
6

--1119-173--6011-.

4

AMOR
k7LE

INSTITUTION

SEONS NOINCT

DOB DATE
ONTRACI 400-77 -0061-

NOTE 96p.t For related documents see CE 022 135 and CE 022
.239

Jimmy/Arnim

CE 022 06

tveAer IcUise; And Others ''

A Guide for Vocational Edication Sex Equity
Personnel search and Development Series No.
143.. .j

Ohio Sffitte , Columbus. Naqicnal.Center for
Research in ocational Education. .

National Inst. of Education (MEN): Vashington,,e
D. C. _

78 % - . )
/

,

IDES PRICE .41,01/,pC04 Plus Postage. ..

DESCRIPTCRS administrative Problems, Administrator Education;
visdministrator *espousibility; Change Agent; Federal
Legislation; Informatimr-Sources; *Legal
Responsitility; Management; *Perscnnel; Program
Development; *Program Planning; Sex,, Discrimination;
*Sex Fairness; *State Programs; *11bOational
Education i .

IDENTIFIERS *Educipon Amendments 1976
I

ABSTRACT *-,
This trail:king park4ge_is designed to ssist sex.

equitV personnel in implementing the tducation Amendments of 1976.
Chapter 1 examines the sex equity problem as it relates' to vocational
Education. Chapter 2 discdsses the concepts of programNnanageilipt and
change agents in' relation to the functions of the job of sex 'eqltity
personnel. Chapter 3 provides information on the Nig mandated'
functions of sax equity personnel: (1) take action to create'
awareness, (2) gather, analyze, and, disseminate data, (3), develbp 'and
'support actions to correct problems', (4) .review the distribution of
grabts and contracts, (5) review all vocational education programs, :
in monitor. the implementation of laws prohibiting sex disCriainatkon
it all hiring, .firing, and promotion siodedures, (7) assist local
eduaaticn agencies, (8) make information available to a variety of
aueences, (9) review the self-evaluations required by Title II, and
(10) review and submit recommendations with respect to overcoming. sex
bias and stereotming in vocational education..' Chapter 4 'briefly
discusses how:tO influence people to help solve the sex equity.
problems, and ohaptei 5 lists the. names and addreiseS of fifteen
potential information sources. Finally, chapter 6 disci:Issas 'the
develoiment of action plans listing tbe'seven steps of the program
planning process and. file basicaprinciples of,effective.prOgram
p p anufng. Included is a sample ,action format. (JR).

/144
I #*** *********************************************WPWPM*******#

Deproductibus supplied by IDES are the best that can be.made *
111 fro's the, original document. *

,.*******************************ii***************************************
a . . . *.

. sc, ,
X

.

c



.a

:

.4-

4e

`A GUIDE FOR

VOCATIONAL EDUCATION 4,

SEX EQUITY PERSONNEL .

Pr4r4itor the NIE Project

increasing SeX Fairless in Vocational Education

O

by ,;
Louise Vetter

Carolyn Burkhardt

Judith SectIler

1

The National Center for Research in Vocational Education
.The.Ohio State. University .

1900 Kenny Ross(
Columbus, Ohio 43210

.1978

2

.10

t1.11 0111*111/MI
NT ofs NEALE*

atoucaTNIN weLPNE-
NatoONs. AVON

NISTREVES Op
aiNsC

.
tros DetudiamT o4a$ MIN REPRO.

Ducal) SEAcTsv AS stacelvii0 PIKER

',Ng PERSON oft
onomotTION OR tom-

initio IT vows so witty 0* 0NOOPes
%TAT.° DO 1406 Ricess***.x Mimi.
We 00 PIval, IsT10.46. INSTI/0/11 OP

NCRTiON POSITION OR POLIO,



L ,
v ,

4..
/ FOREWORD 7

. 1 1 \
. N.ti This training package is one of two training packaget"deteloped DV the National Center for

Aesearch in Vocational Education under contract with the National InctitUte of Education. This

ia,
kap/ is designed to assist the sex equity personnel in implementing,the Education Amendmdms

1976. Tested by nine sex.equity personnel already hired by-their states at the time of the pilot
tet, the package was used in five regionilmorkshops,conducttd in Apq( and May:1978 for the sex

ity personnel. (A second package, to accompany this package, consim of strategies and tech:
. niques useful to all of those interested in increasing sex fairness in Itocatiti, I education.) , ,

.. . * ...._."
, Although this training package was designed td be used as part theworkshop, it is self-

t. instructional in that learning activities by large(small groups in the workshop sessions can be, -,
completed indepabdently. The workshop sessions are organized within and eight-hour sequence.

. l
' --

The packages were developedby Louise.Vetter, Carolyn Burkhardt, and JudithSechler. :/ \
I'M advice and assistance of Carol B. Crumpaand Robert C. 'Harris, Project Officers, National

Institute of Education, and the following national advison) group mernirrs are acknowledged:

..isck R. Grisham, Adult Education Program Officer,,USOE R ionon II, Philadelphia, Pennsylvania.o
Kay Henry,, Title IX Coordinator, USOE Region V., Chicago, I inois
JO Dee Joseph, Sex Equity Coordinator, Baton Rouge, touis ana ,
Charles J. Law, State Director of Vocational Edudation, Raleigh, North Carolina
Wilma Ludwig, State Director of Vocational Education, Santa Fe, New Mexico
Teresa Olivares, Evaluator, Women's Educational Equity Project, Madison, Wjsconsin
Linda B. Stebbins, Abt Associates, Cambridge,. Massabhusetts _

. JoAnn Steiger, President, Stager, Fink, and Kosekoff; Los Angeles, California'
Mary Ellen Verheyden-Hilliard, Verheyden and Associates, Washington, D.C.

Special appreciat.lonlis extended to Shirley McCune and Martha( Matthews, Resource Center on
Sex Roles in Eu=tio*Washington, D.0: for their participation as co-trainers for the workshops
and to Roslyn D. Kane, RjAssociates, Arlington, Vinia fothe third party evaluation.

s

Special appreciation is also extended to the"A44.x equ ity personnel who pilot tatted the
workshop materials and evaluated the packages: . 1
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CHAPTER t

.

WHAT -IS THE PROBLEM AND
1-\

HOW MUCH CAN VOCATIONAL EDUCATION TACKLE?

Objective: To consider priorities and constraints thatimPactson yOu and voce ional education in
order to help gain a realistic perspective for addressing the proble of overcoming sex
discrimination, sex bi,as, andoex stereotyping in vocational educati n.

Background Information

Terms Used to Describe the.Problem
4z,

The effort to address the problem of overcomi sex discrimination, sex bias and sex stereo.-
typing in vocational edueation ugh legislation. made it necessary to distinguish various ter s
that are used to depict pa'rticular aspects of the problem. While materials from other sour tilized
io this pOblication may use the rrns differently, the rest of ttie publication will use these definitions
which appeared in the Final Regulations for Public Law 94-482 (Federaltij'egister, Vol. 42, No. 191
MorW1K October 3, 1977, Section 104.73).

ibka
Sex Bias:

e

viors resulting from the, assumption that one sex is superior to the other.

Sex StervotypIng Attributingibehaviors, abilities, interests, values, and roles to a
person or a group of persons on the basis of their sex.

Sex Discrimination: Any action which limits or denies a person or a group o ersonsl
opporiuniti ivileges, roles, or rewards on the ts of their sex:

.
The Complexity of the Problem

Occupational sex segregation, defined as having a very high proportion of one.sex filling certain-
jobs, has been characteristic of the labor market in the United States'for many years, The dramatiC
increase of women into the labor market in the past decade has had relatively little impact on occur
pational segregation (Women's Bureair,1075). Such segregationcloses off to men occupations in

iwhich they might be extremely productive, and it traps women into the typically low-paying, lower
. status jobs which seem more a consequence of segregation than anything intrinsic in thework itself.x

.How and why has this problem, which is so damaging to human productivity and fulfillment,
persisted? Quite probably because its rootsare longstanding, deep, and widespread. In both subtle
and overt Ways our culture's socialization process, economic constraints, and hittoric.precedence
all coniribute to this disturbing situation. .

Sandra L. and Daryl L. tem havep-rwribed the complexity of the problem in their often-cited
paper Training the Woman to Know Her Place: The Social Antecedents of Women in the World of

11. a I
1
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WorkAmorittt). e-concems-Which-they-raise-amdiscriminationin-the-werk-worldTthe-effects of
sex -role conditioning at home ans.chool on one's aspirations, as well as psychological barriers,
biological considerations, and the presumed inckinkatibility of family and career.

The Problem as It Relates to Vocationat.Edtwation
I - .

To a certain jpt, occupational sex segregation is caused by discrimiriatbry labor market'
practices which w.owly crumbling under legal andsocial pressures. The problem has also been
tracedlo self-concepts and societal pressure shaped by the practice of sex bias and sex stereotYpirig,
through several generations. .

-

However, octupational sex segregation also results from supply problems; while there are qual-
ified men and women to fill alinost every occupation one can think of, and while there are increasing
numbers of women and men actually filling jobs which are nontraditional for their gender (in ours
society), often the supply of qualified then and women for rontraditiorial work is much smaller than
the demand.

r '

While data are incomplete, it would appear that the under-supply of qualified men and women
'.or nontraditional occupations may be particularly severe in the skilled trades and in the work for
which vocational education is preparatory. For example, 77.2 percent of clerical workers are women,
and 95.8 percent of the craft and kindred workers are men (Women's Bureau, 1975). Workers in both
these major occupational groups are frequently vocational education graduates.

rning then to vocational education, which is expected to help ctevelop an adequate supply of
repared, in these occupations, data from numerous sources make it clear that 14ational edu-

.7.. P x segregated. Table 1 provides the most recent information available on enrollments.
-4 erOso. re, vocational education teachers are practically as sex segregated as the courses. Kievit

tes a EW survey of secoNary vocational teachers. Teachers of agriculture,'technical,
, and distributive ucation are predominantliinen (100 percent, 89 percent'and

7 ent respectively) and teachers of home economics, health occupations, and office occupations
are predominantly *Omen (98 percent, 89,percent, and 72 perceniliespectively).

Table 1. Enrollment Distribution Increase by Sex
for Fiscal Yeats 1972 and 1976

Agriculture

Distribution

Health

Consumer and Homemaking

Occupational Home Economics

Office

Technical

Trade and Industrial

1972-1
Enrollment

896,460

640,42k

336,652

3,165'32

279;966

2,351,878

337,069

.2,397,968

--i.

. .

1

1976
Enrollment

1,059,717

90d,

684,904 is

3,515,042',
'':*

471,289
!71,289

3,114,692

484,807 '

3,109,950

Percent
Flemma

1972e

5.4 ''''

45.3

84.7

92.1

86.1

76.4
a

fr

.

9.8

11.7

'Forma
Female

1976

10.4

40.71

69.6

76.5

74.2

61.2\

9.1

10.9

%

Percent
Increase
Female'

+5.0.

,

,.

Irpereare
P

Male

+ 4.6

(15.6

++11:..92

+ 0.7

+..0.8

Source: U.S. Office of Education, Sommer,/ Data, Vocational Education, Fiscal Year(1f72. Washington, D.C.:
DHEW, BOAE, May 1973. U.S. Office of Ethication, Summary Data, Vogational Education, Fiscal rear
1976. Washington, D.C.: DHEW, BOAE, Janu&r 1970. ..,/ .. .

j 2 .., 4
1..., , ,
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it-is-infportant-to recognize :that sex bias need-not be- blatant- or-malicious before it-can-be-darn-
aging. There are taro kinds of barriers which perpetuate occupational sex segregation in vocational
education curricula. The first is the obviousltind: promotional broihures and instructional mate-
rials geared for one sex only, afailability of physical facilities (dormitoriesjestroomp, etc.) for only
men or OelYswomen, instructional staff composed all or primarily of one sex only, dr admission re-
quirements which strygly favor one sex or the other, and so on. The other kind of barrier is far
more subtle and is often difficult to detect. The subtle and pervasive iteteotypic enpectations of
what is 1-1-appropriate" sex le behavior for girls and boys can be a powerfully negative force which
limits the opportunities arir, therefore, the-growth of students. Ability to recognize these attituldes,
to see how they may be expressedn actions,"and to.clarify the difference between public respon-
sibilities and private opinions, along with the elimination of overt barriers, will make a great deal of
difference to the success of men and women who enter training in nontraditional programs.*

How Much dan Vocational Education Tackle?
J.

Given the complpxity of actipational sex segregggein, it is only natural to ask what vocational
educators can do. Corinne H: Rieder, former Associate Director for Education and Work at the--
National Institute of Education, in answer to this question outlines six courses of action in her
paper Women; Wyk and Vocational ffdpcation (1977):

Vocational educators, as much as any other single group in our society, have
both the responsibility and means-to do something about these problems. The .1

reason is that that/ -at the critical juncture between school andowbrk. They
recruit students, ide them wit the knowledge and skills needed for successful
job efstry and pl dentl in ther first jobs. Within educetiorOheir unique
responsibility is o repr e itarian'purposes of education and to meet our
sociity's econom needs. Wi e World of work, they are concerned with de-
velopment of the .enteip.tentia) to the fuller and their placement in, a work
environment which ip man Ily and psychologicilly rewarding. The intractable
probleins of occupat nal nd education segregation must be addressed at all levels
of edgcation and govetrnent.

/ Jr <I. ,,,t
I

.tn. . Those of us concerned with vocational education ca several steps to
address these problems. Our primary responsibility is puttiognint,own house in order.-tpecifically

this means: (1) Implementing fully the Vocational Education Amend-
ments of 1976,,(2) Changing recruitment and admissiorrpractices and policies, (3)
Improving guidance and counseling efforts, (4) Revising cutricularmaterials andi
teaching practices,"(5) Increasing the number of female vocational administrators/
and qualified men teachers in male-dominated cour nd male teachers in
feinale-dominated fields, and(6) Coatinuing-important re arch and development

arts on women in vocational education (pp. 5-6).

While ambitious, these six steps are marked by an awareness that vocational cannot
solve the problem alone.

Perhaps it goes without saying that it is easier to change behavior th ttitudes. Nevertheless,
eay be helpful to bc reminded that sex bias le much easier to combat th n sex stereotypinLe
opting the useof n6n?sexist lent:9e, for exemple, may be much easier someone to Athan

accepting the belief that-men be ng in the trades. Sex biasitotangible and can be dealt with
'directly. Sex stereotypes, on the other hand, stem from deceptively simple assumptions Which- are

fit

S. ft TS
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. .

made and continuously reinforced from infancy_on,_They_take_time_and sentiti strategy_to_change._
Rinovingsex bias can do much to provide-opportunities for new, aWare913sses to r which ary
necessary to break down sex stereotypes. A young man excelling atelttring a i r a young woman
mattering an engine tune-up provide forceful encouragement to a change in attitudes.\

.
Obvious institutional barriers to sex fair admission such as single-36i institutions and buildings

have been prohibited since the enactment of the Education Amendments 6f11972. Otber practices
precluding sex fair programs, however, led to further proactive measures in the Education
Arhendments of, 1g7.6. Marilyn Steele pointed out in Women in Vocational. Education (1974) that
program areas with a high concentration of women had a much higher student/faculty raticiand
lower per aludent expenditures/han those prograchs with a preponderance\Of men. At the post-
secondary level, she advocated convenient scheduli -of classes and the provision of child care as
critical to achieving sex fair programs. Addressing e subtle barriers such ffs these illustrates two
kinds of institutional Thange needed to remove sex bi

-
., The information cited earlier.on the sex seg iegation of vocati nal education teachers indicates.,

another needed.change. An increase in teachers of the nontraditi al sex inessential to provide role
'models for nontraditional students. /

Curriculum content and textbooks may also need improvement. Illustrations, language, and
portrayal of the sexes all need to be examined.

Mary Ellen Verheyden-Hilliard has bbterved.that
, \ 4 ti

., Bepause we cannot guarantee the future of any particular student, it is crftjcal to
develop a sex fair educational program which, (A ) vvill encourage serious long-range
educational and career-pl ning for girls and young women as independent.rather than
dependent persons, an (2) Will:fljeviate the pressurtd stress experienced by boys
and young Men becauie f unre istic stereotyped expectations and demands which
contribute to their high rate-Of mental. andi3hysical illness. (A Handbook for Work-
shops on Sex Equality in Education, p.3)

ic
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1ncreasingSex -Fairnearin-Vocationer Education
An Introductory Assessment

Exercise 1

Purpose: To consider your background in order to gain an awareness of your needs in terms of
increasing sex fairness in yocational education.

40 _

Dirediehs: Jot down answers to the f011owihg questions to focus on majo'r assets -and.problems
which you anticipate or have encountered in your sex equity leadership role.r

. Prior to your appointment as state irocatiohltiNeclucation sex equity coordinator, had you been
involved in vSoricing for sex fairness in vocational education (or sex fairness in education
generally)?

If yes, what was your involvement?

)
ir

What have you found (or do wit, expect to fin( easiest in carrying out the responsibilities of
your job to overcome sex discriminatiot bias'any stereotyping in vocational education?

Why/ \ -

3. What have you fou = (or do you 'expect to find) most difficult in carrying out the responsibii:_,
ities of your job to ove ome sex discrimination, bias and stereotyping in vocational education?

tr
Why?

V

4 What do you-think will e the m t important results or outcomes of efforts to overcome sex
discrimination, bias and stereoty iqp,in vocational education?

41

5
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QHAPTER II

HCtW CAN I POSSIBLY DO.
ALL TI.E WORK I HAVE TO DO?

Objective: To become familiar with these ncept of program management in order to have a frame-
work for app hing a manageable way of carrying out the functions of the job of sex
equity person I.

Objective: To become familiar. he change agent cor ept in order to facilitate carrying out
( the functions of the job of sex equity Personnel.

T ,

(
'( 44k r

"Background Information

Introduction / .

You h btrn assigned ten functions th%ofigh the Education Amendments of 1976 and,the
Final Reg atuirCfor Vocational Education issued on October 3, 1977. You've probably been
wonderin how on earth you can possibly do all the assigned functions, on a budget of $56,000,
to reech goal of eliminating'sek bias and discruhination in v ational education programs by

s,furnishing ual educational opportunities, in VocatiOnal educati n programs to persons of both-
sexes and by eliminating sex discrimination and sex stereotypin from all-vocational education
prograMs. e answer is that you can't, not by yourself. You will need to be a program manager,
but morel portantly, you will need to be an influencer,ba person who works with'others to accom-
plish chap , a change agent as some people have called them.

Havelock and Havelock 4973) have pointed out that any major educational change probably
'requires longterm planning, ten years leadtime or more. Case studies indicate that comprehensive ,

structural changes in the Swedish system required 23 years for fill! implementation. The Havelocks
indicate that, for curriculum changes, a lOyearoycle may be possible.

A willingneto take risks is an important requirement for successful innovation or change.
Too much stress on- accountability may stifle risk-taking. Accountability may not work for system

_t improvement ipeople don't have the right to make mistakes. Change requires a certain degree of
possibility for error.

,..
.

However, the change you are concerned with, furnishing equal educational opportunity and ,

overcomingssex discrimination, sex bias, and sex stereotyping is a legislated and administered change.
This gives you 'some leverage in the situation. It can also cause resists ce on the part of many people.
If, along with compliance concerns, you can stress the tiositive'effedts f the changes for both women
and men, it will help your cause. . /\

Anticipated reward, for you; for other people in the state agenby, nd for the local vocational
education people is aimajor incentive. Your state should have included n its five-year plan; incentives

co

r

I 0 S. as rt.



--.4clopted by e State for-eligible recipients (local education agencies and instjtu;ionof voc.a4t:'1 tjional

/ .,
--educat ricourage-ehrollmentby students in courses which-are riot tr4diticiaFfor then'sex ancIC

to develop model programs to reduce sex bias and sek stereotyping in training and placerner. Ad. '
- dtiaI incentives may also have been included. incentives for the state department personnel are

uired, but policies and procedures can be adopted that provide incentives the incentives
in your job/ki the imbrove8 opportunities for the people in-your state..

,. ./ f

e
you as a Program Minager,

Problem. Areas '
,s NAP.n, probably have few, if any, lines of authority over staff members in_the vocational 'educa-

ton department. According to Cook 11.9711, in this situation, other.techniques njustIfie employed '.
in order to acsompAh the tasks that need to be done. Cook suggests that. you Must draw on pur- -
Suasive abilities, reputation, rapport, influence, status, and prestige to accomplish tasksz-Ability to,
use funds as a means of authority also Can becordefanimportant part of managing your program.
Depending Ont,the allocations of prioritiei,through your State's Baic Grant Funds, you may be able.
to %/Irk with people in a variety of areas because there is money available to work on the problems

'you re.concerned with; problems thatrelate to, increasing sex fairnmin vocational vducatiais. -AO-
ditionally, the suppctit of your state director of-vOcational edudation is crucial. Policies and proce-
dUrefthat will aksist you in your wbrk may already be in,place. Itnot, it would be helpful to Work
on getting solid support from the peOPle in the agency who are responsible for setting policy.-

Your Position as the fult-time person to eliminate sex bias ancViscrimihation in vocational
education programs may not have been located within the Stajtedivision of Vocational edtication.
Additionally, you may not have been in the position when schedules, budgets, and performance

' dimensions of the position were specified in the five-year plan This means that:YO-Ur-controi over
the dimensions of your program and position are limited. The program and, to a certain extent,
Your position dimensions, can be modified throUgh the annual plan updating. 'Howeverrthe ten
functionrof your polition are outlined. in:the Final Regulation as folloiovt:'

(a) Take action necessary to create awareness f programiand activities in vocational ;

educ esigned to reduc sex s an x stereotyping in alUV9catiOnal .edp-
cati n progr luding Assisting e St e board in pUblicizing public
hearings on the State plan;

. .
(b) Gather, analyze, and disseminate data on the status of men andkwomen studenti,

and eirployees in vocational education programs of the State;
,

(c) Develop Oki support actions to correct problems brought to'the attention of
this personnel, including creating awareness of the Title IX complaint process;

. #

.(d) Review the distribution of grants and contracts by the State boa l to assure that
the interests and needs of women are addressed in all p5pjects assisted underthis Act;

,

(e) Rev 'all vocati I education programs (including work-study programs, coàp-
eratecvocationaçiucation programsiapprenticeship programs, and the placement
of stUdents who ve successfully completed vocational education-programs) in the
State for sex bias;

6. a
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t tIfi
Monitor the irdplementatiotrof I prohibiting sexdisaiminationin_althiring,____
firing, and promotion procedu within III State relating to vocational edycation;

.
.

(g) - Assist local edifcation agencies'and other interested parties in the State in improving I.
vocational education opportunities for women;( 6'

Mike-available to the St4e board, the iite advisory council, the National Advisory
Council on Vocational Education, the State Commission on the Status of Women,
the Commissioner, and tfirgeneraiPublic, including individua s and Organikations
iri.the State Concerned abodt sex bias in vocational educati .information developed
under this seclioni

fic
4

thelelf-ev° aluations reOuired by Title IX; an& * ,
.

, i s

.., .

_ (I)
--

Review anti submit recommendations with r to overcoming seA bias and ;sex
sieretoSping in vocational education iirograms or file five-year State pjan,and its

-,, . :annual program plan prior to their submission o the Commissioner for approval.

.
Factors 'Leading to Effectve Program Management

Background and experience in the areas.of edbcatioo which relate to the substance of you
program are important irOelping you feel confieenl'abOut what you are doing. The. infOrmoon in
this set of materials shduld be hetiefut Additional soiircesire bedoming available all the ti mM Later

1 \ ' \Ii,n this package (Chapter V), a discusiion otresources should provebelpful.

-,:- It is also hel$ful to have an understanding of management concepts, particularly Olario4con .

trolling, and decision-making. Of course,' the best possible situation would be to have prelkokTexpe.
rience as a program 'manager. However, if you don't, learning on the job is the next best altetnative.
cook (1971) pointkout ihai rplmagegrial skill is extremely difficult to learn in a-classrarni It is best
learned through experience gained in job situations. You can; ppiy what you have learned this year
to your job next year and it-will also be valuable experience'as you move ahead in your pwn career;,

. .

management
ef .4 °

Effective prograin anagement depends upon &gin/rational support and resources At pointed - -11:
out by Cook (1971), t'he lack of support can be a disrupting fa..or i the success of the program--*
manager and the,progra . If you do not have the time and assisienc to carry out the many duties -4
associated with the pr gram, or if you find yourself invoyed in confil inglines of authority, the

. whole program can b jeopardized Obviously, if you are given the responsibility for the/otal pro-
gram, the organization should give you the support you need to ensure thrsuccess of theTroect.
That support.may lie there now or'will build as you gain confidence in others and yoursek j.::01

.0 '' '.. . . I

The Management process

. The functions of management, according to Cook (1971), are planning, Organizing, direating,
and controlling. ,The management process can be viewed in the following way: `, ,, .

..i, ,-.
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'Establish
Objectives

ragP Develop
Plans

Establish
Schedules

Measure
Progress'

Recycle As Needed

Decisions.
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, The need for recycling comes because the process and the plan involves three elements: the
future, action, and people. Simply because the plan focuses on the future, there are problems.
Because theluture is unknown, you are dealing141th a degree of uncertainty. Thus, as you ate im-
elementingyOur prepqm for sex feirness in vocational educations you will need, at times, to go
back and rethinit'your objectives and plans. In fact, there is a built in recycling componeat with
your job. The Federal requirement for an annual.ptransubmission gives,you the chance to look at
your progress and thin go back-and rework your oNferitives sad plans.

The Resource Center on Sex Roles in Education (1977) has prOvided a seven step program'
planning process you may choose to use. The steps are as follows:

1. Setting measurable goals and objectives
2. Planning programs for each goal 'programs would include specified objectives, sub-

objectives, work activities, products, end outcomes)
3. Developing a budget
4. Implementing the program
5. Evaluating the program
5hg.ir Updating and adjusting program plans
7. Reporting results of the program

cirtChapter VI will provide you with a ch\ o apply this process.

Basic principles of effective program planning identified by the Resource Center on Sex Roles
<Education 0977) include:

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

2. am planners should utilize all seven phases of the program planning process.
3. who will carry out the program should be included or represented in every

phase of the process.
4. Timelines should be carefully delineated, and responsibilities should be clearly

assigned.
5. Most plans should include an in-service training component as part of an

implementation phase.

When you are laying out your plans and delineating timelines for the objectives you have
selealed, therfare four areas that you need to consider (Cook, 1971). These are: (a) the total time
needed to accomplish the objective; (b) time needed to accomplish the individual task; (c) schedule
dates; and (d) directed completion dates. Because of the strucillieed situation in which youvork,
with the Federal requirement for the annual program plan cycle, it will be important for you to be
aware of directed completion dates that your agency has adopted to meet the Federal requirements.
These will have t9 be kept. in mind for your entire program management function.

1 Policy. AIrStates are required, by Federal regulation, to have adopted policies to asswe equal
access to vocational education programs by both men and women, including the actions to be taken
to overcome sex discrimiroion and sex stereotyping in all State and local vocational education pro-
grams, Included hereare I general policy statement from Maryland and seven specific policy state-
ments from New York, for your information.

13
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DRAFT
I. For Discussion Purposes Only

POLICY STATEMENT:(MARYLAND)

Re: Elimination of Sex Bias and Sax-Role Stereotyping in Vocational Education
rtE

Forth. purposes of aiiministering,Title II, of Public Law 94-485, it shall be the policy
of the Stitt Board to asswe affirmative steps are taken to eliminate sex biai, sex-role stereo-
typing, and sex d(scrimination in ail programs, projects, activities, and services in vocational
education.

.

Policies assuring equal access to vocational educaticin programs adopted by New ysiji
,fitagt are as follows:

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

; are free of sex bias and stereotyping.

Each local education,agency, BOCES, and postsecondary institution 0411 inform
the commtlnity which it services that criteria for admission in any occupational
program or activity are available to students regardless of sex.

e. Priority will be given to vocappaiguidancipnd counseling programs than provide
a greater undervanding of educational and employment options open to all people,
and are free of sex bias and stereotyping.

SenriCet will be supported for females and males who desire ent to programs
designed to prepare them for employment in jobs which have traditionally
limited to the opposite sex. Special needs of women will be give* high priority.

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

Written materials disseminated by the State and materials used locally to
instruct, counsel, test or recruit students will be free of sex biased and stereo-
typed images, and will depict people functioning in a variety of roles.

All occupational education institutions will have available an affirmative action
plan, including realistic numerical goals and timetables, for the recruitment
and promotion of women in administrative and supervisory positions, with
salaries and benefits equal to those of men holding the same positions.

fi

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



when you are in the program planning process. The policies will aid you in determining
been given polarity in your state. If you would like to see different priorities, You car work

the policies changed. If policies are not specified in detail, you may want to make one of your
that of developing possible specific policy statements for consideration for adoption by ,

arncY

You As An Influencer
, .

Because o f the level of demand placed on you through the ten functions assigned to your jobj
by Federal regulation, you will need to have help from a variety of sources to reach the goal of elimi-
nating sex bias and sax discrimination in vocational education programs. Look for people within
your agency and,outside your agency who can pros* the information and the assistance that you
will need in Carrying out the functions. It may help if you can view yourself as change agent

Roles of s Change Agent

Havelock (1973).has delineated four primary roles in which a person can act as a change agent.
They are: as a catalyst, as a solution giver,vs a process helper, and as a resource linker. A cate/kr
is a person who is dissatisfied with the way things are, the "status quo." By making this dissatisfdc-
tion knovA, thiy get things started. A solution giver is a person who has a solution s/he would like
others to adopt This person has to know when and how to offer the solution and know enough

-e:xxot the solution to help the client adapt it to her/his needs. A process helper is a person who can
provide valuable assistance in:

416

a. recognizing and defining needs,
b. diagnosing problems and setting objectives,
c. acquiring relevant resources,
d. .tialscting.or creatiresolutions,
e. adapting and installing solutions, and
f. evaluating solutions to determine if needs are satisfied.

A ',source linker is a person who brings people together, helps clients find and make use of resources
inside and outside their own systems.

Points to keep in mind when considertg change agent roles are:

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

others.
2. You can be an effective change agent either as an insiderior as an outsider.
3. Yqu can be "line" or "staff."
4. YOU can be an effective change agent working from above or below. However, it is harder

when you are working from below. You must understand the process, the points of lever-.
age, the rnost efficient channels, the besteZedss, places, and circumstances. Whether work-
ing from above or below, your success d on projecting a positive role model of the
change you seekin this case, sex equity in vocational education.



How ihe_Onge Agent Works.

'Havelock,(1973) describes the process by which-a change agent Wbrks in six stages.

( Stage I
Stage
Stage III
Stage IV+

P. Stage V
Stage VI

Building a Relationship (between 'Change agent and client).
Diagnosing the Problem
Acquiring Relevant Resources

ClaTrArigAcceptance -
the Solution

Stabilizing the Innovation and Generating Self-Renewal

Kievit (1978) describes the seven stages in the change process

1. Create awareness
2. ' Set objectives
3. Seek information
4. Choose alternatives
5. Gain acceptance
6. Monitor gains
7. Marntain and extend gains

They are:

example of a project where an innovation in the area of sex fairness was established is
Pioneers" project in North Carolina. In a report of reflections and recommendations from

the project (1977), Amanda Smith makes the following quoted recommendations:

1. The project should be so located in the agency that the staff can both fenction and be
perceived as regular members of the agency, with full access to relevant meetings, memos,
etc.

2. At the same time, agency executives must be willing to make it clear that the aim of the
prpject is to incorporate the elimination of sex bias into everyene's work, not leaving it
all up to the project staff.

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

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

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

0) the legal requirements of Title IX, which are the main reason many people,
especially administrators, are interested in sex bias.

(ii) access to state staff (Curriculum Specisitists, Field Support Specialists on Federal
Requirements, Area *rectors of Vocational Education), who have wide impact
on local administrators and teachers.

Ow.
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LOW axon to L Directors of Vocational Education, who dirdct the local programs
1 and prepare an annual plan to meet federal requirements.'

(iv) access to regular meetings anal conferee such as regional FHA confer.
ences, the' 'one! Education Teachers' Summer Conference, meetings i:3-,t=

North Caroline Associatiop of Educators, the School.-Boa Assochnion, etc. P

1; :
'

(v) state certifiC,tion regulations.ihat teachers m tii a certain number of in-
service educational experiences in order to rerit4 their teaching licensei.

(vi) advisory lists on instructional materials which as mailed annually by the te-
rials Reyiew and Evaluation Center to all School libraries.

3 I,

(vii) agency print and media ',sources for developing cassette filmstrips, handouts,
training materials, 'As(

(viii). financial resources and the Department of Public Instruction's reputation to
attract workshop participants.

(ix) the general visibility of being a Project Director, whieh leads to opportunities
to speak, write articles, or make radio and television appearances to publicize
the program-.

. Recommendations for Working with State Staff
) . .44:

rtaua. Become familiar with the nature of each program area. What is actual? beUght?
What are the specific skill requirements? Are some teachers likely to have more work
experience than fo'rmal education? Do some programs have more prestige than others?

.....,_
b. Loam the work sittiation and organization of each program area. Are consultants

itr4organized by function or by geography? they spend most of their time on field
visits? Curriculum development? How m Altai: fiction do:ihey have in approving
textbooks? Local programs? Most important\. how busy are they?

c. Start at the beginning Provide enough introductory inservicefor the whole division
to insure that everyone understands the goals of the program, and begins to develop
understding and insight into the nature and problems of sex bias, as distinct from
sex discn ation. Don't forget people need time to talk.

d. Work with the staff of each program area to develop their written p/ah.tgikired to

,
e. Note on Preparing Planning Guides. The jOb of helping others pretiare their own

plans is tricky: you want them to do their own thinking, yet you do not want to
play games or reinvent the wheel.

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

the needs and opportunities in that particular subject area.

is 7
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- The bait planning guide is probably a series qf questilps which will assure that
all major activities are considered in terms of each planner's own reality. Each ques
ttiattlen be followed by alternative activities, with you egplaining the main advan-

and disadVantages of each.
v.

Mils Needed by Change Agents

Havelock' (1973) has outlined specific skills need
ways to be an effective change agent. Skills are in th
hution relations and communicating, and leadership atm
to the job,.they cap be learnefl.

y change agents and given suggestions on
reas: ability to relate to people, skill in

. /f you don't bring these skills with ybu

The change agent needs to be able to relate to people at various levels in a sykem. Sometimes
this has to be done in situations of great ambiguity where it is likely that the change agent will be
the recipient of sikpicion and hostility and where their words and deeds are likely to be fnisper-
ceived, distorted, and exploited. Thus, the ability to rillate)o people both above and belowyou in
the syitem is an extremely important skill.

Skills in She areal of human relations and communicating are also important for the change
agent. At the most bask level, you must be able to read, write, listen, and speak with above-average
proficiency. You must be able to do eqin a variety of stituations With a variety of materials and
styles. You probably need to be able to communicate effectively both oral) nd in writing to
educators at various levels as Well as the general public.

Leadership ability is another important skill. Because the change agent moves in an ambiguous,
confusing and somewhat disorganized social space, you must be an oiganizyr. If you can put people
together in teems to work on problems, your job will be much 'easier to handle.

Havelock (1973) suggests a number of strat4ies for being an effective change t. Among
them are:

1: Be committed to your cause stress the need ftr change (in your case, the deed for
broader opportunities for women and men to grow' and develop)

2. Be sensitive to process think reasonably abOut steps that need to be followed to gain
support for your cause and to reduce resistance to the changes you wish to see come
about c-

3. _See the situation from the OWN of the existing System leadership not necessarily
to accept that point of vie/ know when and how you can bes an effective intfluencer

4. Develop leadership for change among the people you are working with and the mle you
are servingbe an organize* who can infuse a feeling of common identity and pue-

5. Be sensitive to the fact that you alone do not have the full range of skills to bring change
aboutform alliances with process helpers and linkersteamwork, collaboration and
utilization of both inside and outside resources are important aspects of change planning

6. Cultivate a sense of timing end. act strategically: you may have to wait for the opportune
moment
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, .
7. Mist people have difficulty in asking for help and in giving helpthat's why people with
, skills in communicating and relationshe building are irryortant change agenhi ,

'
8. Be a netsvork builder--eaFkliffk established adds to the capacity for reaching out kind

pulling in relevarit otheis to work yollabotetively on problems .
. .. , :

9. Be persistent-,build .youraovm i"expert" power, and look for allies and potential allies who ,.
can help create a "ripple" effect

10. Be prepared to let others share the credit
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Hot.", Can I possibly pa All the Works! Wive to Dok.

Exercise 2
. - . r

Purpose: 'To consider informatiOil on the roles. f progpem 6anager and change agent in order to
pain an awareness of Ivayslo facilitate carryjng out the functions. of your job.

Directions: nd Infonnation on the preceding pages after having gl ,nced over'
ow; -Consider your answers.to the questions below as a means of

r rip Mar to your owniitdatiOn. Discussing these concepts with colleagues
tonal insights:

09,f,piftPi

,Y)9

.

kills doibu already have? What managementskills will you need processr
4Ni

t skills do you have that will help you be a change agent? Whi
'would you feel comfortable being?

A.

3. What factors enable people to accept and participate in the change process?

style of change agent

_ .

4. . What are the "ac cessobints" in your state education agency system?

,,,,,



Dic>6HAPTER III

HOW I DEAL WITH THE MANDATED
FUNCTIONS OF MY POSITION?

The ten functions specifically assigned to you in'the Final Regulations implementing Tige II
Vocational Education of blic Law '94-492 (The Education Amendments of 1976) need no be
completed by you alone b t you must understand their operation and implications. The fact at
each state has diffe s and interests will create variations in the way each of the ten fun tions ,
is implement's& Each f u must consider the situation initour state as the material for each func-
tion is covered.

Function (a1;. Take action necessary to createrareness of programs and activities invocational
education do:Signed to reduce sex bias and sex stereotyping in all vocational education
programs, including assisting the-S ate board in publicizing the public hearings on the
State plan.

N

Objective: To become aware of the broad range of possible strategies for increasing awareness \
of sex fair vocational education programs and activities in order to gain skill in creat-
ing awareness of programs and activities designed to reduce sex bias and sex stereo-
typing in all vocational education programs.

Background Information

Recently a number of projects have been conducted which focused on reducing sex bias and
sex stereotyping:

1

The Career Exploration Project of the Emily Taylor Resource and Career Center for
k' Women at the University of Kansas was designed to develop and field test materials and
activities which would encoura6e outstanding high school senior women to pursue those
science-related careers seldom pursued by women.

The New Efogland Project on Expanding the Career Options of Women of the Federation
of Organizations for Professional Women at Wellesley College brought a diverse group of
people together to formulate action programs, examine factors that limit women's career
paths, and discover strategies to broaden the life choices of women.

The New Occupational Student: The Mature Adult Womart4NOSMAW) project of the
Institute for Research and Developrrient in Occupational Education at City University of
New York recruited mature women for community collegedmission through a series of
workshops designed to develop more positive self-concepts and to extend their awareness
of available school and occupational options. 1

1Q
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The New Pioneers project watcpnduatird as a statewide effort in North 'airolina to over-
come urn bias in vocation& Wbfttion and bring more students into nontraditional courses.

-, Women In Vocational Education (knownaiProject EVE)was conducted at the Center,for
HumanaaResouross at the University of. Houston to develop a model program for Texas

achocilsrto eliminate the'effects of-past discrimination in thwtechnical and industrial Voce-
Pro9ren*: .*

. -

Women is Wisconsin Apprenticeships Projectwas funded by Manpower Administration to
demonstrate Ways in which obstacles to the employment and Mier utilization of women

. workers could be isolated, analyzed, and minimized.

'You mi want to provide informatioabout these progrgnsas well as efforts in your state.

.

If you were surprised to find out about some of theprojects that have been Conducted to help
"reduce setbias and sex stereotyping, then you can readily imagine the value of raising the awareness
of the community to the benefits from sex fair vocational education. Parents are perhaps the most
important group to reach is they have direct and enormous effect on their children's chokes of
school courses ancareers by the supportiveneu provided or withheld. Thit concept figured promi-
nently in the design of the Career Exploration Project for High School Senioi Women. Another
crucial group to influence is employers and unions, who hold the key to nontraditional job oppor-
tunities. . .

Beyond these groups there are several other components of ,the community to educate and in-
volve in supportive adtivities. These include:

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

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

L Institutions, abvemment facilities and corporate/privatefoundations

Individuals who are doers, managers and leaders in the community

The possibilities are manifo for community outreach. On Project EVE, staff wanted to reach the
entire Houston community with information.concerning vocational training in nontraditional careers
for women.' They identified 50 major civic and religious community-groups in the geographical area.

The sex equitypovernent in vocational edircation has been underway long enough so thtsuc-
cess stories are becoming available. Use them wherever and whenever appropriate.

References for Further Reeding

Briggs, Norma. "Women Apprentices: Removing the Barriers." Manpower, December 1974,
pp: 3-11.

1
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Strategies and Action Programs in New England. Wellesley, MA: Center for Research on Women
at Welleslley College, nd.
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He* to Create

Exercise 31

Purpose: To brainstorm' as many suggestions as possible as to hci'W you in your job role can create
',Armless ditproirains and activities in vocational education designed to reduce sex bias

- and sex stereotyping lit all vocational education programs.

9P,

Directions: Consider the specific
these
Y ou Ca,
cation'designerkWyed

listed below in.whom you want to create awareness of
ities. en jot: down as many ideas aimed at each audience as
crest awareness of prognithsand activitiesrin vocational edu-
sex bias and sex stereotyking.

As you think of suiliestioni, remember the following basic principles of brainstormings

The pufpose is to generate as many ideas as possible within a short amount of
time.

There will be no evaluation °Adios. Although an idea may appear to be im-
practical or unworkable, that idea maystimulate something which would be
highly practical and workable.

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

Parints:

Employers:

Teachers:

Administrators:

S tudents:

4

A

"22.
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How to Createlwareness

. . Exercise 3a
_ (

, ...

.
The followingJist of sugcions resulted fr4:1m a brainstorming exercise by sex. y,equity-coordi-

nators who pilot tested these terials:

Parent's Awareness
1". .

PTOs/PTAs/PTSOs inservicV students, parents .
Civic organizations -*

Parental involvement programi (infusion into existing programs) '
Advisory councils
Education organizations interested in community awareness (workshops)
Women's groups to educate educators° (Parenting classes for students
Libraii4isplays .
News media feature stories, 5-minute clips, prime time newt
Educational TV
Recruiting films implant idea rather than red flag .

Employer's Awareness

Advisory council
Affirmative Action Officers League (esPecially Career Day)
Inservice coop educatorshow to be change agent.
Job development for nontraditional students (placement stations)
Youth unemployment billCETA, manpower
Labor unions apprenticeships

Teaches How to Reach Then)

Brochures
Newsletter
Movie (state- based) men and women in nontraditional jobs
Inservice sessions (college/university too)
Speakers bureau (role models)

Commission on the Status of Women
Advisory council

"Blitz"mobilize teachers/counselors to personally contact employers, personnel manager
Teacher's behavior sheet (self-assessment)
Identify opinion leaders (may not be policy makers)
Offering class for credit
Develop competency-based curriculum for teacher education

23
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Function (b): Gathdr, analyze, and disseminatata on the 'status of men and women students and
employees in vocational education grams of the State.

. .

To become familiar with posSible sources of information needed toarry out this
function in order tdgain knowledge for managing the function Of gathering,analyzing,

, and disseminating data on the. status of. men and women students and employees in
..the vocational eclucatiOn programs of that State.

BackgioUnd Information

k

Often employees in one section of a state education agency are not fully aware of the data avail-
able through other sections of the agency. In your position of szesex equity coordinator, it may be
necessary to do an extensive investigative job-just to identify currently existing sources of the infor-
mation you'are required to piovide by this function. According to the Fisal_Regulation, you will need'
to provide information on the status of men and women students (secondarjpostsecondary and adult)
in the following categories: enrolle&in each program according to VSOE s e; enrolled iri work-study
prtograms; enrolled in cooperaiiye vocational education program?; and enr in apprenticeships\
brograms. Additionally, you will need to provide information on the p t of 'men and women
studarits who have successfully completed vocational education progr Final Regulation does
not-specify how the irdormation on the status of men and women empl be pfovided.

Thdlestablishment of new data collectiOn systems was well underway 4;1978. You can "plug
into" the new state and Federal systems as they are being developed. The systems you will want to,
learn about are the VocatiOpal EducatiOn Data Systern (VEDS) and the State Occupational Informa-
tion Coordinating Committee (SOICC).

. p . . ,

The VEDS system is to provide information on vocational students (including information on.7:
their race and sex); vocational programs; vocational program completers and leavers; vocational
staff; vocational facilities; and vocational expenditures. Feasibility studies, completed in*March 1978,
were conducted on the.education impact component (students, completers and leaveri, follow-up
and employer follow-up) by Minnesota, Pennsylvania, and Colorado. The feasibility studies for the
staff component were conducted by Texas, Illinois, and Colorado. The Finan and Facilities feasi-
bility studies were conducted by Utah, California, and Oklahoma. Because the stem is at the
feasibility' stage, it is important that. he need for information.be stressed in ord r to reach the goal
of overcoming sex bias, sex stereotyping, and'sex discrimination in vocational education. It may be
that people will think it is too expensiye to collect all of the data by sex. However, the data are
needed for you and all of the people who are working for sex fairness in vocational education.

Each state was required to establish a State. Occupational Information Coordinating Committee
(SOICC) by September 30, 19771,,The duties of the SOICC are to implement an occupational infdr-
mation system in the state whictiwill meet the common needs in the planning for, and operation of,
vocational education programs and Comprehensive Employment Training Act (CETA) programs,
under the direction of the National Occupational Information Cbordinating ComMittee (NOICC).

Additionally, the national study of vocational education scheduled for March 1979 completion
by the American Institute of-Research (AIR), Palo Alto, California, for the U.S. Office of Education
will be providing evaluation instruments that the states may be able to use.

: ,
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Gather, Analyze; and Disseminate Data

Exercise 4

Purpose: To list the possible sources of information needed to carry out this function.

Directions: Use the following sample report outline to list the possible sources of information
in your stater.

I. Introduction

II. Status of Men and Women Students

A. Current status of men and women studentssecondary level

1.
s!

Enrolled in each program according to USOE code

2. Enrolled in work-study programs

3. Enrolled in cooperative vocational education programs

4. Enrolled irPapprenticeship programs

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

C. Current status of me* and women studentspostsecondary
and adult level

1. Enrolled in each program according to USOE code
*so

2. Enrolled in work-study program

3. Enrolled if1 cooperative vocational educitiori programs

4. Enrolled in apprenticeship prpgrams

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

III. Progress from Previous Years' Status

IV. Status of men and women employees

A Secondary level

1. Administrators

25
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2. Instructional personnel

Counselors

. Pareprofessional and support employees

8. Pouseeendary and adult level

1. Administrators

2. Instructional personnel

3. Counselors

4. Paraprofessional arisupport employees

C. State level employees (categories as defined in
your state's system)

V. Progress from previous ,tears' status

VI. Conclusions and recommendations

26
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litw Function (c): Develop and support actions to correct problems brought to the attention of this
personnel, including awareness of the Title IX complaint process.

4.

.
Objective: To become familiar with a range of possible support actions in order to gain knowl-

edge in developing and supporting actions to correct problems.

wound Information

The Regulation covering Title X requires education agencies and institutions to develop griev-
ance procedures for the local handling of complaints of discrimination. You should be able to learn
about the procedure adopted by your state agency through the Title IX Coordinator for your agency.

schools in
IX Coordinator will also have information on the grievance procedures developed by the

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

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

Exercise 5

Directions: Assume you are thbexequity person from the State of and you have just
received the on the next page from schools in your state. Examine the data and
answer the fol ng questions.*

1. Can you observe changes sex equity in vocational education?
Meng

2. Do you identify any problems?
Where?

3. How would you begin to seek the cause of these problems?

0

Directions: Assume that you have found the causes of she problems observed from the data on
the next page were:

1. When checking with the school that had lost mile erirollment in clothing and textiles, it was
discovered that the text was sex biased. What are your recommendations?

2. In the first Agriculture I course listed, it was discovered that the brochures for Agriculture
showed only males. What would you recommend?

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

4. The School that showed no increase in the number of young men in HealthOccupations dis-
covered the interest inventory used in their school was sex biased in the attribution of interests
for various occupations. What would you recommend?

Turn to page 30 to check your answers.
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Semple Data from State of Stanton

2 Years 1 Year A This Year
Course e e ems e Male Female

et

Business Office Occupation 17 1 13 .3 10
,

Level I Foods . 103 1 105 4 99

Introduction to H.E. 113 6 115 8 118

Housing 21 2 18. 4 16

Clothing and Textiles 1 15 15 15

ORAE 39. 14 47 8 45 10

Horticulture 12 14 7 13 8 16

Horticulture 14 7 22 5 24 8

Horticulture , -.. 35 15 35 20

Ornamental Horticulture 19 18 141V-- 18 15

Agriculture I .17 13 2 15 0

Agriculture I. 45 36 9 36 11

Agrieulture Conservation 12 9 1 10 4

Industrial Arts 78 77
)

1 71 4

Dafting Introduction 36 31 3 27 ° 6

DraSing Basic ll 12 9 1 9 4

Welding I 38 37 2 35

Automechanics 40 36 5 31 9

Carpentry 35 3 36 1 37 -'-` 0

Health Occupations 2 26 28 . 28
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.Osvelop Support Actions to Correct Problems

Exercise 5e

1. More males in business and office in second and third years
Addition of males in Introduction to Home Economics in-second and third years
Increasing enrollments ortemaies in horticulture
Increasing enrollments of females in Agriculture, Drafting Basic II and Auto Mechanics

2. Lost male in clothing and texti in Clothingand Textiles
Lost Wales in ope Agriculture I class in this year f
Lost felhales in Drafting Introduction irrthis year
No ries in Health Occupations in second and third year

3. Check with school, discustsituation with students, counselors, and teachers

1.. Recommendations for strategies for use of biased materials are included in Vocational Educa-
tion Sex Equity Strategies, Chapter V.

2. Recommend brochures be updated to include pictures of females in Agriculturecheck
languige of brochure and make sure it is sex fair.

Provide- in- service experience for counselor, give counselor cu
the work force and women in nontraditional occupations, e
persqnel values when assisting students.

4. Discontinue use of biased inventory. Use guidelines fir selecting and using sex fair interest
inventories (Vocational Education Sex Equity Strategies, Chapter V).

,
nt information on women in
rage counselor to set aside

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

dbjective: To understand sex fair criteria in order to gain skill in reviewing the distribution of
grants and co the State board to assure that the interests and needs of
women are addressed all projs assisted tinder this Act.

Background Information .

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

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

f important criteria to apply before making
particular state, These all to be weighed in process. The simple review
form in Exercise 6, which follows, includes many o
recommendations.

31 33
-



IMO Distribuon of Grants and Contacs

Exercise 6
,.e

Purpose: To apply sex fair criteria to simulated project abstracts inode?to iaiqskill in reviewing the distributij)n 9f grants and

contracts. i ,

Directions", Assume that you are the sex bquity person from the State of Stant941 Read through the pro project abstracts

on the following pages and for each item mark the appropriate colu .*

, .

.

'ABSTRACT

t
ABSTRACT'

a
AST Ci

1; 3 ,\

ABSTRACT

4

410eSTRACTI

5

I ABSTRACT

6

YES1. NO YES YirS N4,I, . YES NO

.

YES

,

NO YES NO

1 Agency policy regarding sex

bias, stereotyping and dis

crimination is referred to as

it applies to this proposal

,

,

,

i) -wk.'1

.4,

,

.7).

..
;

,

.

, .
1

.

,

2.

.

The project descrirition

uses neutral language,

avoids stereotyped and

biased references

,::6

s
.

6

... ,
,1
.

4

VP

I4'
A

e

c

i
,

.

,

,'

3. Project objectives are free

/if sex bias, stereotyping

or discrimination

.

4

A I

S 4.

.. ,,

.1
.

4, Program design indicates

a. Availability to females

and males
AI

'

NW

all

s i)

'-

.

1 4,

i

-

b. Evidence of special

services to ensure

equal access to the

program

r

i

IV

.

,

'Turn to page 38 to check your answers,



1 .

ABSTRACT.

,1

ABSTRACT

2

I

ABSTRACT

3

ABSTRACT

4
,

ABSTRACT

5

ABSTRACT

6

YES NO YES NO YES NO YES NO YES

W

NO

I

YES NO

c. Activities that are not restric ;

tive based on sex

-`,...

, .

r
d. Evidence of support services

to overcome the results of

previous discriminatory pro-

gramm ing
.

.

,

1

.

.

5.

r

_

The evaluation' plan. provides for

a. Collection of data to substan

I tiate the elimination of sex

bias and stereotyping
4

.

.

)

b. Examining the program for

evidence of eliminating

sexism

.

6.

.

/r

This is a specific proposal de-

signed to overcome sex bias and

stereotyping in the following

manner:

/MI I ! .'

.

a. Adjust occupational prograMs,

curriculum and/or guidalte

and counseling

, .

%.....

- ,..

,

b. Prepare students for non-

traditional jobs
-

.
.

2

. .

.-

-

,

-

4

c. Meet special needs of women

1

,

-
.

-

.

d. Provide inservice training for

staff
..)

, p. 1

e. Other (Identify)

.



we this space to respond to (e.) Other (Identify)
j

4

Source: New York State Division of Occupational and Continuing Education, State Education Department.

'AINItionat areas of concern you may want to consider adding to checklist are:

Is staffing of project sex fair (considering available persons in area proposed)?

Has proposer done previous work in the area?

proposeji project fornew and emerging occupation, not yet sex stereotyped?
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Proposed Project Abstracts

1. a An Analysis of the Factors Which Influence Students in the Selection of, Vocational Courses in
North High Schools.

Principal Investigator: Smith. Ashley
Proposing Institution: North Vocational Cooperative Board
Project Duration: 18 months

Summary of the Project:

11This project proposes to analyze the faitors which influence students in the selection o
vocational courses in North High Schools. The target population is primarily French -spec ng
American individuals who reside in an economically depressed agricultural areas. Current!
enrolled high school students apd graduates will be surveyed. Specific objectives are to (1)

, identify the algae factors influencing student choices 9f vocational and nonvocational
__,,programs; (2) identify ,the critical factors in student attitudes which stereotype courses as -

programs for girls or programs for lioys; and (3) identify the critical factors which influence
, disadvantaged students in their choice of courses. Educnitional personnel will be contacted to

determine what methods and techniques they consider to be important in facilitating career
training decisions. A questionnaire will be devised to ascertain (1) the effect of sociodemo-
graphic characteristics; (2) educational experiences; and (3) educational personnel and other
persons playing a part in the decision-making process. Results of the two respondent groups
will be compared, and random follow-up interviews will be conducted to validate the responses.

.41
. Design of Job Entry Programs in a Community College/Technical Institute for Women in a

Rural Ares Becoming Industrialized

Iiiincipal Investigator: Brown, Amelia
Proposing Institution: West Technical Institute
Project Duration: 4 months

Skcmary of the Project:

The main objective of the project is to design recruitment, counseling, educational, and
training prograMs which a community college/technical institute can offer to provide women
job markit entry and upward mobility. The project will be aimed at filling these needs
for women in a rural area becoming industrialized. Specific educational and training
needs, as well as special recruiting and counseling efforts necessary to encourage female entry

. &into these programs, will be identified by surveying an appropriate cross-section sample. The
information obtained will provide the basis fora long:range plan for extension courses, cur-
ricula, counseling, recruitment, and special programi. The project's success will be measured
by the subsequent increase in female enrollment, a94 successful completion of already existing
curricula as well as programs for adult basic education.

3. Development of Procedures for Expansion Of Young r flr4gram in Vocational AgriCulture
'Nror

Principal Investigator: Adams, Richard
Proposing Institution: Stanton State University, Department of Agricultural Education
Project Duration: 6 months

35 --,
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Summary of Project'

The purpose of the program is to devise*asic'recommendations gui4plines for main-
, tenance of existing programs and eipaoiion of young farmer progra aorosstiOnton, Specific

objectives are to (1) identify Ind Author deielopselectedoperatio procedures and re.con.
mendations for maintenemcotmd the expansion of young farmer programs in Stanton; (2)Issist
beginning teachers of vocational agricultbre through the' rganizational.operation and mainte-
nance phases of servicinglocal young farmer programs, and (3) disseminate these developed
procedures and tedmique0mong the 454 vocational agriculturitaacheis in Stanton. Seventy
experienced vocational agricattare teichers will be selected to identify specific, areas and con-
cerns to be invastigated_laeginfoing teachers expressing interest in, or who have inherited, a
young farmer program, or who are in the process of organizing young farmer programs, will
also be invited to participatein the project ,Parlicipating teachers will attend a four or five-
day workshop to report findings and Make recOmmendations for basic operational procedures
to be implemented-into local programs.

4. Home Economics Career Exploration Program

Principal.Investigator: Rock, Eleanor S.; Summers, Jane
Proposing Institution: Granite School District
Projectiveprit. 1.2 months

-Summary of Project:

O

The purpose of theproject is to develop a new approach to individualized activity-cenTered
instruction for Ponsuther and Home Economics, Exploration for seventh grade students. Selected
teicherswill participin a six-week summer-woricshorrtadevelop career eductition modules:
Pre-perforrnance and posvperformance foims for studenttteacher-interaction will be developed
and individualized instruction activities will be designed. The career exploration program may
be Used at level one entry in grades 7-12 and adult programs:

of

The Passive Solar Greenhouse Horticulture Program

Principal investigator: King, Kenneth D.
Proposing Institution: Stanton Vocational Region 10
Project Duration: 5 months

Stimmary of Project:

e purpose of 'this project is to plan and build a passive solar energy greenhouse aspen
of an ngOing vocational horticulture program. Specific objectives are to (1) develop and field
testa instructional unit which .teaches basic solar energy concepts as they apply to green-,

houses: (2) develop and field test a four-session adult education program in solar greenhouse
4 construction;-and (3) conduct a two-day workshop on solar greenhouses for State vocational

agreiculturb/horticUlture instructors. Stanton Region Ten will contract with the Stanton
AudubOn Society to provide technical assistance in designing a student-built passive solar
energy greenhouse as well as a related instructional unit. The greenhouse will be constructed

nd the unit field tested. These materials will be. the basis for the development of a related
ittdult.education program as well as a workshop. The knowledge and experience gained will be
disseinineted to, the the teacher workshop in May, media coverage, and a final report which
will be subMitted to appropriate State agencies.
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Sex Stereotyping: Analysis of Students 'Enrolled in Vocational Programs

Principal Investigpor: Kennedy, J. R.
Proposing Institution: 'Cady Research Foundation

jprcect Duration: 12 months

Summary of Project:

This study Will identify the extent and nature of sex bias in Stanton OCational Education
programs and investigate the problem in relation to siilected factors WO Scholastic ability,
academic achievement, vocational maturity, and home influences. An additional objective is to°
develop guidelines for communication relating to vocational instructional programs directed
toward compliance with federal regulations of Title IX legislation. The population will consist
of all male and female students in area vocational centers that have three or more vocational
service areas. The random sample will consist of 50 male's and 50 females representative of
enrollment by sex in programs in which 75, percent of the enrollment is a predominate sex.
Data will be collected from instruments developed to identify factors contributing to careers
choice, the Differential Apttude Test (DAT) and the Crites Vocational Maturity I .1

of Work Attitudes, Data will be coded, tabulated, and piked on computer cards. Freq ncy'
counts, percentages, and descriptive statistics will constitute a portion of the statistical profile.

a
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ReviiiivDistribrtion of Grants and COniracti.

Exercise 6A

Abstract Abstract Abstract Abstract Abstract Abstract
1

no

yes

yes

2

no

yes

yes

3

no

yes ,
.,..t

yes

a. yes ,/, no no

b. no yes no

c. yes no no

d. no yes no

a. yes yes ,,no

b. no yes - , no

a. no - s yes no

b. no yes no

c. no yes no

d. no no no

4 5 * 6

no no no

yes Yqs yes

yes y yes

no no yes

no no yes

. no no yes

no no no

no no yes
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Function fa): Review all vocational education programs (including work-study programs, coopera-
tive vocational education programs, apprenticeship programs, and the placement of
students who have successfully completed vocational education programs) in..
State for sex bias.

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

Background Information

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

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

wa.

Appoint a representative number of women to serve on all policy-making committees
and advisory b9ards.

Promote the certification's
supervisory positions.

Recruit wo and
model for studen

hiring of professional women in administrative and

r nontraditional teaching positions to provide a positive role

Prove in-service training fo4all staff to identify and eliminate sex bias attitudes and
practices.

Analyze existing and/or prepare a new curriculum, resources and recruiting materials that
are non-sexist and show the accomplishmegts and contributions of men and women in
various roles.

Ensure that funds are allocated for programs, activities, services, facilities and equipment
equally for females and males.

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

Encourage the participation of both femal and males in all occupational youth organiza-
tions and promote the inclusion to overcome sex bias.

Provide flexible registration a enrollment practices to encourage students to earticipate
in nontraditional courses. 4

Provide occupational training programs, counseling, special services and job placement for
teenage parents and women returning to the labor market as a result of economic need,
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chengsd merit& status, women whoireaseking jobs in nongraditional areas, single heeds
of households, homeowners who wOrk part-time and novPdesir, full-time employment.

Communicate with business and industry, professional orgenizitions and other interested
groups in relation to elimineting sex bias and increasing opportunities for women and men
in nontraditionel COMM

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

References for further Reeding

Office of Occupational and Continuing Education. Guido for Reviewing Occupational Education
Programs to Ensure the Elimination of Sex Bias, Sex Stemotyping and Sex Discrimination.
Albany, New York: Office of Occupational and Continuing Education, State Education
Department, undated.

4
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Review AN Vocational Education Programs
in the Sots for Sox Bias

Exercise 7

Purpose: To apply sex fair criterie to a simulated vocational education program plan in ordersto gain
skill in reviewing all vocational education programs in the State for sex bias.

Dimcdons: Review the Trade and Industrial Education Plan on the following pages. Use the checklist
below for theieview by recording the code numbers of strategies that apply. Discuss your
answers with collesgues.

YES NO
L Program Orgsnization and Administration

a.. Policy guidelines regarding the elimination of sex bias,
sex slpiiing and sex discrimination in occupational
education are in writing

b. Policy and guidelines disseminated to staff with implications
in performing job responsibilities

c. Policies and guidelines disseminated to students, parents and
general public

d. Each occupational education course is available to both
females and males

a. The local Council includesa representative number
men who are sensitive to the needs of all

regardless of sex

II. Staffing and Staff Development

a. Staff participate in staff development activities such as
workshops, Inservice programs and conferences to assist
them in identifying and correcting sex bias, stereotyping
and discrimination

b. Sex fair certification and hiring of qualified personnel for Admin-
istrative and Supervisory positions rowdies:40 sex is promoted

Ill. Instruction

a. All instructional activities are designed to be free of sex
bias, stereotyping and diagrimination

b. loth females and males are involved in each occupational
youth organization. Activities are conducted that focus
on overcoming sex bias and stereotyping 4*

'Turn to page 47 to check your answers.
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c. Curriculum is free of sexism

Cooperative work experience and/or 1 study is not
assigned on the basis of sex

IV. Guidons and Counseling

a. Appropriate guidance and counseling isprovided,' students
to encourage them to consider all programs of study, and
make choices based on interest and talents rather than oq
their sex`

ra

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

. Special services in occupational training programs and job
placement are available to meet the needs di women returning
to the labor market aka result of economic need, changed marital
status; single heeds of households; v411101ten seeking jobs in non-
traditional areas; homemakers who work part-time and norr
desire full-time employment

V. Program Evaluation

a. The localjecupational education Advisory Cbu ncil pasliveloped
criteria toliseist in evaluating programs and procedures fordthe
elimination of sex bias, sex stereotyping am sex; mination

b. oClassroom visitations with follow-up conferences are scheduled
to assure that instructional activities are non-sexist

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

VI. Physical Facilities

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

VII. RelationshipPublic and Professional

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

b. Staff maintainicontact with employers to sensitize them to sex
bias and stereotyping in hiring practices

42
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Recommendations:

tfie 0
Adapted from: Guide for Reviewing Occupations,. Education Programs to Ensura the Elimination

of Sax Bias, Sax StantotypIngand Sot Discrimination, Office ofpxupatianal ad Continuing

Education, the State Education Department, Albany, New York. V..7
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Trade and Industrial Edwition

e,

Dontinuing Objective: TO provide each student in the secondary school system the opportunity to enter Trade and Industrial

Education Proipms. .

Ocific *dim Strategies Evaluation

I. To income the percentage

of females in Trade and

Industrial Education programs

etch year

1.1. Provide each teacher and local director with

the requirementsind specific: of Educational

Amendments of 1976.

1.2. Roque* T & I teachers to work with guidance

counselors and encourage them to explore career

opportunities in Trade and Industrial Education

pr rams with female students.

- s

1.3. Pr ide success stories about new sexfair programs

to teachers and local directors.

1.4. Provide materials and suggestions to be used in in-

service workshops and recruitment programs.

1.5. T & I Consultants have been requested to inform

local directors as to teachers they observe as being

reluctant to having females in their traditionally

male-oriented programs. The local director should

then determine the necessity for an inservice work-

shop.

1.6. T & I Consultants have been requested to provide

alternative solutions to potential problem areas

LEA's may face in implementing this concept.

Also the alternatives have been made available to

to the consultant.
*

1.7. T & I Consultants have been requested to schedule

their work in order to visit with specific LEA's de

signated as research units.

Check enrollment data and

percentages yearly to deter

mine increases.

Check Staff Minutes

Check Staff Minutes

Check Memo



;pacific Objectives .

Z By the end of the next

school year all T & I teachers

will be inforMed relative to

Sex Fairness in Vocational

Education ,

3. Youth organization recruitment

efforts will increase during

the next school year for in-

craning the number of females

in the programs.

4. All printed materials in Trade

and Industrial Education will

be reviewed to eliminate sex

bias.

Strategies

2.1. All T & I teachers will be mailed materials relative

to Educational Amendments of 1976.

22. All T Sri teachers will be evaluated by the next

school year.

Evaluation

2.3. Packets mailed to T & I teschers ivill include ma

terials about sex faints in vocational education.

2.4. VICA newspaper will include any information, ti
development and succeu.stories about sex fairness

in vocational education.

2.6. All workshops and conferences planned by the

T & I staff will include time for the sex fairness

in vocational education programs.

1,

3.1 ,VICA club officers will be encouraged to recruit

females into Trade and Industrial Education

programs at all conferences and workshops. Time

will be made available to discuss sex fairness in vo-

cation.education program at each meeting.

3.2. Any approaches developed for recruitment pur-

poses to be used by students will be distributed

at conferences and workshops.

3.3. All VICA materials such as Club Charters, Contests,

etc., will be scrutinial to eliminate sex bias.

4.1. All T & I brochures and printed materials developed

in the future will illustrate and specify both axes.

4.2. All vendors publishing materials for Trade and

Industrial' Education will be encouraged to elimihate

sex bias.

Check packets mailed to

teachers.

Check evaluation instru-

ments.

Check pans.

Check newspaper for

articles, etc.

Check agenda for VICA

meeting

Check rules for trade

contests.



0

d. Committee and

Industrie 'nations will

be informed t sex fairness

in vocational education.

bogies

4 J. Cour* in Midland Industrial Education

1111 be rewritten to indude terminology appropriate to

both ono. This project should be completed by

Jittery 15 of the next yew.

'4.4." Curriculums developed in Triode and Industrial Education

in the future will include terminology appropriate to

both sexes.

4.5. Articles could be for publication in Trade mega
tines and journals females have successful i

traditional male occupations.
!Of'

4.11 Teacher educators encouraged ruk more

females into their to become in in

Trade and Industrie! Education. Hopefully, at one

female instructor can be employed in a specific trade

are! during the next school year.

4.7'. Administrators will be encouraged to design facilities,

provide laboratories and shops, equipment, safety

equipment and bathrooms appropriate to both sexes.

5.1. The Trade and Industrial Education Advisory Committee

will be kept informed as to the sex fairness in vocational

education program and atty new developments. The same

will be true for any industrial associations connected to

Trade and Industrial Education. These organizations will

be apprized at their monthly meetings as.to any new de-

wi?Pmints.

52. Trade and Industrial Education Consultants and Teachers

will be requesw:lio encourage advisory committee Mem-

bers and ind sal association members to employ females

in traditional male occupations at scheduled and un-

scheduled meetings during the year
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Review An Vocational Education Programs
in the State for Sex Bias

Exercise 7a

meters for the review criteria are listed below with the code numbers 5 strategies in the T & I plan
where the criteria have been addressed.

91'

I. Program Organization and Administration

a 2.3 b 2.1 c no d 1.5 e no

II. Staffing and Staff Development

a 1.5 b 4.6

III. Instruction

a 2.2 b 3.1 c 4.4 d no

IV. Guidance and Counseling

a 1.2 b no c no

V. Program Evaluation

a no b 1.5 c no

VI. Physical Facilities

4.7

VII. RelationshipsPublid and Professional

a 1.2 b 5.2

Recommendations:

1. Disseminate pr:icies and.guidelines to students, parents and general public.

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

3. Assign cooperative work experience and/or work study regardless of sex.

4. Check interest inventory for sex fairness.

5. Introduce support services.

6. A)ss4t local advisory council in establishing evaluation criteria for sex fairness.

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

47

49



Ronriew All Vocational EducationPrograms
in the State for Sex Bias

Exercise 8

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

ri1. How can the review of prog ms for sex bias be coordinated with the review of all programs
required of the State board?

ra

2. How can the review of programs for sex bias be coordinated with the review of programs
required of the State Advisory Council?

3. "Who are the people in your state that can provide e most help in setting up the procedure
for reviewing programs for sex bias?
(List by name and job title.)

C

a. Programs by USOE code

b. Work-study programs

c. Cooperative vocational education programs

d. Apprenticeship programs

e. Placement programs
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Function If): Monitor the implementation of laws prohibiting sex discrimination in all hiring,
firing, and promotion procedures within the State relating to vocational eclu

Objective: 1 To become familiar with employment legislation in order to gain aware
rovisions relating tb sex discrimination.

. a

Background reformation

It is essential that you become familiar with employment legislation in order to monitor the
implementation of laws prohibiting sex discrimination in all hiring, firing and promotion procedures .

within the State relating to vocational education. The situation in yOUr state Will determine how
active your monitofing role can be: You will need to know the pbsitions of teachers organizations
and unions in this area. Additionally, you will need to be in touch with the AffirMative Action
Officer in your agency to know what is already available in your state. The following information is
provided to give you a general background in the employment lavi; pertaining to sex discrimination.

Implications of the Legislation

(Adapted from Identifying Discrimination: A Review f F era/ Antidiscimination Laws and
Selected Case Examples by Shirley McCune and Martha Ma

Since the Supreme Cbdrt's 1954 decision regarding Brown vs. The Board of Education, Federal
and State legislitign end c.ase law have4spelled out different forms of discrimination in education
and clarified the right; of:Students ancremployers. Discrimination by race, color, national origin,
English language profiCiency, or sex have been addressed with implications for educational programs,
policies and practices.

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

Four Federal laws and a Federal executive order, co/prise the major anti-sex discrimination
requirements which are relevant to vocational educatio . Here is a synopsis of this legislation:

Title VII of the Civil Rights Act of 1964 as amended by the Equal Employment
Opportunity Act of 1972

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

recruitment, selection, assignment, transfer, layoff, discharge, and recall
opportunities for promotion
in-service training or development opportunities
wages and salaries
sick leave time and pay
vacation time and pay
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overtime work and pay
medical, hospital, life and accident insurance
retirement plans and benefits
other staff benefits

Complaints of employment practiceswhich discriminate in violition of Title VII should be
made to:

' The Equal Employment Opportunity Commission
2401 E Street, N.W.
Washington, D.C. 20037

or

a regional office of the EEOC

In instances where Stite of local fairem loyment practices laws provide ptocedures for the
handling of complaints of discrimination, the complaint may be referred to the agency for a sixty-
-day period of time. If the complaint is pot reiolvedit this level, the EEOC assumes responsibility
for investigation and conciliation. If this fails, the EEOC, the U.S. Attorney General, or the com-
plainant may file suit.

The Equal Pay Act of 1963 as amended by the Education Amendments of 1972

The .Equal Pay Act prohibits sex discrimination in salaries and most fringe benefits. All em-
ployees of education institutions and agencies, including those in professional, executive, and ad-
ministrative positions, are covered by the Equal Pay Act.

The Act provides that a man and a woman working for the same employer under similar con-
ditions in jobs requiring substantially equivalent skills, effort and responsibility must be paid equally
even when job titles and assignments are not identical.

Employers are required to maintain specified records relevant to the determination of possible
violations of the law. Complaints may be filed with:

Employment Standards Administration
Wage and Hour Division
.U.S. Department of Labor
Washington, DX. 20210

regional office of the U.S. Department of Labor

Title IX of the 1972 Education Amendments

Employment Provisions:

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

recruitment policies and practices.
advertising
application.procedures
testing andInterviewing practices

hiring and promotion, including

selection practices
application.of nepotism policies
demotion, lay off, termination
tenure

compensation, including

- wages and salaries
extra compensations

job assignments; including

classification and position descriptions
lines of progression
seniority lists
assignment and placement

leaves of absence, including

leaves for temporary diiability
childbearing leave and related medical conditions
childrearing leave

fringe benefits, including

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

labor organization contracts

The provisions of the implementing regulation may be interpreted through clarifying memo-
randa issued by the Office for COI Rights or through decisions issued by the courtrthr ugh the
judicial process. They may also be modified or extended through legislative amendmen

The Regulation covering' Title IX requires education agencies and institutions to develop
grievance procedures for.the local handling of complaints of discrimination.. This procedure fay
be used or complaints niity be filed directly with:
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The Office for Civil Rights
U.S. Department of Health, Education. and Welfare
Washington, D.C. 20201

or

a regional Office for Civil its
U.S. Department of HEW

Executive bid eipt 1246 as amended by 11375

Executive Order 11246 prohibits employment discrimination on the basis of..race, color, religion,
netionaLorigin or sex in institutions or agencies with Federal contracts of over-910,000:. Relevant
contracts include both contracts for direct services and "grants" which involve a benefit to the
Falderal govemrnent Institutions or agencies covered under the Executive Order must observe non-
discriminatory practices in hiring, discharge, prcimotion, wages, benefits, training, and all otherson-
Mims of employment

4-

Those institutions or agencies with Federal contracts of 650,000 or more and 50 or more
employees are required to develop written affirmative action plans with numerical goals and time-
tables. Although may involve only one unit within the institution, the affirmative action
plan must cover all throughout the institution.

Enforcement of the Executive Order and related policy guidelines are the responsibility of the
Office Federal Contract Compliance (OFCC) of the. U.S. Department of Labor. The OFCC has
designated HEW as the agency-responsible for enforceinent of the Order as it affects educiltion in-
stitutions and agencies. Complaint procedures we provided for the filing of charges of possible
discrimination and non-compliance. Complaints should be filed with:

The Office foi' AP
U.S. of Health, Education and Welfare
Wahl .C. 20201

or

siegional Office for Civil Rights
U.S. Department of HEW

77th VII (Section 79941ind Title VIII ( StAtion 845 of the Public Health Service Act) as amended
by the Comprehensive Health Manpthver inning Act andel), Nurse Training Amendments Act
of 1971

Titles VII and VIII of the Public Health Service Act state that institutions receiving Federal
funds for their health personnel training programs may not discriminate on the basis of sex in at
missions or in employment practices relating to employees working directly with applicants or
students. Every Institution receiving or benefiting from a grant, loan guarantee, or interest subsidy

its health personnel training programs or receiving a contract under Title VII or VIII is covered.
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Institutons are reouired to maintain specified to determine whether ons have
occurred. Peelodic reviews of programs receiving Federal funds may be made to d ne com-
pliance with the regulation covering Titles VII and VIII.

Procedures are provided for the filing of complaints of violations of Titles VII and VIII.
Complaints should be filed with:

The Office for Civil Rights
U.S. Department of Health, Education, and Welfare
Washington, D.C. 20201

Or

a regional Office for Civil Rights
U.S. Department of HEW

CASE EXAMPLES

Examples of discriminatory policies and practices in education institytions and agenciesare
provided below. Each case example has been adapted from an actual situation. One group of case
examples is drawn from the experience of local vocational education schools; another group provides
examples drawn from postsecondary institutions. =It may be useful to read through each of the
examples to determine the possible areas of sex discrimination and probable violations of Federal
laws and regulations. A space is prpvided in which the Federal law(s) or order relatingto Sikh
example may be noted. A brief analysis of each example and the pertinentgorlawr follow the
final case example.''

Local Vocational Education Schools

Background Information

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

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

"Many of these case examples were drawn from information provided by the National
Education Association.
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Example-1-

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

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

Relevant law(s):

Example 2

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

Relevant lawls):

Example 3

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

Relevant lawls):

ti
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Background

Central Vocational Institute is responsible for the education of 8,000 students. The student
population consists of approximately 8 percent black students, 2 pewent Hispanic 134
percent Asian students and 34 percent Native American students. Sixty percent of the
are male and 40 percent are female. The majority of the minority students are
the fields of allied medical sciences, and food services.

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

en: The Institute currently receives a total of $100,000 fror the Federal government and receives
funds under the Public Health SerVice Act.

Example 1

Ms. Terry and Mr. Greenberg have taught in the Distributive Education department since
September 1973. Both have completed all course work for the doctoral debree and are in the process
of completing their doctoral dissertations. Ms. Terry teaches four beginninisections of Distributive
Education, while Mr. Greenberg teaches 1 beginning section and 2 advanced sections of Distributive
Education. Ms. Terry was initially hired at a salary of $9,800 and has received increases of $200
each year. Mr, Greenberg was hired at a salary of $10,000 and has been given subsequent increases
of $500 each year. Ms. Terry and Mr. Greenberg received comparable performance ratings from
students and colleagues.

Relevant law(s):

Example 2

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

Relevant law(s):

Example 3

0

Ms. Valdez has completed three years of teaching in the Home wonomics Department. After
tiro and one-half years, she applied and was considered for tenure, She,feceiyed notification that
tenure was denied because she had recently mtnyied Mr. Cruz who already held a tenured position



within the Institute. It is a regular practice of faculty committees within the Institutito deny
tenure to female faculty on grounds of nepotism, although no such denial is required by Institute
personnel policies.

Relevant law(s):

Example 4

Some thrift years ago, Ms. LaBelle, a black woman, was approached about accepting the position
of affirmative action officer for the Institute. It was suggested that if she performed well in this job,
it would increase her chances of obtaining a central administrative position in the Institute. Ms.
LaBelle accepted the offer; she has worked hard in her position as fiffirmative action officir and has
received commendations for her performance.

During the past year Ms. LaBelle has applied for other central administrative jobs when openings
were available. Each time,she has beeninterviewed and told that her fine qualifications have been
recognized, but that it is norposilible to promote her to another job right now since the affi tive
action position requires a minority staff person to give it credibility. -. -

Relevant tiw(s):

ANALYSIS OF CASE EXAMPLES

Local Vocational Education School Examples
,411

./
Example 1

,

1 .,..'

'.,1\ - . : .

Title VII of the Civil Rights Act, 'Title IX oche 1972 Education Amendments, and Executive
Order 11246: .

4 "

Although additional data would be needed to ascertain that Ms. Chin's nonprOmotion-to an
adminispatiVe position was discriminatory, the evidence provided would suggest a general pittern

IlLnonpromotion of women; and a specific lack of consideration of Ms. Chi9's criaritiars. rimk.
'on through nonprornotidn of qualified women to administrative positions is prohibited r. .

Title VII of the Civil RighttAct and Title iXof the 1972 Edu9stion Amendmepts. the
District receives more than $10,000 in Federal contracts, such discrimiitation would also beplo:
hibited under Executive Order 11246. ,

Example 2 li" ),
* -

8

/
Title IX of the 1972 Education Amendments, Title VII Of 'the Civfl Righti Act, and Ekecutive

4Orde r 11246:
.,-- .-

4 ,

The linking of job qualifications that would result in a dispei.ate inipage oil the einotoympn
.,filt.,

opportunities of me- bens of one sex is prohibited by Title IX and bylritle4VITI. Cipability toprO-
vide distributive edu tion instruction must be the relevant qualification to be eermined when hiring
for a distributive ed ion position. Qualifications, requirements or criteria used fotemployee ..

selection may not place a disparate burden on one sex unless suckoualifications or critiia hatte been N,

,,' , T.1 ? 4'...
A;., 1
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demonstrated to be valid predictors of success in the particular job under consideration and alter-
native criteria are not aviila*: .

&oxlip*, 3

op.

ger

Title IX of the 1972 Education Amendments; Title VII of the Civil Rights Mt, and Executive
Order 11246:

The Title IX Regalatlaq states that pregnant employees may not be forced to leave their persi-
tsons at an arbitrary date established by administrative policy. The determination of the time at
whickapreglient woman miy be unable to continue profeesiocal duties must be made on the basis
of pialdittataMsultation.between a woman and her bhysiciiin. Sick leave pay may not be denied for
rnedidal/cbnaltions related to pregnancy if it is provided for other forms of temporary disability.

tX and ralatV case Jaw require that pregnancy and medically-related conditions be
treated as othet forms of,teinoirry,disability.

Postesconder, Education ExarapieU'
.

Exan#1,
a

-

;X of the 1972 Education Amendments, Title VII of the Civil Rights Act, Executive
Order 11246,and the Equal Pay Act: "t-

.017, . ,

...1e Male and female intinktors carry** out.pquivalent job responsibilities must be paid comparably.
Sehtclifferentrcrjr? pay (either in initial Paltlexel'and/or periodic increases) without eeiderace of

-w; substantial differences in the job functions or §ssigrenents is discriminatory.

1
.

..6:

Exernp0 2
4c

1 < .

-y.e.,:yide IX of the 197.41,,E.dalation ArneTzlifients, Title VII or. Civil Rights Act, and Executive
4.5.pideil 1124)3:

4 -- *%

ADifferentierprovisionpf niedical insurance Mci health services for male and female students and
employees is prthibited by Title IX. prfferintiat;heafth services and benefits for fethele faculty mem-

.. 'bed is alio in violation of Title VII of the Ciifil Rights Act and Executive Order 11246.

4 i ... . 2
->s . '

-4 -"AEldfnpley .
.t .

Title IX of the 192 Education Arhendments, Title VII of the Civil Rights Act and Executive
.

Order 11246t .

s.,-?

.e,

.:; 1, . r
Although the Title IX. latiOn does not prohibit nepotism rules, they are prohibited when

applied in a manner which regains -in a disparate impact on one sex. In this situation, the lack of
policy specification wouldcontribute;to_the'ixotentially selective use of a nepotism prohibition at
a practice to deny tenure to females on Ihebasis of personal preferences or biases.

. ,.

r

'41"'

t.:.;.-..
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Example 4

Title VII of the Civet Rights Act and Executive Order 11248:

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

References for Further Reading

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

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

Exercise 9

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

Directions: Given the information on the following pages fore the Cady School DistriFt in the State
of Stanton, answer the following questions:

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

Men Women

Principal

Assistant Principal

Counselor

Teacher

xJClerical

Librarian

0 Accountant

Maintenance

2. Compare the salaries. Whose are the highest? Whose are the lowest?

3. What other information, in addition to salaries, would you need
sex discrimination?

have before suspecting

. Which categories of Salaried Staff are closest to meeting their goals for employing more
women?

5. What additional informatiarould you need before making recommendations?

Turn to page 63 to(heck your answers.
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Work. Force Analysis
! 7,

JOB TITLE \ WAGE EEO CODE
t

gEiC

Principal 21,648- 1 M
20,542 1 M
19,432 1 M
18,679 1 M
17,532 1 M
16,000 1 F
14,500 411 -F

Assistant Principal 18,000 1 M
17,569 bli M
17,000 1 M

Counselor c 16,999 2 M

16,500 1 F

16,878 2 Mit
16,000 2 M
1ipoo 2 F
15;872 2 F
15,361

Q
2 )F

14,898 2 F

Teacher 14,988i 2 F
14,69 2 F
14,443 2 F
14,000 2 F
13,796 2 F

Clerical 7,321 3 F
6,822

3
F,

6,822 - ) F
6,614 '3 F

6,614 3 F

5,824 t.
3 F

5,751 3 F

Librarian 11,896 4 F

Accountant 13,492 4 M

Maintenance 9,898 g M

9,500
i

6 M
9,012 6 M

4 8,713 6 M M.

The six EEO Categories are:

1. Executive/Administrative/Managerial 4. Technical/Professional
2. Professional non-faculty 5. Skilled crafts
3. Clerical/Secretarial 67 Service/maintenance
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Number of Salaried Staff
for State of Stanton

fit

. EEO
CODE

Total Staff
as of Year
End 1976

Total Staff
as of 3rd
Quarter 1977

Net Change
in 1977

Total Staff
Predicted for
Year End 1977

1 282 267 -15 282

2 819 776 -43 839

3 632 607 -25 646

4 349 291 -58 362

5 197 198 +1 191

6 111 . 138 +27 111

2390 2277 -103 2431

Number of Women Salaried IA
r

EEO Total Women Total Women' Net Change Women Goals
,EEO Staff as of Staff as of in 1977 for 1977
CODE Year End 1976 Year End 1977

8

2 53 0

3 494 47 -24

4 26 27 +1

5. 43 55 +12

6 5 5 0.

629 618 -11

1380

501

36

46

6
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Monitor implementation of Employment Laws

Exercise 9a

Men Women

1. Principal 5 2
Assistant Principal 3 1

Counselor 3 4
Teacher 0 5
Clerical 0 7
Librarian 0 1

Accountant 1. 0
Maintenance 4 0

2. Highest men, lowest women

3. Length of time on the job
Educational background
Additional responsibilities such as driver's training, coaching, ne4spaper

4: Category 5 hoped for 3 but added 12
Category 2 did not add the 7 they planned but considering they lost 43 in that category last

year and no women it doesn't look so bad .

Category4 only added 1 inftead of theikley planned, but considering they lost 58 in that
category last year a (no women it doesn't look so bad

5. What kind of recruitment e rts were used for Category 6?
If Only projected increase Of 1 a did increase this category by 27.

4 P
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(g): Assist local educational agencies and other interestecl parties in the State in improving
vocational eslucationopportunitiesior_women

Objective: To beccene familiar with a range of strategies and techniques in order to gain skill in
assisting local educational agencies and other interested parties in the state in improv-
ing vocational education opportunities for women.

1
Background Information

In Women in Vocational Education, Marilyn Steele.edmments that "Pressure for societal change
must emanate from organized efforts" (p 134). As your state's sex equity ;neon, you can provide
invaluable service by assisting local educational agencies and other interested Monies%) improve vo-
cational education for women through organized efforts which you may initiate or facilitte. These
organized efforts may provide direct or indirect assistance.

An example of indirect assistance involves your influence at the state agency in creati a climate
for change. The incentives that are adopted by the agency for eligible recipients to encou the'
enrollment of both men'and women in nontraditional-courses of study and to develop model rograms
to reduce sex stereotyping in all occupations will be useful to you in your efforts. Included be are
the incentives included in Maryland's State plan:

INCENTIVES

Section 107 (b)(4)

1978-82 Objectives:

6.19 Develop and use the following incntives, to be provided to eligible recipients
so thatthe recipients will encourage the enrollment of both men and women
in non-traditional courses of study, and deVelop model programs to reduce
sex stereotyping in ailloccupations.

B.19.1 Contracts for the ptirpose of funding exemplary and innovative projects shill*
give priority to programs and projects designed to reduce sex ste typing in
vocational education.

8.19.2 Publicity vitill be givenoto LEAs and Community Colleges whose programs
have successfully detrionstrated overcoming sex stereotyping and sex bias.

6.19.3 Priority will be given to new programs of vocational edUcation that include
provisions to eliminate sex bias and sex stereotyping.

6.19.4 Priority will be given to work experi &e and cooperative education programs
that place students in non-traditional work experiences.

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

6.19.6 'Priority will be given to the development of curriculum and guidance and
testing materials that encourage-the enrollment of both men and women
in non-traditional courses of study.
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6.19.7 Priority will be given for the purpose of funding exemplary and innovative
projects -which will- provide support services -for- women who -enter prograres
designed to prepare individuals for ernployment in jobs which have been

. traditionally limited to men, including counseling as to the nature of such
programs and the difficulties which may be encountered by women in such q.

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

6.19.8 Priority will be given to programs designed to meet the needs of pe
described in Section 120 (b) (1) (L) of Title II of Educati Amend of
1976, including special courses for such persons in learninrhow to seek em-
ployment, and placemerit services for such graduates of vocational education
programs and courses.

6.19.9 Priority will be given to support programs or Projects designed to improve the
qualifications of persons serving or preparing to serve in vocational education
programs that contain provisions to overcome sex bias and stereotyping in
vocational education.

6.19.10 Priority will be given to occupational home economics programs which provide
day care services for children of students in secondary and postsecondary voca-
tional education programs.

6.19.11 Priority will be given to guidance and/counseling training which is designed to
acquaint guidance counselors with:

(A) the changing work patterns of women
z (B) ways of effectively overcoming occupational sex stereotyping

(C) ways of assisting girls and tvomen in selecting careers solely on their
occupational needs and interests, and to develop improved career
counselingmaterials wheh are free

Amanda Smith, the director of the New Pioneers project in North-Carolina, provides the follow-
ing recommendations for working with local directors:

Provide introductory inservice on sex bias before asking Local Directors to commit
,themselves to plans. At least one, perhaps , sessions are necessary. In North
Carolina, Local Directors meet regularly in Tonal meetings, making inservice,
easy. Though you wilt probably norbe a to become familiar with each LEA's
situation, remember that there "are -many c nditions that may influence the response
tayour program: ocal attitudes, leadership styles, unrelated local crises, and a full
spectrum of individual attitudes and personal situations of the Local Directors
themselves.

b. Pilot Units. The t way to become familiar with typical I ganizations
is to establish v lunte pilot units, to be visited individually f loping local
plans.

so4

c. Develop a planning guide based on your work with pilot units. Decide whether
your guide would be more effective if it is simply a list of leading questions, or
if it should include recommended activities.
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w
Fiat Yar Plans. Explain planning Wide and recommended:activities at Local
Directorineetngs_Group_sessions shouldbe_satisfactory, if_follow,up_is provided
by Arei Directors to assurethat Local Directors do complete their sex bias pans
on their own.

e. Second Year R&M The second year, if at all possiblemlans should be discussed
individually, as some Local Directors will have done a good deal, others virtually
nothing:

f. At all times be prepared to give Local Directors all thesupport they ask for; in the
form of letters, memos, teleopone calls, or personal visits to explain the project to
their superintendents.

g. Make clear to the Local Directors what services they can count on you forlocal
teacher workshops,.meeting with principals, orwhatever.

Information and Awareness Services

a. Short presentation. (faculty meetings, mini-sessions at conferences). We recommend,
25-30 minutes to outline the philosophy of the program, identify the nature and
impact of sex bias, and tell a few stories, followed by twenty minutes of qUestions.
Forty-five minutes is really a minimum to do anything useful. It is enough to
dttfine terms, dispel misconceptions, and perhaps raise some interest, but will
hardly motivate much change.

.

b. Two-hour workshops are lonmpnough for a good introductory son time to go
into somedetail, and to sugkerie possible activities for chanfr

c. All day sessions allow time for quite a lot of substance, for Small grOup involvement
in learning activities; and for planiling.* To be really useful, follow-up activities are
important. .

d. Infonnation p ackage which can be mailed, and which is therefore independent of
the project staff (crucial if your state is large and your staff is small). We decided
to make our own filmstrip,* but it might be possible to buy one, or make up a
combination of filmstrip and handouts, or whatever. Such a presentation should
include: the origins and symptoms of-sex bias, the unconscious nature of most
biased behavior, and the effects of sex bias on both men and women. Our filmstrip
also touches on the need for lifetime planning, gives some statistics on women
workers, someaverage salaries for typically male and female jobs, and discusses
the advantages of mixing occupational programs, with many pictures of programs
that are alre v inixed.

*Thie4ilmstrip, "I'm Glad I'm A She," "I'm Glad I'm A Fle," is available on loan frond the
Depiitment of Public Instruction, Raleigh, North Carolina. Unfortunately we are not set tin to
sell it, but we would be honored if you would like to make your own copies and return the origi-
nal to Us.
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Local Cowan for Teacher Certificate Amaral Credit. One theme has run through these
recommendations: the impoftance Of giving teachers an extended opportunity to under-
stand the implications 8f sex bias. z

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

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

%Pt

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

*, ,,motion is necessary:

t
(i) Include statements of support from your chief state school fficer, Director

of Vocational Education, and anyone else whose endo t will be valued.

(ii) Empillesize that the cot*. will provide a program which ill give educational
substance to Title IX efforts, reducing antbostility to the law on the
part of teachers, and providing clear evidence of the LEA's desire to comply
with the spirit as well as the letter of the law.

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

(iv) Emphasize that the training is free, contingent only on a commitment to
support the course lin publicity, logistics, and financial resources. (It is
important that you get this commitment as solid as possible, otherwise
you are setting trainees up for disappointment or ffUStriktiOrt.)

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

(vi) Dire& the invitation to Superintendent, Director of Staff Develop-
ment, and the Director of ional Education, as the individual who actuellf
makes such decisions will vary rom LEA to LEA.

b. Who should mete the training? Nominees should be any one to whom other teachers
can relate comfortably. There is no em to have any previous knowledge
of sex bias. Indeed, there may be some di vantages if they already have a local
repetation for being hipped on the subject.

If your funding is categorical vocational funding, as ours was, your trainees will
have to be vocationally funded teachers, or guidance counselors. However, we also
had academic teachers or central office staff when the local agency was willing to
pa heir expenses. As far as we could tell, the individual's academic or vocational
background made no difference in their effectiveness.
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c. How mew? Because of financial restraints, we accepted only one from each partici-
pating LEA. However, it was often hard on our trainees to have no partnertwo
would be better if you can afford it.

d. How long? In North Carolina, teechers earn one certificate renewal credit for each
ten contact hours. We plandeddihr local course to be ten lessonglof two hours each,
and worth two credits. The veining session thereforofit easily into five days, with
each morning or afternoon representing one lemon. As our trainees also had supple-
mentary sessions on special subjects, materials, and methods, they received three
credits.

Teaching Materiels should be as complete as le. We gave each presenletionel
written out completely, plus either speaking , discussion questions, or actillties.
The assumption should be made that the trainees know nothing about sex bias, end
they should be free from all necessity of having to take subject matter notes. They
should, however, be encouraged to take notes on methods of approacit ways to
answer tough questions, etc. If you have the 4110UrCes to provide them with miltiple
copies to be used with their students, so much the better.

f. Conducting the Treinino Institute
Beyond substantive *operation,. your biggest job is to keep your trainees loved and
eared for. Any weeb.long training session is exhausting inywaythis one is
emotionally exhaustinitoo;

(i) Hold the institute in a place which is comfOrtable and provIdes sopie oppor-
tunity for recreation, even though many' trainees may work too hard to spend
much time in the pool.

(ii) &did in opportunities for infoffnel fellowship between the participants, father
than simply hoping for them under the heading "free time." For us, it was a
daily wine and cheese party. In addition, one evening participants were assigned
to go out to dinner and to the mottles, or watch television;and report on sex
stereotypes the next morning.

(iii) Participants must be given an opportunity to express individually how they we
Heeling about the experience, which may be arrexhilafating, upsetting, or de-
pressing one for them. Written letters from-each pankipentworked well for
us. With ar,arger staff, individual conferences might be possible, though some
people wiii express objections more easily on paper than face to face.

liv) Voices of experience, if
such a course is enIii
not only giving
discuss sex btu and

the of folks who have already taught
can share their experience,

but also Offering flying proof that it is possible to

4.
(v) Helping the Trainees Refl..

.l,

Our ttainees' greatest concern vcertainty is tont/net we expected of
them, and how best to thieve their Is. HoWever:.whtvp their written plans
were completed, they felt confident.
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The pla.n9 s Mould not be left till the very end. We had it
Thursday afternoon, and gave the participants Thursday night free to com-
plete their written plans. (We required the written plans as a condition for
receiviikcredit, in lieu of i'final totem.) As we helped teachirs plan, we
tried tolnylvisize they did not to develop lesson plant(the Black
Book provided those) but ratheircqnsider all of the decisions dory would
have to make and contingencies they would have to face in artier to establish
a successful program. Because weitnew each personlVould face a differpnt
local situation, we phrased our planning guide entirely in terms of questfons.
Sony areas are beyond our controktiond ilio recommendations from '
us would be appropriate. Howalier; there were some areas where veer
could make recommendations:

40
g. Support and follow** Ideally, each trainee should be visited. Those who are

having difficulty can profit from the supports (Abe state consultant in meetings
with their local eiliministrattri, and in private discussions of whatever problems
or worries they may have.Visiting the successful programs gives the stabs consultant
a wealth of ideas on how to-solve problems in other places. If individual visits are
impossible, letters and phone calls can be substituted if they are done on a regular
basis. A follow-up conference is strongly recommended. It should take place
aroundc jtoiriegovember or February, when tral have had a chance teget well into
their , but there is still time in the school year fOr those who have not
started to profit from their fellows' experience. A fol -up conference should
be a learning experience for theestate staff, with reports om trainees being the

"""`basis for refining the program for the following year.

Other Activities

a. Publk Infonnistion. If stiff permits, an organized program of reaching employers
should be undertaken. Ifihis is not possible, every opportunity to speak to cont-

. munity groups, school related groups, college classes, or do newspaper interviews
and radio and television appearances should be taken. If the Project Director en-
join writing, opportunities to publish articles in trade and education magazines
about the program -an be sought out, as this topic is a *Melly one. The resulting
reprints can be used as conference materials, as well as public relations vehicles.

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

References for Further Reading

Smith, Amanda J. New Monsen: A Project to Eliminate Sex Bias in Occupational Education,
Reflections and Recommendetions. Raleigh, North Carolina: Department of Public Instruc-
tion, 1977.

Steele, Marilyn. Women its Vocational Education (Project Baseline Supplementary Report).
Flagstaff, Arizona: Northern Arizona University, Project Baseline, 1974.
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Assist Local Education Agencies

Exercise 10

Purpose: To find suitable strategies and techniques in Vocational Education Sex Equity Salami*,
that solve sample problems in order to in ill in assisting local educational agencies and
other interested parties in the State in r ing vocational education opportunities for
women.

P

40'

Directions: Your sex equity office has set up a WATS line to assist LEAs in improving vocational
education opportunities for women. Find possibis solutions to the following problems

at that have been phoned in by looking up resourcefand strategies in Vocational Education
Sex Eqdity Strategies, the companion package to this publication.

Chapter I

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

b) Girls enrolled in auto mechanics courses at Sojourner Truth High School are complaining
to counselors that their teachers use sexist language as though only boys were in the claw
When one of the counselors expressed dismay over this problem during a faculty meeting,

theseveral of the o mechanics teachers became highly defensive. What advice to the coun-
'dots wou helpful? w

Chapter II

a) The principal of Margaret Sanger Community College is planning a workshop for some
agricultural education teachers who object to mixed classes. She wants to help them .
understand-how sex stereotyping is unfair to women. She feels it is advisable to incor-
porate some humor in the proceedings to get the message across in a non-threatening
way. What resource might be useful?

b) Some girls at Abigail Adams High School are upset because their parents think they should
prepa4for a low-paying, traditionally female occupations such as cleik or waitress. How
can the counseling center help the situation?

Cliirpter I I I

a) The public relations director of Harriet Tubman Technical Institute has been asked to
launch a campaign to encourage mature women in the area to enroll in nontraditional
prbgrams. So far what's planned is a series of newspaper articles and mass mailing of
brochures to women's Jgenizations. What advice can you give?

b) The Stanton State Vocatio Guidance Association has asked you to lead a workshop on
plannina recruitment strategies to indieese nontraditional enrollments. What materials do
you have that will be especially useful
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Chapter IV

a) This year at Mary Baker E
arts major* By the end of
don with the guidance
What steps can the school's
pening next year?

P ,

.

igh School the first girl rolled as an industrial
semester, however, she had out. A converse-
or revealed that the girl had felt isolated iriher classes.

services take to prevent this situation from hap-

b) When the counselor at Mary Baker Eddy High School investigated further, he learned
that neither the industrial arts teacher (all were men) nor the other students had taken
the nontraditional student seriously. Either they teased her or tried to be over protective.
How can the counselor convince the teachers and students to behave differently?

*
Chapter V

a) Most union apprenticeship programs have traditionally bead closed to women. Conse-
quently, the trade and industry teachers at Eleanor Roosevelt Regional Career Center
feel it is pointless to enroll women. They want to know if anyone has ever achieved union
support for acceiling women apprentices and how?

The new vocatitstiril education &rector at Priolly Brown Technical School has discovered
that the Advisory Council has disbanded from inactivity and poor leadership. What infor-
mation is available to guide setting up an effective Advisory Council responsive to sex

Chapter VI

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

b) The Crandall County Home Economics Instructors Society intends tiOnvestigate`home
economics textbooks for sex bias and sex stereotypes. What resources might be helpful?

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

b) As part of the school's vocational education action plan, Florence Nightingale Community
College intends to review employment practices to "set their house in order." What infor-
mation can you offer that would be helpful in formulating objectives?
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.s.

tce:, aW to the State board, the State advisory council, the National Advisory.
,ncir %catkmal Education, the State Commission on the Status of Women,

.the Comtnissioner, and the general public, impeding Individuals and organizations in
The State concerned about sex bias in vocatitinai education, information developed
under-this section.

To gain familiarity with a broad range of dissemination strategies in order to gain
.skill in making readily available to appropriate agencies the information developed
'through your position.

Background Information

Another way you can help create a climate for change calls for a systematic use of tie media
both to motivate change and give recognition. Marilyn Steele, calling the media the primary influence
for change in our society, says we need to learn to use the media for this social change. There are
soy eral ways you may want to use (or recornAand that others use) media to provide assistance:

introductory letter or brochure describing your functions and services

frequent press releases 1;1

radio/television public service messages

documentary film, filmstrip (state- based)

posters

bumper stickers

information handouts

newsletters

The potential impact of a public relations campaign through mediaat both state and local levels
should not be underestimated.

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

The sex equity movement has been underway long enough that many "interested parties" exist.
One of the most important ways you can provide assistance is to identify these persons and promote
collaboration between them and local educational agencies. This will be far more productive than
to attempt to solve everyone's problems yourself. You can, for example, establish a network of
communication through periodic mailings, regi8nal and state conferences, and visitation promotion
that will enable problems and strategies to be shared.

.
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Make Information Available to a Variety of Audiences

Exercise 11

Purpose To brainstorm as many suggestions as possible ow you, in your jdb role, can make
information about programs and activities i tional education designed to reduce sex
bias and stereotyping available to a varie f audiences. 111.

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

ol,s, you think of suggestions, remember the following basic principles of brainstorming:

The purpose Is to generate as many ideas as possible withlii short period of
time.

There.will be no evaluation of ideas. Although an idea may appear to be im-
practical or unworkable, that idea may stimulate something which would be
highly practical and workekle.

You can add to this sheet some of the ideas in Vocational Education Sex Equity
Strategies or some of those generated by colleagues that Id be particularly relevant
to you in ycl r job situation. Then compare your list of ions to the list on page
74 compiled lay sex equity coordinators who pilot tested hese materials.

Audiences:

Information Strategies:
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Make Information Available to a Variety of Audiences

Exercise 11a

The following list of suggetti6ns assultedifrom a brainstOrming exercise by sex equity coordi-
nators who ot tested these material*:

io interviews
TV spots
Utility company mailouts
Newspaper articles
Feature articles

.4111.

Newslettersuse established ones, start new ones
PTA programs
Public appearances at community organizations
Vocational education magazines
Legislative contacts
Youth organizations

"1:1

Organized labor ,f.4
Civil/human rightterginizations
University teacher 'ducat*
Contacts through professioflat and social groups

A
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IFonellion (9: Review the self-evaluations required by Title IX. I

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

Background Information

* Whitioschools and educational agencies are required to do the Title IX self-evaluations and keep
d' them on file for 'Federal requests, they are not required to provide the information to you. How you

implement this function of your job will depend on the policy and procedures of your agency and
the relationships that have been established with the lo'l education agencies. It is probable that
more guidance on this function will be forthcoming from the Bureau of Occupational and Adult
Education, U.S Office of Education. i

,-7
Martha Matthews and Shirley McCune, in Complying kw Tide IX: Implemen g institutional

Self -Ev aluation, indicate that in order to assess and evaluate p t compliance e requirements
of the IX Regulation for nondiscrimination in vocational ed eon and to plan ry modi-
BcatkWit will be necessary to:

Review the following materials: ' L

I

coMaterials concerning vocational education and related c arses agd programOrovided
by either vocadonal or non-vocational elementary and ondafii schools f
0

copies of graduation requirements* copies of policies governing student assignment to courses and'programs of
vocational education
copies of student handbooks
copies of all descriptions of voca11Onal, technical, industrial, business, and
home economics courses it
copies of all curriculuin gold relating to content, activi ies, instructional
methodologies or requireme in vocational education a related courses

\ ,
- Materials related to admissions to any schools of vocational education operated by

the district

copies of all policies concerning student admissions and admissiom requirements
I copies of any documents describing the admissions procedure

stateerent of admissions criteria- copies of all tests used to determine eligibility for adriission
copies of all application forms used for student admissions
copies of recruitment brochures, catalogs, or other materials distributed to

I icants
copies of any materials used by counselors in referring students to vocational
schools

Collect the following data:

Data concerning vocational education Ld related courses and programs provided by
either vocational or non - vocational elementary and secondary, schools
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course enrollment by sex in all

to

vocational courses
technical courses
industrial courses
business courses
distributivecooperative education courses
home economics courses

list of student placements and compensation by sex in work-study progranis
descriPtion of practices and/or criteria used for referral or assignment of students to
vocatiorleducation courses and programs

beta related to admissions to any schools of vocational education operated by the
district

number of students admitted by sex for the current academic year and the year
preceding
for any tests used in determining student eligibility for admission, the average, and
median score obtained by males and females during the past two years
a list of all institutions at which recruitment efforts are made with enrollment
of each by sex
a list of all institutions which regularly refer applicants for admission, thefr
enrollment by sex and their referrals for the past two years by sex

References for Further Reading
4

Mathews, Martha and McCune, Shirley. Complying with Title IX: Implementing Institutional
Self-Evaluation. Washington, D.C.: U.S. Department of Health, Education, and Welfare,
Office of Education, nd.

S
y#rheyden-Hilliard, Mary Ellen. Cracking the Glass Slipper: PEER's Guide to Ending Sex Bias in
(1 Your Schools. Washington, D.C.: NOW Legal Defense and Education Fund, 1977.

1
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lowing Title IX Self-Evaluations

Exercise 12

Directions: Use the following checklist to practice reviewing a Title IX self-evaluation to find
if the education agency preparing the self-evaluation is in compliance with Title IX.
Discuss your conclusions with colleagues.

Vocational Education and Misted Courses Provided by Either
Vocational or Nonvocational Elementary and Secondary Schools

1. Are graduation requirements the same for females and males? (i.e.,
if industrial arts and home economics alb required, are both required
for students of both sexes?)

2. Does the student handbook make clear that all vocational and related
courses are open to students of both sexes?

Are all vocational education and related course titles and descriptions
gender-free?

4. Are all vocational, education and elated classes conducted on a co-
educational basis?

5. Dp all vocational education program and curriculum guidelines make
cleat that all courses are to be provided equally and under the same
conditions to males and females?

. Are all criteria for the assignment of students tovecational and related
count. and programs free from differentiation on the basis of sex?

7. Is the enrollment of students of one sex 80 percent or above in any
courses or programs of vocational education? If so, have
taken to ensur1Ihat this is not the result of sex discriminati in
counseling or counseling motels's?

Admissions to Any Schools of Vocational Education

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

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

*the basis of sex?

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

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

r 17-
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d. Without applying different admissions criteria on the basis of
sex?

2. Ate all tests or criteria used in admissions free from a disproportionately
advarse effect upon persons of one sex? If not, have these tests or
criteria been shown to predict validlysuccess in the programs concerned;
or have questions and tests which do not have such an effect been shown
to be Unavailable?

3. Are all admissions decisions made without reference to any rule concerning
tht actual or potential parental, family or marital status of an applioent
which treats persons differently on the basis of sex?

4. Are admissions forms or inquiries free from items concerning the marital
status of applicants?

5. If admissions preference is given to applicants on the basis of iiitenclance
at a school which enrolls only or predominantly students of one sex, is it
given in such a way to prevent discriminatory effects on the basis of sex?
(i.e., is such preference given to comparable numbers of females and
males?)

6. Are recruitment efforts made without regard to sex? If student are recruited
from institutions which enroll only or predominantly stildents of one sex,
is such recruitment conducted in a non-discriminatory fashion? (i.e.,
are students recruited sually from boys' and girls' schools?)

44,

7. If admissions have previouslyen limited to students of one sex, have
specific steps been taken to eincourage persons of the previously excluded
sex to apply for admission?.

If the answer to ay of these questions is "no," modifications and edial steps will have to be
taken to achieve compliance with Title IX. it

Yes

Source: Matthews, Martha and McCune Shirley. Complying with Title IX:- Implementing
Institutional Self-Evaluation, pp. 36-37.



Function ij): Review and subrat recommendations with respect to overcoming sex bias and sex
stereotyping in vocational education programs for the five-year State plan and its
annual program plan prior to their submission to the Commissioner for approval.

Objective: To examine your State plan for inclusion of required and optional provisions relating
tosex equity of Title II.of the Education Amendments of 1976 in order togain skill
in reviewing and submitting recommendations with respect to-overcoming sex bias
and sex stereotyping in vocational education programs for the five-year plan and the
annual program plan prior to their submission to the Commissioner for approval.

Backgrll. Infonnition

One **your important functions as state sex equity coordinator is to review the vocational
education five-Air plan and annual plans. This process involves making recommendations with
respect to overozsilning sex bias and sex stereotyping in vocationAteducation programs prior to the
plan's submiuionlo the Commissioner for approv

The basis for recommendations will be the r
sex equity cited in e Regulations for Title II of the Ed
exercise provides ankopportunity to gain familiarity wi
through examinatio f your state plan.

.optional provisions relating to
ndments of 1976. Thenext

rovisions and reviewing skills



Does Your State Plan Meet
of the Education

R_ eduirements of Title
is 01976?

Exercise 13

Directions: Review the section of your state plan that includes the provisions for sex equity.
Use the checklist below to note the inclusion of the required aovisions.

YEci No

1. Selection of full -time personnel to eliminate sex bias and
dIscriMination in vocational education programs

. *
a. to furnish equal ucational opportunities in vocational

education prog to persons of both sexes

b. to eliminate sex discrimination and sdlistelrotyping from
all vocational education progiams

c. to undertake the following functions:

1) taking actions nacessary to create awareness of-programs,
and activities inTmcational education designed to reduce
sex bias and sex le typing in all vocational education
programs, inc. the State board in publicizing
the public he to plan

2) gathering, analyzing, and disseminating data on the status
of men and women students and employees in vocational
education programs of the State ,

3) developing and supporting actions to correct problems brought
to the attention of this personnel, including awareness of the
Title ltk complaint process

. 4, reviewing the distribution of grants and 'contracts by the
State board to assure that the interests and needs of women
are addressed in all projects assisted under this Act .

5) reviewing all vocational education programs (including work-
study programs, cooperative vocational education programs,
apprenticeship programs, and the placement of students who
have successfully completed vocational education programs)
in the State for sex bias

monitoring the implementatioft of laws prohibiting sex
:discrimination/inall hiring, firing, and promotion procedures
within the State relating to vocational education

7) assisting lakal educational agencies and other interested parties in
the State in improving vocational education opportunities for
women

80



Yes No4

8) making available to the State board,, the Stateeadv Corc1201$ iI
. ,

the National Advisory Council 'pa-Vocational Educationf(the
State Commission oar Status of Wen, the Comm r,
and the general publWincluding iridividuals and orga in ;r"' .s.

the Staltavoncerned Mort sex bias in' vocational education for416'
oration developed undet this sectiog,,,

ft
9) reviewing the self-evalatlons required by Title IX

. ,
',...h # ',

coming sex bias and sex stereotyping in vocational education
10) reviewing and.submitting recommendations with respect to over- , ..

programs for the five-yearState,plan and its annual program .. ...3

plan prior to their submission to the Com,issioner for approval . t `. . '!'s

0- --
Expenditure of at least $50,000 frOm basic grant f yds to support illeull-

rtirnepersonnei to eliminate sex bias and diectimislavon in aocational edu- -

cation programs It

1.. ili ',

3. Policies to assure equal access to v tiort programs gy both
men includingk,

..... . f'd ,

, .., -, , I *,:(1 '.'.a. in ti) be taken to overcome sex discriminationand sex stereo: .

typing in all State and rocal vocational ediOation programs - ',,i "..._

N. 1
.. , .

-es. it
0. incentives adopted by the State for eligible reci etts (LEs and

institutions of vocational education) to ehcourageO)rollpatrit by.' :' : ,, #-

students in courses which are not treditionisl for their sex and too,:i
develop model programs to reduce jot tiariand selbstereotypi4. ,*" , ' *, . , A

in trainingand plecament.. , . e.......... ,-,,,....=

2.
P

Zt.::11 -. 7

4. Procedures to aura to vocational education prograrns
Aboth men and wo including:

to overcome sex discrimination arid sex stereo oa. acOons to be tak
typipg in all StatitancT locaf4ocational education programs

b. ives adopted by the State for eligible recipients ((ens" and
itutions of vocational education) to bncourage enrollment by

ilv : students in courses which are not traditional for their seven&
sex stereotyping in training and placement

or
5 Review* annual' programlan for conipllance with provisio f the \

five-year plan for equal access to vocational education pr rams by
women and men

8. Provisioti for certification that sex equity person has beerkifforded
the opportunaty to aeview the annual program plan and accountability
report

0

0

'r

I-
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2

7. or thatsex equity person has been afforded'
nidi/rationty reSew the five-year plan

8. E during the five-year period of the State plan, of the
of each vocational education program or project supported

by Federal, Stagg, and local funds4i8r additional services to women
t

9. Funding for programs for the following special groups:

a. homemakers, because of dissolution of marriage, seeking
emplorent .

b. IN, si e heads of households who lack adequatelobskills

.
c. ho rnakers and part-time workers seeking fulime jobs

d. women/men movilip from traditional to nontraditiorial jobs

10. Programs to assess and meet the needs of the special groups in
/No. 9 above that include: .t

a. preparation for employment

b. special courses for learning how to seek employment
it\

c. placement services for crpleters of these special pr rams'

1111°
.1

11. Provision for funding for aqpsumer and hdmemsking pp ms from 3 *
the separate authorizaticyt for such programs

If orbit/gots in these areasirre not included in out state plan, remember that the plan may be t
.t. _ .

amended at Ay time. Ifibese provisions are t ihcluded; the plan is not in compliance.
IF ,.

Use the checklist below taigote the inclusion of optional sex equity provisions iltour State plan,
$1.

No

aldU

Thrrgh. Bash Grant Funds

SupPort SI trmices for women including:

a. counseling

job development

job follow-up seres

S.

reasing the number of women instructors in hontraditioral fields

82

gi'r

Yes No

,1
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, Day care services for children of students in secondary or postsecondary
! vocational education programs

,.. ,
., . .

,..411 y :Apprentice programs if assurances are made to provide equal access to

",.

' -both sexes
0,.

.5, ( Funded industrial arts programs must be designed to meet the purpose
of elimination of sex stereotoging.

tonstructibn and operation of residential vocational schools that
provide vocational education for youth (males and females)

01.41.

,Through "Program 14rovement and SupportiviServices Funds

11,111rdi Pm.," 4.

7. 'Experimental, developmental, and pilot programs and projects designed
to test the effectiyeneis of research findings, including programs and
projects to Overcome problems of sex bias and sex stereotyping

Review and revision of any curricula developed under this sectioe$o
elite stereotypes based on sex, or national origin

Exemplary agd Innovative .0

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

Currie ulum Development Prolimir Jo

10. Developlment and dissemination of curricula and guidance testing
materials designed to overcome sex bias and sex iteteoty
votional education programs . ,,

4. Supporservices.designed ta-engble teachers to meet tlitf. kikiret.
III

0,- .,,, r . '

inclividuis enrolled in vocational education programs tanaiOt''
linked ib members of the opposite sex 141it-f. ,:i

4/ocational Guidlikice and Counseling

12. Vocational guidance and nseling training designed to acquaint
% guidance counselors with:

AP

a. the changing work patterns of women

b. ways of effectively overcoming ocamational stereotyping

jek

8'19'

Yes No



c. gays of assisting girls and women insselecting caraeriiiolely on
their occupational needs and nterests

is,
13. Establishment of vocationakrextirce cerwteti designed io.meet the

vocational guidance and counieling needs of special populations,
.

inching persons entering or reentering the job market retain life
.

Vocational Educatibn Personnel Training

14. In-service training for vocational edikilion teachers staff
members to overcome. alllc bias and sex steracitiping invocational
education programs

Grants to Overcome Sex Bisa
.?

15. Research ojects. onwa overcofhe
in vocat I educaton pr ms

16. Development of carricu

17. Development of criteria f
for sex stenpotyping: .

18. Examiriationof cuVel'n
free of sex stereotyping,

1.9. Training to acqu'ain cou
ways of effectively
especially io,assisting
'interests and occupati

If liou feel that some of these
should be included, you can

0

e



NOWtAN 1 INFLUENCE PEOPLE
TO WORK ON THE PROBLEM?

ObjeCtive: To become farrriar with the range of potential peogia who can help solve the prob-
lem of overcoming sr bias and sex stKeotyping in vocational education in order to
facilitate carrying out the functions orthe job of sex euity person. %

all

e

Background Infirmaon
.

The methods you setedt for influencing people will depend on what is comfortable and effective

peNitfo ow: Refer back to Chapter II for recommended, strategies for working with state department
nel and to the recommendations for working with local directors under "Function g."

Information collected about existing programs with strengths and weaknesses identifieican be
very helpful in influencing people to work on overcoming sex bias and sex stereotypinotinviiCatiOna)
education. Plans for increasing sex fairnesfin vocational education will be easieild Mali-if there is
xiMeunderitanding of good, existing programs.

You may want er poss ibilliy of a task force for working with your office. A task
force for the whole by the state-director of vocational edugation, or even by e

governor of your state nitres you blue your work ip-itnieqUitir.
t r,

Employers have complained of the impossibility o`if nig affirmative action goalsbecau
there are no women trained in sonlitfields awl therefo women,to be hired.' Persons lei*"
those kinds of statements can strengthen yoer positionWhergiesenti case for opening programs
to both sexes. Employers who are not so enlightenecitcan, however, i eaw the difficulty by taus-
log placement probilas. There are still people whNbelieve some . .. ,- .-ons atetnot.appropriate
for women everr when women are trained and qualified. Schools are prohibited 6 4'itle IX f%

,' supporif* this kind of policy. If emploinirs will not change their policies, the schools must to ate

the relationshli'i. -
1.

J r e

. 4

Thant shodid be many opportu far you to act 4ri a consulting capacity to the various area,'
within your state agency and ( I education agencies. As the legislatiogis Uncle

and incenthap begin to take eff , more and more people will interest thitrkelves in e probIEfm of
overcoming seilbias silasex stereotyping in vocational education. #nform Weocational educ.0tors
in the state of the kinds of assistance you can provideand encogragit them to assist you.

...,
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Purpose: To list potential
to facilitate the o

Organizing Your Change Team

Exercise 14
0

sts, process helpers, solu4 givers, and iesdurce linkers in order
ation of a change team.

Directions: Begin to list below the people who may be willing to help work on the problem, of
overcoming sex bias and sex stereotyping in vocational educatiiiin.

fen
.

,..,
,s,

People in the State
Agency (Insiders)

,
Other People
(Outsiders)ii .

Catalystspersons wilt
want change

.

.t4 lb'

.

.

,

Process Helperspersons who can
provide assistance in recognizing
and defining needs, diagnosing
problems and setting objectives,
acquiring relevant resources,
selecting or creatingsolutioni,
adapting and installing solutidbi,
and evaluatieg solutions

.

.

,..

.
_

.,.

1.

.

.

V
4t.
,

_ .
Solution diverspersons who
havrdefiniteideas about veat
the change shoUld be

,
.

4-.:,?*ir., .

.f -. - ,

-...

.

,

-,

.

Resource ;Lirfilippersons who
bring people together, who help

%find and make use of resources
inside,arid outside their ow.
system .

4e. fik

114..)..,

04-

.

,

. *

''y`

i'21/7"..,
..:_.,'z'

VA40e4

44*--

"4.444
o

.;:y
/.

.4.
.

.
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CHAPTER V

WHAT RESOURCES CAN HELP
SOLVE THE PROBLEM?

1r;

, r
Objecti To become familiar with the range of potential resources that can help solve the

problem of overcoming sex bias and sex stereotiping in vocational education in
order to facilitate carrying out the functions of the job. *

Background information

Havatikk,. oscussing how to build and maintain awareness of the resource universe, provides
three stages: building awareness, maintaining awareness, and awareness of infortion systems. He
suggests the following for maintaining awareness: periodicals, mass media, and a personalequain-
tance network. -Activities you may wish to consider in building and maintaining your personal ac-
quaintance network are: attendance at professional meetings; fits to .other locations (for whatever
purposes)/ phone calls to outsiders (for whatever purposes); interactiOg .wilth people who are.in dif-

' fe les and different systems whenever the oppqrtunity ar. aintaining good contacts and
. A,.3,, h it canaulting with insiders and colipagueA who woriiw . are alio important*The two ;,
A'InfOr "on sotems you WO probablywant to become familiar are the /ERIC Cleariiighouse;;. -'

,

-;.,On Cartier Educe/ion. (your state agency or Reseitch Coordinating Unit probab has ari ERIC col- fit

'lit tion) aggiheWpmen4 Educational Equity Communications Network, at the Far Wesel,:..-
Laboratoecr fPr'Educational Research and Development, San Fraitisco, Cal

,.. .1-,

r.
1 f e ji

.
There are man as of expertise that can be tapped for assistance in s Our,

,r, problems. , There 'shotif'd be a Title IX-Coordinator in your,agency. Affrima 0 era'
Can provide assistance on employment issues. Consultants will be litbeful tollooli in establ ing.gbals
and objeCtives as well as adding expertise to in-service workshops, qinferences, and other activities. 4 *:

4"thiedifirnission on the Status of Women In youKstate maybe ablho provide assistance. .7'
- *, . 4.77.' w 4 ,s;

There areSeveral national women's organizations witOdifferent goalsIihd jeCtives, bufah---.
have concern for se/iairness. Many of thelkorgapizations love state /or.lo tea ten
sipler America', AhMatipn of University,Wbrhan1;4AUW), League of

as

Vote LWV), 1 .;,-ti.
..-a-National,Organization Ifft Women (NOW), Women's Equity Action League (WEAL), an

Women's Christian Association (YWCA).- The Chamber of Commerce in some cities will provide, :'.,,,,

with information on loci/ ollinizations and their goals and objectives. There may be unique speciBC
Nanizaitions in y area which can provideruwith wipes' assistance. It will botime w

they may provide you with supporTas well as service.
spent t,

/ 1

'o-visual resources, notuVie tioi to of at ion iin telaa area',
t of'`i. .an xcellent seurce
el. It isable t

imni0Profes n ii

to identify then4rl

When using print
ishanging,0111pialy. The Wo en*B.eau of the U.S. Depa
of ocaupationdrind emgOoyment informatiollon thd nation

their mailioap list. Consider subscribing tqoperiodicals and newsletters an
Alkginizations that can keep you aciurately forMed*.

.

401H 410,,
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A collection of strategies, techniques and materials related to sex equity. in vocational education
included in Vocational Edubation Sex Equity Strategies. An extensive annotated biblio-

is also included.

Potential Information Sources
40

: -,--
The folkiwing organizations have engaged in research and developinent efforts to overcome sex

bias efid sex stereotyping in vocational education:

4111enter fog Womah's Opportun*ies. American Association of Community and Junior Colleges,

*1 DuPont Circle, NW, Suite 410, Wash 'neon, DC 20036, (2(h) 293-7050-for information
on an assessment of women in two -year allegs in regard to-opportunitiikto&rgrechnical
and semi - professional skills. A selected bibliography and newsletter are avbi _, ,

. w .

4.. 6 , .

Mg Asdkiates. P. d IV* 466, College Park, MD 213740, (201) 864-7600-for itaff development,.
--.---.; "activities addressiiig *5c-role stereotyping and sex bias.in vocational education. .

44. " i
- "The .Fedducation Pro ect, Lawyers Committee for 4ileRigits Under thatLalv, Suite 520.

: 73111119th St., N ington, DC 20005s (202) 628=67.0r o&hni .-arailitgance and infor
mation about :Opportunity in vocational education.. A montIW, nevisletIP is available.

feminist
,,,Northwest. SeAlle, WA-for Information about Project Awareness and curriculum

materials for eornbatting sex stereotyping. 40,

L'illitaide nd Associate& 4701 Willard Avenblite. 102, Chevy Chase, MD 20015 ) 656
orinfortnat on on abusiness and rWrianement develoPmellt.protraT for minority

women., it. * .

New Di lolisi °WI§ Woriien. 346 South Scott, Tucson, AZ 85701, (602) 6213677 -for
assi ;ice workshops ind a prograM called Sex Stereotyping Avarerfess Td°11SSAT). -

4."-67r.., . ' ---'-...". -

,-
cation-flights (PE 1: 10293fermonfAvenue, NW; Suite 800, Washington,

202) 332-73377-for assistancE and publications relating to Title IX. A quarterly
- . 4oevtiletti&s available. .,.;-,...*:1,-7i-A..::',..,A.,. s

, _p v
.rrhe Resollr" Center on Sex R4liktri Oen. National Foundattn for the Aprovement of_a._.
4 Education, !NW Sixteenth St.. NW, Weshington, DC. 20036? (2) 8345426-for technical

assistanceftaining, and materials relating to overcoming sexliss and sex discrimination in
* educatien..;.

Inc, 1018 Wilson Blvd., ArlingtOn, V6:22209,
":;

feci-Oroon
DC

R'
f.reseerch, reports on women's perticiPation rn n

and secondary levels and a report on IN

Sigiber, Fink,
6-13

x-fa'

;Vert nand A
assistance o

Ott

104-3360-fcwablications,
Illonaltoccupations at the'

apprenticeships.

4

-9060 Santa Monica Stvd.,'Suite 108, Los Anggles, CA 90069, (213)
enals On expanding career horizonibnd workshop on leadershi° training
reer and vocational education.

es. 3747 Huntington St., NW, Washington, DC 20015-f
equity in guidance and Sex equity in education.

88
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.

Wider Oppqrtvnities for Women. 1649 k Stied, NW, Washington, DC 20006for information
about i nationwidewetwork of special projects for women in nontraditional jobs.

Women on Words and Images. P. 0. Box 2163, Princeton, NJ 08540, (609),921-8653for reviews
of elementary and secondary school instructional materials for sex -rol reotyping and in-
sentice workshops on sex-rolestereoniping.

Women's BureaV. Employme Standahli Administration, U.S. Department of Labor, Washington,
DC 20210, (202) 523- for a wide variety of publications on the status of women in the

4abor force and for ttli CETA funded special projects on women in nontradition. jobs.

Worn.elk Educational Equity Com' munications Network. Far West Laboratory for Educatio' nal
Research and Developmpt, 1855 Folsom Street, Sarr,Francisco, CA 94103, (415) 65=3000
for publications, bib6xjraphies, inforrier analysis products, a directory of human resources,
and user workshops. "/

1



Resources for Solving the Problem L,

Exercise 15

Purpose: To begin to list potential retotirces-that cep" help solve the problem of oiercomiqgsve bias
and sex stereotyping in vocational educiitiilp in order to facilitate carryinlout thWubctions
of the job.

Directions: Begin to list below the resources you tek you will find helpful in working on the prob-
lem o *overcoming sex bias and sex stereotyping in vocational education.

PRINT SOURCES

'Types:

Newsletters:

Information
Services:

YY

Other Print
Sources:

a

FUSON SOURCES

- Consulting
Orgailltations:

- indjiaclual :-,4
Conitiltants:

Academic
Institutions:

Indleidual Researchers
ant FacA,Ilty:

Federal Government
Agencies:

Prefylional
Ailociations:

(ti

nctividualtp
4411121=77:1:-..,...-,.,-,:sr,,,-.71.7-7,-.

. ._ -f..2._:,a,-....el_- 11,,,,....:,47._;?,.. ---7^_....:,r!.....7.r::-..-::::-'- -.1- -..--- --..- . .

Olio
..., ..tram.

.5.s-

'-`4;inA rCr'-- -7 ":"......-. ' , -.1 . .



CHAPTER VI

HOW DO I GET IT ALL TOGETHER?
,

ObjeCtive: To become_ familiar with action planning steptin'ordertorgainpforntation in pro-
gram planning and managing, given the constrains :-04partiguitaiate situation.

1,

Objective: To app'y action planning s in orderto gain skililn-program planning, giVen the
constraints of aparticular e situation-.

f
Background Information

Now that you-are thoroughly impressed with the magnitude til the responsibilities of the state
sex equity person, you need to proceed Witt irnaking realistic and achievable plans. Whaterthe
awareness level is in your state, there is more than-enough work for one person. Examine the
specitoc needs of your state and design a plan (pr action. Refer to Chapter II as neededio check
your managerdent approach and underlying assumptions. Listed below are some points to keep in
mind: .

.441. fenow your deadlines for meeting the Federal requiremsnts.

2. Set deadlines for yourself in order h avrsOformation ready for deadlines.

3. Make a liataLuntsstate and loco tings of profession I orgaillkzationa -here you,

may bja llIrlb give heir(eX get help. *
,,,-

4. -Find the people you need assistance from an find out how and when they ca
it.

...- , ,

5. If the Advisory Council or eXiitinglask forces understand the tegislationlvd enthusias:
tidally support it, use tAir h..

411 . I'*Consider the possibility of forming your own task force or a liaison group
.

'Pik Tryjo set prioritiesoften you can get lost in papajwork and smaliiiiitails

8. Be realistirpradffces and-aititudes take time to change.

. lit

, Gilt , le"
Al



: -
Seven Steprogram':,plannin. Process

Exercise 16

A TStip 1 Setting measurable gook and objectives' 0
Step 2i*. Planning programs for each goal (programs would include specifie objectives, subobjec-

tives, work activities, products, and oi(comes)

Developing a budget41IteP 3:

Step 4;

Step 5:

Step6:

Step 7,

I m p l e m e n t i n g the program
41,

Evaluating the, program
J7,

4 _

Up ating arid adjusting program' plans
if t;'

Reporting resulill of the program
. ,

. Basic Principles of Effective Ppgram Pianning

1. Program planning,is an "ondoiiig,isontinuous pram. Every program should pe in some phase
of the program planning process.

:PrOgi rillOPlannerS shrla OPize all seven phases of the program planning proctis:-
.K

3, Those,v1ho'willarry,oufthe program shoOld be includedor reOresente4 in every phase of
the Process. ,

timelines should be carefully dblinia.tid, esponsibilities should, early assigned.
.

, ,...-,,, .

5. Most plans ihou4iritiudeean in-service training compondrit as part *to implementation
..' asflce , 7 ';,

.I.,
;

sResburcecenter d'n Sex Roles in Education. CharcorningiSex iscrim. mation and
--. Attaining Sex abity in Vocational Education: Recogni4g and Combatting Sex alai

and Planning for Action, p. VW-16. -, :Ilt

.c,..--
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MY Action it
1

Directions: As the final exercise in ihispublication, you have' the opportdnity to develop, your own action pla

be realistic for you to do in your situation and one to which your are willing to,commit.yourself.

program planning outlinetdetermine specifications for your own action plan. ,
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