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Program Overview

The goal of the Health Care Skill Builders Program was to
design and implement innovative basic skills courses for health
care workers at three hospitals in Alameda County, California.
The ten courses offered focused on skills identified as necessary
for improved job performance and career mobility in the health
care field.

Health Care Skill Builders was a project of the Northern
California Joint Council of Service Employees #2 in partnership
with Merritt College (Peralta Community College District). Over
the last year, the program offered on-the-job classes at Highland
General Hospital and Kaiser-Permanente in Oakland, CA, and at
Fairmont Hospital in San Leandre, CA. Highland and Fairmont are
part of the Alameda County Health Services. Xaiser-Permanente is
a private BMO facility.

The teaching model used in the Health Care Skill Builders
Program, developed by the Center for Working Life in Oakland, Ca,
integrates social support with instruction. The "Teaching Team"
consisted of: an Instructor; an Educational Counselor who was in
class and helped each worker develop an Individual Education Plan
{IEP); and a Learning Advocate, a co-worker who recruited her
peers, attended classes and used her knowledge of the workplace
to help keep the instructional material relevant to the students.
A significant portion of this report will reflect the important
lessons learned in putting this model into practice.

Instructors and assistance with curriculum development were
provided by the Education Partner, Merritt College. Development
of the teaching model and staff training were provided by the
Center for Working Life. Classroom facilities, release time
(Kaiser), assistance with publicity and curriculum development,
and other logistical support were made available by the
participating hospitals.

Program participants represented many different job
classifications of workers throughout the hospitals, nearby
convalesceat facilities, and various workplaces in the Alameda
County system. They were members of two locals of the Service
Employvees International Union (SETU): Hospital and Health Care
Workers Local 250, United Service Employees Local 616.

The SEIU Workplace Education Program was created by the
Joint Council to administer the Health Care Skill Builders
Program. Since most documents and publicity were under the name
of the SEIU Workplace Education Program, the two names for this
program are used interchangeably throughout this report.




Program Model

What distinguishes the Health Care Skill Builders Project
from other workplace education programs is the team approach taat
integrates social support with instruction. This is accomplished
through ongoing collaboration between the Learning Advocate,
Cour.selor, and Instructor. Developed by the Center for Working
Life in Gakland, CA, this model is designed to: draw on the
knowledge and existing network of support of the Union, overcome
barriers to participation and learning, and create a cooperative,
"worker-centered" learning environment.

Learning Advocate

Unique and key to making this program "worker-centered" is
the Learning Advocate, a trusted peer from the workplace, who is
trained in outreach, counseling, and facilitation skills. Drawn
from the ranks of Union activists, often Shop Stewards in their
workplace, the Learning Advocate functions as the expert in work-
related needs and issues.

While operating, at times, as a tutor in the classroom, the
Learning Advocate is pot an assistant teacher. The Learning
Advocate provides the Instructor with work-related information
and helps to shape the curriculum in class and in numerous team
meetings. Based on his/her location in the workforce, the
Learning Advocate can inform the other team members about
particular events at work (e.g. layoffs, successful resolution of
a conflict, problems of a particular worker or department,
rumors, etc.) which may impact attendance, attitudes, and the
needs of the class.

As a co-worker, the Learning Advocate plays a central role
in recruiting peers, following up with those missing class (on-
the-job, by phone), addressing work/Union issues that arise in
class, modeling participation in class, and other forms of
support as needed.

Counselor

As a trained professional, the Counselor provides a range of
support services, participates in classroom activities, and works
closely with the Learning Advocate to identify and overcome
barriers to workers’ participation and learning.

Before, during, and after class, the Counselor conducts the
Individual Education Plan interviews, provides information and
referral to students (vocational, community resources), consults
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with the Learning Advocate about specific individual and
workplace issues, and facilitates access to childcare and
transportation resources.

As part of the teaching team in the classroom, the Counselor
can initiate and facilitate discussions on issues that affect
learning or participation (e.g. self-esteem issues, conflicts at
work, family responsibilities, fear of taking tests). The
Counselor shares appropriate information derived from the IEP
interviews and other contact with students with team members in
the process of developing and evaluating the curriculum.

In addition, the Counselor is available at the worksite or
by appointment at other timeg to provide individual counseling
when needed. Because the Counselor is in the classroom on a
regular basis, has initial contact with all students in the IEP
process, and is seen working closely with the Learning Advocate,
the stigma of talking with a more traditional counselor is
reduced.

Instructor

The Instructor has responsibility for overall curriculum
design and instruction. While ideally familiar with work-based
curriculum design and sensitive to the issues faced by workers,
it can not be expected that any instructor will possess detaiied
knowledge of the particular worksite where the class takes place.

Through collaboration with the Learning Advocate, Counselor,
and the Project Director (who conducts "Skills Assessment
Interviews" with Union officials, Shop Stewards, Managers, and
Supervisors), the Instructor can integrate needs of the workers
and +*he workplace with specific skills to be taught.

Customized units and materials can be generated that reflect this
input. These units and materials can be adjusted through
feedback from tea.: members and participants.

In this model, the Instructor is required to step out of the
more traditional "teache»" role. To develop curriculum and
conduct the class with the Learning Advocate and Counselor, the
Instructor must be open to outside input and share coordination
of the classroom process. Given the prior experience and
training of most teachers, relinquishing full control of phases
of instruction can be challenging.

There are many benefits for the Instructor in the team approach.
With input from a variety of sources, the Instructer is nox:
required to gather the needed information and materials from the
workplace because the Learning Advocate and Counselor have this
responsibility. Further, the Learning Advocate and Counselor
provide the support and advocacy that most adult educators
attempt to furnish on their own in addition to teaching.
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Team Functioning

All team members participate in staff development training
by the Center for Working Life prior to each class cycle.
Orientation to the model begins a process of putting theory into
practice. Working together as a team requires flexibility and a
willingness to move beyond traditional roles. Through
discussion, role plays, and evaluation of problems encountered,
the members deepen their understanding of the team approach.

The bi-weekly Curriculum Committee meetings (attended by all
Learning Advocates, Counselors, Instructors, Program staff, and,
periodically, Union representatives) give the instructional
program direction and are essential to the implementation of this
model.

The Curriculum Committee meetings provide an opportunity to:

* Share experiences from different classes

* Receive additional training

* Raise program needs (logistics, timelines, evaluation
data to be collected, etc.)

* Get input from Union staff (specific issues/areas)

* Allow teams to meet outside of class to:

- Evaluate curriculum and class from previous 2 weeks
(what worked, what didn’t)

- Plan/make decisicns re: next 2 weeks of class

- Review individual, class, and workplace needs

- Practice planning together as a team.

Putting this model into practice can present many
challenges. Collaborative curriculum design and instruction,
sharing information to provide effective social support, giving
workers a role in determining the direction of the class, and
cooperative decision-making all require practice and a
willingness to explore new ways of teaching and learning.

¢
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Indicators of Success

Student Qutcomes

Overall retention rate of 72%

Many participants and their supervisors reported improved
reading, writing, and communication skills on the Jjob.

A large number of students report plans to pursue further
education and training.

A significant number of participants passed or plan to take
Civil Service Examinations or exams for entrance into
training programs.

Majority of students cited increased self esteem as outcome
of participation.

Many workers report positive impact of pregram participation
on family life: helping children with homework, inspiring
other family members to pursue educational opportunities,
more coinfidence with English language skills, etc.

Union staff reports increased participation and initiative
by program participants: use of writing skills in
communication with supervisors and Union; students organized
departmental trainings, two students became shop stewards.

Programmatic Qutcomes

Innovative team approach demonstrated to have positive
impact on enrollment, retention, and curriculum development.

A broad range of job classifications were represented in the
classes

Numerous requests for more classes by many participants and
hospital employees who were unable to attend classes
offered.

All partners perceived th- nrogram as useful and a success.
There is an interest on part of employers to continue

program, including forming joint labor-management committee
to explore future options for collaborative program.
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Materials Produced

A "Curriculum Guide" for Health Care Workers produced.
Qutline for courses in: Reading and Writing Upgrade, English

as a Second language for Nurse Assistants, and Test-Taking
Skills.

"Educational Opportunity Guide®" produced-comprehensive
listing of health care related training and basic skills
programs in area. To be used extensively by members of
several SEIU locals in Bay Area.

Two books of student writings produced.




Health Care 8kill Builders

SUMMARY OF CLASSES PROVIDED

CYCLY / CLASS LOCATION DATE

PILOT CLASS:
Oakland Medical Center June 25-August
* Upgrading Skills for Kaiser-Perwuanente 15, 1991
Health Care Workers Oakland, CA
(9 weeks)

lst CYCLE:
* Upgracing English Skills October 1-

for Health Care Workers

Highland General Hosgital

Alameda County Healt
Services

Qakland, CA

Dacember 19,
1991

b Upgzading English Skills Fairmont Hospital (12 weeks)
for Health Care Workers Alameoda County Health
Services
San Leandro, CA
* Math for Health Care Oakland Medical Center
Woxrkers Kaiser-Permanente
2nd CYCLE:
* Reading and Writing Highland General Hospital Januar{ 28-
Skills Upgrade April 1s,
1992
* ESL for Health Care Fairmont Hospital
Workers (2 levels) {12 weeks)

* Reading and Writing
8kills Upgrade

Fairmont Hospital

3rd CYCLE:
* ESL for Health Care
Workers [2 levels]

* Test-Taking Skills

* Test-Taking Skills

Fairmont Hospital

Highland General Hospital

Fairmont Hospital

May S5-July 27
Y 1992 ’

(12 weeks)

i
i
!
l
g
!
l
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Program Accomplishments and Recommendaticns

The Joint Council’s application for funding included the
following objectives:

1. Design and demonstrate a job-related basic skills
curriculum for health care workers

2. Provide workplacs literacy skills for workers with
limited English

3. Assist workers to further their education and training
goals, including referral to GED and other programs

4, Assist workers to upgrade their basic skills so they can
advance in their careers

5. Provide educational counseling and other supportive services
to encourage enrollment and retention

6. Evaluate the project and develop recommendations for
implementation by other SEIU unions and hospita. employers

7. Demonstrate a workplace-education part.aership for job-
related basic skills training in the health care
industry

Described below are the actual accomplishments of rhe Health Care
Skill Builders Project as they relate to these original
objectives. Where relevant, there will be a discussion of
obstacles encountered in particulz2r areas during the grant
period. In addition, each section will be followed by a series
of recommendations.

$om




Objective #1. Design and demonstrate a job-related basic skills
curriculum for health care workers.

There were several components to accomplishing this
objective:

A. Develop job-related curricula

Recruit and train Instructors

B

C. Recruit and train Learning Advocates

D. Publicize classes and recruit students
E

Implement 10 workplace literacy classes
A. DEVELOPING JOB-RELATED CURRIZULUM

ACCOMPLISHMENTS:

Coursaes Offered

Health Care Skill Builders developed materials and offered
instruction in the foilowing areas: Reading and Writing Upgrade,
Math, English as a Second Language, and Test-Taking Skills. The
"Summary of Classes Provided" (p. 7), lists the courses designed
and a schedule of when and where they were offered. Merritt
College staff collaborated with the Project Director to develop
Course Outlines for each of the above offerings.

Curriculum Guide

A "Curriculum Guide"™ for the Reading and Writing, Test-
Taking, and ESL courses was produced and will be distributed by
the Education Department of the International Office of the
Service Employees Union to other SEIU local unions and all
interested parties. The Guide includes:

* Description of educatiocnal model of program

* Instructions for using Guide

* Skill Clusters for each course

* Syllabi for 12 week course

* Samples lessons that address skill clusters and roles of
each member of the teaching team

13




The Table of Contents, Skill Clusters, and three sample units
from the Guide can be found in Appendix II.

Skills Assassment Intorviews

During the 90 day start-up peried, the Project Director
conducted "Skills Assessment Interviews" with workers, Union
representatives, and managers at the Oakland Medical Center of
Kaiser Permanente (site of Pilot Class) to determine the specific
language and literacy needs of the targeted job classifications.
A similar process occurred at the two Alameda County Health
Services facilities (Highland General and Fairmont Hospitals)
prior to starting classes there in the fall of 1991.

These initial interviews focused on the following areas:

Level/types of reading required for specific jobs
Writing skills needed/types of writing done
Specialized medical/technical vc¢cabulary
Math skills used on the job
Role of oral communication in specific jobs
Skills needed for promotion

%ills needed to pass written tests
Changing requirements due to technology upgrade
. Skills needed for participation in Union-related
activities

woo~JoaUdwhE

At the same time, the Project Director gathered work-related
materials such as: forms used on the job, manuals, health and
safety information {(from Union and employers), and personnel-
related documents (e.g. Performance Evaluation Report). Relevant
information and materials were shared with the Instructors and
Learning advocates in the process of developing curriculum.

Collaborative Procass of Curriculum Development

Involving the woxker:, learning advocates, instructors,
Union staff, employers, and Merritt College in shaping the
curriculum was a challenging task, especially given the broad
range of job areas addressed by this program.

A large number of the workers attending the Reading and
Writing Upgrade and ESL courses at Fairmont were interested in
passing the exam to become a Certified Nurse Assistant (CNA).
The development of materials for those desiring to upgrade to CNA
at Fairmont Hospital illustrates the benefits of such an
encompassing approach to curriculum de:velopment.

Both Learning Advocates at this facility worked as CNA’s and
were, therefore, Yexperts"™ in the daily requirements of the Jjob.
The Nursing Education staff at Fairmont, responsible €or in-

10
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service training of CNA’s, was very helpful in providing
materials such as training texts, sample tests, and lists of key
vocabulary. Faculty from the Allied Health Program at Merritt
College provided information concerning entrance to their CNa
training classes.

With such extensive input from a variety of sources, the
Instructors were able to construct curriculum that enabled a
number of participants to pass the CNA test and, in the case of
ESL students, acquire the language skills necessary to do the
job.

Survey Conducted

Given the broad range of job classifications represented in
the classes, it was decided to conduct a facility-wide survey of
workers’ needs at the three participating hospitals. The survey
was constructed alorg the lines of various basic skills areas. A
sample survey can be found on page 15.

With the cooperation of the hospital administrators, surveys
were distributed to all employees with paychecks. The inter-
office mail system at each facility was used to make return
simple. Although the percentage of return was quite low, the
results of the survey were useful in identifying an interest in
higher~level writing skills on the part of Clerks and Medical
Assistants.

Modes of Curriculum Davelopment
Curriculum was developed and evaluated in the following

settings:

Pilot Class.

An ad hoc group composed of Program staff, Instructor,
Learning Advocate, and staff from Center for Working Life
developed curriculum for Pilot Class.

Curriculum Committee:

After the Pilot Class, each team had an opportunity at these
bi-weekly meetings to review classes from previous two wz2eks,
plan for next four classes. Discuss process a bit. Field
Representatives from Locals 250 and 616 participated in these
meeting periodically to provide information and help plan units
(e.g. Health and Safety, Workplace Rights, Dealing with
Harassment/Discrimination).

11
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Monthly Froject Meeting:

In attendance were the Project Director, Instructors,
Counselors, Learning Advocates, Union representatives, Dean from
Merritt College, CWL staff. These meetings prcvided an interface

between those executing program and community college (course
outlines, focus of courses, etc.)

Instructors Meetings:

Periodically, often during the week when the Curriculum
Committee did not meet, the Project Director met with the
Instructors to review materials and share information from the
Skills Assessment Interviews.

Weekly meeting of Project Director with Local 250 Official:

The Project Director met each week with the Secretary-
Treasurer of Local 250. A portion of these weekly meeting
focused on curriculum. She facilitated participation of other
Union staff in Curriculvm Committee and the acquisition of
specific information or materials.

Advisory Board:

The Advisory Board Meetings were an opportunity for
additional input from the Employers as well as review of the
overall focus of classes by representatives from all
participating organizations.

OBSTACLES:
Skills Assessment Required More Time

The Skills Assessment process was not completed in initial 90 day
period. Negotiations with employers concerning the mechanics of
program took longer than anticipated. It was not until
recruitment was done and classes got under way that the range of
job classifications of participants became known. In practice,
the development of new classes and shifts in the job
classifications of students necessitated an ongoing process of
skills assessment.

Release Time Needed for Learning Advocates

The bi-weekly Curriculum Committee meetings did not provide
enough time for Learning Advocates to meet with other team
members to develop and review the curriculum. Often, the
Learning Advocates were unable to meet with the Instructor and
Counselor before or after class.

12
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Broad Range of Job Classifications

While the diversity of job classifications represented in
the classes was a strength of the Health Care Skill Builders
Program, it also presented challenges in terms of curriculum
development. Crafting units and selecting materials for students
who worked as Hcusekeepers, Clerks, or LVN’s required extensive
investigation and a flexibility in designing classroom activities
that allowed for a wide range of skill levels. See page ___ for
a detailed breakdown of the jobh classifications of participants.

Low Rate of Return of Survey

Approximately 5% of surveys distributed were returned at
each facility. This experience shows that using the paycheck
system for reaching workers is not effective. Also, the survey
was conducted prior to the active involvement of Shop Stewards in
the publicity and recruitment phases of the program. Perhaps
follow-up on the part of the Shop Stewards in their particular
units might have increased the rate of return of the surveys.

RECOMMENDATIONS:

1. Allocate adequate funds for initial curriculum development
and secure release time for Learning Advocates so that the
Instructors and Learning Advocates can spend the necessary
time reviewing workplace materials to be integrated with
instructional units.

2. Whenever possikle, a Shop Steward or Learning Advocate
should accompany the Project Director in conducting the
Skills Assessment Interviews with managers and supervisors.
There are several benefits to conducting the interviews in
this manner:

* As an "expert" on the operation and issues of a
particular unit, the Steward or Learning Advocate can
focus the questions asked on real day-to-day problems.

* The interviews can assist in developing a collaborative
labor-management relationship concerning the education
program at the shop floor level.

* Having a Steward participate in the interview
eliminates potential issues of workers’ mistrust cf an
outsider (Project Director) talking with management.
This is especially important in the early stages of the
program when the workers are less familiar with the
staff of the workrlace education program.

13
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Conduct focus groups during start-up period (or earlier if
possible). Small group discussions on whatskills are needad
with workers in similar job classifications or in the same
department can help guide the process of determining the
content of upcoming classes. The Learning Advocates could
trained to facilitate these groups in conjunction with

other program staff.

Use the information derived from the focus group discussions
to develop a survey to be distributed to all the workers at
each facility. The survey process can also serve as initial
publicity for the program. Participants in the focus groups
as well as Shop Stewards can be enlisted to encourage
responses to the survey.

14




S.E.L.U. Workplace Education Program

HCSPTAL & MEAL"# CARE WWIRAE

D)

PLEASE return this via Interoffice Mail, QIC 40547
by Friday, November 15, 1991.

S.E.L.U. is providing an education program here at Fairmont. We need your
he;E to plan future classes — now is vour chance to give us your input and
make sure that the program serves you!

The second cycle of classes runs from: late January to late April, and the
third cycle is from May to July.

I. Are these the skills that you want? Check the ones that you would like to
see offered in January and May, and please add any suggestions.

English Skills: Math Skills:
Q understanding what you read Q working with fractions,
percents, word problems
Q better spelling and sentence
structure Q understanding and using
graphs and charts
Q how to take tests

Q mixing solutions
Q how to perform in oral exams

and interviews Q reading instruments
Q understanding medical English as a Second Language:
vocabulary
Q hospital vocabulary

Advanced Writing Skills:

Q reading and writing on the job
Q writing reports aixd memos

Q oral communication skills

Q making your own writing
clearer ‘

Other Skills: Q Q

II. Classes meet two days a week, for a total of 4 hours per week.

Circle the two best daw for you to take a class:
Monday Tuesday Wednesday Thursday Friday Saturday

The best two-hour time slot for you to take a class:
The second best two-hovr time slot:

IIL. Your department and shift:

We do not need your name.
Your responses will only be read by the union education staff.

upeTS0/aflco THANK YOU for your help.

ERIC s 19




B. RECRUIT AND TRAIN INSTRUCTORS

ACCOMPLISHMENTS :

Recruitment

In collaboration with Merritt Coliege, five part-time
instructors were recruited to teach the ten classes offered. The
existing pool of credentialed instructors in the Peralta
Community College District was drawn upon wherever possible.
Assistance in locating appropriate instructors was also given by
the Peralta Federation of Teachers (AFT Local 1603) which
represents full-time and part-time faculty at the College.

An effort was made to find instructors with experience in
adult education in non-traditional settings, sensitivity to/
understanding of the issues faced by tbz multi-ethnic, unionized
workforce in the hospitals and a willingness to work with the
Union in developing curriculum. The difficulties encountered in
accomplishing this goal will be discussed in "Obstacles" section
below.

Training

Prior to each class cycle, instructors participated in
training sessions conducted by the Center for Working Life.
Each cycle, instructors received a day of separate training and
an additional day with the other team members (learning advocates
and counselors). Areas addressed in these training sessions
included:

* OQOrientation to program model (initially)

Internal and external barriers to learning for adult
workers

Union-based, worker-centered education

Workplace culture, psychology of workers

Integrating work-based materials into curriculum
Team Building

Role ¢f Instructor: instruction, curriculum, team

*

* % % ¥ %

When schedules permitted, Instructors (and the Counselors)
were given a tour of the hospital by the Learning Advocate prior
to the class startup. -

During each class cycle, the Instructors met regularly with
the Learning Advocate and Counselor at the bi-weekly Curriculum
Committee meetings to identify participant needs and to
develop/adjust the curriculum to respond to those needs. Within
each team, the Learning Advocate played an on-going role of
sharing information about the workplace with the Instructor. In

16
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addition, each Curriculum Committee meeting consisted, in part,
of a discussion amongst all the teams concerning a relevant topic
or process question (e.g. health & safety, Civil Service Exams,
the role of Learning Advocate in class).

When needed, field staff from cne of the participating
locals attended the meetings to assist in the development of a
particular area of curriculum. The input from Union staff was
key in developing several units including those addressing health
and safety, rights on the job, and preparation for the LVN exam.
Generally, the same field representative attended the class as
well. Since the field representative for Local 250 at Fairmont
Hospital, an LVN herself, conducts health and safety trainings
for the Union, she was able to model for the instructor a Union-
based style of instruction.

OBSTACLES:

Community College Credential Requirements

The credential requirements of the community college
(Masters Degree in subject area) placed a significant limitation
on who could serve as Instructors in the program. Several
candidates with extensive union and workplace teaching experience
were ruled out due to these unalterable criteria.

More Time Required for Training Instructors

Time was a major factor that hindered both the training of
instructors and the development of curriculum:

* There was not enough time at the beginning of the program
for sufficient teacher trairning and orientation to workplace
needs and issues. (instructors hired near to class startup
date)

* Since all the instructors were part-time, it was often
difficult to schedule adequate time with Learning Advocates
(pefore, after, or outside of class) who, themselves had
limited time, especially since most were also Shop Stewards.

RECOMMENDATIONS:

1. Negotiate with Community College ability of program to hire
instructors who do not necessarily nave Masters degree in
subject area. Emphasis should be placed on union and
workplace education experience as key criteria.

2. Additional training in team-building, union history and
functioning, and work-related issues. More time must be
allotted for "pre-service" training of instructors.
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3. To become acquainted with the functioning and issues of the
Union, instructors could attend regularly, scheduled Shop
Steward Trainings of the participating Union Locals.

4, More paid time for instructors prior to class startup to
develop curriculum.

S. Additional program staff (i.e. Curriculum Coordinator
position) to provide training, on-going support, and
assistance in developing materials for instructors.

cC. RECRUIT AND TRAIN LEARNING ADVOCATES

ACCOMPLISHMENTS:
Recruitment

Over the course of the program, seven Learning Advocates
were recruited. Five of the seven were Shop Stewards in either
SETIU Locals 250 or 616. The remaining two were active union
members who were respected and consulted by co-workers. The
Learning Advocates worked in the job classifications:

Housekeeping (3)
Certified Nurse Assistant (3)
Medical Clerk (1)

One Learning Advocate was selected and trained for the Pilot
rlass at Kaiser-Oakland. Two additional Learning Advocates were
recruited at Highland and Fairmont for the first full cycle of
classes. For the second and third cycle of classes, a second
Learning Advocate was added to the Highland team to recruit and
represent the interests of Clerks from Local 616 who were joining
the class in increasing numbers. Scheduling difficulties
necessitated recruiting new Learning Advocates for each
successive English class at Fairmont.

Although there were initial difficulties in involving Union
staff in the designation and selection of Learning Advocates, an
increased understanding, from experience, of what qualities were
needed for the job led to a more active and effective
participation of the Union in the process of recruitment.
Similar programs in the future will benefit from the program
experience in this area (see recommendations).

Tr-aining

Prior to each class cycle, Learning Advocates participated
in two days of training conducted by the Center for Working Life.
The first day was designed to orient and train the Learning
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Advocates along with the Counselors. The second day was with the
entire teaching team (LA’s, Counselors, and Instructors). A
"Learning Advocates Training Manual" was creatad by CWL for these
trainings and use throughout the program. The "Table of
Contents" of this manual can be found on page 23. Copies of the
Mznual are available through the Center for Working Life, 600
Grand Avenue, Suite 305, Oakland, CA 94610.

The following is an outline of the initial day of training
received by the Learning Advocates:

A. Overview of Program

* History and rcle of Union in Workplace Education

*

Introduction to the integrated social support model used in
this program

B. Worker-Centered Learning— What is it2
C. Barriers to Learning
* Reflecting on our own learning experiences

* What we can do to help co-workers overcome internal and
external barriers to learning

* Building on strengths and experience
* TIdentifying discouragement
¥ Role plays
D. Program Roles and Team Functicning: How Team Works Togetler
E. learning Advocate Job.
Recruitment
Curriculum Development
Retention - Follow up on sctudents
Represent the Union
Advocacy

Program Development
Provide Social Support

* % ¥ ¥ ¥ X *

F. Communication and Listening Skills

G. Paperwork, Procedures, Meeting Scheduling, etc.
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As more experience was gained by the Learning Advocates,
they played a more active role in training new Learning Advocates
in subsequent class cycles.

In addition to the pre-class trainings, the bi-weekly
Curriculum Committee meetings were a time for issues/questions to
be raised concerning the work of the Learning Advocates. Several
of these meetings were devoted entirely to discussions with all
program staff regarding the role of Learning Advocates in class.
These discussions led to a better understanding of the classroom
role of the Learning Advocates. Several units were planned which
drew on their workplace and Union knowledge and gave the Learning
Advocate ¢ more active role in presenting infcrmation (e.g.
Rights on the Job, How to Deal With Discrimination).

A further aspect of the training and support of the Learning
Advocate was their on-going relationship with the Counselor from
the Center for Working Life. As trained professionals who were
also in the classroom, the Counselors were able to consult on a
regular basis with the Learning Advocates concerning particular
problems or questions that arose in their dealings with workers.

OBSTACLES:

Selection of Learning Advccates

In the initial stages of the program (Pilot Class, lst
Cycle), there was a lack of a developed process within the Union
for identif'ving and selecting the Learning Advocates. This led
to a hurried and arbitrary selection shortly before the class was
to begin. As an understanding the program was developed on all
levels of the Union, officers, field staff, and shop stewards
were involved in finding the most appropriate people. See page --
for summary of characteristics to look for in selecting Learning
Advocates.

Time for Training

Because the Learning Advocates did not receive release time
for performing their jobs (as Learning Advocates), there were
some initial difficulties in finding time to conduct the
trainings when everyone could take two days off work. This
problem was rectified by negotiating an agreement with the
employers whereby the program reimbursed the employer for time
lost due to training. BAgain, as the employers began to see the
benefits of this program, they were more flexible and cooperative
in this area.
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Overcoming Traditional Roles in Classroom

Although addressed in the trainings, breaking down
traditional teaching roles proved to be an on-going challenge in
this program. The was always a pull on the pact of all team
members to revert to the more standard, "The teacher runs the
class"™ mode of classroom organization. (see recommendations)

Note: Additional discussion of role of Learning Advocate can be
found in "Educational Counseling and Other Support Services" (p.
46) .

RECOMMENDATIONS :

1. More than one day of training is required for team-building
training. This would allow for extensive role plays and
discussion on the collaboration between Learning Advocate,
Counselor, and Instructor.

2. Release time for Learning Advocates negotiated with
employers as part of program design. Given the numerous
tasks required of Learning Advocates (recruitment, follow-
up, curriculum development, etc), release time would allow
them to carry out these tasks more effectively.

3. To engage the Learning Advocates in developing work-based
curriculum, more time than the bi-weekly Curriculum
Committee meetings is required. Weekly meetings or other
arranged times for the Instructors and Learning Advocates to
work together on curriculum development, particularly prior
to each class cycle, are needed

4, Additional training of Learning Advocates specifically in
the role of tutor in the classroom.

5. Prior to starting program, develop a detailed process within

the Union for publicizing the jub of Learning Advocate and
selecting an appropriate person.
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Characteristics To Look For In Selecting Learning Advocate

Can be, but does not have to bg, a union steward or activist. Thisis not a
political appointment, but an opportunity for interested members whe
demonstrate the needed characteristics.

Should be familiar with the contract and grievance proceducre and shou 4
have broad knowledge of different jobs in the workplace.

Must be someane who is already respected and trusted by the workers in
this workplace. This is usually the person that people go to already to get
information, to check things out, or simply to talk.

Must be someone who is not known for "gossiping" and can maintain
confidentiality.

Must be someone who can listen well and can respond to the other
person’s agenda. not simply their own.

Should be someone who is cor’«dent, but not arrogant, who can inspire
others, but not tell people what to do.

Formal education is not as important as people skills.

Can relate to people’s fear of failura in the classroom. Perhaps they
themselves had to struggle to return to school after many years, etc.

Is excited about the program and willing to participate fully.
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D. PUBLICIZE CLASSES AND RECRUIT STUDENTS

ACCOMPLISHMENTS :

188 students were recruited for the ten classes offered.
They represented a wide range of job classifications (see page Y)
at three hospitals, several convalescent facilities, and other
agencies of Alameda County.

Learning Advocates

The Learning Advocates, as trusted peers and known leaders
in the workplace, played a key role in getting the word out about
the program and signing people up. One-to-one outreach was
certainly the most effective means of outreach in this program.

Shop Stewards

Prior to each class cycle, a meeting was held to explain the
program to the shop stewards at each facility and outline how
they could help in the recruitment process.

Previous Students

After the completion of the first class cycle (December
1991), previous students, familiar with the program and its
benefits, became effective recruiters as well. Several flyers
were mailed to all prior participants for distribution during
each recruitment phase. In addition, experienced students helped
to staff the sign-up tables in the hospital cafeterias. It was
not unusual to have returning students come to the class with co-
workers from their department.

Information Tables

Placing information tables at visible locations during peak
lunch hours at the hospital cafeterias proved to be useful for
several reasons:

* Fasy sign-up, place for shop stewards to bring sign-
ups.

* Opportunity for team members to work together, meet
prospective students, and answer questions informally.

* Utilized students from previous classes

* Gave program visibility for those not reached by other
means.

25

293




Union Newspapers

Prior to each class cycle, articles about tl.e program and
::nnouncements appeared in the newspapers of the SEIU Locals 250
and 616.

Facility Communications Networks

The existing means of communication at each facility were
drawn upon to publicize the program. The Inter-office mail

system at each facility was made available as a means of signing
up for classes. Flyers (samples on pp 28-31) were distributed
with paychecks, posted on bulletin boards, and left in high-
traffic areas such as break rooms. Alameda County staff were
very helpful in including announcements in the "County Courier"
(County-wide) and the "Fairmont Focus" (Hospital-wide)

OBSTACLES:
Class Size

Given their funding needs (ADA reimbursement), Merritt
College wanted 25 students in each class. This was the number
contained in the grant proposal (10 classes X 25 students = 250).
In practice, it was very difficult to get these numbers, even
with the extensive publicity and outreach outlined above. A
great deal of pressure was created during each recruitment phase
to "get the numbers up". This pressure was exper enced most
acutely by the Learning Advocates who felt like they were failing
if cur goals were not reached.

Lack of Release Time for Participants

Feedback from workers at Highland and Fairmont Hospitals who
expressed initial interest but did not attend classes indicate
that a key problem was the lack of release time (partial or full)
for class participation. Without release time, many workers felt
that other time pressures precluded taking part in the program.

In addition, it was only possible to target one shift at a
time (in practice, days), thereby creating a programmatic barrier
to participation by swing shift workers. Making the classes
accessible to the swing shift would have allowed us to reach our
original goals.

(Note: Participants at Kaiser-Oakland were able to use 2 hours
per weck of "Paid Educational Leave" to attend classes. Since
eight out of ten classes were at Alameda County facilities, the
impact of this issue was of primary importance at these
hospitals.)

26




Time for Learning Advocates to Recruit

An additional problem was that the Learning Advocales were
unable to perform the needed cutreach and fcllow-up during the
hours of their shift except for break and lunch times. This time
squeeze was heightened by the fact that many of the Learning

Advocates were already shop stewards with various other work-hour
responsibilities.

RECOMMENDATIONS :

1. Release time for students (1/2 of class time, at least)
would allow maximum utilization of program.

2. rRelease time for Learning Advocates would enable them to
perform more outreach during hours of their shift.

3. More extensive trairing of shop stew.rds in nature and
importance of the wrogram as well as their role in
recruitment.
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United Service Employees
N SEIU Lecal 616, AF¥L-CIO
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Hoserrat & mraitntespvisontn
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Your Union is providing a course in:

Test—Taking Skills

WHO: Highland employees who want to:

‘e Prepare for Civil Service, cerlification or training program entrance exanis
 Learn in a supportive environment with co-workers
« Brush up on reading and writing skills

WHEN: Tuesdays and Thursdays / 4:00 —6:00 PM
May 6 — July 24

Class to be taken on employee’s off-duty tinie

WHERE: E-1 Conference Room, Highland Hospital

This course will focus on:

v Test-taking strategies and tips

» Reading comprehension

» Grammar, senience structure, spelling
» Oral interviews - skills and practice

» Clear and effective writing

HOW TO SIGN UP: Talk with or give the sign—up below to:

e Andrea Woods, Emergency Room, Day Shift

o Lavella Marcus, Housekeeping, Evening Shift

e Your Shop Steward

o Peter Simon, SEIU Workplace Education Program, 836-6530

.. OR ...

Come visit the INFORMATION TABLE in the Highland Cafeteria
Every Tuesday in April 11:00 - 12:30 vpeT¥Osfl-clo

Yes, [ want to sign up for the Test Taking Skills Class at Highland

Your Name: Home Phone Number:

Your Address: __ City & ZIp:

Hospital: . Work Fhone Number:

Job Classification: Work hours:

GIVETO: Andrea Woods (Emergency, Days), Lavella Marcus (Housekeeping, Eves),

Your Shop Steward, or the Information Table in the Cafeterla
ORMAILTO:  SEIU Workplace Education Program, 522 Grand Ave, Oskland, CA 94610
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n ) United Service Employees ) e . :
\'::r SEIU Local 618, AFL-CIO e NS )
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Numbers

HOSe.ra) & MEs " Cosg L

Your Union is providing a course for :
Improving English Language Skills

WHO: Fairmont employees for whom English is a second
language and who want to:

« Learn more English used in the hospital
« Have more confidence in speaking, reading, and writing English
« Gain access to more training and different jobs -

WHEN: Tuesdays and Thursdays / 3:30-5:30 PM

January 28 — April 16
U5 Ciass to be taken on members off-duty time

WHERE: C-1/Room 109 Fairmont Hospital
. (formerly Alzheimer's Unit)

This course will focus on:

» Reading and writing used on the job
» Medical vocabulary

» English grammar

» Speaking English in different situations
« Taking job—related tests in English
HOW TO SIGN UP: Talk with / give the below form to:

e Hilda Manzo, B4, Day Shift (Leaming Advocate) 786-9958
e Your Shop Steward

e Pr.tor Simon, SEIU Workplace Education Program , 836-6530
«.OR....
Come visit the INFORMATION TABLE In the Fairmont Cafeteria
Every Tuesday and Thursday In January 11:30 - 12:30

Yes, I want to sign up for the Improving English Skills (ESL) Class at Fairmont

Your Name: Hospital:
Phone Number: (home) {work)
Job Classification: Work hours:

GIVE TO: Hilda Manzo (B4,Days), or a Shop Steward, or Staff at Information Table in cafeteria
E MC o or mail to : SEIU Workplace Education Program, 522 Grand Ave, Oakland, CA 94610
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N United Service Employees

":“;y SEIU Local 616, AFL-C10

Y -
., ’
HoSmtaL & WL TH CARE WITAERS LVON

Strengith in
Numbers

Su sindicato le ofrece un curso en:

Inglés Como Segundo Idioma

QUIEN: Trabajadores de Hospitales Convalescientes quienes quieren:

« Aprender el inglés que se usa en el hospital . o,
« Ganar mas confianza cuando Ud. hablz, lse o escribe el ingles
« Ganar acceso a mas entrenamients y trabajos diferentss

e
a

CUANDO: Cada martes y jueves / 4:00 - 6:00 PM /

/
5 de mayo — 24 de julio
Trabajadores tomaran esta clase en su propio tiempo, no en sus horas de trabajo

DONDE: Fairmont Hospital, San Leandro, Room C-109

En esta clase el enfoque sera:

» La lectura y escritura usada en el trabajo
. . I'4

» La gramatica ingles

-~ Hablando inglés en varias situaciones

» Tomando examenes para el trabajo

COMO INSCRIBIRSE: Favor de entregar este formulario a:
o Su representante del sindicato

e Peter Simon, SEIU Workplace Education Program, 836-6530

Si, quiero inscribirme a la clase de Inglés Como Segundo Idioma en el Hospital Fairmont

Su Nombre: ‘ Niimero de Teléfono (hogar):
Su Direccion: Ciudad y Zip

Hospital: ' Niimero de Teléfono (casa):
Clasificacion de su trabajo: Horas que Ud. trabaja: A

FAVOR DE ENTREGAR este formulario a su representante del sindicato

O UD. PUEDE MANDARLO A: SEIU Workplace Education Program,
522 Grand Ave, Oakland, CA 94610
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Ang inyong union ay nag—aalay ng klase para:

Mapaunlad ang Pagsasalita ng Ingles

SINO:  Para sa mga miyembro ng union na ang ingles ay kanilang
pangalawang wika o hais lamang:

« Matutunan ng hustv ang wikang ingles na magamit sa ospital
« Magkaroon ng lakas ng loob na makipagusap, magbasa at mag

sulat
« Makapag hanap ng ibat-ibang kiaseng okupasyong mas mataas

KAILAN: Enero 28 — Abril 16, Martes at Huwebes / 3:30 — 5:30 PM
U5 Maari lamang kunin ang klase tuwing off-duty ninyo

SAAN: C-1/Room 109 Fairmont Hospital
(dating Alzheimer’s Unit)

Ang cburse na ito ay para:

v Makapag basa at sul:t ng husto ng ingles
sa trabaho

v Medisinang bokabolaryo

v Magamit and ingles sa pakikipag usap sa
ibang katrabaho

v Makakuha ng job-related test sa ingles

PAANO MAKASAMA: Makipag-usap o ipadala ang form kay:

o Hilda Manzo, (Day Shift), B4, Fairmont Hospital, 786—-9958
o Sa inyong shop stuwart
o Peter Simon, SEIU Workplace Education Program, 836-6530

.0 kaya ay....
Bisitahin ang INFORMATION TABLE sa Falrmont Cafeteria tuwing
Martes at Huwebes sa Enero 11:30 - 12:30

Yes, I want to sign up for the Improving English Skills (ESL) Class at Fairmont

Pangalan: Ospital:
Telepono: (bahay) (trabaho)
Job Classification: Oras ng trabaho:

PAKI BIGAY KAY: Hilda Manzo (B4, Days), o kaya sa Shop Stuwart, o sa staff sa Information Table
cafeteria in Fairmont o thulog at ipadaia sa: SEIU Workplace Education Program, 522 Grand Ave,
Oakland, CA 94610
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UNION OFFERS SKILLS UPGRADE CLASSES
AT FAIRMONT HOSPIT

s

1
|

L1 58

Reading and Writing

>
, Upgrade at Fairmont

R

January 28 - April 16, 1992

Tuesdays and Thursdays,

3:45 p.m. - 5:45 p.m.

This class is for native speakers

of English or internationals

with good command of En-

glish. The class will focus on:
v Advanced spelling and

grammar skills
v How to communicate

’l

The Service Employees Inter-
national Union, Locals 250 and
616, are offering courses for
health care workers who are
interested in upgradiag thew

skills and preparing for training and help direct the curriculum Language at Fairmont
programs that lead to job ad- toward a workplace orienta-
vancement. tion. January 28 - April 16, 1992

Hospital employees benefit from SEIU skills upgrade training.

clearly in writing
v Test-taking strategies
v Oral communication

A key element in this project
skills

is peer support in the form of
active union members trained
as “Learning Advocates” who
recruit workers to the class

English as a Second

Classes are currently in
session. The next cycle of

Tuesdays and Thursdays,
3:45 p.m. - 5:45 p.m.

classes will begin the week of

This class is for international
workers who want to improve |
their communication skills on

Fairmont Hospital FOCUS | January 27, 1992 and run for
Published by 12 weeks at Fairmont Hospital.
Fairmont Hospital Classes are taken on the
15400 Foothill Blvd worker's own time, and the

San Leandro, CA 94578

Neil R. Petersen
Hospital Administrator

Editorial Board

Charles Sanders, Editor

Marge Deichman

Sandra Hazen

Paulette King

Olive Munro
¥ Hosp ded scuse care hospial and
skilled nursing facilicy hospitsl, oweed snd opersied by the
Countyof Alsmeds, under the direcsion of iss Bosrd of Trusiees,
the Alsmeds County Bosud of Supervisars. Pairmont Hospica! is

2 division of the Alameds County Health Care S€Tvices Agency.
Pairmont Hospins! Fecms is 3 quanery publicatioa.

lsap (TP

7

& Prntec en Recyeied Pover wim Sey-bosed ik

L

the job. The class will focus
on:
v Reading and writing
English on the job
v Hospital and medical
vocabulary
v Oral communication skills
v Understanding the re-
quirements of advance-
ment

worker need not be an SEIU
member to enroll. Community
college credits are offered for
these courses.

For more information, please
contact Peter Simon at the
SEIU Workplace Education
Program, 836-6530.

Coming March 1 Free
Cholesterol Screening
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E. IMPLEMENT 10 WORKPLACE LITERACY CLASSES

ACCOMPLISHMENTS :

The "Summary of Classes Offered" (page 7) outlines the
subject and timeline of courses provided during the grant period.

The focus of the initial Pilot class and the three class
offered in the first cycle (September-December 1991) were
determined by information gathered in the Skills Assessment
Interviews, input from the Learning Advocates, and Union staff.

After the first cycle, decisions concerniny the focus of the
classes were made 'dn the Monthly Project Meeting which was
attended by: Union representatives, Project Director, Program
staff (Learning Advocates, Counselors, Instructors), CWL staff,
and the Assistant Dean of Humanities, Merritt College. The
composition of this group allowed us to evaluate feedback from
the classes and workplace while working within the parameters of
course offerings possible through the Community College.

In addition, employer representatives on the Advisory Board
from Alameda County provided key input and logistical assistance
in redefining the two English classes as "Test-Taking Skills".
With their assistance, the program was able to draw on the
resources of the County Civil Service Commission in developing
and executing these classes.

OBSTACLES:
Withdrawal from Kaiser

After the first cycle of classes (Fall 1991), it was decided
to not offer further classes at the Oakland Medical Center of
Kaiser Permanente, and instead, to focus attention on the tw~
Alameda County hospitals and the convalescent facilities.
Difficulties were encountered at Kaiser-0Qakland due to:

1. Labor-management tensions, particularly in th.
department that was most widely represented in the two
classes offered (Housekeeping).

2. A lack of support from line supervisors who discouraged
participation by employees through an unwillingness to
adjust work loads for participants and, in some cases,
overt negative comments about attending the classes.

3. A mistrust of the program by the workers due, in part,
to overly invasive practices by evaluators from the
National Center for Research in Vocational Education
(NCRVE) . (see "Evaluation Activities" section p. 79)
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4. A lack of any "career ladder"™ within the personnel
structure of this facility. This became, in practice,
a disincentive for program participation.

A decision was made by Union officials that additional
preliminary work needed to occur at this facility before offering
further courses there. The Oakland Medical Center Administration
was informed of this decision. Both the Union and Kaiser-
Permanente are interested to developing a job-related basic
skills program in the future.

Implementation of ESL Class Postponed

Although original plans were to begin offering an ESL class
in the first (Fall 1991) cycle of classes, it was decided to wait
until the second cycle (Jan-April 1992) for the following
reasons:

1. Additional input from Learning Advocates and Union
staff indicated that it was necessary to widen outreach
to convalescent facilities to ensure the necessary
number of students to fill a class. This required
additional prepatory work with the Union field staff
and Shop Stewards at those facilities.

2. A decision was made to have the first class offering at
Fairmont Hospital (site of ESL class) be inclusive of
both native and foreign-born workers since a number of
programs geared exclusively for the latter group had
previously taken place at that facility.

RECOMMENDATIONS:

1. Make class title and focus as specific as possible to job-
related needs (e.g. Test-Taking Skills).

2. Initial program investigation must include social/political
environment of specific targeted workplaces (i.e. labor-
management relations, history of previous programs offered)

3. Orient and involve line supervisors as well as top
management in program development. Their support and
understanding of program objectives is key to worker

participation.

4. As much as one exists, tie program offerings to career
ladder.

5. Develop a joint labor-management process to create a career

ladder program that is integrated with a basic skills and
job training offering.
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Objective #2 Provide workplace literacy skills for workers with
limited English.

ACCOMPLISHMENTS:

Classes Offered

In the second cycle (January-April 1992) and third cycle
(May-July 1992) of classes, an "English as a Second Language for
Health Care Workers" course was offered at Fairmont Hospital.

To insure participation of workers from the convalescent
facilities, the Project Director met with the Convalescent
Division Field Representatives of the Union to gather information
on the worker/workplace needs and orient them to the program.

Program Publicity was translated intc Spanish and Tagalog.
Bilingual Union staff assisted in the translation.

Multi-level Classroom

Attending the class were workers from Fairmont Hospital and
several convalescent facilities in the area (South Alameda
County). The workers from t.ne hospital tended to be at a higher
language skill level than thcse from the convalescent centers
(high intermediate v. beginning). For this reason, two sections
were simultaneously offered in the same large classroom to
accommodate these two distinct levels of skill and rneed.

To assist in offering two sections, teaching assistants (2)
were enlisted from the Masters Program in Teaching English as a
Second Language at San Francisco State University. Under the
supervision of the Merritt College instructor, these assistants,
along with the Learning Advocate, were able to give each group of
participants the attention they needed.

Mixing Convalescent and Hospital Workers

Oof significance was the co-mingling of workers from both
settings (hospital and convalescent). Many convalescent workers
who were Nurse Assistants aspired to work at the hospital as
Certified Nurse Assistants, the job classification of the
majority of workers in the higher-skilled group from Fairmont.
Getting to know workers from similar backgrounds who were
functioning with more English skills and better wages was a clear
incentive for pursuing further language and nursing training.
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Curriculum Developed

Curriculium was developed for both levels represented in the

class. The beginning level curriculum for nurse assistants is
contained in the “Curriculum Guide" produced by the program. The
twelve week outline and a sample unit from that course can be
found in Appendix II.

The process by which the ESL curriculum was developed

illustrates the strength of team approach model.

*

Given that the Learning Advocate was herself a Certified
Nurse Assistant, familiar with the duties and language needs
of delivering care, the Instructor and Learning Advocate
were able to generate "dialogues" that simultaneously
reflected real situations at work and key grammar points.

Issues raised by students in class became the focus of
subsequent units. Protecting oneself from back injuries
was found to be a common concern. Written materials on the
topic from employers were brought to class by students who
were unable to understand them. Several lessons were
devoted to deciphering/understanding this material through
Instructor/LA generated handouts, role plays, and
discussion.

The Learning Advocate (who was bilingual) acted as a bridge
between students and the teaching team. She was able to
communicate information to them concerning their rights on
the job and gather key workplace issues from them (e.g.
health and safety problems that became focus of units)

The Learning Advocate was able to act as translator for the
Counselor in conducting Individual Education Plan
interviews. A safer atmosphere was created by having a
familiar, bilingual co-worker present in the potentially
intimidating interview setting.

The IEP interviews revealrd a number of common workplace and
vocational issues that were integrated into the curriculum.

The Project Director, along with the Learning Advocate, met
with the Nursing In-service Training staff who provided a
great deal of useful training texts, sample tests, and key
vocabulary. Agairn, the familiarity of the Learning Advocate
was crucial to knowing what questions to ask them.
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OBSTACLES:
Fewer ESL Classes Offered

By waiting until the second cycle to offer an ESL class (for
reasons outlined above in "Classes Offered"), the program was
only able to provide two ESL classes during the grant period
rather than three as stated in the grant proposal. It could be
argued that, in fact, four classes were provided given that two
sections ran simultaneously.

Nonetheless, given the success of the classes that took
place (see Qutcome section), it is clear that taking the time
ner “ssary to prepare properly (investigation, recruitment) paid
ofr.

RECOMMENDATIONS:

1. Build into program design the capacity to offer several
le 1s of ESL to accommodate different needs.

2. Make sure to have students bring in materials from work that
they have difficulty understanding. (Forms, manuals, charts,
work rules, etc)

Ve Produce publicity materials in all languages of targeted
workforce.
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Objective #3 Assist workers to further their education and
training goals, including referral to GED or other
programs.

ACCOMPLISHMENTS:

Train Counselors

Professional social workers on the staff of the Center for
Working Life were trained along with the Learning Advocates and
Instructors prior to each class cycle. These social workers all
had extensive previous experience with worker-centered counseling
at CWL and had past involvement with unions as activists and
officers.

The training included:
* Orientation to the program model (initial training)
* Team functioning among the various roles

* Understanding the workplace and role of counselor in that
setting

The particular role of the counselor in helping workers to
overcome barriers to participation and learning

* Conducting Individual Education Plan Interviews.
Finding and using vocational resources, etc.

In each successive class cycle, as team members became more
experienced, these training sessions became a time to deepen
understanding of team functioning--through discussion,
evaluation, and role plays.

Individual Education Plans

The staff at CWL developed the IEP instrument (pp. 41-42)
and then conducted Individual Education Plan interviews with each
participant. These interviews were conducted before, during, and
after class, generally lasting around thirty minutes.
Participants were given the forms in one of the first classes to
allow time to think about the various issues and questions.

These interviews gave counselors and students, working
together, the opportunity to identify educational and vocational
goals and to develop plans for their achievement. The IEP
process also gave the counselor an opportunity to identify issues

38

ERIC " 42




which could impact on retention in the program, such as lack of
confidence about entering a class, non-supportive family members
or the need for support in areas of childcare, transportation,
etc. Follow-up was done with each student who participated in
more than one class cycle.

Information gained in the IEP interview (education and
vocational goals, needs from the class, etc) were shared with
other team members. This information was useful in the process
of planning curriculum that addressed the participants’
particular needs and interests.

Referrals to Other Educational Programs

Determining the educational and vocation goals of the
students early in the class also allowed the Project Director to
gather relevant information (in consultation with Merritt College
staff and other community agencies) for use by the Counselors and
participants.

The Counseling staff and Dean of the Allied Health Program
at Merritt College provided specific information on training in
health-care related fields. This is an area where the
partnership with the Community College was very advantageous.

At one point, a group of students from Highland Hospital
organized a trip to Merritt College to attend an orientation
session on the LVN training program.

In the third cycle of classes (June 1992), an "Educational
Opportunity Guide" was produced by the Workplace Education
Program to assist participants in pursuing further education and
training. Included in the Guide is a comprehensive listing of
health care training programs, community college resources, adult
schools, and literacy tutoring programs in the Alameda County-

East Bay area. A copy of the Guide can be found as Appendix III
of this report.

OBSTACLES:
GED Not Goal of Many Participants

Although one of the stated goals of the program in the grant
proposal was to assist workers in accessing GED classes, this
proved to not be a significant need of the participants.
Participant data (see "Student Profile, p. 72) indicates that a
large majority of studente already had high school diplomas. The
greatest number of those without diplomas was in the ESL class
where the primary interest was additional language and vocational
training, not GED classes.
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IEP / Class Time

The lack of release time for students meant that the IEP
interviews often had to take place during class time. This meant
that the Counselors were many times occupied conducting the
interviews rather than being in the class, especially in the
first half of the class cycle.

In one facility, there was a problem finding a separate,
private space for the Counselors to meet with the students.

RECOMMENDATIONS:

1. Produce an Educational Opportunity Guide early in program.
This would assist the Counselors in making referrals, as
well as students who wish to move on from the Basic Skills
classes offered to additional training and education.

2. Enlist greater participation by Counseling staff and Faculty
at the Community College. This could include visits to the
workplace classes by College Counselors and Instructors to
provide information and answer questions as well as student
"field trips" to the College.

3. Make sure the negotiations about logistics of program with
employers include securing a private space for counselors to
meet with students.

4, If possible, conduct the IEP interviews prior to class
start-up. Doing so would aid in curriculum development and

free up the Counselor and students to participate more fully
in the classroom.

40

44




Date:
Name:

Individual Education Plan ( I.E.P )

Hospital & Worksite:
Job Title:
Worksite Education Class:

Counselor:

The Individual Education Plan was developed as a tool to help
both the worker/student and the Workplace Education program. The

I.E.P. provides you with a means to clarify your educational and
job related goals.

1. What do you hope to accomplish from taking this class?

2. How will you know when you have achieved your goals?

3. How do you like to learn things best?

A.

Read about it

B. Listen to talks about it
C. Have someone show and tell you about it
D. Try to do it yourself
E. Other (please describe)
4. What was your last year of school?

5. Have

you had any additional courses or technical training?
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6. What kind of work have you done in the past that you
liked? Disliked ?

7. Are there any types of work you would like to do instead of

your present occupation? What steps would you need to take to
accomplish this?

8. Is time a big factor in preventing you from getting training?

9. Are there any issues, besides time, that might prevent ycu
from getting additional training or education? (ie; housework,
family obligations, childcare, financial problems, emotional
support from family and friends, etc).

10. Did you have any questions or concerns about participating
in this program before you signed up?
If so, what were they?

Have they been resolved?

42

46

i

v ————— e ———— e




Objective #4  Assist workers to upgrade their basic skills so
they can advance in their careers.

ACCOMPLISHMENTS:

Test~-Taking Skills Class Developed

In the third cycle of classes, a class focusing on test-
taking skills was offered at Highland and Fairmont Hospitals.
This class focused on the skills necessary to pass Civil Service
Exams and the entrance exams to various health care-related
programs at Merritt College.

A Syllabus, Skills Cluster, and Sample Lesson from the Test-
Taking Skills Class can be found in Appendix II.

The curriculum for this course was developed through the
following means:

1. Reviewing of participant vocational goals from prior

IEP interviews.

2. Drawing on Union staff and Learning Advocate knowledge
of requirements and issues related to Civil Service
Exams.

3. Getting assistance from the Alameda County Civil

Service Commission staff. (materials, summary of test
dates, and visits by staff to classes)

4, Holding discussions with Counseling office and Allied
Health Program of Merritt College.

S. Gathering existing published materials on test~-taking
skills.

6. Development of materials and syllabus by Instructors in

collaboration with Learning Advocates and Counselors.

7. Development of Merritt College Course Outline with
assistance from Assistant Dean of Humanities.

A large majority of those participating in these classes
reported an increased confidence in test-taking skills and a
greater willingness to attempt a job-upgrade in the County Civil
Service System. (see Participant Outcomes and Final Evaluation
Report)
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Integration of Skills Needed for Promotion into Other
Classes

While the Test-Taking Class was not offered until the third
cycle of classes, promotional and testing concerns were addressed
in the other classes as well.

The 1EP interview conducted by the Counselor at the
beginning of each class cycle allowed the teaching team to
identify promotion-related needs and issues of participants.
Information from the IEP was used to develop the Reading/Writing
Upgrade curriculum and provide specific assistance to workers
preparing for exams.

Several participants in the Reading/Writing Upgrade class at
Fairmont Hospital were Hospital Service Trainees (HST), an entry
level position designed to lead into becoming a Certified Nurse
Assistant. Although an exam was not required to become an HST, a
worker needed to pass the County CNA Exam after a period of time
or else lose his/her job. Three members of the class were HST's
who had already failed the exam twice {(only three attempts were
allowed prior to dismissal). The Instructor, Learning Advocate,
and other students all worked together to provide materials and
tutoring in and after class to prepare these students for the
exam. Two out of three passed; the other failed by a few points.

The key promotional issue for participants in the beginning-
level ESL class was passing a required English test to gain entry
into CNA training programs. For this reascn, the ESL Instructor
met with the staff of the local Adult School that offered the
training program, obtained relevant materials (sample tests,
lists of vocabulary needed, etc.), and utilized this information
in developing curriculum for the class.

OBSTACLES:

No Career Ladder

Tha lack of a defined career ladder at any of the sites
where classes took place was the greatest barrier to tying the
basic skills instruction to job promotion.

At Kaiser, there existed no organized job ladder. 1In
addition, a Personnel policy that requires one year of experience
in a particular job classification prior to upgrade served as a
barrier for in-house promotions. Many participants (and those
who chose not to take the classes) called attention to this
policy as a disincentive to taking part in the classes offered.
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At the two Alameda County facilities (Highland and
Fairmont), the Civil Service System does provide a map for
promotional upgrade, but there was no organized assistance or
encouragement for employees to move inte higher job
classifications.

Over the course of the program, County officials (on the
Advisory Board, at the hospitals) moved from blocking the usage
of the words, "Assists in Passing Civil Service Exams" in program
publicity to actively supporting the development of the Test-
Taking Skills Class with full cooperation of the Civil Service
Commission staff. This shift in attitude was due, in part, to
the effectiveness of the classes, a greater understanding of the
potential of this kind of program in improving employee morale,
and a realization of the benefits of drawing from the in-house
workforce to fill vacant positions.

RECOMMENDATIONS :

1. Work with the employers to identify job classifications that
have been difficult to fill due to a lack of qualified
candidates. Also, employers can assist in projecting areas
where vacancies are anticipated in the future. With this
information, a basic skill program can more accurately
develop curriculum that will lead to specific job upgrades.

2. Develop a joint labor-management career ladder program that
includes basic skills and job training components. Ideally,
a career ladder program should be included as part of the
negotiated collective bargaining agreement.

3. Offer shorter (one day, two week, etc.}) courses in Test-
Taking. Many workers who are unable to attend the 12 week
course for a variety of reasons would be interested in this
topic, particularly in settings where Civil Service Exams
are required for promotion.

45




Objective #5 Provide educational counseling and other support
services to encourage enrollment and retention.

To outline the accomplishments and lessons learned in
relation to this objective, the following areas will be

addressed:
1. Training and Team-building
2. Support services provided (both in and outside the
classroom)

1. TRAINING AND TEAM BUILDING

ACCOMPLISHMENTS:

Pre-service Training in Support Services Delivery

The pre-service training of the Learning Advocates and
Counselors by the Center for Working Life staff included:

A. Discussion of their previous experiences with
schooling-both positive and negative.

B. Presentations on topics such as: internal and external
barriers to learning, impact of stress at work, and the
role of peer counselors.

cC. Role plays and discussion on anticipated situations
while performing recruitment, follow-up, or addressing
various obstacles to learning/participation with
students.

D. Development of system of communication and referrai
between Learning Advocate and Counselor.

The pre-service training of the teams (Learning Advocates,
Counselors, and Instructors) included:

A. Presentations and discussions on the collaborative
model specifically focused on how the various roles
interlocked.

B. Integrating social support with classroom activities

and curriculum development (allowing time for issues to
be raised, role of LA ana Counselor in the classroom.
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C. Presentations by Learning Advocates on their respective
workplaces. Particular emphasis was placed on
sensitizing Instructors to various workplace issues.

D. Role plays where team members exchanged roles in acting
out various situations encountered in and outside of
class.

Learning Advocate / Counselor Relationship

One role of the Counselors from CWL was to supervise and
train the Learning Advocates outside of formal training session.
Included in this area was:

* Consultation about how to handle issues raised by particular

workers.
Assistance with referral to communiZy resources.

Informal counseling about the stresses of rerforming
the job of Learning Advocate amidst already busy lives.

On~going Counselor Training: Weekly Meetings

Once a week, the two Counselors met with the Program
Coordinator who was their supervisor and, herself, the Counselor
in the class at Highland Hospital. These meeting served to:

* Discuss counseling interventions in the previous week

* Deepen urderstanding of Counselor’s role

Review current issues re: supervision of Learning
Advocates

Share informaticn on resources for educational and other
referrals

Curriculum Committee: Training and Coordination

The role of the Curriculum Committee as the site for on-
going curriculum development was discussed earlier in this
report. These bi-weekly meetings also served a function of

training and coordination in relation to the provision of support
services.

One regular aspect of these meetings was time for the teams
to share information about the studa2nts. This typically involved
making a list of those who have been missing class and
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coordinating follow~up, reviewing feedback from participants
about the class, or thinking about workers who are having trouble
in some way with the class.

Each team member could contribute information about
participants from his/her particular vantage point. The Learning
Advocates often had contact with classmates on the job. The
Counselor had information from the IEPs and other communication
with students. The Instructor could comment on progress/issues
in relation to individual’s work in class. This composite
"triangulation" was one of the strengths of the model in terms of
thinking about each participant.

In addition, the Curriculum Committee served as a means of
training in cooperative team functioning. The style and tone of
these meetings resembled that of the classes: freedom to raise
thorny issues, everyone had a voice, and decisions were made
together. These sessions were a place where the Learning
Advocates could practice using their familiarity with the workers
and knowledge of the workplace in setting the direction of the
class and discussing the needs of participants on an equal
footing with the Counselor and Instructor.

2. SUPPORT SERVICES PROVIDED
Outreach/Recruitment

As someone who was known and trusted by co-workers, the
Learning Advocate played a critical role in recruitment for the
class. Since she was easily found or. the job, at the cafeteria
information table, or at Union meetings, the Learning Advocate
could be sought out by those with questions about the program.
Often, workers would have more than one conversation with the
Learning Advocate before deciding to sign up.

These initial contacts were an opportunity for the Learning
Advocate to listen to workers concerns about the class and to
identify the various internal and external barriers that might
impede participation. The listening skills training and
discussions on barriers in the pre-service sessions proved useful
in enabling the Learning Advocates to better see hidden issues in
these initial conversations with potential students.

Being familiar with the Learning Advocate as a co-worker and
knowing that she will also be in the class created an element of
safety for those signing up. Acting as a "bridge" between the
Workplace Education Program and the workforce, the Learning
Advocate familiarity was especially critical in recruiting the

hard to reach, those who might otherwise be reluctant to come
forward.
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Structure of Class Builds Community of Support

In a variety of ways, the structure of the classes created a
supportive, cooperative atmosphere, one where the workers felt at
home. Participants! testimonials in this regard can be found in
the student publication, "Education That Works" (Appendix IV).

A worker-center environment was developed in the classroom
by the following means:

1. Encouragement to Ask Questions and Raise Issues

From the first class session, the "Teaching Team"
communicated to participants that, unlike a more traditional
school environment, their questions and issues on their minds
would play a role in shaping the class. Areas of concern brought
up in class were integrated into the curriculum. The Learning
Advocate and Counselor facilitated discussions on topics
initiated by students.

Often, in the first class, the Counselor asked a series of
questions about participant~’ prior experience with schooling.
The discussion and writing that followed assisted in putting
students at ease, modelled the process of valuing their
experiences, and gave the team a wealth of information about the
emotional "baggage" about school that frequently interferes with
full participation. Other areas addressed in a similar manner
included: health and safety concerns, race relations, and fears
of taking tests.

2, Check-ins and Check-outs

Time was allowed at the beginning and/or end of class for
participants to share their thoughts on a particular question.
Everyone was encouraged to contribute. These opening and closing
discussion sometimes lasted only five or ten minutes. Other
times, they became a central part of the class. Either the
Learning Advocate or Instructor would initiate this exchange.

A check-in was good way to make a break with the work
day, gave people a chance to turn their attention from work to a
new activity, and focus the class. A check-in also helped to
create camaraderie among students as they shared information
about themselves. Finally, through a check-in, the Teaching Team
found out what is on people’s minds at the start of class.

A typical check-in question was: "Since the last class, how
have you put to use something you have learned here? At work, at

home?, elsewhere?" or, "Any burning questions since the last
class?"
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Closing discussion or check-outs were important because they
gave the Teaching Team immediate feedback om how the class was
working or not working, who needs help, etc. A check-out often
led to a rich discussion that summarized and deepened issues
addressed in class.

Check-out questions included: "What’s something important
(useful) that you learned today?", "What was challenging about
today’s class?, or "What did you enjoy most about classt"

This mode of check-in/check-out reinforced the importance of
putting to use what was being learned in class. Thinking about
ones learning process and how that learning is impacting ones
life are key elements in developing critical thinking skills.

Pt

3. Small Group Activities: Cooperative Learning/ Supportive
Learning Community

Breaking into small groups was a regular feature of ail the
classes. A small group of 3 to 5 students was a useful setting
for students to exchange experience and establish peer sugport.
The small groups were used for reading/understanding material
together, discussions leading to writing, or practicing a
particular skill. Especially in the ESL class, small ¢groups
were, at times, used to divide up the class by skill level,
a..lowing for more precise attention to different needs.

During a small group activity, the Instructor, Counselor,
and Learning Advocate each sat with a different group, or
circulated through the classroom to talk with studente who had
questions or needed assistance. Breaking into small groups gave
the Learning Advocate and Counselor a classroom role as
facilitator or tutor.

Using small groups exter.sively helped engage the students in
an active exchange of their own ideas and experience rather than
passively receiving informatinon from the Instructor. Usually,
small groups met for one class session. Changing the small group
arrangement gave students an opportunity to work with all
classmates at one time or another during the course.

4. Role Plays

Role plays--students acting out situations or creating skits
on a theme--were used in all the classes. The process of using
role plays integrated with instruction has several benefits.

Role plays draw on the workers’ own experiences, loosen up the
classroom environment, and generally lead to fruitful discussions
and writing. Some examples of how role play were used:
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* Acting out accidents on the job as part of a unit on the
skills of writing incident reports. A group of students
acted out "accident", class discussed details, everyone
wrote incident reports based on role plays.

* As part of unit on preparation for the oral interview which
is part of the Civil Service examination process, students
formed mock interview panels. Students took turns being
interviewed by the panels, each "interview" was followed by
discussion/analysis of responses and suggestions for
improvement. Many participants called attention to this
activity as a highlight of the class in post-cycle student
evaluation.

* As a mezns of understanding difficult literature on "Safe
Back Care", workers in the ESL class acted out safe and
unsafe practices on the job. The role plays were used in
conjunction to vocabulary exercises and discussions of each
skit.

5. Learning Advocate Models Participation

An important responsibility of the Learning Advocate was
setting a tone of active participation. Often, the Learning
Advocate would “break the ice"™ by asking a question, volunteering
for a role play, or acknowledging that a particular presentation
by the Instructor was not clear.

As the team member most equipped to "read the pulse" of the
class, the Learning Advocate could often tell if a certain lesson
being presented by the Instructor was either not being understood
or not holding the interest of classmates. By asking, "Could you
repeat that?" or suggesting, “"Let’s try this,” she not only
helped to focus the class but also created more space for the
students to do the same.

6. Union Presence in Class

A significant factor in creating a class that was perceived
by the workers as for them was the Union sponsorship of the
program and presence in the classroom. The fact that these
classes were a Union-initiated and identified assisted in
encouraging enrollment. In addition, the presence of the
Learning Advocate, as a Union activist, in the classroom
communicated a level of support that would not be possible in a
more generic, off-site community college class.
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Some ways in which the Union was integrated into the
classroom environment were:

* Welcome on first day of class by Union representatives

* Learning Advocate provided information on workers’ rights
(more on this in "Advocacy", below)

* Union staff participated in class. Union field
representatives gave presentations and answered questions on
health and safety issues, sexual harassment and
discrimination, and in one instance, came to class to speak
about being an LVN. 1In addition, Union staff often visited
the classes simply to check in while at the hospital.

Folloﬁ-up

A critical role of the Learning Advocate, in conjunction
with other tear members, was following up with those students who
missed class. As in any adult education setting, people .ere
unable to attend class for a wide range of reasons: family
responsibilities, changes in work schedules, discouragement, etc.
By checking with participants who had missed one or two classes
either on the job or by phone, the Learning Advocate was able to
identify and assist with problems, refer students to the

Counselor, or simply let people know that they were being thought
of.

Because the Learning Advocate was a peer, this process of
checking in with students was perceived more as support than the
imprinted experience of "Truant Officers" policing absence from
school in the past.

When communication between team members was working well, at
class time as well as in the Curriculum Committee, workers who
were having problems with attendance were identified before they
fell through the cracks. Experience demonstrated that people who
missed more than two classes would generally feel like they had
"missed too much" or that problems were insurmountable and would,
therefore, not return to class without some form of contact from
the Learning Advocate or Counselor.

A significant number cf student reported that the efforts of
the instructional team (along with support from classmates)
allowed them to "hang in there" when they felt like dropping out.
Often, it was the Learning Advocate who provided the key phone
call or "wWhat’s up?" during break time at work. It is important
to note that all of the students in the Test-Taking course who
failed exams during the time of the class remained in the class.
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The key function of the Learning Advocate in relation to
retention can be illustrated by the shift in attendance patterns
in the English class at Fairmont Hospital over the three cycles
of classes offered there. 1In the first two cycles, the Learning
Advocates selected to be part of the team were unable to fully
participate either in class or in the other various duties of the
job. The Learning Advocate in the first cycle worked on the
evening shift. While possessing the necessary skills and
motivation to do a good job, she was unable to get any release
time to do recruitment or attend class on a regular bz..s. In
the second cycle, the Learning Advocate was overwhelmed with
other demands on her time as a Shop Steward and parent. The lack
of an active Learning Advocate was felt in many ways, but
particularly in terms of a lack of systematic follow-up with
those missing class. The retention rate in those two classes was
52% and 62% respectively.

In comparison, during the third cycle at Fairmont, the
retention rate in the "Test-Taking Skills" English class was 90%.
While also factoring in the shift in class focus (more precise),
increased trust in the program due to longetivity, and other
elements, it was clear to all those involved that having a
Learning Advocate who was present and fully engaged play a key
role in keeping workers in the class. Student evaluations,
writings, and comments to the Evaluator all indicate that the
interest paid to individuals in class and on the job by the
Learning Advocate in the third cycle were critical in maintaining
the high level of participation and mutual support.

Advocacy

An additional form of social support provided by the
Learning Advccate was that of acting as a "go-between" or
provider of information in relation to participants’ rights on
the job or their needs. This role of advocacy took several
forms:

* Acting as a "bridge" between students and the Union, the
Learning Advocate was, in many instances, able to alert
Union staff to a particular problem of an individual student
or the whole group. A good example of this was the
discovery in the ESL class during a unit on Health and
Safety that many participants who worked at convalescent
hospitals had not been informed of their right to receive
from employers inoculations protecting them from the
Hepatitis B virus. With the aid of Field Representatives
from Local 250, this problem was addressed at the various
facilities. The experience of seeing a problem raised in
class rectified by the Union empowered students to look at
additional issues and increased their sense of "being looked
out for".
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* All Alameda County employees receive a periodic written
"performanc:2 Evaluation" from their supervisor. All
employees have the optlon of writing a response to this
Report to be included in tne Personnel File, although many
do not exercise this right due to a lack of confidence in
their writing abilities. Often, the time of Field
Representatives or Shop Stewards is used up writing these
responses_for workers. On several occasions, Learnlng
Advocates were able to encourage and assist students in
writing their own responses. In doing so, students were
able to gain further confidence in their capacity to use
their writing skills, Union staff was no longer requlred to
devote time to this task, and communication between
participants and their supervisors was enhanced.

* In following up with students who had dropped out of the ESL
class, the Learning Advocate learned that several had lost
their jobs due to failing an English test required for entry
into a CNA training program at a local Adult School. Nurse
Assistants (under State law) must become certified as CNAs
in a certain time period or lose their jobs. Upon reviewing
the English test given to CNA students, the Learning
Advocate and Instructor concluded that it did not actually
address the language skills needed to¢ take the course or
perform the job of CNA. The Learning Advocate and
Instructor met with the Instructor of the CNA class (herself
an RN, not trained in working with Limited English
Proficient students), provided her with more appropriate
assessment instruments, and discussed the needs of Nurse
Assistants working in convalescent facilities. The test was
changed. Three students from the Fairmont ESL class who

were previously excluded are currently enrolled in the CNA
class.

Childcare and Tzansportation Allowance

Providing reimbursement for childcare costs for those in
need proved to be an important factor in allowing a significant
number of workers to attend classes. Overall, 17 students used
the childcare reimbursements. 9Of these 17, a majority took more
than one class. Those taking advantage of this allowance

reported that they would have been unable to attend without this
provision.

It was determined early in the project that transportation
costs were not an obstacle to participation since the classes
were held at the worksite. A budget revision designating all

funds in this line item to childcare was approved by the Grant
Officer.
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OBSTACLES:

Skills v. Social Support

At times, there was a tension in the curriculum planning
process and classroom between the integration of the various
fcrms of social support mentioned above and the Instructor’s felt
need to address skills instruction. Due to confusion about their
role in relation to social support, Instructors would sometimes
express frustration that discussions, check-ins, etc would take
time away from focusing on the current unit rather than seeing
them as part of the_learning process . Indicated are additional
training and team building activities that takes into account the
pressures on Instructors in executing this educational model.

Not Enough Time for Learning Advocates

Even though all the Learning Advocates selected were highly
motivated, respected by co-workers, and knowledgeable about the
workplace and Union, it was often difficult for them to carry out
all of the various tasks involved in the job. The primary
obstacle was time. Without release time, the Learning Advocates
were unable to devote adequate attention to recruitment and
follew-up during the hours of their shift. 1In large hospitals
such as Highland and Fairmont (1,800 and 900 workers
respectively), even with the assistance of Shop Stewards, there
are many departments/work areas to reach. Given their additional
responsibilities as parents, shop stewards, etc, time was often
an issue for the Learning Advocates in this program.

Confidentiality of Individual Education Plan Interviews

There was some initial confusion amongst team members about
what information from the Individual Education Plan interviews
was appropriate for the Counselor to share. It was decided that
vocational needs (goals, needs, questions) would be shared with
the team for curriculum develnpment, but that more personal
information (history, obstacles, etc.) would remain confidential.

Different Strengths of Each Learning Advocate

While the job of Learning Advocate involved a range of
tasks, each worker selected brought to the role their own
experience, areas of confidence, and expertise. Some were
comfortable with small group facilitation while others needed
additional support and encouragement from team members while
developing these skills. The same was true for all aspects of
the job. 1In addition, each class presented a different context
with its own set of needs (e.g ESL class required translation,
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large number of childcare issues). The above factors required
that training staff and team members use flexibility in designing
trainings and expressing expectations.

Curriculum Committee Time

With limited opportunities for all team members and program
staff to meet, there was frequently pressure in the Curriculum
Committee to cover too much in a bi-weekly two hour meeting. An
effort was required to focus on curriculum development and
training issues. Program business (recruitmert, evaluation,
other logistics) was relegated to the Monthly Project Meeting.
In practice, attendance at the Monthly Project Meeting by
Learning Advocates was uneven given the time pressures outlined
above.

RECOMMENDATIONS :

1. Allocate time and resources for adequate pre-service
training and team-building activities for all team members.
Putting the model into practice requires time for ongoing
communication between all players to clarify roles and work
out difficulties that arise. One practice that worked well
was periodically asking the question at Curriculum Committee
Meetings, "In which aspect of your job do you need the
support?"™ This helped to shape future training and created
more mutual support amongst the staff.

2. Arrange a time and place for Counselors to meet with workers
other than class times that accommodates workers’ schedules.
Access to a Counselor at a location not at the class would
help in reaching workers who are reluctant, for a variety of
reasons, to attend the classes.

3. Schedule at least 1/2 hour of time per week before class
(ideally before every class) for entire team to meet/plan.
Again, this involves the issue of release time.

4. Provide topical one-day or half-day workshops (test-taking,
career planning, calculator use, etc). These would be
useful for workers who are not ready to make a commitment
to a twelve class, don’t have time, or may need to come
check out the program. Such workshops could aid in the
recruitment of those who would not normally sign up for
basic skills classes.

5. Devote Curriculum Committee to curriculum development
issues, coordination of social support, and team
development. Monthly Project Meeting must be developed to
point where business and logistics can be addressed there.
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Objective #6 Evaluate the project and develop recommendations
for implementation by other SEIU unions and
hospital employers.

Accomplishments and recommendations related to this
objective will be discussed in the "Dissemination Activities" and
"Evaluation Activities" sections below.

Objective #7 Demonstrate a workplace-education partnership for
job-related basic skills training in the health
care industry.

ACCOMPLISHMENTS :

1. RELATIONSRHRIP WITH MERRITT COLLEGE

While various aspects of the relationship between the Joint
Council of SEIU/Health Care Skill Builders and Merritt College
have been discussed at other points, the following is a summary
of what worked well in this partnership.

Curriculum Development

The Assistant Dean of Humanities at Merritt College and the
Project Director worked together closely in developing the Course
Outlines for all the courses offered. 1In addition, the faculty
in the Allied Health Program and English as a Second Language
Departments provided information and materials that were useful
in building the various curricula.

Linkage with Allied Health Program

This was a two way street. Faculty responsible for the CNA
and LVN training programs provided materials and information
concerning the skills required to enter and successfully complete
these programs. A number of students completing classes in the
Health Care Skill Builders Program are currently or are planning
to attend classes related to training in health care fields at
Merritt College. The viability of a workplace education program
acting as a feeder for vocational classes at the Cummunity
College was demonstrated by the experience of this program.

Linkage with Merritt College Counseling Office
The staff at the Counseling Office at Merritt College was
very helpful in making available information concerning entry to

the various programs and classes at the College. This

57

61




information was useful both in assisting the Counselors in our
program in providing guidance and in developing the Test-Taking
Skills Course. The Educational Opportunities Guide,  produced by
the Health Care Skill Builders Program, has been distributed for
use by the Counseling Office at Merritt.

Flexibility

A major factor in the successful functioning of partnership
between SEIU and Merritt College was the flexibility exhibited by
the Assistant Dean of Humanities. In a number of instances, she
was able to adjust to the realities of the program rather than
creating obstacles. Notable in this area were the issue of class
size (target was 25 per class), the development of courses that
fit into the existing offering of the College, and the adjustment
of administrative tasks to the schedule of our classes.

3. RELATIONSHIP WITHE EMPLOYERS

Although the participating hospitals were not technically
partners in this program, their cooperation and assistance were
essential in the achievement of the stated objectives and the
establishment of a foundation for the institutionalization of
this project. Over time, the Union and hospital administrators
were able to see the development of this program as an
opportunity to cooperate in a venture that was beneficial for
both Lhe hospital and the workers.

Joint Labor-Management Committee Established

At Highland Hospital, a committee has been formed consisting
of an equal number of Union and Management representatives to
explore options (program, funding, etc.) for creating an ongoing,
in-house training program. Envisioned is the beginning of a
career ladder program that would include basic skills and
training for positions that have been difficult to fill due to a
lack of qualified applicants.

Administrative Liaison

A member of the administrative staff of each facility was
designated to assist in the day-teo-day details of the program and
to be in communication with the Project Director concerning
program needs. The Administrative Liaisons assisted in:
arranging Skills Assessment Interviews with managers and
supervisors, finding rooms and supplies for the classes,
accessing existing means of communication for publicizing the
program, and a myriad of other details that arose.
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Curriculum Development

As mention previously, various managers, supervisors, and
training staff at the hospitals provided information and
materials during the Skills Assessment Interviews and at other
times to help shape the curriculum of the classes. As the needs
of participating workers became more known (skills, targeted
positions for upgrade), it was possible to draw upon specific
resources at the hospitals and Alameda County agencies.

Logistical Support

BEach facility provided classroom space, blackboards, easels,
and audio-visual equipment (when needed). Meeting space was in
short supply at each hospital, but classroom space was found at
each facility. One notable development was the allocation of an
used area at Fairmont Hospital solely for the SEIU classes.
Having two connected classrooms, a private office for storage of
resource materials and use by the Counselors, and a restroom
contributed to creating a community atmosphere. Allowing the
program to take over this space was a sign of commitment on the
part of the hospital administrationmn.

Assistance With Publicity and Recruitment

Channels of communication within the hospitals and Alameda
County were made available to help publicize the classes.
Announcements of classes were published in monthly hospital
employee newsletters and the County Courier, distributed to all
Alameda County employees. In addition, flyers were included with
all paychecks during recruitment periods. Permission was granted
for program staff (Project Director and Learning Advocates) to
address regularly scheduled Departmental Meetings as a further
means of recruiting students.

3. MEANS OF COMMUNICATION WITHIN PARTNERSHIP

Given that the Health Care Skill Builders Program involved
coordination between the Union (Joint Council, three Locals of
SEIU), Merritt College, Alameda County and Kaiser Administration,
three hospitals, and the Center for Working Life, developing
effective means of communication amongst all parties was critical
to create an effective program.

Advisory Board

The Advisory Board was a key venue for all involved
organizations to initially develop a shared sense of the mission
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of the Health Care Skill Builders Program, to have a place to
hash out problems, and to anticipate upcoming tasks. Generally,
these meetings consisted of an update on program activities by
the Project Director and the Center for Working Life (social
support activities) followed by a discussion on a particular
topic.

The Advisory Board meetings were an opportunity for the
Union, Merritt College, and Employers to exchange views and
provide input on the direction of the projram. While not a
decision-making body, the Advisory Board functioned as means to
identify issues before they became problems, assist in building a
sp:rit of positive cooperation between labor and management, and
build the commitment for an ongoing program after the grant
period.

During the set-up period of the grant, the Advisory Board
met on a monthly basis. For the remainder of the time, the Board
met every two to three months. All parties involved reported
that they felt these meetings were fruitful and that the group
"gelled" as a working body.

Monthly Project Meeting

The Monthly Project Meeting was a designed to bring together
those executing the program (Project Director, CWL, Instructors,
Counselors, and Learning Advocates), Union staff, and the
Assistant Dean from Merritt College. These were "nuts and bolts"
meetings where upcoming tasks and issues were identified,
decisions were made in such areas as class focus and recruitment
strategies, and problems were addressed. In practice, these
meetings served as a primary means of communication between the
Union and Merritt College.

Role of Project Director

Between scheduled meetings, the Project Director was in
communication on a regular basis with all of the involved
organizations. Monthly reports were prepared for the Joint
Council and periodic updates w:re sent to the Workplace Education
Coordinator of the Education Department of SEIU International who
provided technical assistance and guidance. As needed, the
Project Director met with the Assistant Dean at Merritt College
to develop course outlines or work out various logistical
details. Having administrative liaisons at each facility worked
well in terms of accessing resources and handling day-to-day
problems that arose. The Program Coordinator at the Center for
Working Life submitted monthly reports summarizing the activities
of the Learning Advocates and Counselors and worked closely with
the Project Director in preparing for Curriculum Committee
Meetings.
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OBSTACLES:

More Union Staff Involvement Needed in Program Set-up

A number of logistical difficulties encountered in
establishing the program at the hospitals were due, in part, to
the Project Directorfs unfamiliarity with who to talk with or how
arrangements have been made in the past. Because an orientatiocn
on the Health Care Skill Builders Program was not provided for
the field staff of either Locals 250 or 616, it was difficult
prior to the actual offering of classes to get the needed
assistance from Union staff. Given their existing relationships
with administrators at the hospitals and knowledge of the
collective bargaining agreements, Union staff and officers could
often resolve potential problems quickly.

This problem was rectified after the establishment of
regular meetings between the Project Director and the Secretary-
Treasurer of Local 250. She was able to delegate responsibility
for particular forms of assistance within the staff or suggest
appropriate sources for needed information.

Negotiations with Employers

The three months allotted for program set-up proved to be a
tight time frame for concluding agreements with the hospitals
concerning policies related to employee participation and other
logistics. With Kaiser and Alameda County, agreements were
reached with only a few weeks remaining to select Learning
advocates, conduct training, and recruit students. The key issue
impeding negotiations was obtaining release time for at least one
half of class time.

At Kaiser, an agreement was reached whereby participating
workers could use "Paid Education Leave" time (a provision of
current collective bargaining agreement) for half of class time
(2 hours per week). Alameda County (Highland and Fairmont) did
not provide any release time.

Line Supervisors

The negotiations and Skills Assessment Interviews conducted
in the set-up phase of the program were done primarily with upper
level managers at the hospital. While it was appropriate to work
with administrators and department heads in this initial pericd,
not encugh attention was paid to gaining the participation and
commitment of line supervisors.
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RECOMMENDATIONS:

Use program funds to pay for Instructors. By establishing a
"contract education" financial arrangement with the
Community College, pressure to maintain certain class sizes
can be eliminated.

Provide orientation to all Union field staff on nature and
needs of program prior to set-up period.

Designate one Union official to be the liaison to the
workplace education program. This person can facilitate
participation by other Union staff in all levels of program
development and execution.

Involve Union staff in arranging logistical details during
program set-up. Union officials and field representatives
have established relationships with hospital administrators
as well as a working knowledge of facility operations and
the collective bargaining agreements. This is especially
crucial if the Project Director does not have previous
experience working in a labor union.

In conjunction with employers, provide orientation to line
supervisors. This orientation could take place at meetings
dedicated to this topic or presentations can be made a
regularly scheduled supervisory/departmental meetings at the
facility. Make sure that administrators stress to line
supervisors the need for flexibility and support in relation
to the education program.




Program Participants: Characteristics and Outcomes

I. CHARACTERISTICS

A. Job Classification and Union Membership of Participants

This breakdown shows a very broad range of job
classifications represented in the classes offered by the Health
Care Skill Builders Program. The increase in participation by
members of Local 616 in the 2nd and 3rd cycle reflect, in part,
the constituency of the Learning Advocates who were involved and
the nature of classes offered. Clearly the Test-Taking Skills
class drew a much larger number of workers in clerical job
classifications.

B. Student Profile

A summary of information gathered in the Community College
registration process, the data reveals the following:

Gender: Large majority female. Partially a reflection of
the hospital workforce and additional zubjective
factors that made it more difficult to draw men
into the classes.

Age: Wide range of ages represented. While it is not
known if these number reflect age distribution in
the workforce, the fact that 46% of participants
were above 40 years old suggests impact of
reaching those who have been away from formal
schooling for a significant period of time.

Educational
Objectives: 55% identify either Basic Skills or Job Skills as
objective. Remainder wide range of reasons.

High School

Graduates: At least 80% of participants high school graduates
Citizenship: 62% of participants U.S. citizens
Primary
Language: Approximately 60% use English as primary language
Ethnicity: Approximately equal number of African-American and

Hispanic (Spanish-speaking) with additional
representation of wide variety of cultures.
Reflects diversity of Alameda County and hospital
workforce
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C. Retention

This chart summarizes the retention rate for each class
(pased on number receiving credit for class) and the reasons for
dropping out by those not receiving credit. The information on
non-completers was compiled by the Learning Advocates and
Counselors.

The overall retention rate for the program (those receiving
credit) was 72%

Pilot Class: 44%
lst Cycle: 60%
2nd Cycle 80%
3rd Cycle 84%

While it is not possible to identify precisely all the
factors leading to the rise in the retention rate, experience
indicates that increased skill and participation by Learning
Advocates, a deeper understanding of the workers’ educational

needs, and longetivity of program were among the contributing
factors.

Further treatment of retention and the various reasons for
non-completion can be found in the Final Evaluation Report. The
External Evaluator interviewed a number of non-completers as well

as Program Staff to understand issues impacting completion of
classes.

II. PARTICIPANT OUTCOMES

Student post-class evaluations, anecdotal data gathered by
program staff (Learning Advocates, Counselors, and Instructors),
interviews by the external evaluator, and feedback from Union

staff and employers indicate outcomes achieved by participants in
the following areas:

Workplace Performance
1. Student evaluations often cited increased confidence in use

of reading and writing on the job. (charting, writing memos,
transcription, etc ) *

2. ESL students report improvement and greater confidence in
oral communication with patients, co-workers, and
supervisors.
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A participant at Highland Hospital organized a training for
the Housekeeping staff on AIDS-related hazards after a class
on that topic. (Provided by SEIU Western Region Health and
Safety Trainer)

Numerous accounts by supervisors of improvemant in written
and oral communication on job and decrease in errors
(punctuation, following written directions, editing mermos,
answering phones, etc.)

Test-taking/Job Upgrade

At least twelve participants passed Civil Service Exams or
Entrance Exams to health care related programs at Community
College. Many more are planning to take Civil Service Exams
on scheduled dates in future.

At least three participants moved up to higher job
classifications during or after taking class.

Increased confidence/knowledge in application, oral
interview, and test-taking process in Alameda County Civil
Service systemn.

Several students in higher level ESL class applied for jobs
listed as requiring bilingual skills.

The Instructor at the San Lorenzo Adult School CNA training
program reported an increase in the written and oral English
skills by program participants. English skills are needed
to enter and complete CNA training program.

A number of workers reported a new—-found interest in
upgrading job classifications after taking classes,
overcoming reluctance based in age, skill-level, or self-
esteem issues.

Educational Objectives

A large number of participants have plans to pursue
additional education and training at other institutions.

Many students reported an increased confidence in their
ability to learn.

Union Participation

One student and one Learning Advocate became Shop Stewards
during their time in program.
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Classroom presentations and activities led to a greater
understanding of services provided by the Union,
particularly for students in ESL classes. The increased
language skills of participants and information on rights in
curriculum led to requests for Union assistance with
problems at work and increased the workers’ initiative in
addressing health and safety issues on the job.

Participating workers are now using writing more in
communication with Union and Employer in situations that
required assistance or reliance on verbal communication in
past. (response to Employee Performance Evaluation Reports,
filing grievances, letters to supervisors requesting time
off, etc.)

Family/Personal

Many students reported an increased in self-esteem due to
class participation.

Post-class comments by participants, particularly those in
the ESL classes, highlighted enhanced confidence in speaking
and sharing ones thoughts at work, in public, and at home.

There were many reports of greater involvement with
children’s education such as helping with homework, meeting
with teachers, or attending PTA meetings.

Workers’ participation in the program inspired other family
members to pursue further educational opportunities.

The ethnic diversity of workers in the program and the
ongoing exchange in classroom discussions led to a
heightened understanding and appreciation of other cultures.

Learning Advocate Outcomes

In addition to the above list, it is important to highlight

the impact on the work and home lives of the Learning Advocates
Reported and observed changes for the Learning Advocates
included:

*

Increased interest in pursuing further education. Four out
of the seven Learning Advocates are currently enrolled in
community college classes.

Enhanced confidence in leadership skills. Two of the
Learning Advocates are representing their respective units
on the Union negotiating team in bargaining with Alameda
County (August/September 1992)
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* One Learning Advocate became a Shop Steward during the time
of serving in the program. She attributes her involvement
with the Workplace Education Program as a factor inr giving
her the confidence and skills to perform that job.

* Effect on families. One Learning Advocate’s spouse who has
worked for 35 years without wanting to learn English has
organized a class a his worksite. Another Learning
Advocate’s daughter has decided to return to school after
dropping out several years ago.

* Continuing role at the workplace. The Learning Advocate
report that many workers continue to seek out their
assistance with work-related writing tasks and to lodge
requests for classes. It is likely that one of the Learning
Advocates at Highland Hospital will be a member of the joint
labor-management committee forming there to discuss future
basic skills and job training programs.

Future Outcomes

To fully understand the impact of participation by workers
in classes offered by the Health Care Skill Builders Program, a
longitudinal study would needed. Changes in the form of
enrollment in additional classes, Jjob upgrades, successful
attempts at passing Civil Service Exams, and the like, will take
place for some time to come.

Additional analysis and discussion of participant outcomes
can be found in the Final Evaluation Report (Appendix I)
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Health Care Skill Builders
Job Classificatior and Union Membership of Participants

The Health Care Skill Builders program served 188 students.

LOCAL 250, SEIU

CNA 21
Dental Asst. 2
Environmental Svcs. 52
Food Service Worker 4
Home Health Aide 1
BST/Nurse Asst. 10
Laundry Svc. Worker 3
Linen Room Worker 1
LVN 6
Medical Assistant 4
Nurse Assistant 24
Nurse Asst. Driver 3
Nurse 1
Occup. Therapy Aide 2
Psychiatric Attendant 1
Storekeeper 1 1
Currently not working _5

141

LOCAL 28
Eotel Employees and Restaurant
Employees Union

Nutrition Aide 1

LOCAL 29
0ffice and Frofessional Employees
International Union

Receptionist 2

LOCAL 616, SEIU

Account Clerk II
Billing Clerk

Clerk

Clerk II

Clerk II PBX Operator
Data Input Clerk
Eligibility Tech
Medical Clerk
Messenger

Payroll Records Clerk
Public Works Inspector
Specialist Clerk
Staff Coord. Clerk
Stenographer
Stenographer II
Supply Clerk II

OTHER

Not an SEIU member/
hospital employee

'—l
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PILOT CLASS (Jun. — Aug. 1991)

18 people enrolled, from the

LOCAL 250
Environmental Services 14
Storekeeper X 1
Medical Assistant 1

16

following job classifications:
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LOCAL 28
Nutrition Aide
LOCAL 29
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CYCLE ONE (Oct. — Dec. 1991)

1. Raiser/Oakland, Math Skills Upgrade:

15 people enrolled, from the following job classifications:
LOCAL 250 LOCAL 28

Environmental Services

Medical Assistant
Psychiatric Attendant

Food Service Worker

= =
Bl wo

2. Fairmont, English Skills Upgrade:
25 people enrolled, from the following job classifications:
LOCAL 250 LOCAL 616

Environmental Services
Laundry Service Worker
Food Service Worker
Linen Room Worker
HST/Nurse Asst.

Nurse Assistant

Nurse Asst. Driver
CNA

LVN

Billing Clerk
Medical Clerk
Messenger

N
dmuww»wwmq

3. Highland, English Skills Upgrade:
18 people enrolled, from the following job classifications:
LOCAL 250 LOCAL 616

F vironmental Services

Specialist Clerk
Nurse Assistant

Data Input Clerk
Billing Clerk
Supply Clerk II
Clerk II

[
=N O
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CYCLE TWO (Jan. — Apr. 1992)

1. Fairmon:, English as a Second Language
17 people enrolled, from the following job classifications:

LOCAL 250 NOT IN UNION

Environmental Services
HST/Nurse Asst.

Nurse Assistant

CNA

Currently not working

Not a hospital employee

’-J
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2. Fairmont, Reading and Writing Skills Upgrade
13 people errrolled, from the following job classifications:

LOCAL 250 LOCAL 616

Environmental Services
Food Service Worker
Occupational Therapy Aide
HST/Nurse Asst.

Nurse Asst. Driver

CNA

LVN

Clerk II
Receptionist

'-l
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3. Highland, Reading and Writing Skills Upgrade

15 people enrolled, from the following jot classifications:

LOCAIL, 250 LOCAI 616
Environmental Services Clerk
Nurse Assistant Clerk II

CNA
Home Health Aide
Dental Assistant

Data Input Clerk
Staff Coord. Clerk
Billing Clerk
Specialist Clerk

dwwwwm
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CYCLE THREE (May — Jul. 1992)

l. Fairmont, English as a Second Language

29 people enrolled, from
LOCAL 250

Environmental Services
Food Service Worker
Laundry Svc. Worker
Nurse Assistant
HST/Nurse Asst.

CNA

LVN

Currently not working

2. Fairmont, Test Taking

the following job classifications:
NOT IN UNION

Not a hospital employee

N [
AlLa 1=

Skills

20 people enrolled, from the following job classifications:

LOCAL 250

Environmental Services
Nurse Assistant

Nurse Asst. Driver
HST/Nurse Asst.

CNA

LVN

Nurse

Occupational Therapy Aide

3. Highland, Test Taking

LOCAL 616
2 Clerk II
1 Specialist Clerk
1 Data Input Operator
2 Public Works Inspector
2 Eligibility Tech
2
1
1
12
Skills

18 people enrolled, from the following job classifications:

LOCAL 250

CNA
Dental Assistant

NOT IN UNION

Not a hospital employee

LOCAL 616

Clerk

Clerk II

Clerk II PBX Operator
Specialist Clerk
Account Clerk II
Payroll Records Clerk
Stenographer

1 71 Stenographer II
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Bealth Care Skill Builders

Student Profile

All Program Participants, June 1991 — July 1992
Below is an aggregate of key demographic data on all registered
participants of the Health Care Skill Builders Program. For a

more detailed breakdown of this information by cycle or by class,
see Appendix IV.

1. Student Gender

Male 35
Female 153
TOTAL 188

2. Student Age

20-29 27
30-39 73
40-49 54
50-59 30
6069 4
TOTAL 188
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Health Care Skill Builders
Student Profile
All Program Participants, June 1991 — July 1992

3. Educational Obijectives

No Answer 29
BA with AA 4
BA w/0 RA 3
Voc’l. RAA 5
Gen. Ed AA 4
Job Skills 36
Basic Skills 67
Maintain

Certificate 9
Personal

Dvpt. 14
Career

Dvpt. 1
Undecided 16

TOTAL 188

4, High School Completion

No Answer 15

HS grad 110

Did not

graduate 35

GED test 11

AA 3

BA/higher 8

Foreign HS 6

TOTAL 188 73




Health Care Skill Builders
Student Profile
All Program Participants, June 1991 - July 1992

5. High School Last Attended

Did not attend HS 7
In the Peralta District 38
In Alameda County 5
In California 23
Out of State 37
Foreign Country 71
No Arnswer 7
TOTAL 188

6. Citizenship

U.S. Citizen 118
Perm. Immigrant Visa 45
Amnesty Visa 13
Refugee Visa 4
Other Visa 2
No Answer 6 ‘
TOTAL 188

7. Do you speak English more often than any other lanquage?

Yes 114
No 71
No answer 3
TOTAL 188
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Health Care Skill Builders
Student Profile
All Program Participants, June 1991 -- July 1992

8. Ethnic Group

African

American 69
Native

American 4
White 6
Filipino 8
Pacific

Islander 2
Indian
Subcontinent 1
Asian 1
Vietnamese 3
Laotian 2
Chinese 8
Hispanic 20
Mexicén 13
Central

American 22
South

American 5
Puerto

Rican 1
Cuban i
No Answer ©22
TOTAL 188
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Dissemination Activities

Digtribution of Materials Produced by Program

The Curriculum Guide produced by Health Care Skill Builders
and other program-generated materials (IEP, Educational
Oppertunity Guide, evaluation instruments, etc.) will be
distributed to SEIU Locals nationwide and other interested
parties by the Education Department of the Service Employees
International Union. With over a million members, SEIU

represents more health care workers than any other labor
organization.

The Educational Opportunities Guide produced by the program
will be distributed for use to the Field Representatives,
Shop Stewards, and Members of all appropriate Locals of the
Northern California Joint Council of Service Employees #2.
The Joint Council represents over 90,000 workers in Northern
California.

In addition, the Counseling Office of Merritt College
(Education Partner) has requested copies of the Educational
Opportunities Guide for use by their staff.

Learning Advocate Training Manual, created by the Center for
Working Life for use in Health Care Skill Builders Program,
will be made available to interested programs naticnwide by
CWL. Requests for the Manual should be addressed to: Center
for Working Life, 600 Grand Avenue, Suite 305, Oakland, CA
84610, (510) 893-7343.

Working Words and Education That Works, publications of
writings by participants, have been distributed to officials
and agencies in Alameda County, Peralta Community College

District, and to workplace education programs around the
country.

Copies of the Final Performance Report, Final Evaluation
Report by the Northwest Regional Educational Laboratory, and
other products produced by the program will be sent to:

* Clearinghouse on Adult Education and Literacy
U.S. Department of Education

* Curriculum Coordination Center Network

* ERIC Clearinghouse on Adult, Career, and Vocational
Educaticn
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Conference Presentations

Presentation on program by Peter Simon, Project Director at
"Training Other Trainers Conference" of the Labor
Occupational Health Program, University of California,
Berkeley, May 1992. Focus of conference was adapting
Hazardous Materials Training for low-literate workers.

Participation on panel, "Building a Quality Workforce," by
Project Director at Federal Personnel Management Conference
sponsored by the Federal Personnel Council of Northern
California, March 1992.

Presentation of paper by Peter Simon, "Designing and Running
a Worker-Centered Workplace Education Program" at Annual
Conference of American Anthropology Association, December
1992. Paper to be published by Society for Anthropology of
Work.

Articles About Program

Spears, Patricia, "Education in the Workplace-Bay Area
Style", The ASTD Reporter, American Society of Trainers and
Developers, San Francisco, CA, January .1992

Additional

Participation by Project Director, Instructor, and Learning
Advocate from the Workplace Education Program and Center for
Working Life staff in the "Workplace Education Task Force"
part of the Oakland Mayor’s Literacy Planning Process.
(1991-1992) The Planning Process is an effort to utilize
community input to develop a "Literacy Plan" for the City of
Oakland.
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Evaluation Activities

The external evaluation of the Health Care Skill Builders
Program was originally to be conducted by the National Center for
Research in Vocational Education (NCRVE) at the University of
California, Berkeley. For reasons outlined below, The
relationship between the Joint Council and NCRVE was terminated
by mutual agreement on October 2, 1991. Following this
development, the Northwest Regional Educational Laboratory in
Portland, Oregon was contracted to develop and conduct an
evaluation of the program.

Work Performed by NCRVE

In accordance with the Evaluation Plan contained in the
grant proposal, staff from NCRVE performed the following tasks in
the period of March 1, 1991-October 2, 1991:

1. As part of the formative evaluation process, NCRVE
staff attended various curriculum planning, Advisory
Board, and Monthly Project meetings.

2. NCRVE staff interviewed the Project Director on a
monthly basis to chronicle program development issues.

3. NCRVE staff interviewed several key Union officials and
employers representatives.

4. Two NCRVE staff attended all sessions of the Pilot
Class. (July-August, 1991)

5. NCRVE staff conducted several interviews of
participants outside of class.

6. One Interim Evaluation Report was submitted to the
Project Director on June 3, 1991.

Issues Between SEIU and NCRVE

Basically, beginning with the observation of the Pilot Class
by NCRVE staff (graduate students), disagreements emerged
regarding the extent and role of evaluators in the classroom and
practices that were felt by the Union to be potentially harmful
to the effectiveness of the program. The following is a summary
of the particular issues that arose:
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1. Number of Evaluators in the Classrocom.

The Evaluation Plan called for observation of the classroom
process. NCRVE felt that it was necessary for two graduate
students to attend all the sessicns of the Pilot Class to
correlate their observation techniques in preparation for
evaluating classes during later cycles. In practice, having two
outside observers writing notes in the classroom effected the
atmosphere of safety for the participating workers. It was felt
by the Union that only one evaluator should be present at any
time in the classroom.

2. Amount of Time in Classroom

While NCRVE staff stated a need to observe all the class
sessions (in the Pilot Class and subsequent cycles), questions
were raised by the Union and Workplace Education Program staff as
to whether the program’s evaluation needs would be served by such
an extensive presence of observers in each class.

3. Tape Recording of Classes and Student Interviews

NCRVE staff expressed a desire to tape record all class
sessions and interviews with participants. Based in prior
practice and a regard for the confidentially of participants, the
Union forbid NCRVE from using tape recorders in any of these
settings.

4. Redundancy of Evaluation and Program Activities

Problems developed around the interviewing of students by
evaluators regarding their goals for taking the class. While
important information, it was felt by the program staff, the
Counselors in particular, that these interviews involwved similar
questions to those raised in the Individual Education Plan
interviews. Proposed was a sharing of relevant, non-confidential
information from the IEP interviews with NCRVE staff rather than
asking the workers to answer the same questions twice.

5. Control/Decision-Making Regarding Evaluation Activities

An underlying issue in all of the above areas was a
disagreement over the role of NCRVE as evaluation subcontractors,
hired to serve the program and their agenda as researchers with
their own criteria and needs. Tensions developed over ’
interpretation of the implementation of the Evaluation Plan and
with whom final decisions were to be made concerning these
activities.
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Decision to Terminate Relationship

A series of meetings were held in September, 1991 between
representatives of the Joint Council, Local Unicn, Workplace
Education Program staff, and representatives from NCRVE to
attempt to resolve the above outline areas of disagreement. 1In a
final meeting on October 2, 1991, it was decided by both sides
that the differences were too great to come to a mutually
satisfactory agreement. NCRVE withdrew as the evaluation
contractor at this time.

Resolution of the financial relationship between SEIU and
NCRVE was reached with the assistance of the legal staff of SEIU
International and the University of California. Budget revisions
and a summary of these changes was submitted and approved by
Program and Grant Officers at the Department of Education.

New Evaluation Plan Developed With NWREL

In October, 1991, the Northwest Regional Educational
Laboratory in Portland was contacted about assuming
responsibility for performing the evaluation of thig program.
NWREL has had extensive experience in both coordinating and
evaluating demonstration workplace literacy programs.

In an initial meeting between Union staff and Dr. Stephen
Reder of NWREL, it was decided to develop and implement a two-
phased, participatory evaluation process. A summary of that
process is as follows:

1. Phase One: Stakeholder Interviews

~

Conducted by the Workplace Education Program and NWREL
staff, these interviews focused on two questions:

A. What would be indicators of success of this
program from your point of view?

B. What might be obstacles to achieving these
objectives?

These questions were posed to participants on all levels:
Students, Union officials and staff, Community College
representatives, Employers, CWL staff, Instructors, Counselors,
Learning Advocates, and the Workplace Education Program staff.
The NWREL staff person responsible for the evaluation, summarized
the data from these interviews and prepared a "Participatory
Evaluation Plan". This summary and the Evaluation Plan can be
found in the Final Evaluation Report, Appendix I.
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2. Phase Two: Collection of Data

The Evaluation process was based on the concept of gathering
information from a number of sources and involving the
participating workers and program staff in the collection of
data. A summary of this process, "Means of Tracking Student Data
and Outcomes", can be found on page 85. On pages 86-90 are
additional instruments used in the evaluation.

In addition, NWREL staff conducted two site visits (April
and July, 1992) to interview a range of Stakeholders, visit
classes, Curriculum Committee Meetings, and review data being
collected.

3. Final Evaluation Report

The Final Evaluation Report is attached as Appendix I.
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SEIU Workplace Education Program
Health Care Skill Builders

Participatory Evaluation Plan
February 1 - August 31, 1992

TABLE 1. EVALUATION OF PROGRAM GOALS

Methods Who Collects

Goals Info. Sources

L. Worker Training

Involve workers, Workers, Advisory Board mitgs.

union, management management, Needs assessment

in i.d. of needed union, Stakeholder interviews

skills, recruitment, WERP staff IEP's

instructional design & (inck LA's, Staff meetings

delivery, & evaluation counselors, Class discussions
teachers)

Create training that Learpers IEP's

addresses learners’ goals

Create training that Teachers, Portfolios (pre/post)

increases learners' learners, Anecdotes -

reading/writing skills LA's Interviews

Create training that Teachers, Pre/post assessments

increases learners' learners, Anecdotes

English communication LA's Interviews

skills (ESL)

Create training that Learners, IEP's

encourages pursuit of LA's Anccdotes

further ed./training Interviews

Create training that Learners, IEP's

prepares workers for job management, Anecdotes

mobility/promotions union Interviews

Create training that Learners Class evaluations

provides union info.
and increases union
involvement

Anecdotes
Interviews
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WEP Coord.

WEP Coord.

WEP Coord., NWREL
Counselors

WEP Coord., NWREL
Teachers/LA's

Counselors

Teachers
WERP staff
NWREL

Teachers
WERP staff
NWREL

Counselors
WEP staff
NWREL

Counselors, NWREL
WEP staff
NWREL

WERP staff
WERP staff
NWREL




Create training that

enhances workers' self-

esteem and sense of
personal power

II. Program Model

Create effective
training/support
teams

Strengthen
Labor/Management
coilaboration

Lead to devel.
of other union-
based ed. progs.

Leamers

Teachers,
couaselors,
LAs,

WEP Coord.,
CWL staff

Union,
management,
WEP/CWL staff

Union,
WEP,;/CWL staff
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Interviews

NWREL

Anecdotes/observations WEP staff

Class evaluations

Interviews
Mtg. minutes

Interviews

Interviews

Meetings

NWREL
WEP Coord.

NWREL

NWREL
WEP Coord.




SEIU Workplace Education Program
Health Care Skill Builders

Participatory Evaluation Plan
February 1 - August 31, 1992

TABLE 2. MEANS OF TRACKING STUDENT DATA AND OU'COMES

QQ!QZ Qg;cgmgg M&m

Student Demographic Info
Student Job Info (class,
dept, seniority, shift)
Attendance

Retention

Change in goals
Overcoming identified
barriers

Wriﬁng improvement
Reading/Writing
Uses/Attitudes

LA contact with workers

Counselor contact with
workers

Reasons for dropping class

Student satisfaction with class

OUTCOMES > see
*Outcomes” form attached

Instructors---
Compiled by WEP

By Whom When
" Community College WEP staff 2nd week of class cycle
Registration
Class Sign-up Form WEP staff Beginning of each
class cycle
Attendance Form Instructor Throughout cycle
CC credit given ITnstructor, WEP staff End of each class cycle
& program records
IEP (pre/post) Counselor Beginning & end of
' class cycle
IEP Counselor Beginning & end of
class cycle
Portfolio Instructor & learner Pre/post v(rriting sample &
review/assessment throughout cycle
Student-generated Instructor 2nd week of class & last
assessm: at (list) week of class
Contact Log Learning Advocates Throughout cycle
Contact Log Counselors Throughout cycle
Phone follow-up Counselors After "x" time not
Personal contact LA's coming to class
Student-generated end Counselor Last week of class cycle
of class evaluation
Outcome tracking form LA's, Counselors, During and after class

cycle




SEIU Workplace Education Program

Health Care Skill Builders

Participatory Evaluation Plan
February 1 - August 31, 1992

e

TABLE 3. EVALUATION ACTIVITIES TIMELINE

Activity Participants Completion Date
Finalize Evaluation Plan WERP staff, March 13, 1992
based on January evaluation NWREL
meeting and initial interviews
Collect student data and WERP staff (incl. Ongoing
outcomes (see attached chart) counselors, LA's,
teachers)
Review IEP's and other student NWREL, WEP Coord. Ongoing
data as it becomes available
Hold periodic phone discussions NWREL, WEP Coord. Ongoing
to provide technical assistance/
formative project evaluation
Design stakeholder interview NWREL (with input March 31, 1992
questionnaires from WEP Coord.)
Develop specifications for NWREL, WEP Coord. April 30, 1992
data aggregration
Conduct two site visits to NWREL, WEP staff Early April &
meet with project staff, carly July
observe classes, and interview (4 days cach)
stakeholders (csp. learners from
previous class cycles)
Analyze data collected NWREL (based on Ongoing
aggregation by WEP staff)
Prepare final evaluation report NWREL August 21,1992
36
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STUDENT ZVALUATION

Facility Class Date

BESIDE EACH OF THE STATEMENTS BELOW, PLEASE INDICATE WHETHER YOU
STRONGLY AGREE (SA), AGREE (A), DISAGREE (D) OR STRONGLY AGREE (SD)

SA A D SD

l. I enjoyed my class. [1 [] [l [1

2. I learned a lot in my class.

3. I feel my participation in this class was valuable to me.

4. The teacher was helpful in making lessons ;elevant to my life.
5. The teacher was responsive to my concerns.

6. The teacher encouraged participation and discussion.

7. It was helpful to have a Learning Advocate as part of the
program.

8. The Learning Advocate encouraged me to be in the class.
9. I learned more about the union from the Learning Advocate.
10. It was helpful to have a counselor in the class.

11. Doing an Individual Education Plan with the counselor was
useful for me.

12. The counselor was a source of valuable information.

13. When we used material that related to work I found that it was
more useful and that I learned it more easily.

14. I found the hardouts of materials useful.
15. Taking this class has increased my self confidence.

16. While participating in this program I have become aware of
more possibilities for myself.

17. I have been able to identity some goals for myself in the
course of this class.

18. I have broadened my goals from being in this class.
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19. Taking this class has helped me to feel more prepared to go
into other learning situations.

20. Being in this class has helped me to decide to continue my
education, take more classes, etc.

21. I can see changes in my skills as a result of what I’'ve
learned in this class.

22. I can see specific ways that I have applied what I have
learned in class to work or home.

23. It is important to me that the union sponsor programs like
this.

24. I think this program should continue and expand to offer a
greater variety of classes.

25. I would take more classes if they were offered.

26. I would have had a much harder time going to school if classes
were not held at the workplace.
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Please answer the questions below. This information will help make

this program more effective in the future. It’s OK to be brief or
just list comments. :

1. wWhat did you like about the class? Be specific.

2. What have you learned in this class that you have been able tc

use at work, at home, to prepare to take a civil service test,
etc.?

3. From your point of view, what do workers at this facility stand
to gain from this kind of program?

4. What could have made this class more useful to you? Examples.

5. If any goals in your life have changed, how has this class been
a part of changing your goals (if it has).
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Changes in Key Personnel

Other than the previously noted changes in Learning
Advocates due to scheduling issues and the hiring of part-time
Community College instructors to teach specific classes, there
were no changes in key personnel.
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Appendix I

FINAL EVALUATION REPORT




Health Care Skill Builders
Service Employees International Union (SEIU)
Workplace Education Program
(Northern Caiifornia Joint Council of Servi