits for completing programs, enrollments

in particular courses, Net%

el Survey the flexibility in
curricula planning Cy using such variables gc location and scheduling of

courses; opportunity to
courses or'Programs; availability

of external degree programs; access

to academic resources; difi,
4itween part-time. and

full.tiMe students; and the availability

of l 't-time clerical t. ;.'h! osork.'

Review all student' pet smiihel servicesin
particular, counseling and orientation services; availability

of child-care facilities; and gynecological services and information.

2) Establish/maintain an ongoing advocate
student services review committee to periodically peruse all

policies, practices and programs.

e
Include representatives from all interested groups.

Empower the ortolan with authority.

0 Conduct a needs assessment
toYdetermine the degree of success attained and/or maintained as revisions

of polkles occur.

a Execute a p Tied media approach through the use of prepared pass releases, reprinialof current OCR

, v

\ findings, scheduled
appearances of advocates and local comuoity mad



CCSEE II WORKSHEET

Area of Conceit POSTSECONDARY

Specific Issue: 5, Developing an applicant pool of qualified women and minorities;

0

Projected Outcome(s)
Recommended

Change Strategies

...=011.b...1111111,-

Target Population(s):. Loren; lirori ties; Affirratir
'Action

I., a

Suggested Action Steps

1) To move the discrluirotiin that still

eAlStS in In, itntionil encloyunt
t

policies and practices,

, 2) To make continua and conscious efforts

to recruit qualified Individuals from

all groups in our society,

3) To select the most cogletent candidate

regardless of sex, race, or national

origin,

4) To'help iddividuels iniolved.in elf)0Yee

selection to be infoived of and twitted

to the 'goals, purposes, and procedures

of equal eqlo)ven t opportunity.

To develop an applicant pool of

qualified women and minorities.

ri

1) TECHNICAL ASSISTANCE to provide review

and evaluation of sex discrimination In

academe.

4,

2) COLLABORATIVE COISULTATICaN AND RESOURCE k4NKAGE

to pro Vide, a continuing network of qualified

women and minorities.

Constraints:

I) Search coaraltteet can be misused,

1) Previous experience often described in

terms of traditional settings rather than

skills required,

3) Interviewers my be biased.

4) Potential female candidates lack visibility

and access.

5) Patriarchy is often present in higher education,

6) Integrity of selection process nay be

regarded with Iskeptisiam,

Resources:. Selecting Professionals in Higher Education: A Title IX Persolctive by ily

Taylor and Donna Shavlik listed in Chapter V,

Possible Cross- Reference(s): Instructional Personnel; Administration; Policy.

)

1) Review and evaluate employment in. postsecondary
education and coke attjuimmts to remedy the under

utilization of woven and minorities.

Devise a variety of plans for fillingmprofessional vacancies,.

Regardless of selection process used, Wee records to demonstrate nondiscrimination in employment

practices,

Appoint search committees that are properly codiltuted, thronged, monitored,
and held accountable

for equal molopent opportunity,
a

r Prepare the position description, assuring
equal opportunity by specifying job qualifications in writing,

Use language that does not exclude women.)

Invite persons familiar with the position to be filled, and those whose activities are directly affected

by the
incumbent's work, to express their opinions about the job description and qualifications,

0 Describe
qualifications In terms of skills required for job performance

rather than in terms of past

positions held.

Establirin an internal', centralized
mechanism for listing, pouting or circulating announcements of

m

position openings.

Post timely notices of all vacancies, including an accurate position description, In publications

such as The Chronicle of Higher
Education in order to start a nationwide search for qualified

candidates.

. 2) Utilize a resource network to increase the institution's chances of reaching a broad spectrum of

candidates.

Determine whether adequate murders of qualified women and
minorltroroup members are represented

in the applical pool by comparing their percentages in the pool lifth'(i4ures which indicate their

availability for the particular job for which applfcints are being recruited.

Use continuing subicriptIon service
,such as Professional Women and Minorities: A Manpower Data

Resource Service which includes updated
Information on enrollments, degrees, and work force

'
participation In all fields by sex and minority status,

I Seek candidates for
nomination from individuali and

'groups most knowredgeable about those groups

which may be underrepresented in the
pool of candidates from:

The Nigher EducatioeReferral Service (PrqS)

The Office of Women In Nigher Education
of the ;ceder Council on,Edunatinn,

The Association of American Medical Colleges.

The Association of American Law Schools.

The American' Association of r,niversity &pr.

and conferences, meetings of
rational associations for slrfo,p Disciplines. etc.
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CCSEE WORKSHEET

Area of Concern: pos.

Specific Issue:Issue. 6, Eliminating inequities hi salary scales for prpFessional and

classified personnel.

Projected Oittome(s)
Recommended

Change Strategies

. .

Target Population(s) 0 fro f;1=.essival alto classif4o personnel

Suggested Action Steps

1) To devise a method for detecting and

analyzing salary inequities for velefn

and minorities.

2) To eliminate inequities in salary

stales for professional, and

cipsifled personnel.

I) MAMIE PLUS TECHNICAL ASSISTANCE which

Includes facts gathering, data collection,

and prescriptive analysis to facilitate

needed change,

2) COLLABOWIYE CONSULITION
MD RESOURCE CiliKAGE

to include culde range of representatives

1) Develop a method to detect
salary Inequities for women and minorities which permits easy updating

and continued analysis on mom, biSi$.

al Peet with meters of the administration and
affirmative action one to discuss plans for the

proposed salary study. Enlist their 'support.

Uotain tne voluntary assistance of a professor
o'f quantitative systems as a consultant,. .

r

$ Devise a me thod ct grouping the faculty [department, college, etc.) to
determine camarative

committed to equity. analysis.

3) TPAININD for depart mat chilrper:ons and Check with the college or university
administration, public information office, public relations

various department and college affirmative office, department' offices, etc., For personnel data.

actioend perSomhel ccamittees. Obtain a copy of institution's NEM reports.

Collect the following profile data for each faculty meter of theoraup under study:

- Actual contracted annual salary.

Year of birth,
Year of highest degree,

IndicatOr of highest degree.

- Sex,

Racial lethniC background,

$ Adjust all fiscal personnel to be put on an academic basis.

Devise a system to evaluate tangible and
intangible:data such as quality of research, publications,

unique educational or work expellences, and committee aSsignments

Constraints:
orrirame~4(4r,Sreawp-

Presence of:

1) Administrative authorities resistant to

change.

2) fear.

2) Organized restraibt,

Lath of;

I) fuhds to reconcile salary inequities,

2) Effective precedents, as witnessed by ai

caviller treatment of sex discrimination

otlegiciens,

Resources:
Rases Education salary Evaluation M plusI

other references listed in Chapter V.

4

Possible Cross-Reference(s): Poiloft The Ent; Administration ProCedurei;

Ihstructionel 'Personnel,

Use a computer to summarize findings once the data are collected.

Analyze findings.

2) Establish an ad hoc COTO ttep which
includes interested women and minorities who are concerned about

alleged salary inequities.

Meet with the administration to discuss findings,

Enlist the support- or a variety of campus representatives (American AssoCiation of University

Professors, Faculty Senate, Faculty Ikon's Association,
American Federation of Teachers, etc.).

Keep them informed of findings and progress:

I Prepare a press release of findings.

Develop a close working relationship with the affirmative action officer,

hrgeothe administration of public educational Institutions to request special legislative 1

appropriations for necessary salary adjustments.

Request secretarial assistance and release time for chair of salary study committee.



.r

CCSEE .WORKSHEET

Area of Concert POSTSEMY
Y

Target Population(s):
RrscrtiI i:otkirecl

Specific Issue: . 6. Elisinaqng lotoultno in salary sales for professional and

enjoined personnel - Continued, , 0-

Projected Outconte(s)
Recommeided

Change Strategies

1.

3

Constraints;

Resources:

2 9n

Possible Cross-Reference(s):
4

Suggested Action Steps

3) Provide inservice training for all departrental chairpersons, deans,
and various department and college

affirmative action/personnel committees.

Use the salary analysis studies
to develop procedures towird compliance.

Include report of hiring patterns in all future salary studies. Obtain data concerning numbers

of openings for fealty positions; weber
of applicants; 'sex and ethnic background; and

thtaretical applicant pool.

0

4

.a?



s.

0

a of. ncern: FOSTSECZARY

MOE If WORKSHEET

Spect$ c
T.

Developing support for women's studies
curricula arid programs,

,Projected OutcOme(s)

1) To develop a women's studies advisory

aortae.

2) Tolevelop and aplementm curricula

ofemeen'sstudiessisich'aimsagive

clarity and organization to the

existing, data on women.

3) To 'increase research in new
and

.
neglected areas.

4) To solaria and evaluate theory

related to women's issues,

5) To sake is knowledge available

to both the college/university

and amenity men and women,

1

Recoinmended

Change Strategies

101*.
Target' ;-,en itAmts;,'''en's ies.

4 4. ' faculty; Student personnel administrator

I) TEAM BUILDING AND BESDURCE LINKAGE to

develop a coureSe of action.

2) PROGRAM DEVELP(NT

ori,

3) X41914155ELECTTO11/ADAPTATIGIUDEVELOPMENT

to ensure a quality academicprogram.

Constraints;

Presence of:

I) Paledtminated administration Ind

department chairs.

2) Conflicting budget priorities.

3) Rid tape,

4) Faculty and administration feelings
of

distomfort and threat over
changing nags,

5) Apathy among amen faculty and students.

e

Resource See print and conprint materials listed in Chapter'V,

-Possible Cross-Reference(s);

Instructional Personnel; Counseling; Students;

Instructional Niterials; Media.

v

&Rested Action. Steps

1) Bolist the support of a variety of concerned
representatives of thecollegeitiniversity community.

O Formulate a women's studies advisory
committee which includes representatives of each

college, as well

1
as students, connuity members, and a

rbpresentative multi- ethnic cross-section.

Conduct a needs assessment to determine the interest
and resources available.

a Open all meetings to all interested groups.

Engage the support of the National Women's Studies Association, Ask for their help.

2)
Develop an interdisciplinary curricula/program of women's

studies which'emphasizes the development and

evaluation of positive strategies for social change.

al

1: Survey facility concerting their Interest in participating
Tn the design and implementation of women's

studies courses.

Publicize courses within the college/university community
lelemsranda, flyers, posters, student press,,

faculty bulletins, etc.),

9btain public media coverage.

Cooperate and work closely with existing ethnic studies programs,

Identify, recommend, and appoint a director/coordinator of
women's studies who has the depth of

experiences, qualificationt, and skills necessary to ensure success.

Search for on individual' whose academic career will
be enhanced by his/her work in this tosition,

Develop a resource center for women,. providing referral and
preregistration advice as a service to

,

the college/university and the cavity,

° Provide adequate research funds, secretarial assistance, and travel
funds for the coordinator/director.

Provide adequate budgeting and/or supplemental financial
assistance for the program,

Monitor the position of director/coordinator of women's
studies 0;Pdetermine what additional support

P '

services are required.

Develop a women's studies newsletter to facilitate
coordination of faculty and student activities.

9

Provide a forum for discussing the structure, policies and
goals of the women'; studies program; its

Impact upon the curriculum of the elementary, high school and
college levels;.and its relationship to

political stion and social' change,

$ Coordinate research proposals to avoid overlap or duplication.

rt Invite speakers to campus, possibly In conjunction with
aready.fundedprograms such as the Public

Lecture

m
Series.

, ,/



r. .CCSEE \, II WORKSHEET

Area Of Crincern: POSTSECOORY

Target Population(s):
ticre

,
studetts; 1,'ortett's $tudics; faiaitri r.:itd:ent porsonne' ertinistration

Continued

. .
Speainc, for'w studies ;curr i cula andprograms Continued.

r

Prof acted Outco!ite(s)

Q

Q.

, Recommended t

Change Strategies

4

es

Constiaints:

1.

Resources:

;296 I

Possible Cross-Reference(s):
iv,

Suggested Action Steps.

1=1.11,0mMIN

3) Provide opportunities for the sblection/adaptation
and developeent of materials Inwasen's studies.

Evaluate existing gorses car adequate
representation tf women in course content as well as nonsexist

language.in books. .

11, Work closely oith a research librarian to prepare
guides of materials related to women's issues

fl

and equity.

.

$ encourage scholarly and professional
publication in such journals as Women's Studies; al;

Women's Studies Newsletter; lest; etc,.

Identify resources which desctibe research or research in progress about women (abstracti; clearingl'

hoses journalsv.newsletters, etc)



0 CCSEE -11 WORKSHEET

Area of Concern: MISECNMIRY

r

TargetPopulationls): faculty, Students, Aciministra'ors, Counselors, Commupity

Specific Issue 8, :Helping postsecondary

as change agents.
C

per,sonnel tobeccmi aware of their role

Projected Outcome(s)
Recommended

Change Strategies
Suggestenction Steps

4

I) 'To assist tostsecondary personnel

. to view themselves as change agents?

(educatois) who can change/adapt

interval and external environments,

I.

2) Tp aid'postsecondar pertonnei in

developing a wide variety Of skills

and prObleolving techniques.

3) To recoglite and utilize the fn

importance of, Institutional And

calamity support, ''

elf

1) DIAGNOSIS PLUS CONSULTiTION to achieve

intentional and 'Planned change. ;

2),,RESOURCE LINKAGE to energize the system

to change.

.

3) LEGISLATIVE INTERVENTION to involve the

authority of law or administrative policy

behind the chpnge to be effected...

4

Condit*

Presence of:

1) 'Conflict, guilt and discontent,

2) Coercive controls by topntinistration.

1) Dysfunctional attitudes.

Lack, of:

1) Creative adaptations to changing conditions.

2) Polftichl expertise to effect change.

3), Influence and power.

41 Professional attitude of change agents.

Resources The Planning of Change end Visuiiizino Change listed in Chapter. V.

a

POsible Crass Reference(s):: A...inistration; Instructional Personnel;

Counseling; Comity,

298

1) To recognize and identify unmet needs and
incongruities between the institution and

Its goahs of sex equity.
V

Initiate an institutional needs assessment to determine sexist areas and possible

alternatives for bringing about compliance,'

2) Involve as ny potent segments of the institutionncomnunity as possible to achiev'e wider

participatio , more internal cohesion, better crossgroup linkage, more effective planning, etc,

3) Define and redefine the problem(s) through interaction (governing boards, faculty, students,

administration, organizations, communities, etc.).

Derenstrate how to recognize and define:equity needs,

Dmienstrate how to diagnose problems and determine objectives.

Disenver how to select and acquire relevant resources,

r1

e Establish criteria to select, create, and evaluate solutions to determine if they are

meeting equity needs,

4) Develop an ongoing internal and external sex niiity network,

Use the human resources available to act i5 interveners to help foster intentional

change.

Depend on knowledge, influence, persuasion, personal interaction, charisma, experience,

diagnostic skills,ionfrontation, etc., to effect change and bring about equit,.

299
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1,1

H Students-Student ActivityDirectors

41'

ff

Studentswe the people who attend, study, oiserve,

and participate in, the,educationa process. They are

the nucleus of
education, around Whom the p ofession

is established, and or whom it functions, Student

activity directors are the people who are responsible

fP the organization and
management of student

services, activities, and governance processes,

r

Traditionally, students ave been subjected to educational products and processes developed "in their best

interest" .for their use; but have these
materialsitechhiques been deVeloped with the benefit of

student ipput,'
Often.studenis are not tasked to Orforrto their maximum potentialo to share their best

ideatYand suggestions; or to exert their influence on one another in pOsitlye ways, even in higher educa-

'tion.* The IX trolations mandate
thatituoents be informed:about the law and its processes,. but

discussions with students about sex,equity many
times remain a low priority. '

This section contains
Information and insights Which,have

been developed as a result of the involvement of

both Students and directorsdof student activities. The information addresseslspecific issues and concerns

land ,encourpges otheri to work as change agents within the school system and society an order to achieve

sex equity.' In addition; this sectionemphasizes the inclusion of students as active participants fn the-- ri

proposed change processes
6ecauie students can provide the enthusiaftic dcceleration,of

positive attitUdes

among their peers, their
teachers,ind their families. They can be the agents Who make the difference in

the efforts,of all to move TOWARD EQUITY.,

rk,



CcSEE H WORKSHEET

VNI1Wmw.m~.......mmpgrrrem....m.ormr.
Area of Concern: STUDENTS AND STUDENT ACTIVITY DIRECTORS

Target POpillati014,): Grade' s 5
postsecondary (impact on X 4, also)

Specific Issue: I, Recognizing the role of the student as an influential change agent.

Projected Outcome(s)
R commended

Ch ge Strategies
Suggested Action Steps

1) To increase student awareness, under-

enditceptinceofTitle IX

and sex equity laws.

2) To develop a cadre of supportive

students to act as role iortels.

3) To utilize student influence is

w a catalyst for̀ change.

1)
NATERIALS SELECTION /ADAPTATION /DEVELOPMENT

for

increasing student knowledge.

2) TRAINING and AktitENESS ACTIVITIES for

participating students.

3) COLLABORATIVE CONSULTATION and TEAM BUILDING

between selected students and other students,

staff, and ccenuOty hubers.

Constraints:

Prtienceaff

1) Fear regarding public/peer PrAsefttAttP1'

2) Overload and dellndi on influential students,

a

took of:

1) 'Adult,roli oodels.

2) UndertUnding of us equity and the need for

, 0

3) Acknowledgement ofi the Influence of students on

peeri and yountor students, '

page% Chapter VI Weill Resources, The Law, In the Clissrocm, and Ininstructionel
Materials,

rte8°Urvb°11 (Recteend Project Awareness materiels for attitude surveys, etc.)ys, t .

*lased on Success of 'Equii Opportunity In the Clasiroce research and project developed under

auspices of Los
Aigales county Office of Education (lee Chapter V, General Resources; ,

THIS for Educational Leadership,
No, 1, 1916).

ifike Chapter 0, Genera/ Resources.

Possible CrossReference(s):
,

W11111

:1) Expose students to a variety of materials related to
Title IX and sex equity,.

Arrange for classroom and cocurricular film,
filmstrips and guest presentations. The latter

should be adult role models troll
non-traditional occupations, sporti, and other settings.

Conduct follow-up debriefing activities in which
students discuss their reactions and attitudes

'toward sexroJe stereotyping.

Have students list characteristics of ideal
males, females and human beings; mere. Include

physical, emotional, and intellectuarcharacteristicsand
behaviors toward others,

./14ininister student attitudinal surveys:

4 Discuss Title II and sex equity as they relate to all people
tri a bon rIghis point of view,

Z) Select and train student opinion leaders,

Choose a cross:section of students, r, presentative of formal and inforal groups, rale and female,

thus ensuring contact people with whom all students can refate, clbserve students with whom others

Communicate and by whom others are influenced.

O Treat selection to training groups as an honor with special significance. (ReseuN !' ast experience

have indicated that students respond in a positive gunner to high
expectations and positive interaction,".)

Disseminate a folder for compilation of training materials, Include copies of Sadker's Student Guide

to Title Is. and local Title IX information,

Have students conduct extensive studies ore:mous
publications, activities, progress, course listing!,

Instructional materials, use of facilities, etc.

Enable students to exchange personal experiences and knowledge of situations
in which th'ey or others

Save been limited, because of traditional sexrole attitudes.

Encourage crois-level tutoring, participation in nontree:100nel CiaSSerdnd actiQI Les, and other-

situations which will provide the opportunity for'setting positive examples,

3)'. Initiate change through the students who have been trained.

form sell teas for presentotions to other students, comanity steers, and staff,,

Involli ftudents in ongoing rimedfatioo procedures and in generating solutidns.

Boa



Area of Concern: STINTS AND STUDENT ACTIVITY DIRECTORS

mmimoriwir

CCSEE di WORKSHEET

Tgget Population(s): Graucs pbs!wonciry (all stOgnts)

Specific Issue: 2. Developingve opine and distributing sex
equity information to aii students,

, Recommended
,Projected Outcome(s) change Strategies

1) To establish lines of communication

with students relative to Title IX

and sex equity occmitment and

implications.

2) 10 increase student participation In

distributing sex equitilnlormetion.

3) To maintain ongoing dissemination

procedures.

Resources'.

304

11.1=.0.1111MIP=1,

a

Suggested Action Steps

1) MATERIALS SELECTIRADAPTATICO/DEVELOPNENT by

and for students.

2) TEAM BUILDING among students,

3) TECINICAL ASSISTAkEIRESOPPCE 'MAE between

students and local Title IX officers, SEA,

SING, G4C, and other sources.

Constraints:

. 1) Students not included in compliance planning

strategies,

2) Policy and legislative materials
are written

in'educational jargon.

3)
'Students are, the last recipients in a filtered-

dawn comounication system.

4) There Is confusion regarding sex equity

A,'

information,

P I ibis Cross-Reference(s):

1) Utilize existing resources and methods.

Nave student representatives from student groups and publications work on revision of

handbooks, course catalogs, newsletters, and bulletins,

Include initial policy statement on all major student publications,

Publiib appropriate grievance procedures and examples in student newspapers.

e Spotlight sections of Title IX regulations in
editorial columns, with clarifications

and explanations)

Enclose sex equity information with registration
materiels, letters to parents, end/or

grade reports,

Publicize exemplary programs and activities, with photographs.

2)
Assign .responsible students to specific tasks.

Asseinble and distribute a simplified Title IX
student pamphlet or booklet.

Develop a "sex equity infonations section in the
school newspaper' (questiononstar, etc:).

Design bulletin boards end make poster's featuring
information relevant to sex equity.

Have older students put on skits
and conduct .infonnal discussions with younger students

and parents.

3) Arrange for student contact with various agencies.

Establish student liaison committee,
This group will receive updated information by written

ccommicatIon end conference,participatIon,

O Encourage students to visit sex
equity resource organizations in,their area (see list in Chapter V)

on field trips, etc,, to increase their awareness
of the functions and interfacing of variOus.agencies

and organizations.

Create a student Title IX position on the student cabinet to
coordinate and monitor activities,

4lIncourage Students to maintain ongoing dissemination activities,

Set up a calendar or schedule far dissemination
activities.

Work out an appropriate distribution system,

305
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'(CSEE- If WORKSHEET

Area of Concern: STUDENTS 1,10 STUDENT ACTIVITY DIRECTORS

Speed*, Issue: 3. Educating all students regarding their rights, including use of fair

grievance procedures,

V14.11111110.

Target Population(s): ;: postsecondary WI studentsIstaff

O

Projected Outcome(s)

1) To feedliarize students with their

rights,. respnsibi 111.186.4nd total

bon potential as contributing

ambers of society,

2) Ty acquaint students with the poiitive

i
aspects of aorkfo9 within the eYttel

4,0

to eccoplish change in the area of

sex equity.

Recotamehded

Change Strategies
Suggested Action Steps

1) ANARENESS ACTIVITIES and ',HURL ASSISTANCE

for students and,staff to inform then of

current laws, regulations, policies, and

imgllcations,

2) MATERIALS SELECTION/ADAPTATION/DEVELOPMENT

for nonsexist instructional environments.

..e

Constraints

...Presence of:

1) rear of causing students to make waves,

Lick of: e

1) Stiff understanding of the purposos of

educational legislation.'

2) Staff ail i student knowledge regarding local

grievance procedures.

--3) Acknowledgement of studenta" and people's

rightO know causes and Piocetres,' -
a

Resources: 'Students' Rights And lesponsibilities
California State Departrent of

Eduution'1978. " , " .
; i

*SehChipter III, Section A on The law. See,Chipter V for resources on The law,

article in the Houston law bylaw and materials developed by

McCune and Matthews; also, the FedeFal Education Newsletter,

0 r

,Possible tross-Reference(s)1

. '1

II Provide updated information, Interpretations,
and explanations to all tkerned Pirtles

Contact OCR, SCA, SOAC, and local legislative compliance person for information regai.ding

current legislation pertaining to students and recommended guidelines.

Request crsultant assistance for staff in iervice and student presentations,

ail Create instructional settings conducive to discussion of citizenship and current legislation

regarding students' rights. Emphasize responsibilities accmnying rights,

ip tine students work on projects in which materials are developed for practical application,

Translate legislative jargon to simplified language, encourage involvement in local, state,

and Federal Campaigns, etc. '.

Invite local legislators to speak on campus 16°5 sex equity.

'kirk with advisers and instructors to moderate student debates on issues In sex r4Jit,k

Include legislative information in the school newspaper,

Elicit:feedback from students and staff.

2) Encourage students to follow appropriate channels!.

41 Acquaint students and staff'wlth local policies, rlgulationS, and procedures relative to

complaints and grievances,

1:Sthlt late student discussions on ways In which *pie express dissent and/or dIsagreerot

'and the andel ted results (violent methods versus nonviolent,
destr-uctlor of property

and loss of Yes versus peaceful coexistence and rational solutions).

Oiscdis advantages of problem solving at lowec levels during initial stages, .,



CCSEE IT WORKSHEET

Area of Concern: STUDENTS AND STUDENT ACTIVITY ADVISERS
Target Population(s): ); :(4Ji5 7 drstse..:n dari

Specific Issue: 4. .10aking student ectivities
equitabltfor all students,

Projected Outcome(s)
Recommended

Change Strategies
Shggested Action Steps

H To fully analyze individual situations

as each relates to section 86,31 of the

Title IX regulations.

0

4) To remdlete areal of Inequity.

3) '9 lacrease toMrstanding regerdihg

equality of opportunity.

I) DIAGNOSIS to identify discrimination,

2) TECRMEAL ASSISTANCE/COLLABORATIVE CORSUCTATIOR

for staff and students,

3) ADAMS pertaining to cocurricvlar
activities,

Constraints:

°Present,: oft

I)' Conflictiktraditional cultural and value

system,

2) Ibstfle and/or apathetic ettitudis among
students,

mtaq and calamity.

3) Continued iodifiCation of the Title IX regulations

by the Departintmf Health, Education
and Welfare,

. lack'of:

I) Understanding pertaining: to cocurricular

activities,

2) Equitable funding/suiport, .

Resources:,, *See Chapter V for Hahon's article; 'Title IX:
Ex tramericular Activities and

306`\, 'the'Treibient of .Students."

Possible Cross-Reference(s):

.1) Support an provide opportunities to
evaluate current student activities.'

.
I Review clubs, interschool

organizations, and other cocurricular
activities to determine

metbershi, criteria.

Check policies, programs, and materials
pertaining to honors, awards, prizes, scholarships,

and use of school facilities.

11
Identify outside organizations that have a singlesex

membership and that use school facilities,

I Itemize list of school activities
/organizations whose names tend to appeal to a single sex

)'lettermen," "mat maids,' "song girls,' etc.).

2) Involve students in suggestions for remediation.

Forma student steering committee to conduct
assessments in action step II.

Request assistance for alternatives, such as use of
community facilities to expand opportunities.

I .Maintain open communication with regional
OCR officer foi Clarification/interpretation.

Hold 'contests for renaming organizations
and traditional activities ("varsity clubs,'

"mat aids,"

"pepsters," etc.).

I Conduct sessions in which students'Work
together to rearite,flub constitutions,

pol icies,. etc.

.0 Distribute suggested remediation
plans to all advisers and request additional,

contributions.;

.)

'31 Communicate with all coneerned.

I Invite staff, community, aod board members ton
open forum during which students discuss changes,

'1 Point out advantages of multiple options and
increased participation fortotal involvement

10'

school activities. .
,r

I Unite community and students in fundriising and
support campaigns and discourage fragmented groups.

II Plan assemblies in which skits use
nilereversal techniques. to stress limitations imposed by

traditional stereotypes.

309



CCSEE .11 WORKSHEET

Area of Concern: ST= AND SAM ACTIVITY DIRECTORS
Target Population(s): ,Grades 7 pcitsvpy

Specific Issue: 5. liaking,student publications
representritive of alt studenti in nonsexist ways.

Protected Outcome(s)
Recommended

Change Strategies

Suggested. Action Steps

1) To make the publications staff represen

tetive of all students.

2)/To develop a sense of commitment to

treat all.students.fairly and

impartially.

'3) To produce student PUblications that

are sex fair or sex 'affirmative,

J

1)
TRAINING for publications staff and advisers:

2) TERN RUILDIVRESOURCE LINViGE among
students

and other potential models.

3)
ARTERIALS SELECTION/ADAPTATION to provide

nonsexist publications.

Constraints:

1)
perpetuation of traditional

stereotypes by

the mAssetili.

2)
Staftiebbers responsible for publications are

whore of inequities that still exist.

3)
It'is difficult to counter the total ;

socialization process.

P.

esources: *similar method has been required by
OCR during past tnvestigations.

osjible Cross- Reference(s);

1)
Reorganization of staff and formats. .

Assign current student staff members to
analyze sections for which they were

responsible in

papers and yearbooks frail previous
years, e,g., count the number of pages, pictures, an4lines

of copy and check the roles in
which the sexes are portrayed., Record the

results.

Create co-editors for sections
thai have major discrepancies.

fleet and copfer with advisors and
staff to generate solutions through

which discrepancies

may be resolved.

Train students to edit copy for sexist terms,
statements, etc. ,

Challengecreativity of staff members to
equalize coverage for all students,

Post examples of fair and unfair
coverfage from major papers and magazines,

and encourage student

scrutiny,

2) Provide opportunities and
resources for expansion of ideas,

Share information and materials on nonsexist provais, activities, language, etc.,
with student

publications staff,

Permit student and staff interest interviews,

I. ExchaOgi copies of yearbook and
nefrapapers,with other'sibcols for comparison.

Nast seminar for stiff members and advisors from other
schools to share chianti strategies.

.,

local,necispaper, 'radio, 'and T.Y. sources and talk to
staff members narking in

nOn'tradOonal settings.

se a goal ammo publications staff
morie;s fonperceritage of Improvement in major .

inequitable areas.

Establish selonitoring timelines,by which
goals should be met.

`, Set'aside a display area to showcase exemplary student
coverage.

C



CORE II WORKSHEET I

Area of Concern: SIMS AND MIT min DIRECTORS
Target Population(s): trade; i pcs:sqcoloary studenf governrent)

.8pecific Issue: 6, Establishing sex fair student body budget, policies, and programs administered

by the Rigors student body organization.

Projected Outcome(s)
Recommended

Change Strategies

Suggested Action Steps

1) To provide the members and advisors

if-student body, organizations with

opportunities to'deal with the

interests and expectaticns of`'

all students.

2) To enable student leaders to make

decisions 'regarding expenditures

and opportunities, based on Interest

and ability rather than sexrole

"'expectations,

3) To initiate and continue.affirmative,

fteps toward sex fair practices rang

the 140ot-hotly officers and leaders.

1) DIAGNOSIS of student interests and desires

with *Isis on non-participants,

2) TECHNICAL ASSISTANCE from advisors and/or

administrators with financial and legal

expertise,

3) REsoct Li talE n the student le

and tho other carouses who have solved

si ar problems and between student leaders,'

and fund-raising organizations.

Constraints:

1) Survey students' attitudes and interests.

Administer a checklist of realistic
offerings fs all.students.

Stratify results by grouping students who are listed on a dam raster, mem of a campus

organization, or otherwise actively
involved, and those who are not parti eating in student

body activities, In the first group, rank the
financial recipients by total ambont of funding.

: In both groups, check
aniejfessle timbers and note inequities.

Itemize the survey results based on
potential interest 'and twit:mist to become involved, if4

,

desired opportunity is provided, Distribute results,
i

i
l''

/
J

0 Note language and distribution of funds which are foconflict with results of student suriey

and legal mandates, end check for discriminatory policies,' . i

, "... I

O Rewrite policies and budget as necessary, ,Consider alternetives, deletions, and additions"

' to correct inequities..

2) Review current student body policies and expenditures,

,1) Students-enter upper grades and college

with expectations and goals as a result

of previous,sicialization,

2) Funding, policies, and programs traditionally

have bin inequitable,

3 There is resenbeent that sex equitable

ng, policies, and pArajmi will be

t expense of males,

."

3) Share information about
responsibilities, probiems, and solutions,

Visit other schools which have solved convarable problems,'

Sind student leaders to cage, conferences,
and workshops to exchange ideas with others,

Identify solutions and share infonnstion withall'reters of the student body,

Organize entire student body,for a unified, fund-raising
canipaign, if additional fdas are

Resources:

312

Possible Cross-Reference(s):

required and governing board Policy permits. 'Include parents,
staff, and other interested

meters of the comunity,

;Make participation in campair a requirement to qualify for profits earned.

Encourage students to ticoki involved In student hody,class, and 'organization elections,.

Utilize CORCUS
nevipaper and local' media' to publitize past,

preserf and continuous efforts.

Monitor and
evaluate' effects of redistribution of funds and success of new programs,

..s



Area of Concern: STUCCO AID ST1I0ENI ACTIVITY DIRECTORS

Specific bin le: 7. Establishing nonsexist intraril program.

Projected Oattome(s)

CCSEE 11 WORKSHEET

Target PopulatiOn(s):

r

rff.F.'c'S 4 .1.0Stsoctc:irj

Recommended

Change Strategies
Suggested Action Steps -

1) To develop letrorel ictiritles

based on Interest,

2) To imnist elf and feels personnel

sn Introurel participation and

sorrislo.

3) To stimulate suips participation

intrweral programs by ell

itufeeti.

1) OlA6IlOS1S to detenelne student and staff

interests,

2) TM BUII.0114 among supervisionel staff and

students.

3) DIIABCIAT117 CONSUI,TAT10t1 uniting all

students and staff.

Constraints:

Lack of:

1) Facilities, equipment, and personnel.

2) ittivetiOn.

3) Planning, hosed on student and staff

interests.

4)

5) Support and cooperation from athletic

staff.

lb le Cross-Reference(s):

diMpl148

,`

I) Administer interest survey to jtudents.

List activities which may be offered with existing equipment
and facilities or minim funding,

Focus on fun and recreational
activities utilizing leisure time skills (relays, frisbee, table

tennis, tetherball,
irvanepto obstacle courses, dance competitions, etc.).

Modify teem sports to alleviate the
necessity for officials, and facilitate general supervision

(basketball: team free throes; volleybell,1 alternate
male/female hits, serves, rotation;

softball: specify mixed teams and Infielders,
outfieliers, limit number of swings, no sill),

Mls skill levels.

Include time during which activities will be offered,

ieguest three prioritised choices in which students
would participate, if offered the opportunity,

Offer one "otter: option for student input.

Base program on indicated interest areas.

2) Encourage stet' role yodel frig and involvement.

Invite staff ii ors to fond stud ent/faculty tears.

Ask interested staff when to font male/flimle Olds for short -term supervision assignments,

Substitute intramural supervision
for other assigned dales.

,

3) fastivata students to participate.

Fore student intramural
associationiclub4comfttle to represent all students.

Offer awards for participation (buttops, ribbons, certificates, etc.). '

,incorporate intramural progris with spiritboosting activities (interclass competitions),

Use intramural participants:fOr
dereistration before varsity spectator sports and during

hilftines (unrelated, fun activities).

Publicize program.

4



CCSEE - II WORKSHEET

mem: MISTS AND STUDENT ACT1YM DIRECTORS

Target Population(s): Grades 7 :mit:wear/

sue :, 8. Dealing with students who exert nesitivi peer pressure on students who are

enrolled In non traditional courses.

ed Outcome(s)
Recommended

Change Strategies
Suggested Action Steps

versify non-traditional course

ws por total student appeal.

Crease student acceptance of

ON fa riles,

courage thew on the pert of

riduel students who an exerting

tint peer pressure.

valuate increased participation

on-traditional courses.

1) RESOURCE LINKAGE between staff and ethers

who are attempting new approaches,

2) MATERIALS SELECTION to include nonsexist

resources,

1) CONSULTATION with students exerting negative

Fur pressure.

4) DIAGNOSIS/FOLLOW-UP to assess actual student

Participation.

Constraints:

I) It my be necessary to achieve student

Participation by involuntary scheduling.

2) There is fear of being negatively labeled

Or peen.

3) 'Staff is hesitant to re-structure non-,

traditional course content.

4) Expectations of traditional beissefor at a

societal level.

5: *See Chapter V for such items as Fee to Choose; On Your Owe; Jobs and Gender; Women

at Work: Choice and Challenge;
Lives; People and Work; Work and You: Do You

. Know What You Went?; You Can Me
anythint( and Work Prejudice Fibs: People, Jobs and

Steredtorinq.

Cross-Reference(s):

1) Suggest a variety of courses and actively
recruit students for non - traditional courses,

es Expose staff to new ideas and approaches
being used by others le similar disciplines, e.g., workshops.

conferences, off-campus visitations, professional journals.

Arrange meetings with resource people and staff members (outside consultants, technical assIstancV

from SEA representatives In vocational education. etc.).

Change courselitles and descriptions to encourage participation.by all students.

5 Make departmental r.c.,111t1013
to potential enrollees and Introduce new offerings to create enthusiasm.

Reschedule requirements to mix and include all students.

Recruit student assistants and class participants from student opinion leaders'.

,2) Expose students to new Ideas and empliesVe variety of choices.

Provide adult role models freer
nonitraditional occupations (business people, professionals, etc.) from

the community to discuss prerequisites and opportunities available.

Publicize successes of students preSiously enrolled in non-traditional courses and currently employed,

Emphasize potential scholarships and awards for all students (National Merit, service and business

clubs, etc.).

Present selected films and filmstrips from reccemended nonsexist resources and utilize nonsexist

materials in Career education and Other appropriate classes.

* Use bulletin boards to display articles and photographs of people in non-traditional roles.

3) Consultation with students who are exerting negative Influence.

ill Meet directly with students who are darting negative peer pressure.

lb Work with them to examine their own attitudes toward sex-role stereotyping.

Determine areas when student expresses some
interest Ih breaking away from stereotyped male or female

role and give positive encouragement.
1

Point out that it takes,courege and leadership
to break away from old roles and open up new potentials. .

Discuss limiting effects of negative peer pressure and positive and beneficial effects of changing.

4) Measure success of positive efforts. 31-1
Track number of male and female students enrolled

In non - traditional courses In previous years.

Chart registration and Increased Participation of students in nontraditional courses semester by semester.

Publicize progress.



OCSEE WORKSHEET

Area of Concern: ST= AND

Specific Issue: g, tiepin stodelgsIc
opaze the foplications of sexist language,

MDT ACTIVM.DIRECTORS

Projected Outcome(s)
Recommended

Change Strategies

Target Population(s):
Grates 7 - postsecondary (students)

t

To heal all students of the effects

of sexist language,

2) To divolpp an minus of alternative

language.

3) To ornate student attitude change.

4) To elieinste use of sexist language,

' 1) AHARENESS ACTIVITIES for students in

curricular end ccarriculer settings.

2) TRAINING for a variety of student groups.

3) TECHNICAL ASSISTMCE from Title 11, officers,

resource,persons and organizations, and State

Departsents of Education.

4) MATERIALS ADAPTATION for assassination to all

students.

Constraints:

Lack of:

1) Staff ccalteent,

2) Student morn with need for chdle.

3) Older:tending necessary for elieinatingv

sexist terminologyend using MAHAR

language,

Resources: %Val Causal for Teachers of English.

onexRole StereotypingThe Labels and Reinforceient (11EATopart filmstrip

with casette!, Mused in 1914.7S).
Project harems' section on language

Foinisti Northava.
Langone and iimme's Place Robin takeoff,

318
.;!

Suggested Action' Steps

1) Identify cc on clergies of sexist language. t

Determine coomon sexist tenons and
the environments in which they are most often used (job titles,.use

of diminutives for females,
(mission of wen, be)Itaing of WOW, description of women in tents oA'

physical rather than rental.
attributes, use of the generic "man" and jokes among, students and adults).

.

Evaluate materials and srord usage:
instructional and cocurricular.

2) Suggest other tereinolegy,

Provide staff and students with NCTE. adopted list of
alternatives, possibly In English, journalism,

and leadership classes, and in yearbook.

List situations which encourage
nonsexist attitudes (coeducational

settings for classes, organizations,

working conditions, etc.).

Compere sexist words and phrases with other biased language
(racist, heist, classist) and have students

discuss thee.

3) Involve students in changing ling uage usage.

Form representative student groups..

I Train the student representatives
to work with their peers and younger students.

I Conduct discussicos on an ongoing basis.

Neve students conduct surveys
and interviews on camps and in the annuity,

4), Develop methods of dissemination
of language information to studenepoputation.

Utilize student nospaper to increase awareness.

Provide film and/or filmstrip presentations on sexrole Stereotyping amilabeling."

O Organize studentconducted
conscicesissraising sessions and permit students to exchange ideas

and suggestions,

319
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CCSEE o WORKSHEET

Area of Concern: sums ANDIkIDENT ACTIVITY DIRECTORS
Target P6pulation(s): 4.:es 'aostspar,lei Prstructioral staff)

Specific Issue to. teacher recognize the lipliNtioni7of sexist instruction.

Projected Outcome(s)

I) To mike teachers aware of,the importance

of positive, nonsexist verbal ccemmIcation.

2) °To el iliNte the use of sexist materials

and language in classes.

3) To have teachers ton role models for

students.

0 4) 1Ohaveteachersiarktpgetitelrin

assessing progress.

Recommended

Change Strategies
Suggested Action Steps

1) iMAIIIESS techniques and strategies to heighten

understanding of stiff.

2) MATERIALS SELECTIORIADAPIATIOR to Pinto

nonsexist instruction.

3) TRAINING and CONSULTATION through ikservice

sessions and workshops,

4) TECHNICAL ASSISTANCE and TEAM BUILDING to develop

peer observation instrument and utilise results.

Constraints:
111111111,111V

Presence of

1) lickideisical attitude on the part of teachers.

2) Defensive attitude regarding the traditional use

of generic male term,

3) Sex-role'stereotyping In the ladle, advertising,

and instructional materials.

e

4) Peer of beteg ridiculed for attempting change.

Resources: *Sources include lists adopted and distributed by the American Psychology Association and

the National Council for lathers of English.

"Protect Awareness materiels.

***In addition to Simon's Values Clarification book,
Guidance Associates has a filmstrip/

cassette kit for teachers' in
senii_trainimg, released 192. Slide/Jape presentation

"Iwapes.of Notes and Females inlIttentary School Textbooks," L.
Weitzman and D. Rizzo.320

Posible Cross-Reference(s):

1) Urine attitudes of staff.

Conduct departmental and/or small group sessions on various communication techniques,

problem soliing, decision making, and group consensus procedures.

el Provide staff with a list of common sexist terms and alternatives.*

Give each staff member the opportunity to take a confidential attitude survey.**

11 Expose each staff member to some values clarification techniques.***

2) Infuse nonsexist teaching activities into existing materials end methods.

1 Peruse current materials for typical serole stereotypes and inequitable numbers of males

and females. Have students do the some.

Preview available sources regarding images in traditional textbooks,

0

3) Organize minonference and workshop sessions for staff members.

1 Gear sessions to specific staff interest areas and target student population.

Emphasize the spirit of nonsexist instruction, Including choice due to
interest and aptitude

and the opportunity for students to pursue their choices without limitations.

al Include consciousnesraising games.
List ten products camisnly advertised on T.V., in magazines,

or on billboards focusing on males and females, and tell how each, Is depicted; how do your

students see you/

4)
Accumulateinformstion and examine staff progress.

'Collaborate with Title 13 coordinator and other resource people, as appropriate.

II Coordinate teams for Input in designing a checklist to be used in peer observation.

321



SEE WORKSHEET

Area of Concern: srupEri AND STUDENT ACTIVITY DIRECTOR

Target Population(s): 'Trades 7
postsecondary (activity directors, deans of students, advisors)

Specific IssueIssue: 11. Providing in-service training for student
ectivity directors concerning equity Issues.

Projected Outoome(s)
, Recommended

Change Sfrategies

Suggested Action steps

1) To provide piitibigents with mated

inforation on Title if and other see

equity legislation.

2) To involve participants f,t generating

specific.solutions to problem.

3) To distribute steriels and lists of

resources for additional issistamt,

4) To give participle s an opportunity

to eviluste WM of in-service

. session(s),,

1) TECHNICAL ASSISTANCE end LEGISLATIVE

irovireq fry outside perion with

expertise in Title 13 and student activities,

2) COISOLTATICM between participants with

,ctereble problems/solutions,

3) PATER1ALS SELECTION for reference and

distribution.

4) FOLLONUP DIAGNOSIS to chalk whether major

concerns have been addressed and objectives

set,

Constraints:

'Presence of;

1) Confusion,surrcunding Title IX and sex equity

fore), students.

2) Traditional practices end procedures in

cocurricular activities, awards, and publicity

sabich perpetuate sexist attitudes.

3) Coccus/comm 1tY resistance to change..,

Lick of

11
Knowledge/clarity regarding OCR interpretations.

ourcei: "Title IX end the khools," distributed by Clermont Educational Resources, Box 998,

Clermont, CA 91111(18161;

tuSeiampter V for informition slat Mahon': article, materiels from PEER. Resource

tenter on Sex Roles In Education and other
general resources related to the law and

student concerns,
ii

*Moe Chapter V, Generil Resources,

ible Cross-Reference(s):

1) Give brief Introduction, explanation, and overview
of Title IX legislation to student activity directors,

Show short filmstrip,*

Discuss filmstrip and legislative requirements,
and nave participants write down the initial steps

needed In their respective situations,

Point out Implications fOr student activities and stress the spirit'as well as the letter of the law, s

2) Determine specific proble9s, and create an environient In which students cal, solve them,

I Prepare four or five problautic situations prior to seaslon(i), which most schools have encountered,

pertaining to student activities end concerns
(semantic changes in student handbooks and publications

to avoid discrimination;
itii4tic, scholardhip, end award Inequities; amount of publicity and support;

paid and unpaid supervisoria'skigreientrfor extraduty
activities, etc.).

I Spend a few minutes on brainstorming solutions to
the hypothetical problems.

I List additional problem statements generated by students.

/
Prioritize the list and disperse participants into small groups, based on moon interests end major

concerns.

Give each group time to exchange ideas, generate
solutions, and report back to all participants.

Provide opportunity for additional interaction end monitor responses for general applicability, feasibility,

and conformance with the laws.

3) Distribute concise list of relevant fesources and contacts.**

Include Sadker's Student Guide to !Wall, 0* local and regional Title IX contacts, SEA, and regional OCR

.

offices and addresses.

ij, t written evaluations from all participants at end of session.

bute prepared evaluation form with materials. Suggest simple format with about five items:, numbered

Wert scale for overt)) response to session,
objectives set, degree of benefit, effectiveness of presenter,

and other consents.

i Tape session(s); analyze and determine changes needed.

3



CCSEE WORKSHEET

Area of Concern: SNOWS AND STMENT ACTIVITY DIRECTORS
Target topulation(s): Grades Y pustsecnodary (students, comooftY **on and staff)

Specific Iue: .12. Applying Title. IX and se equIty.concepts to residenCe schools (schools for

the deaf or .visually lindicappedy detention or correction schools, etc4.

Projected' Outtome(s)

IMIMMI111011111

To ditOOM andelorkte

digritlimilhe in id missions, housing;,,

:services, programs, and activities In

siden

2) To maintain a record of progress.

'Recommended

Change Strategies

I) DIAONDSISICOLLAIOPATIVE CONSULTATIOI/

TECHNICAL ASSISTANCE Involving ell concerned

groups.

2) MATERIALS DEVELDFNENI/FOLLDNUP DIAGNOSIS'

for,recording progress,and mediation. '

''Constraints:

Presence of:

1) Feeling of exemption or exceptiln,

2} Existing additional mandate requirements,

7) Attitudes regarding 'piper overload."

4) Limited personnel.

Resouices:. *See Chapters III, IV, and I, sections .pertaining to The Law, Administrators,

324
Cceminfty Netters, end General Sources.

Possible Crots Reference(s):

MIONYM...11.

Suggested 'Aetion Steps

1) Conduct Institutions, evaluation.*

familiarize administrators, staff, tosimitY,- and
students with the Title IX regulations

(disseminate information through newsletters, special bulletins, and local

Contact non-resident schools for resource people and distribute checklists to assist with

evaluation.

e Involve representatives from all groups in various selfstudy tasks,

4.

Incorporate information already collected for other special indite requirements.

.9 Nate criteria for 'Mission, special benefits, access to facilities, residence and housing

. assigreents to determine Inequities.

Met with representatives from other residence schools to discuss rerediation steps, alternatives,

and chine,. strategies,

II Utilize laws and Editing attitudes rogirding discrimination agal deaf, the vislaully handicapped,

etc., to emphasize need for fairness to all people, based on their inter'ests and abilities.

2) Design and post applicable charts.

$ Develop matrices for each area of selfstudy,

II Indicate arias targeted for mediation, procedures, responsible parties, and timelines.

11 Assign person(s) to monitor and record results,

Oissminate information in a progress report,



VocationalEducators

Those professional?.and
paraprofessionals

who provide
educational programs

directly,

related to toe *Oration
of individuals

for paid or unpaid emOlOytent

This section
provides change

and action steps focused on
the basic issues of sex equity,in

vocational ducation.
'

\
,

,,

In order t utilize th'e change strategies
and action steps most effectively,

it is helpful to be aware of

two major onsiderations:
(1) special

characteristics of vdCational education'
and (2) the Federal

Vocationa Education Amendments of 1016.-

$

SPECIAL CONSMERATIONS

Vocat onal educatiOn is
comprised of seven (1) major occupational areas:

trade and industrial, technical,

home conomics (consumer,
homemaking, and occupational'home

economics), business
and office, distributive

edu 16,,agriculture, and health occupations.

O Voca rional education. programs
are established

not-only for
secondary high school

students, but also for

Comm nity college students and adults,

vocational, ed4ationoccupational
areehas a student organization

associated with it (e.T.I.

culture: Future Farmers of Americi..,,F.FA.).

ThelatiOndl:PrOeis4Onal
Organizagkii the American Vocational

Assoiiatfon (AVA). AVA hatseparatt,

.
e

diy sion( fors each occupation l urea'.

A National ':CenterftitAReSiaiCh'in
iocapope Education his

beentestAblislled', at the .Ohio State University,,
. ,

I



VOCATIONA1. EDUCATION, AMENOMENTS

)The Vocational EdUcation
Amendments-have set forth as one, of four major purposes the

development

and tarrying out of programs in
vocational education so as to overcome sex

stereotyping and sex

discrimination4
,

0 The, indite State Departments
of Education to hire a full -time sex equity coordinator for

vocational education, ,

Th 114 contain. lour (4) funding categories
which relate directly to sex equity issues, They

include r'00iion.of optional funding for day-care services, support services for women, and grants

to Olioioote sex
.bias; the fourth

funding category is that of serving the displaced homemakers, This

is a maidatedlunding catgory,, ,

.

r

' J .

ThelOtaiionilfduCat0(Amenients alto contain prOsions for addresttng sex equity concerns in

the$0010naijOisiTOSearai,,currlicilum,
professional development,,

guidance and counseling,

1010rOje4s0(04400r'end'hOmemOing,education,'-

Icy

328

In order.to:focilitite the selection ,of an,effective.thange
strategy, cross-references

to specific sections

of the Federal'
r6les4nd regillations governing

the Vocational Education Amendments
have been made in, some

Of the' action iteps iUggestedln,this section,

7 "1'
.4'

leadenly also)iskto became acquainted with the services of the state sex equity coordinator required

employed in each Srtataiducition Agency,
(SEA) (a list of current appointments appears

in Chapter' V),

'this resource.is not
speciflially cited in the issue statements which follow, because the sex equity

coordinateor could serve as a resource to any selected change, strategy.

d

;1



CCSEE WORKSHEET

'Area of Concern: VOCATIONAL EDUCATION

Specific.,bsue: I. 0011009 effective policies in
vocational education whiCh involve

sex equity concepts.

Target Population(s): Administrators, vocational education
'staff, school board

Projected Outcome(s)
Recommended

Change Strategies

1) To establish a foundation for the

development of program for

achieving sex equity.

2) To secure idelnistrative occident

to sex equity.

3) To provide a focus for determining

Cith priorities in sex equity have

the highest probability for successful

achievement.

Suggested Action Steps

1)
AWARENESS to raise the awareness of policy,

developers of the need for sex equity policies.

2) TRAINING to build in sex equity as part of

overall policy development.

3) CONFRONTATION to school board members to

change policies.

Constraints:

Presence of:

1) Ambiguity of roles in policy developrent.

Lack of:

1) Knowledge in all areas of pro-active policy

developeent in educition.

2) School districts which have *looted model

sex equity policies.

3) Priority !sr sex equity lung policy developers

fn many usu.

Resources:

TossHble Cross-Reference(s): Ablinietriters: School Bart Comunlity.

1)
Raise the awareness of policy developers of the need for sex equity policies,

!

I Identify opinion leaders within the cormunity and state.

Conduct awareness workshops at local level.

Work through state and local administrati've and school board associations.

Utilize an appropriate public relations medium to raise awareness (e,g., brochures,

feature stories, etc.). ,

Utilize the media to raise local awareness levels.

2) Build in sex equity as part of overall policy development.

a Generate need to irprove policy.

Acquire services of en outside consultant who is skilled in policy development

and sex equity.

Cultivate broad base of Involvement In policy development with people concerned

with sex equity.

3) Confront school board members to change policies.

Choose spokespersons legitimate to audience,

I Consider the issue of timing to maximize salability.

Coordinate with other equity Issues.

Secure boarised involvement in the confrontation.

Familiarize board with provisions o( vocational education amendments and

Title IX laws relevant to %cational\ducation,

1,

,41



,Specific blue:

CCM II WORKSHEET

VOCATIONAL EDUCATION

Target Population(s): Vocational education teachers, administrators

2. Dissel Plating the NI equity provisions of the vocational education

Title II lambents to teachers and idetnistritors,

hojected Outcome(s)
Recommended

Change Strategies

Suggested Action Steps

1) To increase the knowledge of local

rocetional,educitom with reference

to the sex equity pror4ions of the

federal legislation in vocational

eltption.

2) To achieve maroons of possiblcnew

moms of available funds for sex

equity DMITRI.

3) To increase knowledge of the program

development, planning and folding

process of vocational education, which

Is required to effectively address

so equity in vocational eduction,

1) RESOURCE LINKAGE to tie in with the ongoing

efforts of the State Education Agency with

reference to the dissemination of the vocational

education alendeents.

2) AllAREVESS ACTIVITIES to raise knowledge levels

of teachers and administrators to the provisions

of the vocational education amendents,

Constraints:

I) Federal and state money is a lull proportion

of the ectial vocational education dollars at

the local level,

2) Federal legislitiort is difficult to ccounicate

to local educators,

3) Fediral legislation is viewed by some as an

encroacheent on local control of education.

Resources:

332

}ix to Eras. Sex Discrimination in Vocational
Eduction, Ilein's Rights Project of ACLU.

Possible Crossieference(s): Forill$tntleel The Law.

,y

I) Tie in with the ongoing efforts of the State Education Agency with reference to the

dissemination of the vocational education amendments.

I Identify how State Education Agency
addressed provisions for sex equity in updated

five-year and annual plans.

Identify if optional sexequity-related fundinn.categories have been funded.,

II Tie in how other sex discrimination laws
effecting education are disseminated,

I Tie Into civil rights groups that are educating the corounity on how to monitor

the legislation.

2) Awareness activities raise knowledge levels of teachers and administrators to vocational

education amendments,

Provide in-service training and
technical assistance

to help teachers and administrators

understand the provisions of the law.

Disseminate appropriate materials developed by the agencies identified above to teachers -,

end administrators.
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CCSEE0 WORKSHEET

ASiiof:Contern: YOCATICYNI cam Target Population(s): Grades 14

pec Issue: 3. hecrulting and retraining students In non-traditional
vocational education

progress.

Projected Outcome(s)

1) To increase the number, of people who

Clete non-traditional vocational

training.

2) To develop models for recruiting and

straining non-traditional students ,

in vocational programs.

3) To reduce the dropout rate of students

in non-traditional areas in vocational

education.

Recommended

Change Strategies

ANAREICSS to establish with potential
vocational

education students the impartance of increasing

non-traditional enrollment in vocational programs.

2)
COLLABORATIVE CONSULTATION to establish the

mechanism for business and Industry personnel to

communicate the necessity for recruiting and

retraining students in non-traditional vocational

evdcation programs.

3) DIAGNOSIS TRAINING to assess the difficulties of

recruiting and retraining non-traditional students

and to Increase the skills of vocational education

Personnel and counselors to recruit and retrain

these students.
1.110.

Constraints:

Presence of:

1) Curriculum for vocational education courses based

on issiption that enrollees possess pre-

requisite skills required because of their sex.

2) Sense of isolation of single enrollees.

3) facilities problem.

Lack of:

1) Successful role :models.

2). Awareness of potential nontraditional students

loto don't perceive courses as being open to them;

"Resources: Steps Toward Achieving Sex Equity

''Equal. Vocational Education, Jane Lerner, lion

A Model InService,Mitthes and McCune.

tan Center for ban Resources. Apprenticeship

regulitfoms. Construction regulations, N.J. Associate Study.

Possible Cross-Referenee(s): ud,;:

Suggested Action Steps

1) Establishwith potential vocational education students the
importance of increasing

non-traditional enrollment in vocational programs.

Work with established vacationist education student
organizations by developing

public reletioni campaigns to increase their membership via enrollments in

non-traditional areas.

Have successful role models to serve as guest speakers.

Create an awareness with students during the ninth and tenth grades of the changing

work patterns of women.

II Involve more students In non-sexist career
exploration programs.

2) Establish the mechanism for business and industry to
ccomunicate the necessity for

recruiting and retraining students in non-traditional
vocational education programs.

(I Work through established business and labor-groups to
gain the support and commitment

of students in non-traditional jobs.

II Identify committed business people to serve on'mandated
advisory councils,

11 Identify the informal power structure or
acmtunication network within the community

for the administration.

3) Assess the difficulties of recruiting and retraining
non-traditional vocational education

students and increase the skills of vocational education
personnel end ccmnselors for

recruiting and retraining students.

II Assess the specific problems regarding enrollment by
examining the policies and

procedures, Title 11 self - evaluation, communigetion
channels, course descriptions,

organizational hierarchy, behaviors and attitudes.

"II Secure adentstrative commitment for the training effort.

0 Review existing training packages appropriate to problems and population the training

is designed for.

$ Conduct follow-up evaluation to assess the implementation of recruiting and retraining

non-traditional students.

. ,.



kea of Concern: TOWN, EGOTICII

CCSEE.11 WORKSHEET

apcciue Issue: 4, EStatishing a. nonsexist learning environment.

Target Population(s). ,stud4,, ;6cational elation instructors, counselors,

Projected Outcome(s)
Recommended

Change Strategies
Suggested Action Steps

, 1) To achieve student recognition that

. all vocational Ovation courses art

an to than.

2) To minimize sexist behaviors In the

clestram (e.g:, Instruction, essigrments,

sattria111.,

3) . To make vocational education
.

1

instruction /gaily effective for

tOth seas.

I) ORENESS through conducting aimless workskops

for state and local vocational Wasters,

2) RESPICE 1.111AGE to provide supplemental Po1sexist

strategies or materials for ;lama use

3) DINIOSIS to make a systematic assessment of

sexist instructional policies, practices and

conditions,

4) TWIN by conducting skill Wilding sessions

for state and hal vocational educators.

Constraints:

Praia of:

1) Unooratious, allintationed sexist belaviorm,

Lack of:

1) &prima in tdeching the opposite sex.

2) boy end time for extensive facility and

curricula canoes.

Resources:

336

"Attagts to Over" Sex Stereotyping in National Education," Institute for

a,

March on Kan Rooms,

oaf* Cross-Reference(s): Coantelaux

y.

I) Conduct awareness workshops, for state and/or local vocational educators,

I Work with state/local leaders to plan sessions.

Dase activities on the existing attitudes of audience, Le., not all awareness activities

are appropriate for all audiences.

I Utilize existing resource networks for sex equity in vocational education for selection

of awareness materials,

Pio for follopupactivitles since one awareness session does not tend to lead to any

significant change,

2) Proglde supplemental nonsexist strategies or materials for claisrotts use.

a Develop differing strategies for disseminating
supplemental materials depending upon

level.of awareness and comiteent of targeted audience.

`Use existing resource networks In vocational education to identify materials.

Provide avenues for utilizing vocational educators who have success in this area.

3) Maki a systematic assessment of sexist instructional pollcias, prictites end conditions.

RN-establish written criteria for assessing sexist conditions and practices in the

clatsroom.

I Work with state department vocational stiff to Wild assessment
criteria into federally

mandated evaluations,

I Disseminate criteria via established vocational education channels,

4) Candice skill building sessions far state and local vocational educators.

$ Conduct a needs assessment to deluging entry-level skills of targeted audience for

planning session (awareness of differences across octlipational areas is key).

$ Review potential of funding the training with state vocational education personnel'

training monies,

Conduct follow-up evaluation to determine the degree of implementaiion and
rui

ioprovement suggestions.

$ Corsi t substantial tine to developing training design and selecting trainer.

Consider joint sessions with guidance counselors and vocational educators.



CCSEE U WORKSHEET

Target .Population(s): Voca.tional educatloolersochel,

4,

Peritie Issue: S.. reaping strettlies for addressing the sense of Wince con' g persons

Intectad in achieving sex equity in voatical education.

acted Ontcome(s)
Recommended

Change Strategies

1) To roue Gx krewledge of persons

cora with un equity ebout notion 1,

state, re ional and local sex equity

Works.

2) To incrtaie articulat tog national,

slits and lona networks

3) To nice the deilicotioeof elf

in reference to 111 111111, 181011.

4) To irerlest the coordination of sex

miry efforts.

1) iliSCCXE 1,1HIME to work with state and local sex

equity coordinators to establish responsibility

for establishing cmiation network,

2) MI BUILDING to provide
opportunities for people

concerned tout sex equity to share intonation

and learn to lark with one 'mother,

3) CONSITATICII to develop a cadre concept for

people to share skills and reinforce efforts.

Constraints:

1) Established ccamication channels within

,

.motional education are i'oot beginning to

eddrecfsex equity a

2

l
) ettepts to coordinate sex equity nationally

re relatikely new.

3) TM ific rola of persons concerned with

Nx ty differ to 1 substentill degree:
the itilintion of the

existing knowledge end resources.

..7111.:110.=1111MEN.

Suggested Action Steps

1) Work with state and local sex gully coordinators to
establish responsibility for estatlishing

cormnication network.

Identify advocates for sex equity,within your geographic area and specific interest area.

0 fors 'a nebcork of people with colon Interests.

0 Identify fool colunIcation networks which already exist,

2) Provide opportunities for people concerned about sex equity to share information and learn

to work with one another,

Setup resource sharing forms for people with nitwit interests.

Develop, team building workshops to &flail cooperation.'

Set up newsletters to shire West end reinforce efforts.

.1 Set up specialized mailing lists for people withhsimilar interests,

el Unpile notebooks for sharing the best ideas,

3) Develop a cadre concept for people to shore skills and reinforce efforts..

Identify !cane sources for release tic end travel cony (state depertrent, teacher

learning centers, etc.).

Publicize through established camenfutfon &barks,

(Resources;

ference s

I

.;.4.0,.



SEE 41. WORKSHEET:"
1

of Concern VOCATIONAL ECU9TIEVII.`"

argetPopulation(s), Teachers, administrator! U

C Issue: 6. ,Diveloptegan affinitive action plan for the advancement of tiachets in

rantraditional aSligiments,

*tied Outtionte(s)
0.,

Recotninendfd

Change Strategies

1) 16-increase the 'lusher of teachers

and adilnistrators in areas where

thefilsex has been underrepresented.

2) To develop a vicationeleduritfon

affil itive action plan to assist

in the encourigient 'and advancement

of teachers and administrators iii

areas where they have been under-

represented.

1) 21,11111_1111G to Provide idednistratiirs with

skills on few to develop affinitive action

plans.

2) ProwkePROFESSIOR VELMENT EXPERIENCES

for Eon to increase knowledge, of

adainistrative Skills,
V a

10

3). RESOURCE LIRRABE to Bicreishnowledge of .

advanceeent or retraining.'opPortunitie

Suggestedction Steps

Constraints

a

Prisence oft
. .

1) The dispute that Title IX was not intended to

cover etroyetnt,
,. ,

2) The perception that ocean are hesitio to

take administrative issignents,'
3 The "old boys" network.

4 "(Awn bee" sitting,

5 Reluctance if.* to teach predoiinately

foie areas.

Lack of

1)

Affinitive action rtquirennts in many school' .

districts. -. 4,

2) Role models for ocean in administrative

positions.
4. Eeployeint ixperfenci for icon to sale-

doeinated occupational areas and vicelversar. \.

,

1) Provide adadnistiators with
skills on how to develop

affirmative action plans.

'' Identify if school district is required to haVe
affirmative action Plan.

Identify employers in the area who roust have affinneit
action plans and'who have

experienced affinitive action officers,

Researchfchool districts who have model affirmative action plans,

Conduct how-to workshops on
affirmative action including a selfassessment in

the plan to monitor effectiveness. ,

2) Prmaideprofessional
development,experien.des for woven to Increase

administrative skills.

Establish within school district,a
series of workshopt and

incorporate into affirmative

action plan.

Identify classic areas where women have not learned the skills,

al Develop specialized
delihery programs,, such as exchange preps, internships, lending

libraries, infant lunches. 11

A

3) Increase the knowledge of advancement and/or retraining opportunities.

Identify formal and informal mechanisms for posting
advancing opportunities and bevelop

job information network.

'

Resources: 'A Model todietrain linen,Teichirs and 'Senior kart; as:leachers in NonTralitional

Vocational Programs,' Bureau of Occupational and Adult Education, Washingto;n,

lioving,ilain into Educational Administration," Bernard Kaye, 20105949,

340

Possible Cross-Reference(s):, Adif,,Istrations PostsetondarYt Personnel,

4
. Consider existing training opportunities provided

by the National Center, APP. EPril,

',,'St'ate- department professional development
opportunities.

h Ckt,
0,Onsider.the establishment of a support group

within the state'vocational association,.

:;7N

H I -

;

341
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Area .of 'Concern: yIlfgek EICA1110

CCSEE:11 WOR SHEET

Target Oopulation(s): Vocational edlc3!1°" 5U"

*peeuc wane: 1. adaptinfor developing nonsexist yocational education instructional materials.
i1

Projected Outcome(s)
Recommended

Chtinge Strategies

'Suggested Action Steps

It%

0

I) .To acquire vocetical education

iinetrixtionel mstriels that are

so fair.

2) To incrose vocational education

personnel skills relative to

dolloping and acquiring nonsexist

materials.

I) TRAINIal to train vocatiogal stators to

' the skill level necessary to develop and

adapt materials,

2) RESCOU 1110,0E to acquaint vocational

educators with existing nonsexist materials.

3) t0ISILTATIII to assist in the development

ormcquisition of materials.

Constraints:

tad of

1) Existing nonsexist materials.

2) Noney and time to develop curriculum.

31 Definite policies,that require nonsexist

material development at the local level.

alt 'Guidelines for the AssessRet of Sex Fairness in Comer Interested Inventories,'

National Institute of (dilution; Wider amities for bin.

Possible C14118-Reference(i): Instruction! Materiels

educators to the skill level necessary to develhp 'and adapt materials.

Secure administrative endorsement of the goal of the training leffort.

Select a training than with all of the following skills: curriculum, design, .

eliminating sexrole stereotyping, and vocational education.

Build an evaluation component to determine training effectiveness.

Establish ongoing curriculum review panel for selection and development of nonsexist

materials'.

0 Show how exililog
materials, can be used as examples to raise awareness and

implement change. y.

2) Acquaint vocat, educator, with,ecnsting nonsexist materials.

O Rau, eat a search from the national curriculum network far all nonsexist nsterfils.

# Contact National Center for Research in Vocational Education for assistance.

4 Contact State sex equity coordinator for resource material lists.

3) Mist in the development or acquisition of materials.

0 Notify consultants) who have kn owledge In nonsexist materials and who have

creddhflity with the vocational'educat ion annonity.

Consider using a consultant to assist In-the overall desiga of the curriculum development

process, thefohy providing a better opportunity to address nonsexist issues.
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CCSEE WORKSHEET

Alta of Concern: VOCATIONAL. EDUCATION

Target rPopulation(s): iAttert!,
',,t1r,11;; a;

Specific issue: e, Developing an effective phew?!
service for students who have completed

training in non-traditional national courses.

Projected Outcome(s)
Recommended

Change Strategies

Suggested Action Steps

1) To increase the imber of placsents of

students who have cipleted non-traditional

vocational courses.

2) To design a transportable procedure
for

planning and developing an effective

placement service.

3) To be'risponsiiito the affinitive

action plans of business and industry.

1

1) RESOURCE LINKAGE to establish linkage with

,Pv

existing state and local agencies which have

responsibility for job placement (e.g.,

Department ofqabor).

2) AWARENESS to assist the vocational community in

(wiling aware of affirmative action requirements

for business and industry (Title VII, executive

order, apprenticeship regulations)'

3) DIAGNOSIS and TRAINING to assist vocational

educators to define specific problems, and to

deliver training sessions on how to establish a

r,

placement service.

Constraints:

1) Lack of agreement as to whether or not it is

a role of the secondary schools to establish ,

foimal placestet systems.

2r A significant hurter of job openings for

vocationalcational students are in establishments, not

covered by affinitive action plans.

3) People who complete non-traditional training

often do not desire jobs in the ailea studied.

Resources., Apprenticeship regulations; construction regulations.

344

Possible Cross-Riference(s): All the Publics,

1)
Establish linkage with existing state

and local agencies which have
responsibility for job placement,

Identify specific state and local agencies
involved in job placement,

Recognize requirements in vocational
education federal legislation that support

linkages

with other agencies.

Utilize mandated local advisory councils to support linkages.

I Research requirements
of other agencies that mandate linkages.

2) Assist the vocational connity in becoming aware of
affinitive action reauiriects for hainmss. cad

industry.

II
Identify specific industries which hold government contracts.

Identify organizations or individuals who
have responsibility.for implementation

of affirmative

action plans.

Identify'vocational instructors who have established
informal systems of job placements for

their students.

I Establish contact
with vocational educators responsible for

cooperative education,

31' Assist vocational educators in defining specific problems and delivering training sessions on how to establish

placement services.

Work loth administrators to clarify the necessity
for secondary institutions to assume 'responsibility,

for placement.

I Become aware of Sections of vocational education Federal legislation that support placement

activities [subpart?-Placement, subpart 3-- Guidance).

Implement special programs for training job developers
for working in conjunction with industry

\to develop non - traditional platenehts.

Develop presentation for the small, non - goverment,
contractor-tr,e employer to raise awareness

leve s and encourage the employer to place students in jobs in
un.traditirnal areas.
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CHAPTER V

SELECTED RESOURCES,

There is always a need to have one more'resource, one more way to help

those in need. There is a prolific surge of commercial products on the

market now related to equity matters. Captured herein are some of the

ones recommended for use by practicing sex equity advocates in the field.

No list is evercomPlete. This section As rather unique in that it pre-

sents-the data in three general divisions: print, nonprint, and human.

The HUMAN RESOURCE section is the first to be considered and it includes

references t6 general groups who contribute to the achievement of sex

equity, thOse who have received Federal funds to provide services, and

other official bodies who provide services to the educational process

in the'arei of sex equity.

The NONPRINT section follows. Americans are a most visually oriented

pOpulation. Offering challenging documentation of the issues to be

resolved, insights to efforts which have been attempted,.. and factuAl

renditions of the ways the regulations are being interpreted, these

audio-visual aids could be used to advantage when working TOWARD EQIITY.

A list of simulation games is also included, for'these have been most

effective in dealing with actual classroom instructional processes.

The PRINT.section provides pertinent references to all areas covered

b4this document, as well as a list of sources for reLoorces. The

Women's Educational. Equity Communications Network is constantly providing

updated lists of resources and it highly 'commended. This listing is

also comprehensive and should provide those who wish to seek other

resources with a quality beginning.
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A Hur.

National Organizations

Alpha Kappa Alpha
1751 New,Hampshire Ave., NW'
Washington, D.C. 20009
(202) 462-!9503
Contact Person:

American,Alliance for Health,
Physical. Education and
Recreation (AAPHER)
1201 16th St NW\6
Washington, D.C. 2 036.

(202) 833-5533 ..,!
Contact Person:,' Marjorie Blaufarb,

.American Association for Higher
Education, Women's Caucus

One Dupont Circle
Washington, D.C. 20036
(202) 293-6440
Coordinator: Ms. Otis Halloway Owens

American Association of Commungy
and Junior Colleges

N'J

Center. for Women's Opportunities
One tupont,Cirdle, NW, Suite 410
Washington, D.C. 20036
(202) 293-7050
Director: Ms.'N. Carol.Eliason

American Association,of School
Administrators (AASA)

Sex, Equality, in Education Programs

1801'N. Moore St.
Arlington, VA 22209
(703) 526-0700
Directoe: Beatrix Sebastian

American Association of University

Professors 4
Committee on the Status. of Women in,

the Academic Profession
One Dupont Circle, Suite 500
Washington, D.C. 20006
(202) 466-8050
Contact Persont
Dr. Lesley Francis Zimic

American Association of University
WomenIAAUW)
2401 Virginia Ave., NW
Washington, D.C. 20037
(202) 785-7775
President: Marjorie B. Chambers

'American Civtl Liberties Union (ACLU)

Women's Rights Project
22 E. 40t. St.
New York; NY 10016,
(212) 725-1222
%Contact Person:

6

American Cobn'al on Education
Office of-WOmen in Higher Education

One Dupont Circle
Washington, D.C. 20036,
`(202) 833-46921 Director: Emily Taylor

American: Education Research
Association (AERA)
1126 16th St., NW
Washington, D.C. 20036
(202) 223-9485
Staff Liaison: Ms. Lynn Winston

American Federation-Of Teachers (AFT)

Human Rights and Community Relations

11 Dupont Circle, NW
Washington, D.C. 20036
(202) 737-4400
Director: Ms. Barbara Van Blake

American Institute for Research\(AIR)

3301 New Mexico Ave., NW
Washington, D.C. 20016
(202) 686-6800
President: Paul A. Schwarz

American Library Association
Committee on Status of Women in

Librarianship
50 E. Hurton St.
Chicago, IL 60611
(312) 944-6780
Contact Person: Margaret Myers



American Personnel and Guidance

Association
1607 New Hampshire Ave., NW
'Washington, D.C. 20009

(202) 483-4633
Assoc. Exec: Dr. Julia Davidson

American Statistical Association
806,15th.St., NW
Washington, D.C. 20005
(202) 393-3253
Exec. Dir.: Dr. Fred Leone

(202) 523-1092
Women's Caucus Chair:
Ms. Janet Norwood

American VoCational Association (AVA

1510 H St., NW
Washington, D.C. 20005
(202) 737-3722
Contact Person:

American Women in Radio and

Television, Inc.
1321 Connecticut Ave:, NW
Was.hington, D.C. 20016

(202)296-0009
Exec. Dir.: Francine Proulx

Association for Women in Mathematics

Dept. of Mathematics
Mills College
Oakland," CA 94613

(415) 635-5074
President: Lenore Blum

Association for Women in. Psychology

Dept. of. Psychology
Southern Illinois University
Carbondale, IL 62901
(618) 536-2301
Contact Person: Cindy Villis

Association for Women in Science

1346 Connecticut Ave., NW, #1122

Washington, D.C. 20036
(202) 833-1998 .

President: Dr. Judith Ramaley'

Association of American Colleges
Project on the Status and Education
of Women
1818 R St., NW -

Washington, D.C. 20009
(202) 387-1300
Director: Bernice Sandler

Association of American Law Schools
One Dupont Circle, NW
Washington, D.C. 20035
(202) 296-8851
Section of, Women in Legal Education

New York Law School
57 Worth. Si.
New York,,3NY 10013
(212)`966 -3500

Chair: Prof. Nancy Erickson

Association of American Women

Dentists
435 N. Michigan Ave,.17th Floor

Chicago,, IL 60611

(312) 644-0828
Exec. Dir.: Hattie Banbury

Business and Professional Women's
Foundation (BPW)
Library and Research Services
2012 Massachusetts Avq., NW

Washington; D.C. 20036

(202) 293-1200
Librarian:. Catherine Seldon

Delta Kappa Gamma
P.O. Box 1589

;Austin, TX 78767
(512) 478-5748
President:* Nadine Ewing

Education Comint.cs-ton-of-ttre-Stites
Equal Rights for Women in Education

Project
300 Lincoln' Tower
1860 Lincoln St.
Denver, CO 80202
(303) 861-4517
Director: Jean Baker Kennedy

Federation' of Organization for

Professional. Women
2000 P St., NW, #403.

Washington, D.C. 20036

(202) 466-3544
Exec. Dir.: Donna Devall

348
209



210

LawyetCommittee for Civil Rights
Under the Law

The Federal Education Project

733 15th St., NW, Suite 520

Washington, D.C. 20005
(202) 628-6700
Contact Person:

League of Women Voters
1730 M St., NW
Washington, D.C. 20036
(202) 296-1770
President: Ruth Hinerteld

Math Science Resource Center
Mills College
Oakland, CA 94613
(415) 635 -5074
Contact Person: Joanne Koltnow

Men Allied Nationally' (MAN) for

East Bay Men's Center.
2700 Bancroft Way'
Berkeley, CA 94704

(415).845=4823
Director:: Barry Shapiro

Men's Network of Washington,

P.O.:Sax 21026
Kalorama Sta., NW
Washington, D.C. 20009
(202) 667-8663
Contact Person:

ERA,

National Advisory Council' on

Vocational Education
425 13th St., NW, Suite 412

Washington, D.C. 20004

(202) 376-8873
Exec. Dior.: Raymond Parrott

,National Advfsory Council on Women's

Educational Programs
1832 M St., NW
Washington, D.C. 20036

(202) 653-5846
Chair: Mary Beth Peters

National Association for Women Deans,-

Administrators and Counselors

1028 Connecticut Ave.,. NW, Suite 922

Washington, D.C. 20036

.(202) 659-9330
,Exec. Dir.: Joan McCall

National Association of Commis'sions

for Women
926 J St.., Suite 1500'
Sacramento, CA 95814
(916) 322-9466
President: Anita Miller

National Association of Media Women

.157 W. 126th St.
New York, NY 10027
(212) 666-1320 or 666-9474

President: Xernana Clayton Brandy

National Center for Career Education

University of Montana
P.O. Box 7815,
Missoula, MT 59801
(406) 243-5262 or 243-6466

Contact Person: Claudia Fahey or

Dr. Vincent Barry

National Center for Research in

Vocational EduCation
Ohio State University
1960 Kenny Road
Columbus, OH .43210

(614) 486-3655
Contact Person: Louise Vetter

National Coalition for Sex Equity in

Education (NCSEE).
P.O. Box 82
El Dorado Hills, CA 95630.

(916) "322-7388 .

Director: Barb Landers

National Council of Administrative

Women in Education (NCAWE)

1815 Ft. Meyer Dr. North
Arlington, VA 22209

(703)528-6111
Exec. Dir.: Josephine Coiner

National Council of Teachers of

English
1111 Kenyon Rd.
Urbana,IL 61801
(217) 328-3870
Women's Committee
Triton College
2000 Fifth Ave.
River Grove, IL 60171

Chair: Ms. Lallie Coy



Natio al Education Association (NEA)

0ivi ion of Teacher Rights
1201 16th St., NW
Washington, D.C. 20036
(202), 833-4292

Contact Person: Women's Caucus

Janetta Richardson

National Foundation for the
Improvement of Education (NFIE)

400 N. Capitol.St., Suite 379
Washington, D.C. 20601
(202) 833-5426
Contact Person: Shirley McCune

, National Institute of Education (NIE)

1200 19th St.,'NW
Washington, D.C. 20036
(202) 254=8829
Contact Person: Salta Schotta

National Science Foundation
Directorate for Science Education
1800 'G St.; NV
Washington,'.D.C. 20550

(202) .282-7150
Special Assistant: Joan Callanan

New Directions for Young Women

346 South Scott
Tucson, AZ 85701
(02) 623-3677
Exec. Dir.: Carol. Zimmerman

Office-of Efiucation
Dept. of. Health, Education and-

Welfare
Title IV Civil Rights Act of 1964
400 Maryland Ave., NW, Room 2001
Washington,D.C. 20202
(202) 245-8484
Contact Person: Elton Ridge

Project on Equal Education Rights

(PEER)
National Organization for Women

(NOW)
1029 Vermont Ave., NW, Suite 800

Washington, D.C. 20005
(gQ2) 332-7337
Contact Person: Holly Knox

Resource. Center on Sex Roles in

Education
Council of Chief State School
Officers"(CCSSO)

400 N. Capitol St., Suite 379
Washington, D.C. 20001
(202) 833-5426
Director :. Shirley McCune

Women Educators (WE)
P.O. Box .218
Red Bank, NJ 07701
(201) 542 -2448.

Coordinator: Patricia Campbell

Women in Communication, Inc.
P.O. Box 9561
Austin, TX 78766
-(512) $45-8922.
Exec. Dir.: Mary Utting

Women in Science and Engineering
22,Turning Mill Rd.
Lexington, MA 02173
(617) 862-9251
Contact' Person: Miriam Schweber

Women on Words and Images
P.O. Box 2163
Prindeton, NJ 08540

(609) 921-8653
Contact Person: Carol Jacobs

Women's Action Alliance
Nonsexist. Child Development Project

(Preschool - Grade 3)

370 Lexington Ave.
New York, NY 10017
(212) 532-8375
Director: Barbara Sprung

Women's Bureau
U.S. Dept. of Labor
200 Constitution Ave., NW
Washington, D.C. 20210
(202) 523-6611
Director: Alexis Herman

Women's Caucus for Political Science

Mt:Nernon College
2100 Foxhall. Rd.
Washington, D.C. 20007
(202) 331-3418
President: Dr. Susan Tolchin

3,50.
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Women's Educational Equity Act

Program (WEEAP)
Education Department
400 Sixth St. SW
Donohoe Building Room 1100

Mashingt n, D.C. 20202
(202) 2 2182

Director Leslie Wolfe

Women's Educational Equity
Communicetions Network (WEECN)

Far Westlaboratory for Educational

-Research And Development
1855 Folsom St.
San Francisco, CA 94101
(.415) 565-3032

Director: Matilda Butler

Women's Equity Action League (WEAL)

Educational and Legal Defense Fund

805 15th St., NW Suite 822
Washington, D.C. 20005
(202) 6381961
Director: Carol Grossman

`Women's Law Fund.
1621 Euclid Ave.
Cleveland, Ohio 44115
(216) 621-3443
Contact Person: Charles Guerrier

Women Working in Construction
1854 Wyoming -Ave., NW
Washington, D.C. 20009
(202) 638-4868 or 820-2982
Contact Perton: Ms. E. Howard
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Title IV Funded Projects

DESEGREGATION ASSISTANCE CENTERS FOR SEX DISCRIMINATION

Title IV of the Civil Rights Act of 1964

---

Service Area (i): ME, NH, VT, MA, CT; RI

Ms. Martha O'Reilly Keener, Director.

Sex Desegregation Assistance Center/University of Hartford

New England Equal Education Center

38 Woodland Street
Hartford, CT 06105
(203) 522-7166

Service Area (ii): NY, NJ, PR, VI

Dr: Effie Bynum, Director
Sex Desegregation Assistance Center

Teachers College/Columbia University,

Institute'for Urban and Minority Education

525 West 120th Street
New York, NY 10027
(212).678-335

Service Area (iti): PA, DE, MD, VA, WV, DC

*. David Sadker, Director ,

Sex Desegregation Assistance Center

The American Univertity
School'of,Education
Massachusetts and. Nebraska Avenues, NW.

Washingtoh, D.C. 20016
(202) 1686-2194 -

Service Area (i0: NC, SC, GA, FL, AC, MS, KY, TN

Dr. Morrill Hall; Director

Sex Desegregation Assistance Center.

G-12 Aderhold Hall
Athens, GA 30602

( (404) 542-1821,

Service Area(v): OH, IN, IL, MI, WI, MN

Dr. Frank Aquila, Director
Sex Desegregation Assistance Center

Indiana University
School of Education
902 NortitIMeridiO,
Indianapolis, 'IN 46204 °-

(317) 264-4628
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Service Area '(vi): TX, LA, OK, AR, NM

Dr. Bennat Mullen, Director
Sex D segregatiOn Assistance Center

Stephe F. Austin State University
Box 30 OA, SFA Station
Nacogdo hes, TX 75962.
(713) 5.9 -5307

Service Area NE KS MO

Dr. Charl s,Rankin,:Director
Sex Desegregation Assistance Center .

Kansas State UniVersiV/College of Education

Departmentof.Administration and FoundatiOn/Holton Hall

Manhattan, 'KS 66506
. (913). 532-5541

Service Area SD, MT, CO, WY, (11

Mr. Richard Thomas
Sex Desegregailon Assistance Center

Weber State College - 1101
Ogden, UT 84408
(801) 399-6635

Service Area-(ix): CA, NV, AZ, HI, GU, Am. Samoa, Tr. Terr. of the Pac. Is.,,

Commonwealth of N. Mariana Islands

Rarbara Peterson
Oesegregation Assistance Center

Education Classroom Building, Room 327

California St4te University, Fullerton

Fullerton, CA 92634
(714) 870-3141 or 870-3811

,Service Area (x): OR, WA, ID, AK

Ms. Kathryn Scotten, Director

Sex Desegregation-Assistance Center.

Portland State-University/P.O. Box 751

Portland, OR 97207
(503) 229-4628

PROJECT OFFICER: Washington D.C.

Mr. Elton W. Ridge, Director

Ms. Delia Alpert, Branch Chief

DTA, EEOP
400 Maryland Avenue, SW ,

Washington, D.C. 20202
(202) 245-8840



. .

STATE EDUeATION'AGENCIES - SEX'DkSEGREGATION - 1978 .

Title IT',of the Civil Rights Act of 1964

ALABAMA

Dr. Arthur W. Dennis
Alabama State Dept. ofEd0P4t1.0ri
Div. of Administration .81LEfri&ite

:501.Dexter Ave.
Montgomery,-AL. 36130

(295) 832-3222.

CALIFORNIA

Ms. Barb Landers
California State Dept.'of Education
Office for Sex Equity in Education

721 Capitol Mal), Room 544.
Sacramento, CA 95814.
(916) 322-7388

COLORADO

Ms. Martha Fair
Colorado Dept. of Education
Equal Education Services Unit
201. E. Colfax Ave.
Denver, CO 80203
(303) 839-2166

CONNECTICUT ,

Ms. Roberta Howells.
Copectfcut 'State Bd. of Education
Bureau of\Elem. & Se
P.O.,Box 2219
Hartfdrd, CT 06115

(203) 566-5061

ion.

DELAWARE

,
Ms. Barbara PhIlbin.
Siate-pept. olF'publiciInstrUction'
State Education Agency
John G. Townsend Building
Dover4'DE
(302) 678L4885 .

HAWAII''

Masao'Osaki
,Hawaii State Dept. .of Education

Office of the Superintendent
P.O. Box 2360
Honolulu, HI 96804

,`(808) 548-3114

IDAHO

Mr. Roy Truby 90

Idaho State- Dept. of Education

Div. of Federal.Programs
650 W. State

,

Boise, ID 83,720

(208).384 -3301

ILLINOIS
,

Ns: Sue Jokes Troute
State, Board of,.Education
Illinois Office Of Education
Equal Educational Opportunity
100-NortliiFirst
Springfi 62777.

(217) 782-1877

INDIANA.

Ms. Mary B. Miller
Indiana Dept: of Public Instruction

Sex Desegregation Unit
Room 229 State HoiAe
Indianapolis, IN 46204

(317) 927-0150

IOWA

Mr. George Garcia'
IowA Dept, of Public Instructian
Urbah Education Section. ,

GrimesState Office
Des. MOines, IA 50319

(515.) 281-,3152
I
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MAINE

H. Sawin Millett, Jr.
Commissioner
Maine Dept. of Educational and-
Cultural Services '

Augusta, Maine 04333
(207)189-2321

MARYLAND '4\

Ms: Susan Frostii
Maryland State Dept. of Educatjon
Office of-the !Superintendent
`P.O. Box 8717, BWI Airport
Baltimore, MD 21240
(301) 796-8300 x517

MASSACHUSETTS

Ms. Marlene.Godfreli
Massachusetts Dept. of Education
31 St. James Ave.
Boston, MA 02116
(617) 727-5880

MICHIGAN.:

,Ms. Jo Jacobs
John. Porter
Michigan Dept. of ducation

Box 30008
Lansing, MI 48902'
(517) 373-3497

NEBRASKA

Mr. Jesse J. Payne,
Nebraska Dept. -of Equcation
Div. of Instructional Services
P.O.. Box 9,4987
Lincoln, NE 68509
(402) 471 2476 '

NEW HAMPSHIRE

-Mr. Andrew T. Stewart
New Hampshire Dept. of Education

-,Office of Equal Educatio41
Opportunity -, 0

.64M. Main Street
Concord,. NH 03301

(603). 271-2130

216

NEW YOI

Dr. Tho

New Vol
Div, Cr

Idashihl

Albany
(518)

NEW HI

Mrs. N
New ,Je

°Office
Oppor

225° We

Trento
(609)

PENNSY.

Conrad
Pennsy
Bureau
Oppbr
Box 91
Harris
(717).

RHODE

Mr. Fr
Rhode
Equal
199 Pr
Provid

(401)

SOUTH

E.W. N
State
Office
Surve
1429 S
Colutht

(803)'

SOUTH

Ms. AT
Div. c
Kneip
Pierre
(605).



TENNESSEE

Mr. Troy. L. Jones
Tennessee State Education Dept.
Equal Educational Opportunity Program

116 COrdP11Hull Building
Nashville, TN 37219.

(615) 741-3248

TEXAS ,

Gilbert Conoley
'Texas Education Agency;
Div. of Technical Assistance
201 E. 11th' Street 1

Austin, TX 78701-.

(512). 475-4680
,

VIRGINIA

Dr. Wendell Hyltor
Dept. of Education

- P.O. Box 60
9th Street Office
Richmond, VA
(804) 786-3750

WASHINGTON

Beth Voorhees Wilke
Superintendent.of Public Instruction

Office for El-Jal Education

Old Capitoliding
Olympia, WA 1,-,604

(206) 753 -256C

WEST. VIRGINIA

Mr. Tony .Smedley
West Virginia Board of Education

Office of Equal Educational Opportunity

1900 E. Washington Street, 8-252

Charleston, WV. 25306'

(304) 348-3303

WISCONSIN
9

Mr. John Strother
DePt. of Public Instruction

Equal Educational Opportunity Office

-126 Langdon Street
Madison, WI 53702
(608) 266-3390
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3. State Sex Equity Personnel

STATE EX

. TITLE IX COORDINATORS

Dr. William Baxley
Title IX Director
Dept. of Education.
720 Washington Ave., Room 200
Montgomery, Alabama 36104
(205) 832-6514

Ms. Gladys R. Tinney
Title IX Coordinator
Dept_of Educapon_
Div. of Educational Program Sup

Pouch F, State Office Bldg.
Juneau, Alaska 99411
(907) 6i5 -2841

Dr. Gary Emanuel
Title IrCoordinator
Education Prpgram Director
Special Projects
Dept. of Education
1535 Vest Jefferson
Phoenix, Arizona 85007
(602) 271-4361

Mr. Tommy Venters
Associate Dir. of Personnel
Road 101 East
Arch Ford Bldg.
Little Rock, Arkansas 72201
(5011 371-1546.

Ms. Barb Landi,
Director, Project S.E.E.
(Sex Equity in Education)
Dept. of Education
721 Capitol Mall, Room 544

Sacramento, California 95814

(916) 322-7388

EQUITY PERSONNEL

ort,

Ms..MarthaiFair
Consultant Title 1X/Sex-Equity

Equ& Educational Services Unit

!;:y.1-41eado Dept. of EdUcation

!,e Office Bldg.., 201 E. Colfax

,yer, Colorado 80202

SEX EQUITY COORDINATORS
(VOCATIONAL. EDUCATION)

Ms. Ann Turnham
Supervisor, Sex -Role' Stereotyping

Div. of. Vocational Education
Dept. of Educlion
Montgomery, Al bama 36130
(205) 832 -3450,

Ms. Gladys R Tinney
Title IX Coordinator /

_. Dept._of Hu/cation .

Div. Of EdU atienal-Program SUppettr---

.Pouch F, S to Office Bldg.
1

Juneau, Al ska 99411 .
/

(907) 465 -8841. i

Ms. Debbi Dillon
Specialis , Sex Stereotyping

Dept. of ducation
Vocations Education j.

1535 West Jefferson
Phoenix, Lrizona 85007

(602) 271 5357

Ms. Linda eene
Program Ma ger
Vocational quity Programs, Vil'E

Dept. of Ed ation

1515 West 7t St., Suite 220/

Little Rock, arkansas 72201 /

(501) 371-297 \
i

/

'

Ms. Connie Gip on 1

Consultant, Vo tional Education
1

Dept. of Education
721 Capitol Mal , 4th Floor

Sacramento,. Cali ornia 958,14

(916) 445-2575 1

Ms. Pat Goggans
Supervisor, Sex Eq ity I

Div. of Occupational EdUcation

State Board for Co unity Colleges

207 State Services ldgJ

Denver, Colorado 802 3

(303) 839-3011



Ms. Roberta A. Howells

Title IX Coordinator
Dept. of Education
Box 2219
Hartford, Connecticut 06115
(203) 566-3873

Mr. Ervin C. March, Ed.D.
Dir. of Certification/Personnel
Dept. of Public Instruction
The Townsend Bldg. i

P.O. Box 1402
Dover, Delaware 19901
(302) 678-4688

Ms. Wanda W. Hinshaw
Title IX Coordinator
Presidential Building
415 12th St., NW
Washington, D.C. 20004
(202) 724-4218

Ms. Nancy. Benda
Title IX Coordinator
Dept. of Education
Knott Building
Tallahassee, Florida 32304

(904) 487-2280

Ms. Evelyn O. Rowe
Title IX Coordinator
Office of Special Services
Dept: of Education
Room 312, State Office Bldg.

Atlanta, Georgia 30334
(404) 656-2537

Mr. Thomas S. Yamashita
Director/Title fIX Coordinator

Management Audit/CiVil Rights.

Office of the Superintendent

bept. of Education
P.O. Box 2360
Honolulu, Hawaii 96804,

(808) 548-6401
.00.0111

Ms. Carole Aiken.
Consul tant /Sex Equity

Div. of Vocational Education
Dept. of Education
Box 2219
Hartford, Connecticut 06115
(203) 566-3430

Ms. Carol O'Neill Mayhew
Coordinator, Sex Equity Program
Dept. of Education
Dover, Delaware 19901
(302) 678-4885

Ms. Eunice Wright-Jones
Sex Equity Coordinator
Vocational Education
Presidential Building
415 12th St., NW
Washington, D.C. 20004

(202) 724-4178

Mrs. Lillian Renfroe
Vocational Education Equity Coordinator

Vocational-Technical Education
Dept. of Education
Knott Building
Tallahassee, Florida 32304
(904) 488-7695 or 448-8961

Ms. Loydia Webber
Vocational Education Equity Coordinator

Office of ,Special Activities
Dept. of Education,
231 State Office'Building
Atlanta, Georgia 30334
(404) 656-2591

Ms. Barbara White
Coordinator of Special Services

University of Hawaii/Office of 'he

State Director of Vocational Education

2444 Dole St., Bachman Hall ;

Honolulu, Hawaii 96822

(808) 948-7461

358
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Dr. Rudy Liverilte
Title IX Director
Dept. of Education
650 West State St:
Boise, Idaho 83720
(208) 384-3817

Ms. Sue Jonas Troate
Title IX Director
Illinois Office of Education
100 North 1st St.
Springfield,-Illinois 62777
(217) 782-5767------7

,

.Ms. Maria Brennan Miller
Title IX Coordinator
.Dept. of Public Instruction
Room 229, State House
Indianapolis, Indiana 46204
(317) 633-4978

Mr. George Garcia
Title IX Director
Department of Public Instruction
Grimes Street Office Bldg.
Des Moines, Iowa 50319
(515) 281-3848

Mr. Lanny Gaston.
Dir. PersOnnel/Title IX, Coordinator

Kansas. Dept. of Edubation

Kansas State Education Bldg.

120 East 10th St.
Topeka, Kansas.66612 4

(913) 29"6=gififi

Dr. Ross Henderson
-Div. of Equal Educational Opportunity

Kentucky Dept. of Education-
17th Floor, Capitol. Office Plaza

Frankfort, Kentucky 40601
(502) 564-4770

1/

Ms. Gretchen K. Magee
Supervisor/Title IX Coordinator

.Dept. of-Education
P.O. Box 44064
Baton Rouge, Louisiana 70804

(504) 342 -5192

220
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Ms.,Lianne Erdoisa
Vocational Education Equity Coordinator
Dept. of Education
Len B. Jordan Bldg.
650 West State St.
Boise, Idaho 83720
(208) 384-3271

Ms. Constance Cline
"Sex Equity Administrator
Adult, Vocational4Technical Education

Office of Education/AlvinalBldg. 4th Fl.

100 North 1st St:
.Springfield, Illinois 62777-,

(217) 782-7823

Ms. Cecilla Hawkins .

Corrdinator for Reduction of Sex Bias

State Bd./Vocational-Technical Education

401 Illinois Bldg./17 W. Market St.

Indianapolis, Indiana 46204

(317) 633-7673

Ms. Lenola Allen
Consultant
State Dept., of Education

Grimes Street Office Bldg.

Des Moins, Iowa 50319
(515) 281-37

Ms. Carol Oberle
Vocational Education Equity Coordinator

Dept. of Education .

Kansas State Education Bldg.
120 East 10th $t.
Topeka, Kansas.. 66612

(913) 296-2091

Ms: Hazel Davis
Vocational Opportunity.Coordinator
Dept.-of Education
Capitol Towers, Room 1017
Frankfort, Kentucky 40601
(502) 564-2896

Ms.'Joy Joseph
Coordinator,-Sex Equity Programs

Div. of Vocational Programs

Dept. of Education
P.O. Box 44064

2 Baton Rouge, Louisiana 70804

(504.) 389-2981



Ms. Jane Ri ey
Affirmative Action Coordinator
Dept. of Education and
Cultural Services
State of Maine
Augusta, Maine 04333

(207) 289-3565

Ms. Susan Frosch
Title IX Coordinator
Dept. of Education
P.O. Box 8717, BWI Airport
Baltimire, Maryland 21240
(301) 796-8300

Ms. Marlene Godfrey
Title IX Coordinator
Bureau of'Equal Educational
Opportunity-

Dept. of Education
31 St. James Ave.
Boston, Massachusetts 92116

. (617).727 -5880

Ms. Jo Jacobs
Coordinator/Office for Non-Sexist
Education/School-Community Affairs

Dept. of Education
Lansing, Michigan 48909
(517) 373-3357

Mr. Archie Holmes
Dir. Equal Education Opportunity

State Dept. of Education
Capitol Square Bldg,
St. Paul, Minnesota 55101
(612) ,2. 6-6104

Mr. John O. Ethridge
Adm. Assist. tq State Supt.

Dept. of Education
P.O. Box 771
Jackson, Mississippi 3920b

(601) 354-6938

Ms. Betty McLaughlin
Acting Sex Equity Coordinia;:or
Dept. of Education and
Cultural Services

State of Maine
Augusta, Maine 04333
(207) 289-2033

'Ms. Marie Tarbell
Coordinator; Vocational Education
Dept. of Education
Rox 8717, BWI Airport
Baltimore, Mar land 21240

(301) 796 -8300 x504

Ms. Lynn Hager
Coordinator, Sex Fair Programs
Dept. of Education
182 Tremont St.
Boston, Massachusetts 02111
(617)727-8143

Ms. Cecelia Lovette
Education Specialist
Vocational-Technical Education
Dept. of Education/P.O. Box 30009

Lansing., Michigan 48909

(517) 373-0600

. Ms. Donna Boben
Coordinator for ExpanOed Career. Choices

State Dept. of Education
Capitol Square Bldg:
St. Paul, Minnesota 55101

(612) 296 -1866

1 Ms. Judy McLarty .

'Program Officer
Dept. of Education
P.O. Box 771
Jackson, Mississippi 39205

(601) 354-6980
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Mr.. John Rancher
Title 'IX Coordinator
Dept. of Education
P.O. Bux.480
Jeffersdff-City, Missouri 65101

(314) 751-4446

Mr. M. Joyce Gray
Title IX Coordinator
Office of Public Instruction
Slate Capitol
Helena,.Montana 59601
(406) 449-3095

Dr. Beth B. Buehlmann
Title IX Coordinator
Administrator of Personnel
Dept. of Education
301 Centennial'Mall South
Lincoln, Nebraska 68509
(402) 471-2295

Mr. David Rivers
Title IX Coordinator
4055 South Spencer St.
Las Vegas, Nevada
(702) 385-0190

Dr. Nishma' I. Duffy
Consultant, Equal Access to
Education, Titla IX

Dir.. Affirmative Action
Dept. of Education, Voc. Education

105 Loudon Road, Bldg. 3

Concord, New Hampshire 03301

(603) 271-2387

Vocational

Ms. Nida E. Thomas
Dir. Office of Equal Educational

Opportunity.
Dept. of Education
'225 Wedt State St./Box 2019

Trenton, New Jersey 06625

(609)282-2212

Ms. Georganna Hargadine
Vocational Education Equity Coordinator

Dept. of Education
P.O. Box 480
Jefferson City, Missouri 65101

(314) 751-3872

y Ms. Sally Moore
Consultant, Human Potential Dev.
Office of Public Instruction
State Capitol
-Helena, Montana 59601
(406) 449-3 26

Ms. Marge Hathaway.
Director, Equal Educational
'Opportunity in Vocational Education
Dept..of Education. r

301. Centennial Mall South
Lincoln,,Nebraska 68509
(402) 471 -2441

Ms. Roberta Dowell
Dii-ector, Elimination of Sex Bias

and Sex Stereotyping/Voc. Ed.

400 West King Street
Carson City, Nevada 89701
(702) 885-5700

Dr. Nishma,I. Duffy
Consultant, Equal Access to Vocational

"Education, Title IX

Dir. Affirmative Action

Dept. of Education, Voc. Education

105 Loudon Road; Bldg. 3

Concord, New Hampshire 03301

(603) 271-2387

Ms. Jacqueline Walker
Dir., Office for Women in Vocational

Education/Dept. of Education

225 West State St.
Trenton, New, Jersey 08625

(609) 292-2212



Ms. Carol Nordengren
Title IX Coordinator

State Educaff6K-Bldg;-- --
Santa Fe, New Mexico 87501
(505) 827-2192

Ms. Vivienne Anderson
Title IX Coordinator for
Dept. Educational Programs/State
School Student Affairs

and
Mr. Philip C. Sperry
Title IX Coordinator for
Dept. Employment

University of State of New York
State Education Dept.
Albany, New York 12234
(518) 474-2121 .

Ms. Gail Powell
Title IX Specialist
State Dept. of Public Instruction

Education Bldg. Room 137
Raleigh, North Carolina 27611
(919) 733-4207

Mr. Gene McCoWan
Coordinator,.Equal Educational
Opportunities Program

'Dept. of Public Instruction
State Capitol .

Bismarck, North Dakota 58505

(701) 224-2346

--Mr,-Robert-0. Greer
Asst. Supt. Urban Education
State of.OhionePt. o_f Education

State Mice Bldg.
65 South Front St:
Columbus, Ohio 43215
(614) 466-MT

Mrs. Vi Keefe
Title IX Coordinator
Dept. of Education
2500 North Lincoln Blvd.
Oklahoma City, Oklahoma 73105

(405) 521-2841

Ms. Vivien Newby
Coordinator, Equal Vocational
Opportunity Program

Dept. of Education
State Education Bldg.
Santa Fe, New Mexico 87503
(505) 827-3151

Ms. Carol Jabonaski
Equity Coordinator
State Dept. of Education
Twin Towers, Room 1624
Albany, New York 12224
(518) 474-5647

Mrs., Anne Troutman
Coordinator of Sex Equity
Dept. of Community Colleges
Raleigh, North Carolina 27611
(919) 733-2122

and
Mr. Gary.Ridout
Consultant for Sex Equity in
Vocational' Education
Div. of Equal education /Ed. Bldg.

Raleigh North Carolina 27611

(919) 733-3551

Ms. Carol M. Nelson
Coordinator, Educational .Equity in

Vocational Education
North Dakota St. Bd. for Voc. Ed.

1831 North 21st St.
Bismarck; North Dakota 58505
(701) 224-2678

Ms. Nancy Smith Evans
Supervisor. of Program Equity
Div. of Vocational .Education
StateOffice Bldg. Room 907
65 SouthlFront St.
Columbus,' Ohio 43215

(614) 466-3430 .

Dr. fern Green
Dir. Educational Equity Services

"Nrisb-,

Vocational-Technical Education
State Delft. of Education

X1515Aest Sixth Ave.
`Stillwater, Oklahoma 74074

,(4105) 377-2000

\ ,
362_
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Mr.'Larry Mylnechuk
Title IX Coordinator
Vocational Education
Equal OpportUnity Specialist
Edimational Program Audit DiV.
Dept. of Education
942' Lancaster Drive, NE
Salem, Oregon 97310
(503) 3'8 -3074

Ms. Helen FiedMan
Title IX. Coordinator
Dept. of Education,

Sox 911
Harrisburg, Pennsylvania 17126.

(717) 787-3048

Mr. Frank R. Walker III
Title IX Coordinator

and'

Ms. Patricia S. Read
Title IX Advisor'
Equal Opportunity Unit
Dept. of Education
22 Hayes St:
Providence, Rhode Island 02908
.(401) 277-3120

Ms. Georgianna Burns .

Title IX Specialist 1
Office of Technical Assistance
Dept. of Education
Rutledge Building
Columbia, South Carolina 29201

°(803) 758-2157

Title IX Coordinator
Div. of Elem. and Sec. Education

Knelp Building
Pierre, South Dakota 57501
(605) 773-3423

Mr.: Troy Jones
Title IX Director

'we'Dept. of Education
100 Cordell Hull Bldg.

Nashville, Tennessee 37219
(615) 741-3248 .

Ms. Joan Siebert
Vocational Education
Equal Opportunity Specialist
Dept. of Education
942 Lancaster Drive, NE, Room 14

Salem, Oregon 97310
(503) 378-3584

Ms. Florence Jean Wright
Acting Sex Equity Coordinator
Dept. of. Education
Box 911
Harrisburg, Pennsylvania 17126
(717) 787-1130

Ms, Linda Greenwood
Sex Equity Specialist
Dep of Education/Vocational
anu Technical Education

22 Hayes St.
Providence, Rhode Island 02908

(401) 277-2691

Ms. Annie Winstead
Consultant in Sex Equity
Div. of Vocational Education
Dept. of Education
Rutledge Building
Columbia, South Carolina 29201

(803) 758-8546

Ms. Ella Stotz
Supervisor, Equality in Vocational

Education/Dept. of Education
State. Office Bldg. #3
Pier're, South Dakota 57501

(605) 773-3423

Ms. Millie Huff
Specialist, Equal Vocational Oppor.

Dept. of Education
'13 Cordell Hul/ Bldg.
Nashville, Tennessee 37219
(615) 741-3059
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Ms. Eddye Morgan
Title IX Coordinator
Texas Education Agency
Div. of Technical Assistance
201;East 11th St.
Austin, Texas 78701
(E12) 475-2585-

Ms. Beth Davis
Senior Education Specialist
Equal- Opportunity Unit
.Dept. of Education
250 E. 5th St.
Salt Like City, Utah 84111
'(801) 533-5431

Dr. Edward Fabian
Title IX Director
Dept. of Education.
Montpelier, Vermont 05602
(802) 828-3135

Dr. V. Wendell Hylton
Special Assistant, Office of

Technical Asst.for Ed. Opportunity

Dept.. of Education
9th Street Office Bldg.
RichMond, Virginia 23216
(804) 786-3750

Ms. Beth Voorhees Wilke
Supervisor, Office of Equal

Education
Supt. of Public Instruction
OldrCapitol Bldg.
Olympia, Washington 98504
(206) 753-6738

Mr. Tony Smedley -

Coordinator, Office of,Equal

Educational Opportunity
Dept. of Education I

1900 Washington St. East
Charleston, West Virginia 25305

(304) 348-3303

Dr. Cecil Yvonne Wright
Coordinator for Equal Access to

Vocational Education
Occupational Education/Technology
Texas Education Agency
201 East 11th St.
Austin, Texas 78701
(512) 475-2585

Ms. Barbara Hales
Equal Opportunity Specialist
Div. of Vocational Education
Dept. of Education
250 E. 5th St.
Salt Lake City, Utah 84111
(801) 533-5888

Ms. Noreen O'Connor
Sex Equity Coordinator
Vocational-Technical Education
Dept. of Education
Montpelier, Vermont 05602

( 02) 828-3101

Ms. Elizabeth Hawa
Sex Equity Coordinator
Dept. of Education
9th St. Office Bldg.
Richmond, Virginia 23216
(804) 786-2657

Ms. Beverly Postelwaite
Special Assisthnt, Commission for

Vocational Educaiton
Dept. of Education'
Old Captiol Bldg.
Olympia, Washington 98504
(206) 753-5651

Ms. Marlene Grady,
Vocational Education Sex Equity

Coordinator .

Dept. of'Education
1900 Washington St. East
Charleston,' West Virginia 25305

(304) 348 -2700

364
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Mr.-Gordon Jensen
Title IX Coordinator
State Dept. of Education
126 Langdon St. Room 417
Madison, Wisconsin 53702
(608),266 -1771

Mr. Lyle. D. Hartley
and

Ms. Barbara Bonds-
Title IX Coordinators
State Dept. of Education
Hathaway'Bidg.
Cheyenne, W omin 82002

(307) 777-

226

Ms. Anna Biermeier
Opportunity Development Sepcialist
Vocational Technical
Adult Education Board
4802 Sheboygan Ave.
Madison, Wisconsin 53702
(608) 266-2899

Ms. Evelyn D. Johnson
Vocational Education Sex
Equity Coordinator
State Dept. of Education
Cheyenne, Wyoming 82002
(307) 777-7411



1. FILMS

B. Noniprint

a

ALL OF US STRONGER (1976). 16mm, color, sound, 9 minutes. Available (for

sale $175.00, for rent $20.00) from Serious Business, 1609 Jaynes St.,

Berkeley, CA 94703.

AMERICAN PARADE: WE THE WOMEN. 16mm, color, sound, 30 minutes. Available

(for sale $400.00, for rent $45.00) from'BFA Films, 2211 Michigan

- Avenue, P.O. Box 1795, SantaaMonical CA 90406.

ANYTHING YOU WANT TO BE. 16mm, black and white, sound, 8 minutes. Available

(for sale $115.00, for rent $17.00) from New Day Films, P.O. Box 315,

Franklin Lakes, NJ 07417.

THE ASSERTIVE, COLLEGE STUDENT (1978). 16mm, color, so &nd, 20 minutes. Order

#77572. Available (for sale $315.00, for rent $30.00) from American
Personnel and Guidance Association, 1607 New Hampshire Ave., NW,

Washington, DC 20009.

ASSERTIVE TRAINING FOR WOMEN: PART I. 16mm, color, sound,

#77538. Available (for sale $265.00, for rent $25.00)
Personnel and Guidance Association, 1607 New Hampshii-e
Washington, DC 20009.

ASSERTIVE TRAINING FOR WOMEN: PART II. 16mm, color, sound,

#77539. Available (for sale $265.00, for rent' $25.00)
Personnel and Guidance Association, 1607 New Hampshire
Washington, DC 20009.

BACK TO SCHOOL, BACK TO WORK. 16mm, color, sound, 20 minutes. Order_127540.
Available (for sale $265.00, for rent $25.00) from American Personnel-

and Guidance Association, 1607 New HampshireaAve., NW,.Washington, DC

20009.

17 Minutes. Order
from American
Ave., NW,

18 minutes. Order
from American
Ave., NW,

THEILACK WOMAN (1970). 16mm, black and white, sound, 52 minutes. Available

(for sale $265.00,.for rent $14.00) from Extension Media Center, 2223

Shattuck Ave., Berkeley, CA 94720.

BOB.& CAREN & TED & JANICE. 16m61, color, sound, 22 minutes. Available

from ParamOunt/Oxford,FilMs,5451 Marathon St., Hollywood,.CA 90038.

BOYS WITH LONG HAIR. 16mm, Color., sound, 30 minutes;;, Available-(for:sale

1350.00, :for.rent $35.00),:from MSC (Martha SU:tit COmmunications), 66

Bank.St4e:New York, NY' 10014.

t

Prices listed. are subject to.change.
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CHANGING -I'
Afor s
5hattu

CHRIS'. AND BE

ES (1974). 16mm, black White, sound, 15 minutes. Available

le $130.00; for reWS14.00) frbxtension Media Center, 2223

k Ave., Berkeley, CA 94720.

NIE (1974). 16mm, color, sound, 24,minUtes.I Available (for

.00, for .l'ent $35.00) from,New Day P-ilms,.P.O. Box 315,

Cakes, -NJ' 07417. -.

'CLORAEAND 'ALB

A425.00;'
St.; NOwto

CDNTfNUOUS WOM

4112,.:St. P

E.

or

CROSS - CULTURAL AP

16mm,:atolor,
$39.50) ,from
E.-53rd. Dr.,

"DADDY DON'T BE SIL CASE: FOR EQUAL RIGHTS,-(1974).

27-minUt s. Available (for sale $315.00, for rent $23.00) from

Extension Media Center, 2223 Shattuck, Ave.', Berkeley,,CA 94720.

DEBORAH SAMPSON: A WO AN IN THE REVOLUTION.(1975). 16mm, color, sound, 15

. minutes. Available (for sale $215.40,jor rent $17.00) from BFA

Educational Media, 2211 Michigan Ave., P.O. Box 1795; Santa Monica, CA

90406.

THE EMERGING WOMAN, (19)4). 16mm,' black and white -sound, 40 Minutes.

Available (for sale $350.00, for rent $45.00) from Film Images, A

.

Davison of Radim TM, Inc., 17 W. 60th. St., New York,' NY 10023.

' AN EQUAL. CHANCE THROUGH TITLE IX.. 16mm, color, sound, 22.minutes. Available

(for sale $275.00, forrrent $18.00) frOM NEA Sound Studio, 1201 16th.

-.St., NW, Washington DC 20036.

ERA AND THE-AMERICAN WAY (1974).. 16mm, color,. sound, 25 minutes. Available

(for sale $200.00;' for rent $35.00) from Serious Business, 1609 Jaynes

St., Berkeley; CA' 94703.

EVAN'S CORNER (1969). 16MM, color, sound, 24 minutes. Available (for sal-

$295.-00-,-fer-rent $20.ir from BFA Educational Media, 2211 Michigan

Aye., Santa Monica, C 90404.

.16mm,vcolor-,-Sound, 32 minutes.' Available (for sale

rent $30.0.0)Oom Education Development Center,.39 Chapel

MA 02160.

(1973). 16mm,,color, sound; 25 minutes. Available (for

; for rent $32.50) from Circle One, 1456 E. Magnolia Ave.,

1, MN 55106.

ROACH TO ACQUISITION OF SEX ROLES,AND SOCIAL STANDARDS.

ound, 24 minutes. Available' (for sale $395.00; for rent

arper and'Row Media, Harper and Row Publisher*, Inc., 10

ew York NY 10022:

THE FABLE OF HE AND SHE (1974). 16mm, color, sound, 12 minutes. Available

(for'.sale $165.00, fororent $15.00) from Extension. Media Center, 2223

Shattuck Jive., BerkeleY, CA 94720.

THE FAMILY: LIFESTYLES OF THE FUTURE (1972). 16mm, color, sound, 22 minutes.

Available-(for sale $300.00, for rent $40.00) from Document Astociation,

Inc., 880 Third Ave., New York, NY 10022.
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THE FLASHETTES. .16mm, color, sound, 20.Minytes.. Availa le(for tale

$330.00, for rent $35.00) from Nere.Day Filmsa-P.O. Box 315; Franklin -

LakesilUI 07417. .

.`

FREE TO CHOOSE (1974)., 16mni, color, 16 minutes. Availrable (for sale

$210.00, for rent $20.00) from Film Fair ComTunication, 10900,Ventura--

Blyd., Studio City, CA. 91604.

FREEDOM TRAINING. 16mm, 21. minutes. Available (for sale $225.00, for

rent $10.00). from_Indiana-Career Resource. Center, 1201 -09 S. Greehlawn,

South Bend, IN 46615.
°°

GIRLS AT TWELVE (1974). 16mm, color, tvund, 30 minutes. .Available (for.,

sale $330.00, for rent $25.00), from Education'Deyelopment_Center,°39

Chapel Sf.,,Newton,. MA 02160.1

GROWING UP FEMALE: AS SIX BECOMES ONE.(1§71}. 16mmIrblac and whitd,

sound, 60 Minutes. Available (for sale1375.00, for fit $60.00) from

New Day Films,. P.O. Box
315,-Franklin,lakes,- NJ .07417.

HEY DOC 11971). 16mm, color, sound, 25 minutes. Available (for sale

-
$300.00) from Carousel Filric,

1501',Broadway, New York, NY 10036. .

HEY! WHAT ABOUT'US? SEX-ROLE 4H °TYPING 111°PHYSICAL ANVITIES IN

SCHOOL (1974). 16mm, color, sound,' 15 minutes. AVa lables(for sale'.

$200.00,. for rent.$17.00) froM
Extension Media Center, 2223 Shattuck

AVe.1Berkeley,-CA 94720.
7

I IS FOR IMPORTANT..
16mm:color, sound, 32 minutes; ,Available (for

.
sale $160.00, for rent $15.00) from ExtensionMetlia Center, 2223:

Shattuck'Ave., Berkeley', CA 94720,

I ONLY WANT YOU: TO BE NAPPY (1975). 16=6 color, sound, 16 minutes.

Available (for sale $195.00, for rent $15.00) from-CRMsEducational

Films, 110 15th. St., Del Mar, CA. 92014.
.

-

JANE KENNEDYT.0 BE FREE.11972).
16mm,co1or, sound, ,27 minutes.

Available (for,rent7$20.00) fromExtension pedia,denter, 2223 Shattuck

Ave., Berkeley,. CA 94720. 7 $

0'

JOB
DISCRAINATION:ZOING,SOMETHING ABOUT IT (1977). 16Mm, color.,

sound4,--597,mtnotesAvAilable tt9ISale$580.00,
'forsmit'-$21.75) fivm

Indiana Audio4tival-CentBloomington 111'47401.

JOBS IN THE 4TY,-J.40MERIT WORK. 16mm, cola sound, 11 minutes.

Availdble ('for. sole $175.00).frOm Centron Films, 1621 W-9th. S , Box

6§7,-LaWrence,'KS_ 66044. -

4

JOYCE AT 34; '16mm, color; sound, 28' Mitiates.
Available (for sale

$350.00, for rent $35.00) from New Day Films, P.O. Box 315; Frafiklin

Lakes, PO 074i). 7



KATHY (1974). .16mm, color, sound, 16 minutes.. Ava

5225.00, for rent $18.00) from BFA Educational

Ave., Santa Monica, CA .90404.i

LAVENDER .(1972). 16mmtplor,-,4ound,' 13. minutes.

sale $170.00, for rent $17.00) fraM'Perennial

Willow Rd.. , P.O. Box 236, Northfield, IL-6009:

MARIA OF THE PUEBLOS. 16mm,

(for sale $235.00) from
Lawrence, KS 66044.

MARIE CURIE -- A LOVE STORY.
(for sale $535.00) from
Lawrencei, KS 66044.

color, sound,-15 minut
Centron Filmt, 1621 W.

16mm, color, sound., 3;
Centron Films, 1621 W.

MATINA HORNER: A PORTRAIT OF A PEOSOtV (1974). 16mr

minutes. Available (for sale $265.00, for re!

Films, 470 Park,Avenue, South, New:york, NY

'THE MATURING WOMAN. 16mM, color, sound, 30 minutes

, sale $315.00, for rent $30.00) from American P

Association, 1607 New Hampshire Ave., NW, Wasp

1

MEN'S LIVES (1974). 16mm, color, sound, 45 mihutes

sale $456.00, for rent $59.00) from New Day Fi

Franklin Lakes, NJ 17417.

NEW ENTREPRENEUR. 16mm, color, sound, 11 minutes.

sale.$175.00) from ACI Films, 34 W. 45th. St.,

ON YOUR OWN.(197,,:. 16mm, color, sound, 22 minute!

rent $22.00)' from Film Fair Communication, 10!

.City, CA 91604:

OTHER WOMEN, OTHER WORK. 16mm, color, sound, 20 m'

(for sale,$250.00, for rent 119.00) from Churl

Robertson Blvd., Los Angeles, CA 90069.

PREJUDICE: CAUSES, CONSEQUENCES, CURES (1974): 161

24 minutes. Available (for sale $394.00, for

Educational Films, Del; Mar, CA 92014.

PUT YOURSELF IN-MY-,PLACE (197). 16mm, color, sou

'-Available (for sale $250.00, for rent $20.00)

University Place, New York, NY 10003.

QUEEN VICTORIA "AND BRITISH HERSTORY. .16mm, color,

Available (for sale $430.00) from Centron File

687, Lawrence, KS 66044.

. . .

ROLL OVER (1974). 16mm, color, sound; 10 minutes.

*sale $150.00, for rent $20.00) from Herstory

-St. New York,,NY 10003.
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, ROOKIE OF THE YEAR (1973). 16mm, color, sound, 47minutes. Available

(for sale $550.00, for rent $55.00) from Time/Life Films, Eisenhower

Or., Paramus, NO 07652

`SEX-ROLE DEVELOPMENT (t974). 16mm, color,:soUnd, 23 minutes. Available.

(for sale $295.00, for. rent $35.00) from CRM Educational Films, Del

Mar, CA 92014.

THE SOONER THE BETTER. 16w,.culor, sound, 27 minutes. Available

(for sale $375.00, for rent
$40.60.phis $4.00 handling) from the

Third Eye Films, 12 Arrow St., Cambridge, MA 02138.

SUGAR ANO SPICE (1974). 16mm, color, sound,.32 minute::.. Available

-(for sale $275.00, for rent $20.00) from Odeon Films, Inc., P.O. Box

315, Franklin Lakes, NJ 07417.

1

SYLVIA; FRAN AND JOY (1973). 16mm, black and white, sound, 25 minutes.

Available (for sale $185.00, for rent $15.00) fmm Churchill Films,

662 N. Robertson Blvd., Los Angeles, CA. M060.

TAKE THIS WOMAN (1971). 16mm, color, sound, 25 minutes. Available

(for sale $275.00, for rent $13.0) from NBC Educational Enterprises,

Inc., 30 Rockefeller Plaza, Rm..1022, New York, NY' 10020.

THEY APPRECIATE YOU MORE. 16mm, color, sound, 14 minutes. Available

(for sale $120.00, for rent $20.00) from National Film Beard of 1

Canada, 1251 AveWle of the Americas, flew York, ANY 10020. ),

TO BFA SOMEBODY (1971). 16mm, color, sound, 29 minutes. Available

(for rent $22.00) from Extension Media Center,' 2223 Shattuck Ave.,

Berkeley, CA 94720.,

'TO BE YOUNG, GIFTED.ANO BLACK (1972). lard, color, sound, 90.minutes.

Available (for sale $665.00, for rent $27.00) 'from Indiana University

Audiovisual.Center, Bloomington, IN 47401.

TRACK AND FIELD SERIEScFOR GIRLS (1975). 16mm, color, sound, 3 W.-is,'

15 minuteSeach. :Available (for sate $200.00, for'rent $1C.00) from

( Macmillan/Audio Brandon, 34.MAcQuesten Parkway, So.,.Mount Vernon, NY'

10550. . .

THE TRIAL OF SUSAN B ANTHONY) 16mm, color, Sound, 22.minutes. Available

. (for sale $330.00, for rent
$20.00) from BFA Educational Media,.2211

Michigan Ave., Santa Monica, CA 90404.

UNION MAIDS (19f6). 16mm, black and white, sound, 45 minutes. Available

(for sale $375.00, for rent $50.00) from New Day,Films, 267 W.:25th.

St., Franklin Lakes',11.1 07417

°
S" %,

VOLLEYBALL: .DIG IT.' 16mm, color, sound, 13 minutes. Avai/ablelfor

.sale $185.08) from BFA Educational Media, 2211 Michigan Ave..,. Santa

Monica, CA 90404. o , -1
"

:4'
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A WHOLE NEW BALLGAME. 16mm,' color, sound, 9 minutes. Available (for 1

sale $125.00, for rent $10.00) from 13FA Educational Media, 2211

MichigaAve., Santa Monica, CA 90404.
1

WHY. MOTHERS WORK (1976). 16mm, color, sound; 18 minutes. Available

from Encyclopedia Britannica Educational Corp: Films, 425 N. /

Michigan Ave., Chicago, IL .60611.
\ ,

i

/WHY NOT A WOMAN? (1476).."- 16mm
,

color, sound; 26 minutes. Available
7

(for rent only $3.00) from AFL-CIO Film Library, 815 16th. St., NW,\

- Washington; DC 2006. ,i-
,

i

WINNING (1976). 16mm, color, sound, 16 minutes. Available (for sale
- / 1

$210.00 for rent $25.00).from Time/Life Films, Eisenhower Dr.,/

ParamuS; NJ 07652.-7--
/

;r
.

i

WOMAN: A MULTI-IMAGE HISTORY. Film and slides, color, sound, 42 minutes.'

Produced by Arlene Metha. Available from Arlene Metha, Arizona State

University, Department ofSecondary
Education, Tempe, AZ' 85281.

WOMAN TO WOMAN.(1975). 16mm, color, sound, 55 minutes. Available

for sale $525.00, fomrent$60.00) rom Serious Business, 1609 'Jaynes

St., Berkeley, CA 94703.--

THE WOMAN'S GA E. 16mM, color, sound, 28 minutes.- Available (for rent

'free), rom Modern Talking, Picture_Seryice, 2323 New Hyde Park Rd.,

/
New.Hy e Park, NY.'.

WOMAN'S PLACE. 16mm, color, sound, 8,minutes. -Availablo.(for sale $100.00

fbr rent $25.004 from Audio-Visual Dept., Anti-Defamation League of

B'nai:Writh, 315 LekIngton Avenue, New York, NY 10016.

A yomme$ PLACE. 16mm, color, sound, 25 minutes. Available (for sale

.
$460.00, for rent $100.00 plus postage) frdm Cally Curtis, 1111 North

Las!.pilmasOiollywood, CA 90038.:, -t:

i -. .
,J

,

kWOMAN'S PLACE (1973). 16mm, colori, sound, 52 minutes. Available

(for sale $550.00) from Xerox. Films, 245 LOng Hill Rd., Middletown,

CT 06457.i

vt A WOMAN'S PLACE IS IN THE HOUSE: A PORTRAIT OF ELAINE NOBLE (1974).

16mm, color, Sound, 30,minutes- Available (for sale,$325.00, for

rent $35.00) 'from WGBH Educational Foundation, 135 Western Ave.,

poston0A 02134.

WOMEN AND CAREERS: IDEAS FOR EQUALITY (1977). 16mm, color sound,

9 minutes. Available (for sale $170.00, for rent $35.00) from

,

Motivational Media, 8271 Melrose Avenue, Los Angeles,.CA 90046.

WOMEN EMERGING. 16mm, black and white, sound, 30 minutes: Available

(for salei$215.00, fOr rent $18.00) from Extinsion Media. Center, 2223.

Shattuck Ave., Berkeley, CA 94720.

3 1



i
WOMEN IN COMMUNICATION (1975). 16mm, color, sound, 15 minutes.

Available (for sale $205.00, for rent n6;00) from BFA Educational

Media, 2211 Michigan Avenue, Santa Monica, CA 90404.

WOMEN IN MANAGEMENT: THREAT OR OPPORTUNITY (1975). 16mm, color, sound,

30 minutes. Available (for sale $450.00, for rent $45.00) from CRM

Educational Films, Del Mar, CA. 92014.

WOMEN.IN SPORTS - AN INFORMAL HISTORY. 16mm, color, sound, 28 minutes.

Available (for sale $395.00, forrent $40.00) from Altana Films, 340

E. 34th. St., New York, NY 10016.,

WOMEN IN THE WORLD OF WORK. 16mm, color, sound, 15 minutes. Available

(for sale $175.00, for rent $17.50) from Vocational Films, 111 Euclid

Ave., Park Ridge, Il 60068.

WOMEN WANT...(1978). 16mm, color, sound, 25 minutes. Available from

the National Film Board_of Canada, 1251 Avenue of the Americai, New

York, NY. 10020.

WOMEN'S PREJUDICE, FILM. 16mm, color, sound, 18 minutes. Available

(for sale $255.00, for rent $30.00) from Sandler Institutional Films,

Inc., poi N. Poinsetta Place, Hollywood, CA 90045.

' WOMEN'S RIGHTS IN THE U.S.: AN INFORMAL HISTORY. 76mm, color, sound,

27 minutes. ; Available (for sale $375.00, for rent $40.00) from

Altana Films, 340 E. 34th. St., New York, NY 10016.

WORKING MOTHERS (19741. fl6mm, color, sound, 30 minutes. Available

(for sale $350.00, for rent $30.00) from Abigail Child, 114 E. 13th.

St., New York, NY 10003.

YOUNG, SINGLE AND PREGNANT (1973). 16mm, colOrri, sound, 18 minutes.

Available (for sale $265.00, for rent $26.50) from Perennial

Education, 1825 E. Willow Rd., Northfield, II 60093.'

YOUNG WOMEN IN SPORTS: 16mm, color, 15 minutes. Available (for sale

$215.00, for rent $17.00) from BFA Educational Media, 2211 Michigan

1 Avenue, P.O. Box 1795, SanteMonica, CA 90406.

2. FILMSTRIPS

AMERICA IN CRISIS: THE WOMEN'S MOVEMENT. Two filmstrips with records.

Available fromAudio-Visual Narrative Arts, Inc., Box 9,

Pleasantville, NY 10570. *

AMERICAN WOMEN- -NEW OPPORTUNITIES. Two programs, each, with twoofilmstrips,

cassettes, and a guide. Available ($40.00 each) from Social Studies

School Service, 10000 Culver Blvd., Dept. 5, P.O. Box 802, Culver

City, CA '90230.
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BUT WHAT CAN A GIRL DO? 'Four filmstripsPwith cassette or record.
Available ($79.50) from Westinghouse Learning Corp., 100 Park Ave.,

New York, NY 10017.

CAREERS IN BEAUTY AND FITNESS. Two filmstrips with cassettes. Available

($50.00) from Pathescope Educational. Media and;Co., 71 Weyman Ave.,

NeW Rochelle, NY 10802.

A CHANCE TO CHOOSE. Filmstrip and cassette. Available from American

Personnel and Guidance. Association, c/o The National Career
Information Center, 1607 New Hampshire Ave., NW, Washington, DC

THE CHANGING ROLE OF' WIN (1974). Two filmstrips, records or cassettes,

color. Available from Scott Education Division, 104 Lower West Field

Rd., Holyoke, MA 01040.

CINDERELLA IS NA!)! Filmstrip with cassettes. Available ($17.00) from the

Neional Education Association, 1202 16th, St., NW, Washington, DC

20036.
gft

THE CULT OF TRUE WOMANHOOD, Filmstrip with record or cassette, 11

Minutes. Available ($16.95) fran Multi-Media Productions, Box 5097,

-Stanford, CA 94305.

ELIZABETH I. Two filmstrips, 46 fremes, 13 minutes.
:arc. Multi -Media Productions, Inc., Box 5097,

EVE 'N US:. WOMEN AND .,THE aDEC-CHRISTIAN TRADITION.

45 mThutes. "Available (for rent $7.50) from
Roch,edge Ave., Aite Pi ir NY 10501.

Available ($16.95)
Stanford, CA 94305.

Filmitrip or.slides,
Paget:, 46

EVE OF CHANGE. Six filmstrips with ,,.sette or record. , <<f: able

($9g,r1) from WestiN1-.Aseleav'tng Corp., 1.ve., Nev

NY 19017.

FAMOUS AMERICAN WOMEN. Nile filmstrips, cassettes, co :-r: Available

($3' .00 for filmstry,s alone, $115.00 with cassette from Eye ,Gate

Media, 'i45-01 Archer Avc , Tcpanga, CA 92090.

FAMOUS AMERICAP WIEN OF AMERICA. Filmstrips in a Series. No sets each

containil": 6 color filmStrips, cassettes, guides. Available

($12R.00) from tr, ciety forihsual Education, Inc., 1345 Diversey

Parksay, Chicago, ' 50614.

THE FOREST PUNCESS.. with cassatte, 20 minutes. Available

($25.00) from Ov.y. tile_Rainbow Pra4s, Box 7072, Berkeley, CA 94707.

FOUR WOMEN ARTISTS. Two filmttript with cassettes, 18 minutes each.
Available ($45,.00).from Cducational Dimensions Corp., Box 126,

Stanford, CT 06904.
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THE.GENIUS OF AMERICAN WOMEN. Four filmstrips, 18 minutes each.

Available ($90.00) from Educational Dimensions Corp., Box 126;

Stanford, CT 06904,. .

GIRL WHO LOVED DANGER; Filmstrip. Available from Imperial Film

Company, 4404 S. Florida Ave., Lakeland, FL 33803. .

GIRLS AND BOYS-- RIGHTS AND ROLES. Two filmstrips, one cassette.

Available ($35.00) from Guidance Association, 757 Third Ave., New

York, NY 10017.

IDENTITY. Three filmstrips with cassettes, two card "games. Available

($215.00) from Educational Division, Dun-Donnelley Publishing

Corp., 666 Fifth Ave., New York NY 10019.

JOBS AND GENDER. Media. Kit: Two filmstrips, cassettes, discussion

gdide. Available ($48.00) from Guidancer,Associates, 43 Washington

Ave.,.Pleansantville, NY.110570.

THE LABELS AND REINFORCEMENTS OF SEX-ROLE STEREOTYPING. Two filmstrips,

record. Available ($24.50) from the National Education

Association,.NEA Order Department, The Academic Building, Saw Mill

Rd.,' West Haven, CT= 06516

MALE AND FEMALE^ROLES. Six filmstripswith'tassettes or records, 11

minutes-each, color. Available ($102.00) from Coronet: .

Instructional Media,,-.65 E; South Water St., Chicago', IL 60601.

MALE/FtMALE: CHANGING LIFESTYLES.. sour filmstrips,with cassettes or

recordS.:2kmilable ($68.00) from.Educational Audio4isual Inc.,

:Pleasantville, NY.:

MASCULINITY, Four falls°:..,rinsi sound.
Available_078.00) from Warren

SchoaeProductions,, 15.0 White Plains Road, Tarrytown, NY. 10591.

MASCULINITY AND FEMINITY (1969). Two filmstrips with cassette. Part

Stereotypes, Part Changirg Trends. . Available ($52.50,) .

frOm Guidance Associates, 757 Third Avende, New:York, NY 10017.

MEN AND WOMEN. Six filmstrips with recordt or cassettes. Allajlable

($125.00 for series, or $25.50 each) from Doubleday Media, Box

11607, 137q Reynolds Ave., SantaAna,'CA 92705.

!MISS, MS., MRS:, ,-:,MYSTERY,:,'THEPRESENT'
AND FUTURE STATUS OF WOMEN.

Filmstrip;.140160 frames, color. Available ($30.00) from Learning

and Information Inc., 315-Central Park West, New York,'NY 10025.

,'MOTHERS WORK TOO. Six filmstrips. Available ($42.00) from Imperial

Film Company-- Marstons, P.O. Box 20827, Phoenix, AZ 85030.

( -!
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MY MOTIER,HAS A J013. Six filmstrips. Available ($65.00) from Eye Gate

Media, 146-01'Archer Ave., Jamaica, NY 11435.

NEA EDUPAK ON SEX -ROLE STEtOTYPING..Filmstrips, cassettes, books.
Available ($67.00) from NEA Order-Department, The Academic Building, Saw

Mill Rd., Weti Haven, CT 06516.

NEW NORIZONS FOR WOMEN. Filmstrips with cassette,,, entor., Available

($28,00) from Pathescope Educational Media Inc.: 71 Weyman Ave., New

'Rochelle, NY 10802.

.NEWSPEDIA AND THE WORKING WOMAN -- GETTING RID OF STEREOTYPES IN

-REPORTING. Filmstrips with cassette, color, 30 mifttes. Available

($17.50) from Mind Openers, Box 2948, Rockridge Station, CA 04618.

NONTRADITIONAL CAREERS FOR WOMEN (1974). Two filmstrips and cassettes.

Available ($50.00) from Pathescope, 71 Weyman Ave., New Rochelle, NY

10802.

PATRICIA HARRIS, Filmstrip with record or cassette.`. Available ($22.00)

from Contemporary/McGraw-Hill, 330 W. 42nd. St., New York, MY, 10036..

:RE- EXAMINING SEX ROLES: EVOLUTION OR REVOLUTION? Six 35me color fi--vtrips,

Aaudiontape cassettes or records, teachers guide. Am5'labis

'.::from Harper and Row Media, Harper and Row Publishers, Im7., 1:1 E. 33rd.

St., New. York, NY 10022.

SEXISM IN CAREER EDUCATION MATERIALS. Filmstrip and

(for sale $300.00, for rent135,00 plus $5.00 postavi.; handltns) from

Womeir on Words and Images, 211;3, Princeton, N4 08540.

CHISHOLM. 'Filmstrip with rw:1 or ' .rsette. Available ($22.00)

from Contemporary/McGraw-Mill. .e7Z1 St,, New York, NY 10036. ,.

THE.. ILENCE6 MAJORITY: A WOMEN'S LIEEPTION M9LTI,MEDIA KIT. Five

filmstrips with reel-to-reel a:- c.,,:ss.Ate .a0, 15 minutes each. Available

($85.00) from Media Plus, Inc., 60 Riversid 6r.-, New York, NY. 10024.

SO MANY JOBS TO THINK ABOUT-- SET I. Filmstrip and cassette. Aveti:ble

($62.00) from Doug Campbell,, Teachers Resource Cehter, 8327. E. Virginia,

Scottsdale, AZ 85257.

TO BE A.WOMAN AND A WRITER. Two filmstirps with recordsor cassettes,

color. Available ($52.50). froM Gdidan !!.ociates 757 Third Ave., New

York, NY 10017.

A WOMAN'S PLACE. Four filmstrips with sound. Available 1$78.00) from

Warren Scholat Productions, 150 Vhite Plains Rd., TarrytoWn, NY 10591.

WOMEN: AN AMERICAN HISTORY. Six filmstrips,' ound. Available ($83.95)

from Encyclopedia Britannica Educational Corp., 425 N. Michigan Ave.,

Chicago, It. 60611.
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WOMEN IN AMERICAN HISTORY. Six filmstrips, cassettes, manual, color.

Available ($64.95) from Educational Activities, Inc., Box 392,

Freeport, NY 11520.

WOMEN OF THE AMERICAN-REVOLUTION: SIX BIOGRAPHIES FOR YOUNG PUPILS. SiX
filmstrips with cassettes. Available ($74.70) from Eye Gate Media,
14601 Archer Ave.,. Topanga, CA 92090.

WOMEN PIONEERS. Four filmstrips and cassettes. Available ($58.001 from
Educational Activities, P.p. Box 392, Freeport, NY 11520.

WOMEN: THE FORGOTTEN MAJORITY. Two filmstrips, sound. Available from
Denoyer-Geppert Audio Visuals, 5235 Ravenswood Ave., Chicago, IL 60640

WOMEN TODAY. Two filmstrips with records or cassettes. Available
($48.50) from Guidance Associates, 727 Third Ave., New York., NY 10017

WOMEN AT. WORK: CHOICE AND CHALLENGE (1976). Two-part filmstrip and

cassette. Available ($52.50) from Guidance Associates, 757 Third

Avenue, New York, NY 10017.

YES BABY, SHE'S'MY SIR! Filmstrip, cassette, color, 25 minutes. Available

($35.00) from Feminist Producti,is, 23 Whalers Cove,. Babylon, NY 11702.

3. AUDIOTAPES, AUDIO CASSETTES, AND RECORnt

AMELIA EARHART (1976). Audio cassette. Avaitcble ($4.90) from Educational

Reading Services, Audiovisual Division, Mahwah, NJ.

ANAIS NIN. Audio cassette, #36044, 51 minutes. Available ($16.95) from

The Center for Cassette Studies, Inc., 8110 Webb Ave., N. Hollywood, CA

91605.

ANGELINA AND SARAH GRIMKE. Audio cassette, 30 minutes. Availabie

($11.00) from Pacifica Tape Library, Department W 3761, 5316 Venice

Blvd., Los Angeles, CA .90019. '

BATTLES; FEASTS AND SOLITUDES. Audio cassette, 88 minutes. Available

($16.00) frOm Pacifica Tape Library, Department W 3761, 5316-Venice

Blvd., Los Angeles, CA 90019.

BETSY ROSS. Audio cassette. Available ($4.90) froM Educational Reading

Services,-AudioVisual Division, Mahwah, NJ,

THE BLACK WOMAN IN AMERICA (19i ). Audio cassette, 51 minutes. Available.

($12.00) from Pacifica Tape Library, Department W 3761,, 5316 Venice

Blvd., Los Angeles, CA 90019. 6
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BUT THE WOMEN ROSE. Record. Available from Folkways Records, 701

7th. Ave., New York, NY 10036.

.
CHILDHOOD OF FAMOUS WOMEN. Six audio cassettes, Available ($52.50)

from the Society for Visual Education, Chicago, IL.

CHILDHOOD OF FAMOUS WOMEN: VOL III. Two audio cassettes: Available

($17.50) from the Society for.Visual Education, Chicago, IL,

CLARA BARTON. Audio cassette. Available ($4.90) from the Educational

Reading. Services, Audiovisual Division, Mahwah, NJ.

COUNSELING GIRLS AND WOMEN: RESEARCH IN PROGRESS.' Audio cassette, 90

minutes. Order #72903. Available ($8.00) from American Personnel and

pUidante Association, 1607 New Hampshire Avenue, NW, Waibington, DC

20009. ,

DOROTHEA Olg (1962). Audio cassette, '32 minutes. Available ($11.00)

from Pacifica Tape Library, Department W 3761, 5316 Venice Blvd., Los

Angeles, CA 90019.

ELIZABETH BLACKWELL. Audio cassette. Available ($4.90) from the

Educational Reading Services, Audiovisual Division, Mahwah, NJ.

ELIZABETH CADY STANTON AND SUSAN B. ANTHONY (1962), Audio cassette, 28

minutes. Available ($11.00) from Pacifica Tape Library, Department W

3761, 5316 Venice Boulevard, Los Angeles, CA MO19

ERA--THE EQUAL RIGHTS AMENDMENT AND YOU. Audio cassette. Available

($6.00) from National rlucation
Association, 1202 16th St., NW,

Washington, DC 2003b.

THE FEMALE ANGST (1972). Audio cassette, 103 minutes. Available ($19.00)

from Pacifica Tape Library, Department W 3761, 5316 Venice BlVd., Los

Angeles, CA 90019.

FLORENCE NIGHTINGALE. Audio cassette. Available ($4.90) from Educational

Reading Services, Audiovisual Division, Mahwah, NJ.

FREE TO BE...YOU AND ME. Record album by.Marlo Thomas and Friends.

Available ($5.95 plus $ .55 postage) from MS. -(Department R), 370

Lexington Ave., New York, NY 10017.

GREAT WOMEN OF AMERICA: SERIES 425. Twenty-four audio cassettes," our-set

series. Available ($140.00) from. Classroom World Productions, New

York, NY.

HELEN'KELLER. Audio cassette. Available $4.90) from EducatiOnal

Reading Services, Audiovisual Divisinn,liahwah, NJ.

HONOR THY WOMANSELF. Record.. Available ;rom Rounder Records, 186

Willow Ave., Somerville -MA"" 02144.

PMEWORK (1972). Audio cassette, 45 minutes. Available ($12.00) from

Pacifica Tape Library, Department W 376.1, 5316 Venice Blvd., Los Angeles,

CA 90019.
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HURRAY FOR CAPTAIN JANE: AND OTHER LIBERATE' STORIES FOR CHILDREN. Record.

Available from Caedmon Records, Inc., 505 Eighth Ave., New York, NY

10018. I

I AM A WOMAN\ Two LP records with script. AiOlable ($15.50 plus $1.00

for shipping anti handling) from Natalie SlOm Associates, Inc..., 49 W. Main

St., Cambridge, NY 12816.

THE IMAGE OF. WOMEN IN ART (1972). Audio cassette, 78.minutes. Available

($15.00)ffrom Pacifica Tape Library, Depatttment W 747, 6316 Venice Blvd.,

Los Angeles, CA 90019... ,

IT CHANGED MY.LIFE. (1976). Audio cassette, 28 minutes. AVailable

($11.00) from Pacifica Tape Library, Depajtment W 3761, 5316 Venice.Blvd.,

. Los Angeles, CA 90019.

JAll WOMAN. Record. Available from. Rounder +ords, 186 Willow Ave.,

Somerville, MA 02144.

JULiETTE LOW. AL,lio cassette. Available ($4.90) from Educational Reading

Services, Audiovisual Division, Mahwah, NJ.

THE KITCHEN SINK PAPERS (1975). Audio cassette, 57 minutes. Available

($12.00) from Pacifica Tape Library, Department W 3761, 5316 Venice Pvd.,

Los Angeles, CA 90019.

LEGAL ISSUES AND LEGISLATION. AFFECTING WOMEN (1975). Audio cassette, 75-

minutes. Available ($12.00) from Pacifica Tape Library, Department W

3761, 5316 Venice Blvd., Los Angeles, CA 90019.

MADAME CURIE. -Audio cassette. Available ($4.90) from Educational

Reading Services, Audiovisual Division, Mahwah, NJ. .

MYTHS OF FEMININITY AND MOTHERHOOD (1965). Audio cassette, 68 minutt

Available ($14.00) Prom Pacifica Tape Library,. Department W 3761, 5316

Venice 810., Los Angeles, CA 90019.

THE OLDER WOMAN (1976). Audio cassdtte, 112 minutes. Available ($19.00)'

from Pacifica Tape Library, Department W 3761, 5316 Venice Blvd., Los

Angles CA 90019.

ON WOMEN. Twelve presentations on six cassettes. Available ($69.50) from

Affective House, P.O. Box 35321, Tulsa OK. 74135.
a.

PROJECT WOMEN IN A MAN'S WORLD OF WORK. Audioocassette, 90 minutes. Order

/72904. Available ($8.00) from American Personnel and Guidance'

Association, 1607 New Hampshire Ave., NW, Washington, DC 20009.

THE ROLE OF WOMEN IN THE ARTS. Audio cassette, 63 minutes. Available

($14.00) from Pacifica Tape Library, Department W 3761, 5316 Ve Blvd.,

Los Angeles, CA 90019.



SADIE AND AAUDE_(1971). Audio cassette, 36 minutes. Available ($12.00)

from Pacifica Tape 'Library, Department W 3761, 5316 Venice Blvd., Los

Angeles, CA 90019.;

,SEXISH1,RACISM, AND CLASSISM IN THE SCHOOLS. Audio cassette. Available

($6.00) frqm
National'Educatiori Association, 1202 16th. St., NW,

Washington, DC' 20036.

SDP!, BIAS IN-TESTING AND JOB PLACEMENT. Audio cassette, 90 minutes.

Order 172933. Available ($8.00) from American Personnel a0d Guidance

I,
Assaciation, 1607 New Hampshire Ave., NW, Washington, DC 20009.

SOCIAL ROLE AND THE SEARCH FOR IDENTITY (1965). Audio cassette, 48 minutes

Available ($12.00) from PacificaTape Library, Department W 3761, 5316

Venice Blvd.,.Los Angeles, CA 90019.

SONGS OF THE SUFFRAGETTES.. Record. Available from Foikway Records,

701 7th. Ave., New York, NY 10036.

THE STATE OF THE SEXES: MARGARET MEAD REVIEWS THE EVOLUTION OF SOCIAL

ROLES. Cassette tape, #35040, 55 minutes. Available ($16.95) fromthe

the Center fop. Cassette Studies, Inc., 8110 Webb Ave., N. Hollywood,

CA 91605.;'

SUSAN BROWNAILLER ON WRITING AND PROMOTING t1976). Audio cassette, 63

minutes. Available ($14:00) from Pacifica Tape .Library, Department H

3761, 5316 Venice Blvd., Los-Angeles, CA 90019.

TRAINING WOMAN-TO KNOW HER PLACE. (1971). Audio cassette,:. 60 minutes.

Available ($12.00) from Pacifica Tape Library, Department W 3761, 5316

.
Venice Blvd., Los Angeles, CA 90019.

TRUE STORY. Audi.° cassette, 63 minutes.
Available ($14.00) from Pacifica

. Tape Library, Department W 3761, 5316 Venice Blvd..Los Angeles, CA 90019.

VIRGO RISING ANTHOLOGYTHE ONCE AND THE FUTURE WOMAN. Record. Available

from Rounder Records, 186Nil1ow Ave., Somerville,, MA. 02144. -

WE DON'T KNOW HOW TO GROW PEOPLE. Audio cassette. Available ($6.00)

from.the National Education
Association, 1202 16th. St.., NW, Washington,

DC 20036.

WOMEN, CULTURE AND SOCIETY (1975), Audio cassette, 56 minutes. Available

1$12.00) from Pacifica Tape Library, Department W 3761, 5316 Venice ) ,vd.,

Los.Angeles, CA 90019.
-

WOMEN IN THE ARTS 11971). -Audio cassette, 29 minutes. Available ($10.0J)

from Pacifica Tape Library, Department W 3761, 5316 Venice Blvd., Los

Angeles, CA 90019.

WOMEN IN THE ECONOMY (1974)._

($11.00) from Pacifica-tape Library, Department W 3761, 5316.Venice Blvd.,

Los Anglles,'CA- 90019.



WOMEN IN POLITICS; 'Audio cassette, Ordei- #30133, 25 minutes. Available

($12.95). from the Center for Cassette Studies, Inc., 8110 Webb Avenue, N.

Hollywood, CA 91605."

WOMEN IN UNITED STATES HISTORY (1973). 10 cassette tapes with guide.

Available ($84.95) from Imperial Educattbnal ResoUrces, P.O. Box 5500, 202

,Laki Miriam Drive, Lakeland, FL 33803.

WOMEN. IN UNIVERSITIES. Audio cassette, 15 minutes, Available ($10.00)

from Pacifica PrOgram Service, 2217 Shattuck Avenue, Berkeley, CA 94704.

WOMEN: PERSPECTIVES ON A MOVEMENT. 3 audio cassettes, background reading

packet, leader's utilization guide. Available ($14.95) from Thes$3, P:O.

Box 11724, Pitsburgh, PA 15228.

WOMEN 91's THE SYSTEM OR THE GAMES MEN PLAY. Records, 27 simulated incidents.

Available ($12.00 each).
from'Audio-VisUal Department, Anti -Defamation

LeagiJe of B'nai B'rith, 315 Lexington Ave., New York, NT 10016.

WOMEN WHO WIN. 16 audio cassettes, bboks,
reproduction masters, teacher's

guide. Available ($208.00) from ECM Corp...__St. Paul, MN.

THE WORK OF THE WOMAN.- LP record, Available ($6.95) from Educational

.Activities, Freeport, NY.

4. VIDEOTAPES

CONGRESSWOMAN BELLA ABZUG. 3/4' videocassette, color, 29 minutes.-

.Available (for sale. ($130.00, or for rent $55.00) from Public Television

Library, 474 L'Enfant Plaza, S.W., Washington, D.C. 20024.

CONSCIOUSNESS-RAISING GROUPS (1974). 3/4" videocassqtte, color, 29 .

minutes. 'Available (for sale $130.00, or for rent $55.00) from Public

Television Library, 475 L'Enfant Plaza, S W., Washi--4,r, D.C. 20024.

A CONVERSATION WITH BETTY FRIEDAN (1974). 3/4" videoca.. olor, 29

minutes. Available (for sale $130.00 or for rent from Public to

Television Library, 475 L'Enfant Plaza, S.W., Washington, D.C. 20024.

COUPLES WHO ARE SHARING RESPONSIBILITIES (1975).. 3/4" videocassette, ,

color, 29 minutes. Available (for sale $250.00, or for rent $35.00) Oirom

MSC 'Martha Stuart
bommunicatiops), 66 Bank St., New York, NY 10014.

THE EQUAL RIGHTS AMENDMENT, PARTS I AND II (1974). 3/4" videocassette,

color, 29 minutes each...
Available (for sale $130.00 each, or for rent '

"$55.00 each) from Public Television. Library, 475 L'Enfant Plaza, S.W.,

Washington, D.C. 20024.
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FEMINIST THERAPY (1974). 3/4" videocassette, color, 29 minutes. ,Available.

(for sale $130.00 or for rent $55.00) from Public Television library, 475

L'Enfant Plaza, S.W., Washington,D.C. 20024.

FLORENCE LOCOMB, SUFFRAGIST (1974). 3/4" videocassette, color, 29 minutes.

Available (for sale $1130.00, oror rent $55.00) from Public Television

Library, 475 L'Enfant Plaza, S.W., Washington, D.C. 20024.

ISIS (1974). 1/2" videotape, black and white, 30 minutes. Available (for

sale $70.00, or for rent $25.00) from Women's Interart Center, Inc., 54,9

West 52nd. St., New York, NY 10010.

JOB DISCRIMINATION: DOING SOMETHING ABOUT ,IT (1977). Videocassette, color,

sound,, 59 minutes. Available ($405:00) from Indiana University Audio-
.

Visual Center, Bloomington, IN 47401.

LITTLE PEOPLE
t
(1975). 1/2" videotape, black.and white, 30 minutes. Available

from Isis: Women's Media Centre, 2185 West 4th. Ave., Vancouver, B.C.

Canada.

MEDIA IMAGES OF WOMEN (1975). 1/2" videotape, blaCk and white, 30 minutes.

Available from Isis: Women's Media Centre, 2185 West 4th. Ave.,1

Vancouver, B.C., Canada.

MEN & WOMEN, MEN & MEN. 1/2" videik.ape, black and white, 39,minutes.

Available by application from Brooks Dyer, P.O. Box 515, Bolinas, CA

94924.

MEN IN THE WOMEN'S MOVEMENT (1975). 1/2" videotape, black and white,730

Minutes:, Available from Isis: Women's Media Centre, 2185 West 4th. Ave.,

Vancouver, B.C., Canada.

MEN'S_ LIBERATION (1974). 3/4" videocassette, color, 29 minutes. Available, ,

(for sale $130.00, or for rent $55.00) from Public Television Library, 475

L'Enfant'Plaza,.S.W., WIshington, D.C. 20024.

NENWHO_ARE WORKING WITH WOMEN IN MANAGEMENT (1975).. 3/4" videocasietiZ

color, 28 minutes.. Available .(for sale $500.00, or for rent $100.00) from

MSC (Martha Stuart Communications), 66 Bank St., New York, NY 10014.

(Also. available in- 16mm at. same poices.)]

THE PRIEST AND THE PILOT. 112" videotape, black and,whlte,\ 20 minutes. --

Available (fbr sale $70.00,ror for rent $25.00) from Susan Mane, Women's.

Interart C-nter, 549 West 52nd St., New York, NY :10010.

SEX BIAS IN EDUCATION, PARTS I AND II (1974). 3/4" Adeocassette, Color,

.29 minutes each. Available (for sale $130.00 each, or for rent $55.00 ,

each) from Public Television Library, 475. L',Enfant Plaza, S.W.,,

Washingtoh, D.C.; 20024.

THE SINGLE-PARENT EXPERIENCE (1974).
3/4!'.videocassette, color, 29 minutes..1 ,34

Available (for sale $130.00; or foerent $550.0) from Public Television

Library, 475 L'Enfant Washington, D.C. 20024.

ti
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,STRATEGIES TO COUNTERACT SEX-ROLE STEREOTYPING IN THE ELEMENTAk, S'HOOL,

by Resource Options. 3/4" videotape. Available from the TLcion Women's

Commission, 1515 EaSt Broadway, Tucson, AZ 85719.
ft

SUGAR 'N SPIKES. 1E-3/4" videocassette, color, sound, 30 minutes. Available

(for sale $120.00, for rent $20:00) from Insight Exchange, awe 42584,, San

Francisco, CA ,94101.

E WILL NOT BE BEATEN. Videotape or videocassettes, black and white, 60

0minutes. Available from Mary Tiseo, c/o Urban Planning Aid, 2 Park

Square, Boston, MA- 02116. -

WOMANKIND., Nine 3/4" videocassettes, color, sound,60 minutes each.

Threelmodule production, three-cassettes per module. Available from Dr.

Arlene T. Metha, Arizona State University, Tempe, AZ 85281.

WOMEN (1972). 3/4" vicleocassette, color, sound, 29 minutes. Available

(for sale $250,00, for refit $35.00) from Martha Stuart Communications

(MSC), 66 Bank St., Newlork, NY 10014.

:WOMEN AND THE ARTS. (1973). 11/2" videotape, black and white, 30 minutes.

AvailablW from Isis: Womenl Media Centre, 2185 West 4th. Ave.,

Vancouver,413.C.,.Canada.-'

WOMEN IN POLICING (1974). 3/4" videocassette, color,.sound, 29 minutes.

Available (for sale Spodop,for rent 155.00 from Public Television

Libraries, 4,75 L'Enfant Plaza, S.W., Washington, D.C. 120024.

WOMEN SCULPTORS (105): l/g," videotape, black and white, 30 minutes.

Available:from Ws: WOmen's:Media Centre, 2185 West 4th. Ave.,

Vancouver, B.C., Caladar s'

WOMEN WORKERS (1974). 3/4 " Adeocassette, color, 29 minutes. Available

, (for sale $130.00, or for rent $55.00) from PUblic Television Library, 475'

L'Enfant Plaza, S.W., Washington, D.C: 20024.

.." WRITE ON WOMEN PLAYWRIGHTS k1974). _3/4" videocassette, color,'29'ilinutes.

Mailable (for sale $130.00, nr for rept $55.00) from Public Television

Librdry, 475 L'Enfant Pilaza, S.W., Washington,D.C. 20024.

5. SLIDE TAPES

BIOLOGICAL BEGINNINGS AND k OROPOLOGICAL PERSPECTIVES. -110 color slides,

audios
Media, Harper and R w Publishers, Inc., 10 E: 53rd. St., New York, N.Y
.;caSsettes,InstrUptor"s manual. Available ($110.00) from Harper and.

-s,
19022.

4 S
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DICK AND JANE AS VICTIMS. Slides, sound, 25 minu
$300.00, for rent $35.00) from Women on Word
Princeton, MI 08540.

THE GIRLS' CORNER: TEXTBOOKS ANDOPTIONS. -Six sl

_ Available from Lenore Weitzmaniversity c
Davis, CA 95616.

HELP WANTED, WOMEN NEED NOT APPLY. Slides, scrir

(for. sale $18.40, for rent, Tree) from U.S.
1100 Commerce Street, Dallas TX 75202.

-A HISTORICAL OVERVIEW.' 110 color slides, audio c
Available ($110.00) from Harper and Raw Medi
Inc., 10E. 53rd. 1.,f New York, MY 10022.

HISTORY OF WORKING WOMEN 425 slides, script, 45
sale $60.00, for req,, 15.00) from United Fr
Francisco,,.CA 94140g

THE IMAGE OF GIRLS AND MEN IN COUNTRY WESTERN MUS
11 minutes. Contact Renee Rodgers and Blanc
University, Department of Secondary Educatia

IMAGES OF MALES AND FEMALES IN ELEMENTARY SCHOOL
tlide,.carousel, ltapt, 48 minutes. Availa
individual, $250.00 institution;: for rent $5
Resource. Center on Sex Roles in Education, 1
lOshihgton, DC 20036.

INCREASING JOB OPTIONS FOR WOMEN. Slides, tape,

from NAC, General Services Administration, W

.INCREASING JOB OPTIONSLFOR WOMEN.(1976). Slides,
Available from the U.S. Department of Labor,
AdminiStration, Women's Bureau;7200 Constitu

DC 20210.

IT'S JUST A NEW DAY. Slides, cassette; color, 25

.......($75.00) from Washington State_Un4,,tersity, E

140 Dana Hall, Pullman;, WA 99164.

LOOK OUT GIRLIE! WOMEN'S'.LI8ERATION'S' GONNA GET

cassette, 45 minutes'. Available from Barb C

Movement, 11 Garden Street, Cambridge, MA
0

MAN AND WOMAN: MYTHS AND STEREOTYPES. Slide car(

Available ($124.50) from the Center for Hum

White Plains, NY 10603.

MyTHS AND ARCHTYPES. 110 slides,:aud16 cassettes
Available ($110.00) from Harper and Row Medi
Inc., 10 E. 53rch. St., New York, NY 10022.
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RE-COVERING OUR PAST, THE STRUGGLE FOR WOMAN'S SUFFRAGE. Slides, sound,

24 minutes. Available (for'sale $80,00, for rent $25.00) frail Feminist

History Research Project, P.O. BOx 1156, Topanga, CA 90290.

THERE- EDUCATION OF WOMEN AND MEN: CREATING NEW RELATIONSHIPS: PARTS I AND II

(1976). Two boxes each containing 30 slides, cassette tape, record,
guide. Available ($109.50) from the Center for Humanities,-Inc., 2 Holland

Ave.; White Plains, NY. 10663:

RELIGIOUS ASPECTS. 110 color slides, cassettes, instructor's manual.
Available (for sale $110.00) from Harper and Row Media, Harper And Row
Publishers, Inc., 10 E. 53rd. St., New Yorkf NY 10022.

SEX STEREOTYPING IN ItIE SCHOOLS. Slides, cassette, i8 minutes. Available
($27.00) from University of Wisconsin, Extension Photo. Cinema Lab, 45
North Charter St., Madison, VI 53706.

,07

SOCIOCULTURAL FACTS AND TRENDS. 110 slides, cassettes, instructor's manual,

color. Available ($110.00) from Rarperand Row Media, Harper and Row
Publishers, Inc., 10 E. 53rd. St.; New York, NY 10022.

TITLE IX. Slide carousel, cassette tape, 15 minutes. Available (for sale

$150.00, for rent $35.00) from Margaret McCormick, Human Relations
Program, St. Cloud State University, St'. Cloud, MN 56301.

WHAT DO YOU WANT TO BE WHEN YOU .GROW UP? (1974). Slides; sound, 15 minutes.

Available from Isis: Women's Media Center, 2185 W. 4th. AVenue,-

Vancouver, BC. .

WOMEN ARTISTS: 18TH TO 20TH CENTURY. Slides, color and black and white.

Available ($174.00 for 120 slides, $87.00 for 60 slides) frogs Sandak,

Inc., Sanford, CT. ,
0

WOMEN ARTISTS: A HISTORICAL SURVEY. 120 slides, biographical notes, critical

notes. Available ($110.00) fromMarper and Row Media, Harper and RoW

Publishers, Inc.,. 10 E. 53rd. St., New York, NY 10022.

WOMEN.ARTISTS: IMAGES, THEMES ANDDREAMS. 80 slides,' biographical notes,

Critical notes. Available'($80.00)-from Harper and Row-Media, Harper and

Row Publishers,.Inc., '10 E. 53rd. St., New York; NY 10022e
/

WOMEN ARTISTS: TRE TWENTIETH CENTURY. 80ilides, biographical notes,.

critical notds. AvaiTabe ('$80.00) fromHarper and Row Media, Harper and

Row Publishers, Inc., 10.E. 53rd. St:, New York, NY 10022.

WOMEN ARTISTS:THIRD WORLD. 80 slides, biographical notes, critical notes.

Available ($30.00) from Harper and Row Media, Harper and Row Publishers,

Inc., 10 E. 53rd. St., New York, NY 10022.

3'84
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6. SIMULATIONS (GAMES)

ACTIONALYSIS (1971): Simulation. Available ($20600) from Randa, Inc.,

. P.O. Box 143; Old Bethpage, Long Island, NY .11804..
ALTERATION (197?). Simulation. Available ($ .50) from Center for Teaching

International Relations, University of Denver, Denver, CO 80210. .'

BAFA BAFA (1972). Simulation. Available ($85.00, or do-it-yourself kit
for $3.50) from Simile Hp 218 12th. St.., P.O. Box 910, Del Mar, CA

92014. 0

COMMUNITY (1972). Simulation. Available ($8.25) froM Family Pastimes, P.O.

Box 309, Beissevain, Manito¢a ROK 0E0, Canada.,

COMMUNITY IN CONFLICT (1973). Simulation -Available ($99.00) fftm.Schleat
Productions,' 150 White Plains Road, Tarrytown, NY 10591.

CONFRONTATION (1972). Simulatfon: Available ($2:00) from Stem, P.O. Box 393

Provo, UT 84601

CORE (1972). Simulation.
Lakeside, CA 92040.

CYCLE (1973). Simulation.
Lakegide, CA 92040.

DECISION MAKERS (1972). Simulation. Available ($5.50) from American Friends
.

Services Committee, 15 Rutherford Pl., New York., MY 1,0003.

EQUALITY (1971): Simulation. Available ($12.00) from Interact, P.O. Bax 262,'

Lakeside, CA 92040.

'THE !ERA' COMES TO NEW COLUMBIA (1972). Simulation. Available

from Dodd, Don and Jack Rabin, AuburmUniversity at Montgomery,

Montgomery, AL 36109.,

Available ($12.00) from Interact, P.O. Box 262

Available ($12.00) from Interact, P.O. Box 262,

FEMALEIMAGES (1972).. Available ($27.50) fi-om Instruct4a1 Simulations, Inc.,

2147 University Ave., St. Paul, MN 55114.

HERSTORY 0972). A simulation, of male and female roles, emphasizing the

- American woman's circumstances, past and present. Available from

-Interact, Box 262, Lakeside, CA 92040. 4

IDENTITY. Three filmstrips with .audio
Availaae,(for sale $216.00) froM
Publishing Corp., 666 Fifth Ave.,

THE LIB GAME (1970). Available ($3.95)
Box 465, Locust. Valley, NY. 11560.

LIBERATION: A ROLE-PLAYING SIMULATION.
Constitutional Rights Foundation.

C

A

cassettes, plus twmcirds games.
Education Division, Dun Donnelley
New York, NY 10019.

from Adult Leisure Products P.O.

Available-($3.00) from the

I



MS. MAGAZINE HERSTORY (1976). Board game. Available from L.D.H. Associates

and MS.,2370 Lexington Ave., New York, NY 10017.
-.-

MYTH INFORMATION (1974)4: Instructional game. Available (510.00) frow

the .Center for Health Games and
Simplation,Department of Health and

Science.and Safety, San Diego State University; San Diego, CA 92115.

PLAY SCENES LOTTO. - Zroduced by Milton Bradley Co. Available ($3.50)

from Women's, Action Alliance, 370 Lexington Ave., New York, NY 10017.

ROBOT. Card ggme alternative to "Old Maid": Available ($2.95) from Toys.
. ,

That Care, P.O. Box 81, Briarcliff Manor; NY 10510.

.0

SENECA FALLS. A Simulation of the.First Women's Rights Convention, July

1848. 'Available from Interact, Box 262,Lakeside, CA 92040.

THE SENECA FALLS CONVENTION (1972). Simulation. Available ($1.00

from Dodd, D and Jack Rabin, Auburn University at Montgomery,

MOntgomery,I 36109. '

SEXISM. Simulation-. Available from Harvey Cole Co., 104 Nelson, Tukwila,

WA 98188.
-

SPIRIT OF AMERICA HERSTORY (1976). Board game. Available from L.D.H.

Associates and MS 370 Lexington Ave., New York, NY 10017. .

Steiger, JoAnn M. and Arlene Fink.-.EXPANDING CAREER HORIZONS: A SIMULATION

GAME. State Board of Education, Illinois Office of Education, 1977.

SUPER -YOU (1973). Simulation. Available from Simulation /Gaming/News,
.

,
P.O.,Box 3039, University Station; Moscow,.. ID 83843.

. --

TOWARD BECOMING A PERSON (1973). Simulation. Available ($7.95) from.

Teleketits, 1279 South Santee St., Los Angeles, CA 90011.

UTOPIA (1975). Simulation, Available ($8.00) from Interact, P.O. Box

262, Lakeside, CA 92040.

VOWS (1977).. An interaction unit introducing courtship,, marriage, and,

divorce laws. Available from Interaa, Box 262, Lakeside, CA 92040.

---------------
WOMAN AND MAN. Psychology Today and Games; Del- Mar,-CA 92014.

WOMEN'S LIBERATION. SIMULATION. Available ($1.50) from Edu -Game

P.O. Box 1144, Sun Valley,.CA 91352.

YWCA VOCATIONAL READINESS PACKAGE. (1975). YWCA of Los Angeles, 1215 Lodi

Place, Los Angeles; CA 90638.

-1#
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7.' VISUAL AIDS-- POSTERS, PHOTOS, PICTURES

ADVICE TO A LITTLE SISTER (.1974). Poster with ditto and teacher intructons.
-Available frodi Argus 1974, 7440 Natchez Ave., Niles, IL 60648.

CAREER OPPORTUNITIES, SECTION VIII. Transparency. Available ($2.15) from

United TranOarencies, Inc. ,1 Binghampton, NY.,

COMMUNITY CAREERS FLANNfLBOARD. Tiienty-seven multi - ethnic figUres of men

, and women dressed in clothing appropriate to their jobs. Produced by

Instruct° Corp., a Division of McGraw-Hill. Available ($5.00) from

Women's Action Alliance, 370 Lexington Ave., N.Y., NY 10017.

DISTINGUISHED WOMEN-POSTERS. Twelve posters 17" x-23", guide. Available

($19.95) from Celestial Arts, 231 Adrian Rd. , Millbrae, CA 94030.

EMERGING WOMAN CHARTS 1976).1, Wall -charts in fullcolor. Available

o ($8.95) from the Perfection Form Co., Lo4an,'IA 51546.

. .

FAMOUS SPORTS WOMEN. Posters,,2"x 3'. Available ($2.50 each, plus postage)

from Women's Sports Enterprises, Box 100, Baypprt, NY 11705.

GREAT WOMEN. PA.-ER DOLLS. Paper dollt of 24 famous women. Available ($2.50

pltis $.50 postage) prom Bellerphon Books> 133 Stuart St., San"Francisco,

CA 94105.

'JACKDAWS SERIES. Three packets containing prini6thmatertals,.photos,-and.

. prints. Available ($3.95) from Viking Press, New York, Hy

OUR COMMUNITY HELPERS PLAY PEOPLE. Stand-up male and female figures dressed

, in clothing appropriateto their jobs. Produced by Milton Bradley, Co.

Available ($6.00) from Women's Action Alliance, 370 Lexington Ave.;N.Y.,

NY 10017.
. .

PEOPLE AT WORK. Twenty-four 8.x TO'black and white photos of. women and men

on the job. Produced 'by Instructo Corp., a Division ofq.1cGraw-Hili%

. Available ($6.60) from_Women's Action Alliante, 370 Lexington Ave., N.Y.

NY 10017 :

PIONEERS IN It MAN'S WORLD. Twenty-one 'pictUrps, black and white, with-guide.

Available ($13.25) from Documentary Photo Aids, Mount Dora, FL.

IESOURCE_PHOTOS OF. MEN IN THE NURTURING ROLE. Eight 8 -x TO-black and White,

photos of men interacting_ng with youn-g- drenvAvall-abl e ($4.00-)--from

'Women's Action-Alliance; 370 Lexington,Ave., N.Y: -NY 10017.

- 4

WOMEN IN SPORTS. Six 8.x 10 black and white photos of jomen.in sports.

Available ($3.35) from-Cathy,Cader 2103 Emerson St., Berkeley, CA 94705. ,



WOMEN OF THE WEST POSTERS. Twenty-one poiterS, x 22". Available

($4.25) frowthe Perfection Form Co., 'Logan, IA 51516: :.

a

WOMEN'S LITERATURE OOSTERS. posters, 17" x 22",.color. Available

($14.50) from the Peefection F Co.; Logan, IA 51546.

WOMEN'S SUFFRAGE POSTERS. Ten posters, 17" x 22",'blatk and white.

($2.50 each) from.the Perfection Form Co., Logan, IA 51546.

,-"

8. SELECTED RESOURCES FOR NONPRINT MEDIA AND MATERIALS

Available

FEMINIST RESOURCES FOR SCHOOLS.AND-COLLEOESzr A GUIDE TO CURRICULAR MATERIALS,

Merle Frosall and Jane. illiamson. 014estbury, NY; Feminist Press,

1977.

FILMS, BY AND/OR'ABOUT WOMEN: Berkeley, California: Women's History

Research Center,A972.

. .

FILMS ON.THE.WOMEN'S MOVEMENT, J. Mendenhall. . Washington, D.C.: U.S.

Office' of Civil Rights, Federal WonienA Program.

LIST OF FILMS ON WOMEN, National TducationalJelevision, Bloomington,

Indiana: Indiana University. \

NONPRINT RESOURCES IN WOMEN'S EDUCATIONAL EQUITY, Women's Educational

Equity .Communications Network. U.S. Department of Health, Education,

and Welfare, February 1978. Available from the Superintendent of

Documents, U.S. Government Printing Office, Washington, D.C. 20402.

POSITIVE IMAGES: A GUIDE TO NONSEXIST FILMS FOR YOUNG PEOPLE, Susan

Wengraft. San Francisco, California: Booklegger Press, 1976.

RECOMMENDED NONSTEREOTYPED SOFTWARE AND, EDUCATIONAL MATERIALS; Software

Committee in Education Conference, J975. Available from Arlene Metha,

Arizona State University, Department of Secondary Education, Tempe,

Arizona 85281.

WOMEN AND FICFc-P.O. Box 45u1;1301(eley-,---eal-ifurn id 94704.

WOMEN AND FILM; A RESOURCE HANDBOOK.
Status of Women, Association of

WOMEN IN FOCUS, Jeanne Bethancourt.

Washington, D.C.: Project on the

Ameritan Colleges.

Dayton: Rflaum Publishing,- 1974.
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:WOMEN.IN MEDIA: A DOCUMENTARY SOURCEBOOKMaurine Beasley and Sheila

.Silver'. Washington, D.C.: Women's Institute.for Freedom of the Presi,

1977.

WOMEN'S FILMS--A CRITICAL GUIDE. Audio4ispal;Centei., BloomingtoA, Indiana:

Indiana University, 1975.
7

WOMEN'S FILMS IN PRINT: AN ANNOTATED GUIDE TO 800 FILMS MADE BY WOMEN,

Sal Francisco,Tallfornia: Booklegger Press, 1975.

A SOURCE. GUIDE, Cynthia Harrison,LNew York:WOMEN'S KOVEMFNT MEDIA:
Bowker,

4
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1. THE LAW -

C. Ptint

tl

3

1

Ameridan Association of School AOMinistratori.-cSex Equality in the Schools,

APlington, Virginia, 1975.

Astin, Helen S., et al. Sex Discrimination in Education: Access to Post-

Secondary Education, Executive Summary, 1976.

Belles, Nancy J. The Unenforced law: Title IX Activity by Federal

Agencies Other than HEW,-National Advtsory touncil on,Women's
Educational Programs, Superintendent of Documents, U.S. Government

Printing Office, #017-080-01840-3,.Washington, D.C., January 1978.

Dobry, Alberta M. "..",.What's All the Fuss About?" Itlinoit Teacher of.

.

,Home Economics, Vol. 20; No. 4, March-April, 1977, pp. 154-158.

E1- Khawas, Elaine H. New Expectations for. fair Practice: Suggestions for

Institutional Review. Washington, DEC.-: Werican Council on Education,

1976.. ,

Federal-Register. U.S. Government Printing Offt:s, Vol. 42,:No. 191:

104.75, Washington, D.C., October, 1977. *e,

Gappa, Judith M; Ann M.-Jauguet-and parbara M. ka:gan. 'self Evaluation

Package. Affirmative'Action/Equal Opportunity Programs, Utah State

University, Logan, Utah, January, 1976.' :.

A package designed for institutions of higher education, designed .

to become a cumulative record.

Kaser, Joyce, ed. -A Gu ide for Title IX Self-Study, KEDS General Assistance

Center, College of Education,.Kent State University, Kent, Ohio, 1976.

Kobayashi, Jessie, P. Lee Mahon and Viola Owen, Title TX - A Continuing.

Process for Implementation, Trident EducatiTiiiiTTonsatants, San-Mateo,

California, 1976.

Koch, J. V. and J. F. Chizmar, Jr. The Economics o Affirmative Action.

New York: D.C. Heath-Lexington Books, 1976.
a

or cedUres San Francisco Unified School

District, San Francisco, California, 978.

Mastalli, Grace L. Sex-Bias: Education Legislation and Regulations.

National Advisory Council on Women's Educational Programs, Was'hing'ton,

D.C., 1977.

Matthews, Martha and Shirley McCune. 6120±0iitilnatIAIN14t11222
Institutional.Self Evaluation, Resource enter on Sex Ro es-in

Education, -Washington, D.C.

Matthews, Martha and Shirley McCune. Title IX Grievance Procedures: An

Introductory Manual, Resource Center on Sex Roles in Education,

Washington, D.C., 1977. .
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McCune, Shirley and Martha Matthews. Identifying Discrimination: A Review

of Federal Antidiscrimination Laws and Selected Case'Examples, Resource

Center on Sex Roles in Education, National Foundation for. the Improve-

, ment of Education, Washington,' CY.C., 1977. .

McCune, Shirley and Martha Matthews. .
Title fx of the Education Amendments,

'of .1972 -and other related materials (booklets, pamphlets, etc.),

.'Resource'Resource Centeron'Sex Roles in education; National Foundation for the

,eTmprovement'of Education, Washington, D.C., 1975:

McCune,-Shirley, et al. Implementation of Title IX: A Sample WorkshoP,

Resource Center on Sex Roles in Education, Washington, D.C., 1977.

Monitoring Title IX: A Guide to Action for the Volunteer Organization,

American Association of University Women, Washington, D.C., January .1977.

Moody, Charles D., Sr. and Charles B. Vergon, 'eds. Sex Equality and Title

IX. Conference Papers, Program for Educational Opportunity, University c'

of Michigan, Ann Arbor, Michigan, 1977.

National Advisory Council on Women's Educational- Programs. The Education

Amendments of-1976: Impact on Women and-Girls .Concerning Title IX and

Other. Amendments, Washington, D.C.; 1977.

Parr, Carol. A WEAL Fund Kit for Higher Education, Women's Equity Action

League Educational and Legal Defense Fund, Washington, D.C., Spring 1977:

Parrott, Jah Brown',ed. California. School Boards: Special Issue on Title IX,

Vol..35, No. ,10, Official Journal of the California School Boards

Association, Sacramento, California; November 1976.

Pearson, William. An Overview of .Federal CourDecisions Affecting Equal

Rights for Women in, Education, Education Commission of the States,

Colorado, 1975: .

PEER. How to File a Title IX Complaint,.NOW Legal Defense and Education

Fund,. Washington, D.C., 1977.

PEER. Stalled atthe Start:'Government Action on Sex. Bias in the Schools,

NOW Legal Defense and Education Fund, Washington, D.C., 1977,'1978.

PEER:, Title IX Monitoring Kit, NOW Legal Deiense and Education Fund,

Washington, 1977. .

RaffeIf Norma. Title IX--How It Affects Elementary and Secondary Education,

Eq-64--R44.111.s_for_MOmPn in Education Project, Education Gommission of

the States, 300 Lincoln Tower, 1860 Lincoln Street, Denver, Colorado,

February 1976.
'A booklet describing the Title IX regulation, implications for

elementary and-secondary education, actions and suggested

procedures for implementation.
. %
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Sil9er, Paula F.,- et al.. "Attitudes Towd Sex-Role Differentiation in.

''.
Education: Implications, for Title IX Implementation;" Journal of.

-Research and. Development in Education, Vol.010, No.. 2, Winter 1977,

/
0 a'

0. T/aylovImily and Donna Shavli0 Institutional Self-Evaluation: The Title IX.

ReqUirement, American Councilon Education", Office of Women inHigher
/ Education., Washington, D.C., Octobq 1975. P'
Taylor, Emill and Donna Shavlik. 'Selecting Professionals in-Higher

Education: A Title IX Perspective, Resource Center on Sex Roles in

Education, National Foundation -for the Improvement of Education,

Washington, D.C., 1977;

,

"Title IX Regulations." Federal 'Register, Vol. 40, No 108, Department

Health, Education, and WelfareOlashington, D:C., June-4,-1975.

/
1.Wheyden-killiard, Mary Ellen. Crackln the Glass Sli er: PEER's Guide

- to Ending Sex-Bias in Your Sc oo s, PEER; NOW,Lega De enselan

Education Fund, Washington, S.0?, 1978.

-

2. EFFECTING CHANGE
a. Change Processes

>

Allen, W. C'et Correction of Sex Discrimination and Sex Stereotyping

ih Education, norida.State University, Tallahasee, Florida, 1976.

Astin.,'Helen S. "Achieving Educational Equity for Women," NASPA Journal,

Vol. 14, No. 1, Summer 1976, pp. 15-24.

Bean, Joan P. and Alexandra G. Kaplan, eds. Beyond Sex-Role Stereotypes--

Readings Toward a. Ps chology of Androgyny, Little, BrownAnd*Company,

Boston-Toronto, X976.

Bennis,-,,Warren C., eta 41. The Planning of Change. Holt;:.linebart and

Winston, New York, 1976.

Billings, Victoria'. 1The Woman's Book, Fawcett PubliCations, Inc., GreenwiCh

Connecticut, 1974.
f

Bird, Caroline. Enterprising Women, W. W.Norton and Co., Inc., New York,

1976,

Bitters, Barbara.' Trainer's Guide, Freedom for IndiVidual Development, .

A Project to Diminish Gender-Role Stereotyping in American Education,

--14isconsin Department of Public Instruction, Madison, Wisconsin, August

1977..
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Chesler, Phyllis and Etily. Jane Goodman, Women, Money and Power, Williamv

Morrow and Co., Inc.,,New..York, 1976.

Condry, J. and S. Dyer:. ."Fear of Success: Attribution of Cause tothe

. Victtm-," Journal of Social Issues, Vol. 32, 1976, pp. 63183.

David, Deborah S. and Rokert Brannon; eds. TheSorty-Nine Percent Majority:

The Male Sex Role, Addison-Wesley PublisherS, Menlo Park,,Ca)ifornia,

1976.
r

Diamond; Helen.,."Changin§ Roles: Women in Business," Phi Kappa. Journal,

"Vol. 57, No. 4, Fall' .1977: pp. 18-23..

Faia, Michael A. "piserimi.nation and Exchange: The Double Burden of the

Female Academic," Pacific Sociological Review, Vol. 20, January 1977,

pp. 3-20.
. . ..

. .

Fishel, Andrew and Janice Pottker. ational Politics and Sex Discrimination"

in Education, Lexington Books, Lexington, Massachusetts, 1977.
....

.

Gobdwin-Keily, Fern. "Wpman's Role and Educational Program," Thrust for

Educational Leader4hip, Vol. 6, No. 1, Association of California School

Administrators, Burlingame., California, October 1976,pp. 4-5.

Gough, Pauline. Sexism: New Issue in American Education, Fastback No. 81,.

The-Phi Delta Kappa Educational Foundation, Bloomington, Indiana, 1976.

Hapgood, Karen and Judith Getzels, Planning, Women and Change; Planning

Advisory Service Report,'No. 301, American Society of Planning

OffiCial, Chicago,111inois, April 1974.
.

Harris, Mary B. "Sex-pole Stereotyping and Teacher Evaluation," 'Journal

of Educational NYchology, Vol.'67, December 1975, pp. 751=756.

Havelock, Ronald G. A Guide to Innovation incEducation, Center'forllesearch

on Utilization of Scientific Knowledge, Institute for Social Research,

The University of Michigan, Ann Arbor, Michigan, 1970.
_

Havelock, Ronald G. training for Change Agents. AGuide to the Designiof

Training ProOams in-Education and Other Fields, Center.for'Researeh on

Utilization of Scientific Knowledge', -Institute for Social Research's, The

University-of Michigan; Ann Arbor, Michigan, 1972.
& -

p.

. ,

:e

Henning,,Margaret and'Anne Jardim. The Managerial Woman, Doubledalcand

. Company Inc., New York, 1977., e
.

7 ,i'

Hierarchy: Power, and Women in Xducational Policy Making. Nattonal

Conferefice-on'Women in Education', The George Washington ghiversitY,

Institute of Educational Leadership, Washington, D.C., Moy:1976.

Xern,,Edward,-Acting Managing Editor.. Remarkable American Wren, Life_

Report, Time; Ii New York, .1976.
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,

Levine,' James Who Will Raise the Children? New Options for Fathers

,(and Mothers), J. B. Lippincott Company, Pennsylvania and New York, 1976,

Gordon. Visualizin Chan e; Model Building and the.Change Process,

University Associa es;' La Jo a, California, 1973.

McBee, Mary Louise and Kathryn A. Blake.' The. American.Woman: Who Will

.She Be?,.Glencoe.Press,.Beverly Hills, 'California, 1974.

National Elementary Principal, "The Ecology of Education: The American

Family" Part 1, Vol. 55, 'No: 5, May/June 1976; Part 2, Vole 55, Nov 6,

.July/August 1976.

Nevill, D. D. "Achieving Salary Equity," Educational Record, Fall A975,'

. pp. 266-270..'

Peterson, Barbth A. "Beyond Compliance to Personal Commitment and

Leadership," Thrust for Education Leadership, Vol. 6, No. 1, Association

of California School Administrators, October 1976, pp.' 20-21.

4

PLace, Irene and Alice. Armstrong. Management Careers for( Women, Vocational'

Guidance Maribals,,Inc., Louisville, Kentucky, 1975.

Polk, Barbara B. "Male Power and the Women's Movement," Journal of Applie0

Behavioral Science; Vol. 10, July 1974, pp. 415-431.

Powell, MargaFet H. School/Coinmunit*Relations, Freedom' for Individual ,

Development, A Project to Diminish Gender-Role Stereotyping in American

.Education, Wisconsin Department of Public Instruction, Madison,

Wisconsin,, August- 1977.

Project on the Status and Education of Women. The Age Discrimination Act

of 1975 and Women on 'Campus, issociation of American Colleges,"

Washington, D.C., March 1978. ,

Project on'the Status of Women. On Campus with Women: Affirmative Action /

and Employment; Educatfon, Women's Studies, Title Medicine, /

Sports, International; No. 20, Association of American Colleges,

Washington, D.C., June 1978. '

Scott, Ruth, et al.' "Women's Studies as Change' Agent," Psychology, of Women,

Vol . 1, Summer 197Z, pp. 377-379.

t V

Sherman, Marcella. "Through a Glass Darkli:female Self-Concept and the

Educational Institution," Thrust for/Edubational Leadership, Vol. 6,

'No. 1, Association of California School Administrators, October 1976,

pp. 25 -26.' //
.1

Smith,
a

Walter S. "Five Approaches/to Increaging Participation of Talented

Women in Science Careers," pa-per presented' the National Science

Teachers Association, National Convention,108. .

,

, /1
.

Steiger, Joann M. and Eleanor/S. Stanton. Efforts toward Sex Fairness in

the Use of Education DiVision Funds, August 1977. .

/
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I.

JaYlor, E. and D. Shavlik, Selecting Ptofessionals in Higher Education:

A Title IX Perspective, Resource Center on Sex Roles in Education,

Washington, D.C,, t976.

Van Gelder, Lindsay. "Women versus,the New York Times: The World Series of

Sex Discrimination Suits4" Ms., Vol. 7 No. 3, September 1978, pp. 66-

68, 104.

Westervelt, Esther.Manning. Barriers to Women's Participation In Post-

secondary Education, U.S. Government Printing Office, Washington, D.C.,

1975.'

b. Networking

.p

Ba'rdwick, Judith'. "Some, Notes about Power Relationships between Women,"

Beyond Sex Roles, edited by Alice G. Sargent, West Publishing Company,

New York, 1977, pp. 325-335.

Brooks, Patricia. "Plusiging into the Old irl Network," Working Women,,

July 1977, pp. 26-29.

Duson, Betty M. and Marc R. King. "Building Blocks for a Campus Helping

Network" Journal of College Student Personnel, Vol. 19, January 1978,,'

p. 76.

Goad, R. and F: A. Plasky. "Through the Maze: A Graduate Woman's Workshop

-----
to Explore Professional and Personal Issuesi" Journal of National

Association for Women Deans,' Administrators &nu :ounselors, Vol. 39,

No. 3, 1976, pp. 116-119."

Havelock, Ronald' G. A Guide to Innovation, in Education, Center for Research

on Utilizatio9 of Scientific Knowledge; Institute for Social Research,

The University of Michigan, Ann Arbor, Michigan, 1970

, .

Hav-elock, Ronald G. !Planning for fhnovation through-Dissemination and °

Utilization of Knowledge, Institute for Social Research, The\UnTiersity

of Michigan,: Ann Arbor, Michigan, 1971. ,

.

.,i

Howell, Mary. 'Helping Ourselves: Families and the Human Network, Beacon.

Press, Boston ,0 1975.' .

'Kreinberg, Nancy and Lenore Blum. Bay Area Network--(Women and Math)'

Action Programs, Lawrence Hall of Science, Berkeley, California, 1978.

.
. ,

.

Laumann, Edward 0. and Franz U, Pappi. Networks of Collective Action:'

A Perspective on'CoMmunity Influence Systems, Academic Press, New York,
.

,

Lynch,,J. "Equal' Opportunity a Lip Service?--Sex-Role Stereotyping in the'

Schools," Elementary School Journal, Vol. 76, No. 1, October 1975.
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McLure, Jahn W. "The Old Boys' Network Is
,

Alive and Well," Phi. Delta

° Kappari, Vol. 60, No. 1, Phi Delta Kappa, Inc., Bloomington, Indiana,

September 1978. r

Ms. "Who Is the Real Family?". Vol. 7, No. 2, August 19781. (Contains

other related articles.) -

..Professional Women's Groups. American Association of University Women,

Washington,-D.C., 1976. °

. .

Terry, Robert'. "The White Male Club: Biology and Power," Civil Rights

Digest, Vol. 6, Spring 1974,0p. 66-77.

\ '
Wilson, Jane. "The New Girl Network: A Power System for the Future,"

New West, April 11, 1977, pp. 33-36.

c. Evaluation

Americdfl Association of University Professors. "Nearly Keeping Up: Report

On the Edonomic Status of the Profession, 1975-76," AAUP Bulletin

Summer 1976.

American Institutes for Research in the Behavioral Sciences. Measures of

Educational Equity for Women: A Research_Monograph, Palo Alto,

California, 1977. .

Anderson, S. B. et al. Encyclopedia of Educational Evaluation, Jossey-Bass,

San Francisco, 1975.

Borich, G: D., ed.. Evaluatin9'Educational Programs and Products, Educa,:.

tional Technology Publisning,Englewood Cliffs, New Jersey, 1974.

Carl-Falenstein, L. "Getting a Hold on the Tiger Assessing Sexism in

School," Teaching-about Women in the Social Studies: Concepts, Methods

and Materials, NationaT Council for the Sotial Studies, Arlington,

Virginia.

A Checklist for Evaluating Materials. Office of EduCation, U.S. Department

of Health, Education, and Welfare, Washington, D.C. b 1977. (Pamphlet.)-

Cole, Nancy'S. 61 Measuring the Vocational Interests of Women, ACT

Research Report 49, Research and Development Division, The American

College Testing Program, Iowa City, March 1972.

Diamond, Esther E. Issues of Sex Bias-and Sex Fairness in Career Interest'

Measurement, Education and Work Group, National Institute,of Education,

Washington, D.C., Spring 1975.

Good, T. L. and dere°E. BrOphy. 'Looking in Classrooms, Harper and Row,

San Francisco, California, 1975, pp. 62-63.
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House; E. R.., ed. School Evaluation: Politics and,Rrocess, McCutchan,

Berkeley, California, 1973:1

Isaac, S. and W. B. Michael. Handbook in Research and Evaluation, Edits

Publishing, Sari Diego, California, 1977.

McDonald, Scott C. "Efforts to Develop a Measure of Institutional Gender

Bias in California Schools: Report of Work in Progress," paper delivered

at Third Midwest Conference on Women in Educational Research, American

Educational Research Association, Women in Education, University of

Wisconsin, Milwaukee, October 1977.

Popham, W. James. -7-Educational Evaluation, Prentice-Hall, Englewood Cliffs,

New Jersey, 1975.

Rosenberg, Max. "Evaluate Your Textbooks for Racism, Sexism!" Educational

Leadership, Vol. 31, November 1973,'pp. 107-109.

Scott, E. L. "Developing Criteria and Measures of Equal Opportunities for

Women," Women in Academia: Evolving Policies toward Equal Opportunities,

edited by E. Wasserman et al., Praeger Publishers, NeW York, 1975,

pp. 82-114.

Scott,-Elizabeth L. Higher Education Salary Evaluation Kit, American'

Association of University Professors, Washington, D.C., 1977..

Standards for Educational and Psychological Tests. American Psychological

Association, Washington, 1974.
0

U.S. Departmentof Commerce, Bu'reiu of the Census. 'A Statistical Portrait

of Women in the U.S Washington, D.C., April 1976.

3.. ATTAINING SEX EQUITY
a. Administration

"Affirmative Action." Journal of the College and. University 'Personnel

Administration, Vol. 26, October-November 1975. ,'

PI

Alfrey, Jean. Equal Rights for *men in Education: A Resource Handbook

for Policy Makers, Education Commission of the States, Equal Rights

for Women in Education Project, Denver, Colorado, 1976. /

American_Association of
SchoorAdminist*rators.. Sex Equality in Educational

Administration, Arlington, Virginia, 1975.

Eckeis, Marie Conti. "We Had to-Hire a Woman SYndrome," Thrust for Educa-

tional-Leadership, Vol. 6, No. 1, Association of California School

Administrators, Burlingame, California, October 1976, pp. 22, 26.



Fischel, Andrew. "Organizational Positions on Title IX," Journal of Higher

Education, Vol. 47, No. 1, January/February 1976, pp. 93-105.

Fischel,'A. and J. Pottker. "Performance of Women Principals: A RevieW

of Behavioral 'and Attitudihal Studies," Journal of the Association of

Women Dedhs, Administrators and Counselors, Spring 1975.

Goddard, Nettye.,' "Ke ping the Fight out ,Of Title IX: Some Conflict-

Management Methp s," Thrust for Educational Leadership, Vol. 6,

No. 1, Association of California School Administrators, Burlingame,

California, October 1976,' pp. 15-16, 18.

Hammer,Signe. "When Women Havrower overWOmen,"

MS. Magazine Corporation, New York, September 1978, pp'. 49 -51,. 93.

Hill, Barbara J. and Lois A. Nossaman. "Women and Management: Seek and

'You Shall Find," Thrust for Educational Leadership, Vol. 6, No. 1,. -

October. 1976, pp. 23-24:.

Kobayashi, K. Jess.ie-and Viola M. Owen. Moving into Management in Public

Education: How to Apply for Management-Positions, Trident Educational

Consultants, San-Mateo; California, September 1978.

Koontz,,Elizabeth D. The Best-Kept Secret of the Past 5,000 Years: Women

Are. Ready for Leadership in Education, Fastback No. 2, The Phi Delta-

,Kappa Educational Foundation, 'Bloomington, Indiana, 1972.

Robinson,.Charlotte- . "Alternative Approaches to the White Male Clu,"

Emergent Leadership, Fall 1976.

The-Time Is Now--Wanted: More-Women. National Council of Administrative

Women-in Educationi Arlington, Virginia, 1977.

Jimpano, D. and I.,. Knight. Sexpiscrimination in the Selection of School

District Administrators: What Can Be Done? National Institute of,

Education, Washington, D.C.., 1977.

Valverde, Leonard A. "Question/Answer: Why Are So Few Women and Minorities

in Educational Administration?" Emergent Leadership, Fall 1976.

Women Administrators Found Unequal in-Pay Status.. Chronicle of Higher

Education, Vol. 14, June 27, 1977.

b. Counseling

Broverman, I..K. et-al. "Sex-Role Stereotypes: A.Current Appraisal,"

Journal of Social Issues, Vol. 28,' 1972, pp. 59-78.

.;Careyi-Emily A: Issues in the Psychology and Counseling of Women:

Additional Resources,Aaotton,]Massachusetts,
1976. (Mimeographed.)
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kn

Carey,-Emily A. et al., Counseling Women: A Bibliography, Womanspace-

Feminist Therapy Collective, Inc., Boston, 1975. (Mimeographed.)

Carey, Emily A. et al. Women, Ethnicity and Counseling: A-Resource List,

Boston, '1977. (Mimeographed.)

Clarenback, Kathryn: Educational Needs of Rural Women and Girls, National

Advisory Councilon Women's Education, Washington, D.C., 1977.
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CHAPTER VI

CASE STUDIES

ti

.

Throughout the past feW chapters.we have been building on our knowledge of

the change process and how, a variety of strategies can be implemented to solve

problemS related_to sex equity.- The following case studies are provided to-

illustratOlowmany,ofthese strategiesscan be applied.to-one or more Areas of

Concern as well-as7arget Populations. The case studies also serve to illus-

trate how a simple recommended Change strategy can address a wide range of

:-.prOblems and complex - issues. The following questions are included to help the

readet work through each casein a logical and sequential manner.

1.. What specific issues are involved,in:the case study?

2. What area of concern is addressed in each of the case studies?

3. Which concern(s) should take priority and why?

4. Which group-of individuals will be most affected by the issues in the

case study?

5. What are the major constraints that are impeding progress toward -

making change? How can these impediments be eliminated or changed-to

bring about positive forces that work for you rather than against

you?

6. What activities are desired to°obtain positive results?

7. What strategies would you suggest for change and/or corrective. actions?

8. What evaluation techniques will you use to determine effectiveness of

tbese>strategies?

Mei- you have worked through each case study, you might want to refer to

the section entitled Case Study Reference and Cross-Reference.for Comparative

purposes. In this way, you can compare your response to the case study with an

applicable worksheet in Chapter V.
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CASE STUDY A

Ca/ifornies Proposition 13 has resulted in massive cutbacks at the

Claridge School District. Fourteen administrators'are returned to the class-

room (10 female, 4 male); 31 clerical positions are eliminated (30 female,

I.male); the Titre IX officer's position is eliminated,.tand all in-service

program for eliminating sexist behaviors and attitudes, as well'as the evaLlA,

uation'sand use ,of instructional-materials to avoid sexism have been canceled.

As a result of grievances filed charging discriminatory practices, the

bo'ard of trustees and the administration respond.

1. Ten female administrators were returned to the classroom because

they were the last hired, and, the move was based upon seniority.

2. Clerical positions are lesk important than custodial positions to

maintain the school environment; and since most clerical positions

are filled by women, they would naturally feel the consequences.

3. A Title IX officer was mandated by Federal, law for only 3 years;

therefore, the position is no longer needed. .

4. The district is in"complete.compliance with Title IX and has had all

the in-service training required to meet this mandate.

5. The grievance filed for discrimination is not applicable, since

Claridge's grievance policy is only concerned with teacher rights.

1. What.dre the isshe(s) involved in this case study? (Specific Issues)

th;

Who should be concerned about these issues? (Area of Concern)

Who will benefit if these issuls are resolved? (Target Population

4., What might be some of the anticipated results of this study? (Projected

Outcomes)

What.are some Of the

(Constraints)

.

barriers to be overcome to resolve these'issues?

. What. activities are needed to obtain positive results? (Action .Steps)

WhatHWateilesjOr.0400omight.bemost
effective? (Change Strategies)

3tii'w4t evaluative
techniquesinight be used to determine the: effectivenegs

. .

f the change strategy? (EvaluatiOn)



.1.

CASE STUDY'B

Seagull 'School District has maintained a,cursory c'ompl'iance with the legal

requirement Of Title IX. .HoWever, sex equitS, as a priority ranks next to last:_

The antral-administration,claims they have met the basic requirements and

entrust to their school site adminittrators implemtntation of, the prograth.1 At

the school -site, the tasks of AB 65, ECE'i Title I, 'etc., have managed to take'

ftecedence over all other programs.- In most cases, the lack of funds as mell

..as interest Provides for complete apathy on:thepart of the school-administra

tors for initiating or following through on the Title IX regmlations and pro

- grams. Teache0 have expressed an interest in'revitalizing 'Curriculum and

are looking for assistance.

The Title IX coordinator presents a propOsal to the board of trotees'for

a' district -wide in-service training program on sex equity, for all school board

members, Administrators, teachers, classified staff and others. The Title IX

Community'Advisory Assbciation supports the proposal; however, the school board

reaction indicates they do not have the available finances, to develop such a

program,. and the Three Rs must. ake priority.

'4

What are the issue(s) inv,olved in this cas",. study? (Specific Issues).

2. tl*o.should be concerned about these issues?' (Area of Concern

. ,,.Who will benefit if.these issues are resolved? (Target Population)

.

,

4. What might

: )

be some of the anticipated results of this study? Projected
..

Outcomes)

5.. What*are some of the barriers to be.overcome to resolve,these issues?

(Constraints).
Z

6.. What activities are needed to obtainpositive results? (Action :Steps)

4

7. What strategies for change might be most effective? (Change Strategies)

. What evaluative techniques might be used--to determaer the effectiveness

of the change strategy? {Evaluation)

422,
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CASESTUDY C

The popUldtion of Bluefeld has a large concentration of Spanish and Asian

cultures. When Title IX became .a reality 'in the public school systems),a grOup

,of,Spanish parents converged Upon the schodj district protesting the fact that

theirAaughtersand sons were being educated In assume roles not Complementary

to their culture. ;

-

L 4

One month later, the Asian community; who also felt .a very strong alle-

giance to their own cultural- mores, filed a complaint against the school district

,nd'the, Federal government charging escrimination on the basis of race and sex.

The'charge stated.tnatparentt-have an inalienable right to determine the deitiny

of their male and female children based upon their own' religious beliefs as well

as race, culture, and sex:
4

I. What are the issue(s) involved in this case study? ,,(Specific Issues)

2. Who should be concerned about these issues? (Area orConcern

3. Who will benefit if these issues are resolved? (Target Population

4. What might 'be some of the anticipated results of ,this study? (Projected

Outcomes)

. What are some of the barriers,to be overcome to 'resolve these issues?

(Constraints)

.----

What activities are needed to obtain positive results? Action Steps)

. What strategies.; or dhange, might be most-effective? (Change Strategies)

,

8. What. evalUative.:techhiques might be used to determine the effectivenesi

of theChangeStrategy?' (EValuation)



CASE STUDY

Elmleif Schaal District has established a Citizens-Advisory Committee td

review and evaldite the instructional prograMs, including in-service training

and staff development evaluatfon oft` materials for sex bias and

complilance with the Title IX. ,eegulations, and to make suggestions to, the board

v, of trustees for improVement.

Included among thecommittee representatives'are members of the National

Organization for Women, Commission on the Status. of Women, League of Women

Voters,: and Committee for the. Advancement of Minority Women.

Two board of trustee members, along with three Central office administra-

toes, openly'oppose the,formatton of the committee and declare their objection_

b';' focusing in on the above-named groups... According to a local newspaper quote

from one board member; "We don't need, any of those women's lib groups involved...

in the education of our children. They are self-serving. and are trying to

influence children and parents to support the ERA. They know little, if any -

thing, .about a proper education foe students - -they merely want'to push little

girls and not too bright women,into doing things the good Lord never intended

for them` to do." '

. What are the issue(?) involved in this case study? (Specific Issues)

2. Who should be concerned about these issues? (Area of Concern

3. Who will benefit if these issues are resolved? (Target Population)

4. What might be some of the anticipated results of this stuffy? (Projected

Outcomes)

5. What are some of the barriers to be overcome to resolve these issues?

(Constraints)

. What activities are needed to obtain positive results? (ActiOn Steps)

7. What strategies for change might be most effective? (Change Strategies)

8. What evaluative techniques might be used to determine the,effectiveness

of the change strategy ?. (Evaluation)
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CASE STUDY E

M.ary White has been hired as the new science teacher at CastleHigh

Sdhdol She comes with a reputation for producfng gifted, graduates and is'

known among colleges and universities as the most outstanding science teacher.

in.the'cOUntry4'
. .

.7,

During the sessions prior to the opening of school, students are clamor-

ing to get into her science classes and. many do not make it. A few females

COmplajned that they were arbitrarily refused admittance.

Observing the completed ;class list, the .counselor notes that males make

p,better than 98 percent of the students enrolled,.although it appears that

many females,. as males attempted to beadmitted. The head counselor consults

-with Ms. White, explaining that'the district may be accused of disCriminatory

,Practices if there is not a sound rationale for the heavy male enrollment. Ms.

White responds.that-Male students haVd.a keener intellect and aptitude for

science; that their Skills are more needed in this technological world; and

that colleges and universities-look for male scientists. Therefore, she will

accept only Males and one or two highly Superior females, or she will resign.

The administration determines that Ms. White will stay and nextyear they

'will attempt to prOVide a more'equitable situation.

1. What are the issue(s) involved in this'case study? (Specific Issues)

2. Who should be,concerned about these issues? (Area of Concern)

3. Who will benefit if these issues are resolved? (Target Population)

4. What might be some of the anticipated results of this study? (Projected'

Outcomes)

What are some of the birders to be overcome to resolve these issues?

(Constraints)

What activities are.needed to obtain positive results? (Action Steps)

What strategies for change might be most effective? (Change Strategies)

. What eyaluative techniques
might be used to determine,the effectiveness

'of.the change strategy? (Evaluation)



CASE STUDY F

,,Billie Jones, a student "at the local high school, haS requested to
he

enrolled in a class titled "Auto. Mechanics for the.Future." Meeting with the ".

counselor, she is informed that she must take a preliminary test to fully

determine her level of proficiency prior_to entering the program. As a

-zr
of the test, she is advised of the following:

1. Her level of proficiency does not qualify her for that particular

2. She will be assigned to :a class in,the beginning auto mechanics specif-

.
ically'designed for ft:Males, where practical application is limited.

3. Since .she is not tilting' the class as a preparation for a future

occupation, theteginners class will serve her purpOse.

4. She is pregnant r-and working around cars may be injurious to her

:condition.

An incidental investigation of the process determines thatpale students

need not take a proficiency test to qualify for this particular class because

they have "natural" mechanical, ability.

1. What are the issue(s) involved in this case study? (Specific Issues)

2. Who should be concerned about these issues? (Area of Concern)

Who will benefit if these issues are resolved? (Target Population)

4. What might be some of the anticipated results of this study? (Projected

"Outcomes)

5. What are some of the barriers to be overcome to resolve these issues?

(Constraints)

6. What activities are needed to obtain positive results?. (Action Steps)

7. What strategies for change might be most effective? (Change Strategies)

8. What evaluative techniques might be used to determine the effectiveness

of the change strategy? (Evaluation)
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CASE STUDY G

The Curriculum Committee of Rockridge School District has been assigned the

task of implementing a project designed to upgrade the library program in each

middle school. As a direct part of this project, all library books are to be

evaluated for compliance with the legal requirements concerning the effects of

racism and sexism in library books. The project calls for an in-service work -.

shop for this committee on how to evaluate libraty books and what to look for

to avoid racist and'- sexist practices that may be evident in some.library books.

The librarians on, the committee object, to the racism/sexism criteria for

eeliminatinbertain library books and declare that many classics and reference

books would automatically be eliminated because they wereyritten long before

the discrimination regulations were written.

The school administration concurs with this objection and many racist and.

sexist books are left on the shelf. --

.1. What are the issue(s) involved in this case study? (Specific Ir,sues)

2'. Who should be concerned about these issues?. (Area of Concern)

3. Who will benefit if these issues are resolved? (Target Population)

. What might.be some of the anticipated results of this study? (Projected-

Outcomes)

5. What are some of the barriers to be overcome to resolve these issues?

(Constraints)

6. 'What activities are needed to obtain positive results? (Action Steps)

T. What strategies for change might be most effective? (Change Strategies).

.

What evaluative techniques might be used to determine the effectiveness

of the changestrategy? (Evaluation).



CASE STUDY H

Staff development and in-service trainihOlavelbeen mandated for all

teachers and admInistrators in the Twain School District during the new schooi

year'. A committee of administrators and teachers has been appointed to design

the.tYpes of in- service training to be provided, the goals, the objectives,

antLaAimeline for tmplementation.
. .

SubCommittees in the instructional areas ofInglish,tocial science,

mathematics, and science have, )een formed. One of the suggested objectives

for each discipline. is to-provide for a nonsexist learning environment and to

inintement:Sex equity in all instructional programs.; Additionally, it is sug-

cested that the social science area include women's studies curricula and

prograMS.:

One 'of thesUbcommittees immediately serves'hotice.that sex equity and

women's studies programS-will, asSume-i low priority in their instructional

planningiessentiallyi the-purpose of the in-service prograM should be to

proVIde subjeCt.aret expertise fOr all, with skill'development as the major

priority, SiMply.Stated, the Community and the colleges are looking to the

Schools to provide khowledge.and learning in the Three Rs. and sex equity in

the curriculum can be taught after the,Three Rs are firmly rooted in the atti-

tude and behavior of teachers. r;

1. What are the issue(s)_involved in thii tase.study? (Specific Issues)

- 2. Who should be concerned about these issues? (Area of Concern)

3. Who will benefit if these issues are resolved? (Target-Population)

What might be some of the anticipated results of this study? (Projected

Outcomes)

5. What are some of the barriers to be overcome to-resolve these issues?

(Constraints)

6. What activities are needed to obtain positive results? (Action Steps)

e'/

. What strategies for change might be most effective? (Change StrategieS

8. What evaluative techniques might be used to determinesthe effectiveness

of the change strategy? (Evaluation)



Dr Maria,. Sanchez, the Media Director for a. medium-size .high school dis-

trict, recently returned from the national Audio-Visual Association Conference

where she attended a two-day workshop on sex-role stereotyping. Upon returning

to.the district, she decided it was essential that all materials (print and

nonprint) be reviewed immediately and that.new materials be purchased to replace

those that were sexist in content, She involved several of her coordinators as

well as librarians from the district to assist in the evaluation process. It

Was discovered upon completion of the review, that more than 70 percent of all

print and nonprint resources in the district learning center were sex biased in

some way. She immediately set a meeting with the Assistant Superintendent for

Finance at the district-level to discuss her findings and to request funding

for the following year's budget. She was told that there were no monies avail-

able this year or next year for the purchase of such materials, particularly

since compliance with Title IX did not include textbooks or other curricular

materials.

CASE STUDY I

What are the issue(s) involved in this case study? (Specific Issues

. Who should bg.concerned about these issues? Area of Concern)

Who will.benefit'ff these issues are resolved? (Target Population)

. WhatAight be some of the anticipated results of this study?. (Projected

Outcomes)

. What'are some ofjthe barriers to be overcome to resolve these issues?

,(Constraints)

7,

Whatactivities are needed to obtain positive results? (Action Steps)

)

at strategies for change might be, most effective? (Change Strategies)

What evaluative t'echniqu'eS might be used ..t6 determine the effectiveness

of the-change strategy? (Evaluation)



CASE STUDY ')

-krecePtchool..-distriCtreCOhfiguratiOn of .grade.levels has resulted in

teacherS:,00d:studentS..receiVing tektbooksthat are 10.to 15. year t- old. for

es,the'Only text;_ available in-many alesseS._ Most,. 4fr-not all, of these books

..ar0; terribly, racist and sexist. Unfortunately, the district cannot of ford to .

bUk.neWtektt-, for'the,tost would certainly exceed $1,000;000.
- .

At several. boird :meetings, StOdents, teaChgrs, and the community protest t.
these' texts. in'the:"tleisroom;- not only for the racist and sexist

stereotypes, =but for the outdated information contained in the texts.

Finally, .the school hoerd._decides: to -authorize the -.purchase of $10,000

worth:_of- Media -materials:, to-*be'used in the classrooms. es:a supplement to the

outdated racfst:and seiist- Furthermore, .they; ;recommend that the

school district eVail..themSelves Of 'Outside consultants to assist teachers in

the silectidd and :Ose_oftheseAriaterials.- And, finally, the board suggests .
-..that:.the-04blie:Ilbriry.and;thei'school-media library could be a Source of pro-

.
. . .

viding additional 'Materials_

. . v." IN

-:11hAtere-the issues) involved in this case study? (Specific Issues)

.

2. Who should be concerned about these issues? (Area of Concern)

. Who will benefit if these issues are resolved? (Target Population)

4. What might be some of the anticipated results of this study? (Projected.

Outcomes)

5. What are some of the barriers to be overcomerto resolve these issues?

(Constraints)

6. What activities are needed to obtain positive results? (Action Steps)

7. What strategies for change might be mast effective? (Change Strategies)

. What evaluative techniques might be used to determine the effectiveness

of the change strategy? (Evaluation)



CASE STUDY K

The Goode School District has been contacted by the' Office for Civil Rights

regarding a complaint filed by an individual on behalf of students and teachers

charging sex discrimination irithe following areas:

1. Male and female students are being segregated by sex in certain

athletic events, e.g., track and field, golf, and bowling.

(District respOnse: The teams in each of these activities are

separated by sex based upon the criterion of separate but equal.)

2. There are only two female coaches for 14 different athletic activi-

ties. (District response: Females do not wish to be trained to

coach. We have asked them, but they refuse.)

3. Funding for the female basketball team and the male basketball team

is not equitable. (District response; The male basketball team

generates more money friim its game, the female basketball

team generates an equal amount of, oney, then equity will prevail.)

4. Two new male sports and no new fpmale sports have been initiated

since Title IX was regulated. (District response: ,Girls are not

and have not expressed an interest in' starting any new activities-)

... . . am -. ---1-7-411,---11111 Oa .. .... g,il .. .....
I. What are the issue(s) involved in this case study? (Specific Issues)

2. Wh1 should be concerned about these issues? (Area of. Concern)

3. Who will Nflefit if these issues are resolved? (Target Population)

. What might be some of the anticipated results of this study? (Projected

Outcomes)

41batoare some of the barriers to be overcome to resolve these issues?

(Constraints)

What activities are needed to obtain.posifive results? (Action Steps

What stretegies for change might he, most effectivei Change Strategies

What evaluative.techniques might: be used to determine the effectiveness

of the. strategy ?. (tvaloatioo)-.



CASE STUDY L

Paul Chase 'and Louise Jones were department chairpersons for boys' P.E.

and girls' P.E. respectively prior to the Title IX regulations. As a result of

Title IX both departments have been consolidated and the P.E. department has

elected to select one department chairperson through the process of voting.

When the voting is completed, Louise Jones is elected chairperson and Paul

Chase immediately files a grievance charging reverse discrimination. The

charges alleged by 'Mr. Chase are as follows:

1. The P.E. staff was intimidated by Title IX and therefore voted

for the female candidate.

Mr. Chase has-more seniority than Ms. Jones.

There are' Mire boys in the school than girls; therefore, a male

should head up the P.E. _department.

The districtis mere. interested in affirmative action than quality

programming.

r. 'Chase has a.major in P.E. whereas. Ms. Jones has only a minor.

The school administration suggests that Mr. Chase and Ms. Jones share

chairpersonship, but the P.E. department objects to this arrangement.
the

. What are the issue(s) involved in this case study? (Specific Issues).

2. Who should be cobcerned about these issues? (Area of Concern)

3. Who will benefit if these issues are resolved?' (Target Population)

4. What might be some of the anticipated results of this study? (Projected

Outcomes)

5., What:are some of the batriers to be overcometo resolve these issues?

(Constraints)

6. What activities are needed to 'obtain positive results? (Action Steps)

0

7. What strategies for change might be most effective? (Change Strategies).

What evaluative techniques might be, used to determine the effectiveness

of the change strategy? (Evaluation)
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CASE :STUDY

Millie Lawson and Jim Mite have applied for the recatly-announced

position of Vice President at the Century'Community College District. Both

candidates have outstanding letters of recommendation, as well as reputations,

and are finalists in the selection process.

The board of trustees interviews each candidate and schedules visitations

to each of their former places. of employment. Millie ts.represented as being

witty; good humored, efficient, and a humanist in dealing with personnel. Her

colleagues state that she is an excellent teacher and administrator. ,Jim is

represented as being efficient, well organized, respected, and an excellent

teacher and administrator. Jim is 43 and Millie is 51. The school trustees

select Jim, as he is younger and will be able to withstand the pressures and

tensions more than an older person will. The community; whoralso participated

in the process, selects Millie, because of her background and experience, and

because .of affirmative action. The board of trustees appoints Jim and offers

Millie'the position of Assistant to the Vice President. Millie rejects the offer.'

. What are the issue(s) involved in this case study? (Specific Issues)

2.- Who should be concerned about these'issues? (Area of Concern

Who will benefit if these issues are, resolved? (Target.population)

-4. What might be some of. the anticipated results of thit study? (Projected..

OUtcOmet),
. /

What are some of the bar"rierfto be overcome, to resolve these issues?

(Constraints)

What activities are needed to obtain positive results? Action Steps)

What strategies for change might be most effective? (Change Strategies)

What evaluatiVd-techni.ques-might
be used to determine-the effectivieness

.

of the change strategy? -(Evaluation)



CASE STUDY N

Rushmore College of Education appointed their first female administrator,

the Title IX coordinator. She established a Title IX advisory committee, which

included members of the community, and began to review, the college for compli-

ance. Six months after her arrival,
the Departments of Men's' and Women's

Physical Education were finally combined In the Department of Physical Educa-

tion. It ;took only a hrief.review to observe that all the women physical

education studenti were being counseled and advised by the female faculty,

while the majority of male students were being counseled and adv'x40 by male

faoultY members. Upon further investigation, it was also disco ered that all

the advanced physiology and comparative anatomy classes were be g taught by

tenured male faculty, while the beginning-level, basic skills uses in physical

education were being taught by the non-tenured female instr s. It was also

evident that the Proportion of Professors across.the board all Departments of

dueation was,male thi..ee to one. In the Department of Eleme tart' Science the

tio was male sii( to one, while such departments as Educati nal Administration,

iCo nselorl4Educatioh, and Educational Technology had no femal faculty.

rought to the attention of the advisory committee, which included all.

seven eans of the university, moderate lip service to all duties and respon-

sibilit es was given, but little progress was attained toward equity.

What 'a e the issue(s) involved in this case study? (Specific. Issues

Z. Who should be concerned about these issues? (Area of ConCern)

3. Who will. bine it if these issues.are' resolved? (Target Population)

4. What might be.somo of the anticipated results of this study? (Projected

Outcomes)

5. What are some of. the barriers to be overcome to resolve these issues?

(Constraints)

6. What activities are needed o obtain positive results? (Action Steps)

7. What strategies for change might be most effective? (Change Strategies)

What evaluative techniques might be\used to determine the effectiveness

of the change strategy? (Evaluation



CASE STUDY 0

Brown Senior High School has receiyed notice that some of their policies

and practices are not in compliance with Title IX. Namely,

I. Different dress and appearan::e standards for males and females:

'Males Females

a. No tennis shoes except
for athletics.

a. No sandals except for specials
as identified by the school.

b. No hair legth below the b. 'No nail polish except on Fridays

shoulders. and for specials as identified.

Different code of behavior foY. males and females: Areas in the school

have been set aside for smoking. Boys caught smoking outside these

areas will be, suspended; girls will bring their parents to meet with

the administration.

.3. Course detcriptions:.

a. Bachelor Living'
t. Bachelorette Living

c. Computers versus Man

d. Being a "Female" Head.of Household

N. al. m

1 14'.

.. Im NE . . ................... ....
are the issue(s) involved in this case study?, (Specific Issues)

.. a

2. Who should be, concerned about these issues? (Area.of Concern)

. Who will-benefit if these issues are resolved? .(Target Population),

What Might'be:some of the ahtiottiated results of this ttudy? (Projected

OutOomes).

What are same of the barriers to be overcome to resolve these issues?

(Constraint's),

What activities are needed to obtain positille results? (Action Steps)

What strategies for change might be most, effective? (Chienge Strategies),

.
14hateyaluatfveAeChniqUes.iightlie used to determine theeffectiveness

:of the change strategy ?. '(Evaluation).:



.CASE-.STUDY P

Two male students, present themselves at .,,the try-out for.cheerleaders at
a local °high school. They are told that these positions are for girls only..
The boys initiate..a complaint tq the,administration,',charging discrimination.
to avoid a scene, the adminiStrat on permits the boys zto try out, but insists
their trial. be done -separately, fr the girls', so as not to stir up the stu-
dent body.. Neither boy makes the am:. They advertise their plights in the
local- school news and,the -Student bo reacts by that the boys be
added to the team. The, school respon k by indicating a lack of funds to support
two more cheerleaders. The dean calls the boys aside and counsels them that
"cheerleading is really a femipine activity,.-and. unless they want to be known

,.as Sissy-boys" they should not' allow themselves to becomeinvolved. *-

- ° : _ _ _ _ .. .1. ...- - --- - - -------- - -
What-are the Assue(S)' tnyolvedNisp this case study?! (Specific Issues)

. Who should be concerned abotit ,theie issues? .(Area of Concern

Who will benefit i f these issues are reSol.yed? (Target Popul ation)

What might be. some bf the anticipited.:result,of,tki study? (Projected

Outcomes)
\

What are .some of the harriers'to he Aiverc
(COnstraints.). .

1

resolve these issues?

o

6. What' acillqties are needed to obtain positive results ?.. (Action. Steps)

What strategies for change might be Most effective? (Chang trategies)..

. What evaluative techniques might be used to determine the effectiveness
4.of the change strategy? (Evaluation):



CASE STUDY-Q----

,
. .

. ,

A.revieW of course descriptions and classes at Baker Vocational. SchObl

indicates that all classes are:open to bo h sexes...,However, the.plumbing

'apPrenticeShipvprogram and the:carpenters, pprenticeship program are totally .. ;

male: The school adMinistration recognize that:the.classevate male oriented, ,

but maintains that it is.notAhe fault of -t

\

e. school'but.of the:unions, Who do

not recruit women forthesethese... Since there are no women interested, the

school feels that these ciasseS are in compl a -,nCe with Title IX.
\ .:. .. . .

'. AdditiOnallythree'of the large industri\al Plants-that generally cooperate

with the school in providing employment for. students On the 4/4.plan have

suddenly indicated a preference for males or fetnales in.,specific job categories.

-The'ylants will accept only females for office responsibilities and only males

;\fOr. intidethe-plapt duties,. ,Furthermore, they,. ave slated that if the school.,

district cannot liVe Within this regulation, they will not hire theirStudents.

The district accepts the contract, as to .do otherwise Would only hurt the

students. . -
,

.

-
,

\ , ,
,

. . '

- . w--- , - _ - - - ...

i

1. What are the issue(s). involyed in thiscase study? (Specific/ Issues)

O

-
.

Aho.should be-concerned'about these issues? ,(Area of.Concern)

'1

,

0

'3. Who willl benefit if these issues are.resolved? (Target Population).

/
1

''.,. .

.

/
at 'Might be \Some of the anticipated results of this study? (Projegted .

outcomes)
\\,

::-

/ .. .

.

t arg some of.the barriers"t
-/

b be overcome to resolve these issues?

straints)" ° /
Wh

0

What activities are needed to obtain positive

. What strategies' or.Change might.

results? (Action Steps)

(Cffahge-Strtegies)-be most effec tive?

. 'What
eValuati4eteChniqUei might be used

the change Strategy?: (Eval uati oh)

to determine the e0ectiyenett



' 4
CASE:STUDY R

Twenty-fourlial..s and 22 females are scheduled to attend two accounting

classes,dufing the summer at Dillis Vbcatilnal Schooll. As a result of Califor-

nia's4Proposition 13 one claSt must be dropped due tp the\lack of funds to

support two classes. The administration reviews all the applications and

selects 18 males and 6 females to be 'enrolled in the One acObunting,class.

Thus,116 females and 6 males are left without a class.

The selectiop'rationale and criteria for the approved students are stated:

"BecaUse of'Proposition 13, jobs will be scarcer and scarcer. If any group of

studeotsAs to be trained for a job, it should be the male'breadWinners and

single female heads of household. We made our selection from this group of

students. These are the people who will need jobs more than,married women and

very young males, who can find bther things to do. For the female\students.

excluded from this particular class, we offer the following substitute courses:

1. Vocational Nursing .

2. How a Woman 'Makes It' in the World of Work

3. The Changing Role of Women"

. What are the .issue(s) involved in this Case_study? .(Specific.Issbes)

Who should be concerned about these issues? (Area of Concern

. Who will benefit ifthese issues are resolved? Target Population)

. What might be some Of the anticipated.results of this study? (Projected

Outcomes)

5. What are some of the barriers to be overcome to resolve these, issues?

(Constraints)

6. What activities are needed to obtain positive results? (Action Steps)

7. What strategies for change might be

i
most effective? (Change Strategies)

What evaluaXive techniques might be used todetermine the effectiveness

of the change.strategy? .,(Evaluation)
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CASE STUDY S

The Faculty Association of a major university has recently published its

first annual Faculty Salary Study. The results of the study indicate that at

the professor level the average salary,for males is $25,154, while the average

salary for females is $21,175.
1

Immediately following the public/release of the Faculty Salary Study,

representatives of the Faculty Women's Association met with both the Affirma-

tive Action. Officer and the Provost./ When asked how and when the inequities

would be resolved, the Provost responded that the administration had found the

Faculty Association report in error./ He went on to say that the salary differ-

ences between the sexes were the result of qualitative data, such as publications

and research, which could not be measured by any quantitative statistical analysis

such as the Faculty Association report.

-1. What are the issue(s) involved in this case study? (Specific Issues)

2. Who should be concerned about these issues? (Area of Concern

3. Who will benefit if these issues are resolved? (Target Population)

What might be somi,of the anticipated results of this study? (Projected

. I
Outcomes)

5. What are some of the b rriers to be overcome to resolve these issues?

(Constraints)

. What activities are n eded tp obtain positive results? Action Steps)

What strategies'Ior c a e might be most effective? (Change Strategies)

8. \What evaluative techn ques might be used to determine the effectiveness

of the change strate ? (Evaluation)

439



CASE STUDY T

Dr. Shirley Wonii, Dean of Women for the past 15 years at a private,

prestigious Southwestern university, is well known for her expertise and ce-

petency in counselinj both male and female students, as well as: for providing

the.effective administration of a student personnel, program.

In'a recent meeting with the board of trustees, the Vice President for

Student Affairs was asked to justify the need for a student personnel adminis-

trative structure that provides a position for a Dean of Women as well as a

Dean of Men. The board has asked 'for an investigation concerning the implica-

tions of this administrative structure for Title IX.

What are the issue(s) involved this case study? (Specific Issues)

2. Who should be concerned about these issues? (Area of Concern)

3. Who will benefit if4hese issues are resolved? (Target Population)

What might be some of the anticipated results of this study? (Projected

Outcomes)

'\5. Whit are some of the barriers to be overcome to reso e these issues?

(Constraints)

\N

6. 'What activities are needed to obtain positive results? (Action'Steps)\

7. What strategies for change might be most effective? (Change Strategies)

8. What evaluative techniques might be used to determine the effectiveness

of the change strategy? (Evaluation)
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CASE STUDY U

111e Commissioner of Education for the State Department of Education in 4

rural .state.has.been notified by_the Office for. Civil Rights (OCR). that-theft

self - evaluation was not complete. It was pointed out that internal concerns

(employment; special schools, etc.) had been addressed in the self-evaluation

process, but that-the services to the field and their impact had not been

included. Specifically, 5ectiOn 86.3.(c) of the Title IX regulations was cited

..as the part. of the laW which requires recipients, to look at the ramificationS of

all policies and practices. It states:

(i) Evaluate, in terms of the requirement of this part, its.current

.policies and practices and the effects thereof concerning

admistion of students, treatment of students, employment of

both academic and non-academic-personnel working in connection'

with the recipient'S eddcation program or activity: (emphasis

added)

The Commissioner referred the letter to the SEA Title IX office and they

were charged with the responsibility of clearing up the matter within-the thirty

(30) days allotted.

. What are the issue(s) involved in this case study? (Specific Issues)

2. Who should be concerned about these issues? (Area-of Concern)

3. Whowill*benefit if these issues are resolved? (Target Population)

4. What might be some of the anticipated results of this study? (Projected

Outcomes)
,

5. What are,some of the barriers to e overcome to.teiolve these issues?

(Constraints)

6. What activities are needed to obtain positive results? (Action Steps)

7. What strategies for change might be most effective? (Change Strategies).

0

. What evaluative techniques might be used to determine the effectiveness

of the change strategy? (Evaluation)



CASE STUDY REFERENCE AND CROSS-REFERENCE

CASE STUDY :TARGET P0PULAT1 oft WORKSHEETS

A Administration 1, 2, 3, 7, 11, 13, 14.

Instructional Personnel 1, 2, 4, 5, 6.

Media 1, 5.

B
.
Administration 1, 6, 7, 12, 13, 14, 17.

Instructional Personnel. 1, 4, 5.

Community , 2, 6, 8..

Counselors 1, 3, 6.

Media 2, 5.

C Community'. 1, 2, 3, 4, 5, 8.

Administration 9, 12, 20.

Counselors 1.

Instructional Personnel 1, 5, 8.

Media 2, 4.

Students 2.
Ama

Community 1, 2, 7, 8.

Administration 1, 7, 9, 11, 14.

Instructional Personnel- 1, 2, 5, 8.

Media 2; 3, 4.

Postsecondary 1, 7, 8.

E Counselors. 1, 2, 6, 7, 8,,10.

Administration 6, 12.

Instructional Personnel 1,'2, 3, 6.

Media
,

3. . .

-Students 1, 2, 3, 4.

Coutiselors

Administration
Instructicnal Personnel

1Students
Vocational Education

1, 2, 6, 7, 8, 10.
6, 17.

4, 9, 11.
2, 3, 4.
3, 5.

6

H

Instructional Personnel l', 2, 3, 4, 5, 6, 8.

Media 1, 3, 4,' 5.

Administration 6, 12.

Students 10.

Instructional Personnel
Administration
Community_
Students

1,\,2, 4, 5, 7.
12.\

1, 10.

I Media ', 1, 2, 3,, 5, Er.

'Administration 17. \

Counsel ors 3.

Instructional Personnel 1, 6.

Postsecondary 1, 8.

Media
Administration
Community
Students

1, i, 4, 5.
14, 17.
6.

1, 10.

Physical Activity
Administration
Comunity
Counseling
IhstrucOpnal Personnel

2, 4, 6, 9, 11.

1, 6, 7.
1,2, 3.
2, 6, 9.
1,2.
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CASE STUDY

L

'TARGET POPULATION WORKSHEETS.

Physical Activity 2, 4, 11, 13, 16.

Administration 17.

Counselors
10.

Instructional Personnel 2, 5.

Postsecondary 1, 8.
.

Postsecondary 1, 5, 8.

Administration 1, 14, 15, 16.

Counselors 8.

Postsecondary
1, 3, 7, 8.

Administration 1, 6, 15, 18.

Counselors 2, 6, 8.

Instructional Personnel 4, 9:

0 Students 1, 2, 3, 4.

Administration 13, 17.

Counselors 2, 6, 9, 10.

Instructional Personnel 1, 8, 9.

Media 3, 4.

Students .
1, 2, 3, 4, 9, 10.

Administration 9, 17.

Community 1, 3.

Counselors
5, 6,-

Instructional Personnel 1, 2.

Postsecondary ..
1, 2', 3, 8.

Vocational Education 1, 3, 5, 8.

Administratirm 6,1.

Community ...7, 8.
,,

Counselors 2, 6; 8.

Instructional Persovmel- ., 1, 4.

61. MI IMO ND

Vocational Education
'Administrat1 on

C9unse": )rs

'Instructiwal Pervainel
Postsecondary
Students

1 3, as 5; 8.
3. 6, 7.
2, 30.
1, 2, 5.
1,8.
"1, 2; 3, 4.

AdministraCiOn
19.

Community,
1, 8

.Counselors 3

..:
.Post Secondary

.
5, 6

Counselors
1p 5, 8

Post Secondary
4.

Stdeents
6, 1

4E1

Could apply to all samples



CHAPTER VII

CONCLUSIONS

Throughout this bOok the message rings clear that there is really no
substitute for personal effort if change is to be accomplished and if
the movement TOWARD EQUITY is to be successful. One individual alone

may not feel that the contributions of his or her talents could make

a difference in the struggle to overcome the discriminatory and biased

behaviors which continue to be so prevalent in today's world. These

feelings of inadequacy can be quelled or reversed, however, if that
person joins with others to form a united-group and if:that.group skill-
fully implements a planned program of change which is designed to:

' strike at the roots of discrimination;

productively serve each and all of the target populations
so that changes,--when made, are reflected in all people;

le continuous so that the eventual aiSimilation of sex
affirmative and sex fair policies, procedures, programs,
and processes will be standard operating procedures for
policy makers and administrators, teachers and support
personnel, students and parents, and the public at. large.

The questions remain; hoileVer, that if 'these statements are true, then

why has the movement TOWARD EQUITY been at-such a slow pace and so poorly

received by so many? ReView of the more than one hundred issues selected

for treatment by successful Title.IX advocatei and cited in Chapter IV of

this book reveals that almost every groUp feels that learning to deal with

apathetic or even hostile groups is a critical needs area; that resistance

to change is a viable constraint in over 80 percent of the cases; that sex

equity.is generally a low priority and that much time needs to be spent on

awareness activities; that operating from a factual base and fording empow-

,,ered personnel to stop passing the buck is essential if changes are ever to.

occur; and that all people representing the: nine different job/role categories

(administrators through vocational educators) need to know how to be change

agents. Thus, change is slow because there are not enough advocates actively

donning the mantle of change agent. Further, those who do attempt to become

an agent for change often avoid direct confrontation. or. lack the skills to

avert it gracefully, water down efforts if the initial-emotional impact.is .

negative or profuse, and/or stop before changes occur because they feel the

.personal risk is too great.
4 I

ThiS book cannot reverse these phenomena, This book can, however, assist

the experienced and the inexperienced alike in better girding themselves

with:
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an understanding of the evolution :toward equity (Chapter I);

insights into the three basic skills areas of change, networking,

and evaluation (Chapter II);

answers to-the surface/generic questions about equity (Chapter III);

a myriad of practical action steps which can be taken to resolve

basic issues all groups dealing with equity must face. (Chapter IV);

sources for endless resources (Chapter V); and

opportunities to put all that has been experienced/rePeived into

effect through application to real-life situations (Chapter VI).-

Review of this text also reveals/raises other general conclusions which

may be of interest to the reader. They are presented here in random order

for contemplation.

1. There is a need to assist educators at all levels to recognize their

important role as change agents.

2. One 'of the most effective suggested action steps consists of establish-

ing and maintaining an ongoing community advocate or review` committee

to periodically peruse all policies, practices, and programs related to

sex equity.

3. One of the,most useful recommended change strategies chosen by parti-

cipants was'that of resource linkage, which provides for the development

of .a betwork to help review educational policy and practice plus, monitor

the progress made.

4. Some of the most common
,

constraints listed by participants included

administrative .authorities' resistance to change, their fears, and their

conflicting budget priorities.
,...

5. Federal education agencies and foundations, State Departments of Education,

Local gducation Agencies, and education 'institutions must develop,'; imple-

ment, and evaluate multicultural, nonsexist "experiences on a regular,

basis in the school setting if both the spirit and the letter of the law.

,mare to beet.
. ,

. \

I

6. There is a continuous-need to develop an understanding and appreciation

for the complexity and desirability of AmeriO's pluralism by being\

cognizant of a variety of special populationsiwomen, the disadvantaged,

multicultural groups, the handicapped, etc.).

7. One of the recommended change strategies least chosen by participant

who contributed td the content of this document was that of legislative
_

intervention and dii=ective/threat/confrontation.
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8. Of the various types of change strategies recommended, most educators

tend to choose in-service training as a viable tool for implementing

change.

9. There appears to be a lack of positive press coverage concerning com-

pliance successes.

10: There is a constant need to develop, acquire, produce, publish and

disseminate sex equity instructional materials (print and nonprint)

at all levels.

11. Most' individuals feel alone in attempting to change policies and

procedtres.

12. -Conflict resolution strategies can be taught and should become an

important objective in the training of,any change agent.

13. It is imperatWe that each p i rson interested - -in promoting change

_learn to develop a variety o strategies and tactics for becoming

empowered,, personally. . . socially. . . and professionally.

14. Educators at all levels; regardless of status or position, need to

become more aware of general strategies for effecting changes .in

-, human systemg.
.

=
.

1 15. In order to fully appreciate and understand the complexity of planned

organizational change, one must become more aware of the variety,of

change models available, skilled in their application, and capable

of evaluatingthe progress made.

16. Although networking can become a very powerful and positive tool for

creating a support system or bond between self and others, it is not

without. its own set of inherent dangers and potential negative effects.

17. Change agents'operate in a variety of different roles (catalysts,

solution givers, process helpers, etc.). These roles typically operate

on a continuum,and need not,be viewed as mutually exclusive.

18. Case studies can be an effective tool for assisting change agents to

relate actual change. strategies to real-life situations. Re-analysis

of proposed strategies for solution can often' lead to the selection

of yet better methods to resolve the issues inherent in the case under

scrutlinY.

19. The important components of research and evaluation are often overlooked

in educational planning and change. Further, research, when attempted,

has often taken the individual perspective and ignored the reality that

most social inventions must ultimately be adopted by organizations and

not by just a few individuals. Many times alternative strategies for

change have not been adequately field tested.

O
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20.: Collaboration rather
than competition can be a very effective model

to ensure that relationships are honest and that individuals do car[ /

about each other, regardless of position or status. Taking time to

build on the positive factors instead of:the negative elements of any .

collaborative effort will prolong the effectiveness of coalitions

and the retention of personal trust, will contribute to the eventual

success of the effort,: and dill tend to solidify positfve feelings for

continued association.-7i-

Thus, there are many indicators of, present and future needs, priorities,

and solutions. There are challenges galore and points to ponder so that

productive directions are pursued. Readers of this book may wish to use

these general conclmsions_asa touchstone for conversation/dialogue or

as an initial set of axioms to be- debated /discussed.

One thing is sure. There still remains the quest for individuals who can

make a difference. . .
individuals and groups who cab productively prod,

puth, persuade, propel,_and.pull others TOWARD EQUITY.



=Ann Inn
APPENDICES

On the following pages there is a listing of the participants

at the CCSEE,II conference held in San Diego in April, 1978.

'These successful sex equity advocates convened for the purposes

of sharing their experiences in the area of sex equity; learning

more about the skills necessary to actually succeed iR helping in

the hard-core'situations; and contributing to the content of this

book.'

Needless to say, ideas abounded and the interaction was keen.

People were-somewhat frustrated, however, for the agenda was too

crowded and the tasks too exhausting. Nevertheless, many of the

ideas were captured and,4treated by yet another group of skilled
writers and advocates"for the achievement of equity, are presented

in this book. \\

The CCSEE II management team is indebted both to those who.partic-

ipated in the conference activities and to those who made the

"miracle" of this book..Taper doesn't make the difference; PEOPLE

make the.difference. And people who, put ideas on paper can help

other people want to make difference. The cycle is unending,-

the quest is ongoing, the goal is to move TOWARD EQUITY.
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