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Work and education programs are 
essential to a comprehensive train-
ing and human resource develop-
ment effort. These programs are 
based on organizational develop-
ment theory, and the t raining, 
management development and em-
ployee development needs of a 
company. 

The program described in this 
article features some of the major 
ingredients of a work and educa-
tion partnership. In this program, 
educators are given work experi-
ences in the private sector that are 
meaningful both to themselves and 
the companies for which they 
work. This serves as a basis for 
common understandings that may 
be translated into specific educa-
tion programs in school systems, 
with the continued cooperation of 
the participating industries. 

Project ACCESS 
Called Projec t ACCESS, this 

program was initiated in March of 
1977 by the Raytheon Data Sys-
tems Co. (RDS) in Norwood, Mass. 
with the help of the Boston Uni-
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versity School of Education, and 
approximately 12 school systems 
in the geographic region surround-
ing RDS. RDS was concerned 
about meeting its current and con-
tinuing needs for human resources 
in the data communications indus-
try through the end of the twen-
tieth century, and about the lack of 
economic education in the public 
schools. This author was concerned 
with developing school-based pro-
grams that would help youth suc-
cessfully make the transition from 
school to work. These re la ted 
interests came together in collab-
oration for the development of a 
work and education program. 

This program was designed to 
achieve several objectives. First, 
it provided work experience for 
teachers to help them understand 
how a free enterprise economy ac-
tually works. Second, it led to the 
d e v e l o p m e n t of p r o g r a m s in 
schools that will help youth make a 
better choice regarding the kinds 
of careers that interest them, and 
the opportunities available within 
these fields. Third, it served as the 
base for the establishment of spe-
cific programs in schools to pre-

pare youth better for the transi-
tion from school to work. 

Just as important, perhaps, is 
the fact that these programs lead 
to a b e t t e r unde r s t and ing and 
appreciation by educators and stu-
dents regarding the contributions 
made by the private sector. 

As a beginning, RDS employed 
eight teachers during the summer 
of 1977 to work in its plant in 
various capacities. In the place-
ment process , an a t t e m p t was 
made to match each teacher's com-
petencies and areas of interest to 
jobs in the company that could use 
those particular skills and talents. 
The teachers were each employed 
for eight weeks, and represented 
five different school systems. They 
represented also different teaching 
assignments including counselors, 
and teachers of English, industrial 
arts, physical education, distribu-
tive education, social studies, and 
science. 

In addition to their work assign-
ments, weekly seminars were held 
each Fr iday for t he se t eachers , 
new employees in the RDS man-
agement trainee program, and se-
lected managers from industrial 



relations and training and develop-
ment. At each seminar one of the 
functional vice presidents or man-
agers made a presentation about 
his/her area of responsibility, so 
that a good representat ion of all 
the different facets of the com-
pany's operation would be provid-
ed. The project was evaluated at 
the end of the summer, revealing 
that the teachers were satisfied 
with the experience and, indeed, 
no longer held a negative at t i tude 
toward the f ree enterprise sector 
of our economy. 

As a follow-up to the summer 
employment e x p e r i e n c e , each 
teacher participated in a graduate 
course entitled "School-Business-
Community Cooperation," offered 
by the Boston University School of 
Education, held at the RDS train-
ing and development center. The 
purpose of t h i s c o u r s e w a s to 
explore fur ther the relationships 
that should exist between work 
and education, and provide a base 
for the d e v e l o p m e n t of spec i f ic 
school-based programs. 

The greatest frustrat ion experi-
enced by the teachers af ter the 
summer was their relative impo-
tence in establishing and imple-
ment ing p r o g r a m s wi th in t h e i r 
school systems. They had no diffi-
culty in modifying their courses, 
and adjusting the way in which 
they provided instruction to their 
students. They were experiencing 
problems, however, in at tempting 
to impact upon their school sys-
tems in a broader fashion. Clearly, 
a more comprehensive approach 
was needed. 

Building Commitment 

The first steps were encourag-
ing. The receptivity on the par t of 
the teachers, and the interest on 
the part of RDS was strong. In 
order to impact upon the school 
systems and build t rue collabora-
tive and partnership programs be-
tween work and education, how-
ever, top m a n a g e m e n t of t h e 
school systems must be involved, 
as well as top management from 
industry. Consequently, the super-
in tenden t s of schools f r o m 15 
school systems surrounding RDS 
were inv i t ed t o a luncheon in 

J a n u a r y , 1978 to d e f i n e subse -
quent stages of this effort . The 
progress of the project to date was 
described, and an invitation was 
distributed to each of the school 
systems for fur ther participation. 
The goals of the program were ex-
pressed as follows: 

1. To e s t ab l i sh and ma in t a in 
permanent, ongoing relationships 
between Raytheon Data Systems 
(RDS), the School of Education at 
Boston University, and school sys-
tems in the communities surround-
ing RDS. 

2. To examine the continuing ap-
propriate roles of business, indus-
try, and school personnel regard-
ing the preparation of youth for 
work. 

3. To train a cadre of educational 
and industrial personnel from each 
school system and from RDS in 
designing and implementing pro-
g r a m s t h a t will f o s t e r pos i t ive 
school-business-community coop-
eration. 

4. To design specific high-school 
level training programs that may 
be implemented in schools and at 
RDS. 

5. To continue to provide sum-
mer employment for teachers in 
industry that will broaden their 
experiential base and help them 
prepare youth for work. 

6. To use these school systems 
as the pool for high school students 
who will work for RDS as part-
time employees in a cooperative 
education program. 

7. To use th i s p r o g r a m to 
i d e n t i f y a lumni of t h e s e school 
systems to participate in college 
i n t e r n and m a n a g e m e n t t r a i n e e 
programs. 

8. To provide teachers with the 
background, skills, and commit-
ment to integrate components of 
c a r e e r educa t ion in t h e i r class-
rooms. 

The proposed activity for the 
spring of 1978 was a symposium 
series that would bring together 
representat ives from both work 
and education to discuss the rela-
tionships that should exist between 
schools and f u t u r e e m p l o y e r s ; 
i d e n t i f y specif ic p r o g r a m s t h a t 
might be developed; and deter-

mine how these programs might be 
designed and implemented. For a 
school system to be eligible for 
participation, it was responsible 
for sending a team of at least five 
educators representing one junior 
high school t e a c h e r ; one sen io r 
high school teacher; one counselor; 
one special education teacher; and 
one administrator. 

This team would participate in 
the symposium series and develop 
specif ic p roposa l s for p r o g r a m s 
that might be instituted between 
their school systems and RDS (or 
other industries in the communi-
ty). A number of representatives 
from both the work and education 
sector were invited to speak at the 
symposium series, including major 
corporate officers from four "For-
tune 500" companies. 

The Format 
Ten sessions were scheduled for 

this series, subdivided into three 
major categories. The first four 
sessions included speakers from 
both work and education, who pre-
sented the broad framework and 
rationale for this partnership. The 
next three sessions were used to 
invite individuals, again from work 
and education, to talk about spe-
cific programs being implemented 
either in their school systems or in 
their corporations. The final three 
sessions were established for the 
development of specific proposals 
from the school systems to RDS, 
identifying programs they would 
like to implement in their schools. 

During each session, speakers 
were asked to provide a formal 
p r e s e n t a t i o n for one-half hour , 
followed by a 15-minute question-
and-answer period from the floor. 
The large group was then divided 
into small groups, each represent-
ing a p a r t i c u l a r school s y s t e m . 
Each small group had a team lead-
er identified by the superinten-
d e n t . Each g roup also had a 
"facilitator" to help examine the 
implications of that speaker's pre-
sentation for each individual school 
system. Each small group also be-
came the writing team to design 
and develop specific proposals for 
their school systems. 

As t h e sess ions p r o g r e s s e d , 
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a n x i e t y d e v e l o p e d wi th in t h e 
g roups r e g a r d i n g specif ic pro-
posals to be writ ten. What topics 
would be appropriate? What for-
mat should the proposals use? How 
much funding was available? What 
were the potential funding sources? 
How do educators, who have not 
had experience in developing pro-
posals , begin to approach th i s 
task? To assist in this process, a 
facilitator's training session and a 
set of guidelines were developed 
for participants. 

It was interesting to note two 
general impressions that develop-
ed from the proposal-writing acti-
vity. The initial response from the 
teachers was "Tell me how much 
money I will receive and I will tell 
you what I would like to do with 
it." The second comment , also 
from the teachers, was "I would 
like to do this but I tried it several 
years ago and was rejected. I'm 
sure my school system won't allow 
me to implement this kind of a pro-
gram, so why should I bother to 
write a proposal?" 

R e g a r d i n g t h e f i r s t ques t ion , 
RDS refused to place a fixed dollar 
amount or direct allocation to a 
school system. Rather, each school 
system was encouraged to design 
the program that would best meet 
its needs. RDS would then help 
assess these proposals, and either 
provide direct support for their 
imp lemen ta t ion , or work with 
them to find support and funding 
from other agencies and institu-
tions. In response to the second 
question, RDS offered its services, 
if needed, to help obtain the neces-
sary commitment from each school 
system for the implementation of 
its proposal. 

Several interesting outcomes de-
veloped from this proposal-writing 
activity. First, of the approximate-
ly 40 proposals that were written 
by these 12 school systems, more 
than 30 did not ask for any direct 
cash outlays. There were requests 
for field trips, internships, cooper-
ative work stations, guest speak-
e r s , media se rv ices , f a c i l i t i e s , 
equipment, and the like. This was 
a very encouraging sign that the 
school systems were thinking in 
terms of programs, and the re-
sources of the private sector that 

might most appropriately be ap-
plied to those programs. 

Regarding the second question 
of commitment, a s imi lar and 
equally p o s i t i v e o u t c o m e w a s 
found. Educators were encouraged 
to ask their superintendents for 
help if additional time was needed 
for the development of their pro-
posals. If they wanted in-service 
workshops next year, they were 
encouraged to ask their superin-
t e n d e n t s to p rov ide s u b s t i t u t e 
teachers so they might be released 
f r o m c l a s s r o o m a s s i g n m e n t s . 
Every one of these requests were 
honored. Superintendents, despite 
budgetary crises facing public edu-
cation, saw and valued this project 
to the extent that they were will-
ing to support their staff in both 
the design and implementation of 
work and education programs. 

Some Initial Outcomes 
Although the long-term benefits 

of this program will not be seen for 
seve ra l y e a r s , t h e r e a re some 
indices of success that have al-
ready been achieved. 

• Thirty-four educators have re-
ceived private-sector work experi-
ence. 

• Twelve school s y s t e m s a r e 
currently working in close cooper-
ation with a major high-technology 
company for the development of 
work and education programs. 

• Of the 120 educators who ini-
tially registered for the sympo-
sium ser ies , app rox ima te ly 100 
maintained an attendance for more 
than 80 per cent of the sessions. 

• Forty specific proposals have 
been developed for potential im-
plementation in their respective 
school systems. 

• Significant interest has been 
expressed by the Education, La-
bor, and Commerce Departments 
of government at both the state 
and national levels. 

• More than 1,000 students have 
received additional exposure to the 
p r iva t e sec tor t h r o u g h p lanned 
tours, guest speakers, career days, 
etc. 

• A number of high school stu-
dents are currently being placed in 
cooperative education programs as 
an outgrowth of this project. 

• A specif ic c o m p u t e r sc ience 
program is being developed be-

t w e e n R D S and fou r of these 
school systems. 

Summer Internship Program 
In keeping with its commitment 

to the project, RDS provided 24 
summer-employment positions for 
educators from 10 of the 12 school 
systems that participated in the 
Spring symposium series. A par-
ticular a t tempt was made to de-
velop jobs that would meet three 
goals. The first of these objectives 
was the design of an employment 
experience that would be personal-
ly meaningful to each educator, 
related in some manner to his/her 
area of expertise and interest . The 
second criterion was tha t the work 
performed must be both meaning- ' 
ful and productive for the com-
pany. The third criterion was that 
the work performed by the teacher 
must in some way relate to the 
proposal developed by tha t teacher 
and his /her team in the sympo-
sium. 

This a r r a n g e m e n t cal led for 
careful job development, and the 
creative use of personnel. In each 
instance, however, a satisfactory 
arrangement was made. Following 
are several examples of these as-
signments. 

1. A high school business teach-
er worked in the Industrial Rela-
tions Depar tment providing a wide 
range of clerical, specialized secre-
tarial, and project responsibilities. 

2. An elementary school reading 
specialist developed a special "glos-
sary of technical te rms" to be used 
by the company in orienting its 
non techn ica l e m p l o y e e s . This 
teacher will also use the technical 
glossary for teaching reading in 
her school system. 

3. An elementary school princi-
pal worked in production control in 
manufacturing, applying his ed-
ucational management experience 
to that area. 

4. Several guidance counselors 
researched educational opportuni-
ties in the surrounding area, so 
that they might be used by RDS in 
counse l ing and c a r e e r develop-
ment for their own employees. 

In addition to the work experi-
ence, weekly seminars were held 
to p r o v i d e t h e t e a c h e r s wi th a 
broad-based exposure to the plant. 
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Various functional vice presidents 
and managers met with the teach-
ers and described the na ture of 
their particular duties. An external 
evaluation of the summer program 
concluded t h a t : 

There is no question that Project 
Access proved to be an exciting 
experiment in which an industi~y-
based teacher education in-service 
program was developed. It proved 
to be flexible and meet the needs of 
its participants. But more impor-
tantly, the teacher participants in 
this program gained a considerable 
amount both professionally and 
personally. . . . This project 
proved that two major institutions 
- industry and education, in our 
society can successfully work to-

gether. 
Next Steps 

As a result of the relationships 
established, specific computer-sci-
ence programs are being develop-
ed cooperatively between RDS and 
four of these school systems. RDS 
is consigning its equipment to the 
schools, and helping to train the 

teachers and design the program. 
The schools will offer a senior-level 
cou r se in app l ica t ion- leve l pro-
gramming, with an industry-based 
cooperative education component. 

The results will provide students 
with a bet ter understanding and 
knowledge of the data communica-
tions field, as well as salable skills 

a potential source of applica-

tinuation of short-term curative, 
knee-jerk responses to the econ-
omic demands and human potential 
of our society. 

as 
tions level programmers for RDS. 
Everyone — the schools, the com-
pany, the students, and the tax-
payer — will benefit from the re-
sults. 

Project ACCESS is a beginning. 
It is one initial thrus t toward a 
comprehensive work and educa-
tion model that will help alleviate 
the structural unemployment prob-
lems in our society, build bridges 
across the gaps between work and 
education, and form part of a total 
h u m a n r e s o u r c e s d e v e l o p m e n t 
model. 

I t is a long-term investment by 
the public and private sector alike. 
The outcomes, however, hold far 
g r e a t e r p r o m i s e t h a n t h e con-
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