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A 2 -WEEK, LEADERSHIP DEVELOPMENT SEMINAR WAS HELD MAY
31 -JUNE 10, 1966, AT THE UNIVERSITY OF MARYLAND FOR SELECTED
FEDERAL, STATE, AND LOCAL EDUCATORS WHO HAVE RESPONSIBILITY
FOR VOCATIONAL-TECHNICAL EDUCATION PROGRAMS. THE AGENDA AND
PROCEDURES OF THIS SEMINAR WERE ESENTIALLY THE SAME AS THOSE
USED AT THE VOCATIONAL-TECHNICAL EDUCATION LEADERSHIP

,DEVELOPMENT SEMINARS HELD AT THE UNIVERSITY OF MARYLAND (JULY
11-22, 1966) AND AT THE TAHOE ALUMNI CENTER, CALIFORNIA (JULY
28- AUGUST 5, 1966). THE OBJECTIVES OF THE SEMINAR WERE TO
PRESENT INFORMATION CONCERNING VOCATIONAL EDUCATION PROGRAMS
AND PROCEDURES AND TO PROVIDE OPPORTUNITIES FOR PARTICIPANTS
TO OBSERVE AND PRACTICE SPECIFIC LEADERSHIP SKILLS. A TOTAL
OF 55 DELEGATES WERE SELECTED ON A QUOTA BASIS, UPON
RECOMMENDATION BY THE RESPECTIVE STATE DIRECTOR OF
VOCATIONAL-TECHNICAL EDUCATION, TO PARTICIPATE IN THE
SEMINAR. TOPICS ON THE SEMINAR'S AGENDA INCLUDED HISTORY OF
VOCATIONAL-TECHNICAL EDUCATION,

LEADERSHIP-ADMINISTRATIVE-SUPERVISORY IMPLICATIONS OF
VOCATIONAL-TECHNICAL EDUCATION LEGISLATION, DEVELOPMENT AND
USE OF ADMINISTRATIVE-SUPERVISORY AND LEADERSHIP SKILLS, THE
WORLD OF WORK, PROJECTED STATE PLANS, COUNSELING AND OTHER -.
SUPPORTIVE SERVICES, PRE- AND IN-SERVICE TEACHER EDUCATION,
EQUIPMENT AND FACILITIES, RESEARCH AND PILOT PROJECTS,'
CURRICULUM DEVELOPMENT, COORDINATION OF ACTIVITIES WITH OTHER
AGENCIES, EVALUATION OF PROGRESS, AND STATE AND LOCAL
SUPERVISION. EVALUATION OF THE SEMINAR WAS ACHIEVED THROUGH
PARTICIPANT PRE- AND POST-QUESTIONNAIRES, GROUP DISCUSSION,
AND PERSONAL INTERVIEWS. RELATED REPORTS ARE ED 010 629
THROUGH ED 010 631. CM)
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FOREWORD

The legislation embodied in the Vocational Act of 1963in effect initiated a revolution in vocational and technicaleducation. The revolution of new directions brought =facedproblems, different challenges, and new concerns. Never inthe history of vocational-technical education have we facedthe multiplicity of problems and the need for immediate andlong-range planning at the federal,. state and local levelsthat we ourrently know.

Louis Cheskin has entitled a recent book Problem.- otedlLens Za G Ant And Government. Essentiaour need is the same* vocational eduoators who have thevision*to define problems and establish priorities, and thewill and knowledge to work toward the solution of these pro-Clams. Through an understanding of this need the LeadershipDevelopment Seminars were conceived. Leadership begins withthe desire to achieve; to achieve, the leader must establishgoals that are realistic. Skill in developing goals and inworking successfully with groups can be developed throughtraining and group activity. Vocational educators from thenation and outlying territories have come together to considersalient problems, to train in leadership skills, and to becomeacquainted with the ideas of outstanding resource persons inthe field.

Many people !lave shared'in the planning, execution, andevaluation of the Seminar; their contributions are gratefullyaoknowledged. The success of the Conference will be measuredonly as future programs progress under the guidance of moreknowledgeable and confident leaders.

"'s "Ar "
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Clodus a. Smith

June, 1966
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PROGRAM DESIGN

The Vocational-Technical Education Leadership Development
Seminar held a; the University of Maryland, was under contract
with the U. S. Office of Education. The Seminar was designedto develop further the knowledge and understanding of ielected
federal, state and local educators who have the responsibility
for vocational-technical programs.

The objectives of the Seminar were to present information
concerning vooational-eduoational programs and procedures and
to provide opportunities for participants to observe and
practice specific leadership skills. These purposes wereachieved through a multi-dimentional approach of information
presentation, outstanding resource speakers, leadership tech-,
nique practice and participant involvement through task force
and conference leading assignments. Program content included:history of vocational-technical education, implications of
vocational-teohnioal legislation, the world of work, projectedstate plane, counseling and other supportive services, pre -and1u-service teacher education, equipment and facilities, research
programs, curriculum development, coordinating activities withother agencies, evaluation of progress, supervision and therole of professional organizations.

Participants were selected on a quota basis, upon recom-
mendation by the respective State Director of Vocational-
Technical Education. Fifty-five delegates participated in
the two-week conference.

The residential Center of Adult Education provided
conference and assembly rooms, staff offices, housing forguests and dining facilities. Typing and duplication
facilities were available for staff and participants. A
resource center was maintained with a collection of
appropriate books, documents, periodicals and reprints.

Evaluation of the seminar was achieved through pre-and
post-questionnaires from the participants, through group
discussion and personal interviews.
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Ed. D.,Stanford University. Experience: classroom teacher,
Oregon and Utah; Administrative Assistant, California; Educ-
ation Advisor for USIA in Iran; Assistant Professor of Educ-
ation, Brigham Young University; and Director of He-Search,
Utah State Department of Education.

Bowler, Earl
Assistant Director, Program Service Branch,
Division of Vocational and Technical Education,
U. S. Office of Education.

Experience: teacher, coordinator, and local director in
public schools of Wisconsin; Assistant Director, Industrial
Education Department, University of Texas; Assistant and
Acting Director of Trade and Industrial Branch, Division of
Vocational and Technical Education, USOE; industrial experi-
ence with Milwaukee Railroad and Wisconsin paper mills.
Author of "Supervisory Personnel Development," and "Promoting
Programs of Supervisory Personnel Development." ;:;ember of
American Society of Training Directors, AVA, and to ,.a Lambda
Sigma.

Duis, Harold F.
Assistant Director, State Vocational Service Branch,
Division of Vocational and Technical Education,
U. S. Office of Education

B4 S. and M.S., University of Nebraska. Experience:
State Director of Agricultural Education, Nebraska State De-
partment of Education; Assistant State Director of Vocational
Education; Vocational Agriculture Instructor; membership in
AVA, National Vocational Agriculture Teachers Association,
National FFA Board of Directors, AVA; Past President of Office
of Education Vocational Association.

Eberle, Fred W.
Assistant State Superintendent of Schools and
State Director of Vocational Education,
West Virginia

A.B., Glenville State College; B.S., Uest Virginia In-
stitute of Technology; graduate study at West Virginia Uni-
versity and the University of Pittsburgh. Experience: teacher,
West Virginia public schools and West Virginia Institute of
Teehnology; State Teacher Trainer for Trade and Industrial
Education; State Supervisor of Trade and Industrial Education;
Assistant Director of the Division of Vocational Education,
and State Director of Vocational Education. *Member of AVA,
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Education and Welfare. Member of Phi Kappa Phi, Omicron Nu3Delta Kar-:-.4. Gamma, Phi Delta Gamma, AHEil, WEL, MI and
Soroptam.dts International. Recipient of National 4-H HonorAward, 1965; president of University of Maryland Alumni
Association, 1964-65.

Ernest C. Mauch
Confererie, Coordinator

Conference Coordinator, Division of Conferences andInstitutes, University of Maryland; B.A. and M.A., Universityof Maryland, International Affairs, and Public Administration.
Teaching Experiences Training Officer, The Ordnance School,
Aberdeen Proving Ground and Instructor, Machine Shop andWelding. Military Services Enlisted in the Military Serviceat West Point, New York. Served for 24 years as warrant officerand commissioned officer, active army. Retired, as major, 1962.Supervisory and Al2ministrative Experiences Training Officer;Maintenance & Supply Officer; Battalion Maintenance Officer;Advisor, Korean First Army; Chief, Overseas Supply Requirements;Commanding Officer, Ordnance Training Company; and Chief, FieldService, Liaison Branch. Memberships held in Pi Sigma Alpha,American Society for Public Administration, Reserve OfficersAssociation and Army Ordnance Association.

Xinsei green grogram Assistant
Faculty Development Program, Colleges of Education and

Home Economics, University of Maryland. B.S., Mary Washington
College of the University of Virginia, Rome Economics Education.
M.S., University of Maryland, Home Economics. Experience
includes vocational home economics teacher, Virginia; Instructorin Family Life and Management Department and Advisor, Home
Management House, University of Maryland; and Assistant ProjectDirector for Peace Corps Training Project. Member of Mortar.Board, Omicron Nu, Phi Kappa PhijAHFA.

Alta M.froaste
Secretary,

Graduate of Eastern High School, Washington, D. C.Attended American Institute of Banking, Washington, D. C.Worked as a Secretary with the Washington Loan and Trust Co.,and the Department of Agriculture.

Joan Smith Secretary,
Attended Wichita State University, B. A., Psychology,

California State at Los Angeles. Experiences 8 years as a
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Mental Health Counselor for the Superior Courts (PsychiaLric)Los Angeles. Experience as a secretary with Richfield OilCompany, Pacifi Finance, and a Ian firm-in Los Angeles.

(,onference Leaders

Davies, J. Kenneth

Professor of Economics, Brigham Young University and
Executive Director, Utah Economic Workshop. B.N.S. larquetteUniversity; Brigham Young University; Ph. L., University
of Southern California. Economics Coordinator, Vocational-Technical Education Conferences, University of aryland; Eco-
nomist, Utah Economic Education Workshop; Economic Consultant;
Iron County and Weber County (Utah) Schools.

FAuntz, Paul H.

Consultant, Leadership Development Service, Trade and
Industrial Education, Division of Vocational. Education, StateDepartment of.Education, Ohio. Instructor, Vocational 3duc-ation, College of Education, University of Toledo, Toledo,
Ohio* B.A. and K. Ed.., Capitol University, Columbus, Ohio.
Industrial Experience: assistant foundry superintendent,
United Engineerins and Foundry Co., general foundry forven,
Aetna-Standard Engineering Co., consultant to various vo-
mcional institutes and conferences.

l!elson, Aichard S.

Chief, 3ureau of Industrial Educations -.A.,3fornia State
Department of Education, Sacramento, Califomta, H.S., San
Diego State College; San. Diego State cp,liee; graduatework, University of California, Los Angeles, alle, UniversitY
of iaryland. Work Experience: apprentice, journernan
carpenter; general building contractor; carpentry-.rill-
cabinet instructor; local supervisor, vocational education;
program specialist T and I, USOE; Supervisor, Intustrial
Eduration, State Department of Education; prografi coorcinator
of 5 National Leadership Development Conferences.

Williams, William A.

Professor of Industrial Education, The Pennsylvania State
University. B.S. and West Virginia University; Ed. D.
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University of Pittsburgh. Professional Experiences teaching in
secondary schools of West Virginia; State Supervisor of In-
dustrial Education, West Virginia and teacher trainer, Penn-
sylvania State University* Trade Experiences Appalachian
Electric Power Company and General Electric Company in New York,
Pennsylvania, and West Virginia.

Resource Speakers

Arnold, Walter M.
Assistant Commissioner for Vocational and
Technical Education,
U. S. Office of Education

B.S. and M.Ed., Pennsylvania State University; Ed. Dog
Oklahoma State University. Experience in supervision and admi-
nistrations Superintendent of the Stevens Trade School, Lancaster;
Director of Vocational, Adult and Industrial Arts Education,
Allentown, Pennsylvania; State Supervisor of Trade and Industrial
Education, Oklahoma; and State Director and Executive Officer,
Vocational Education, State of Kansas; experience in industry
includes serving as an apprentice and journeyman machinist with
the Bethlehem Steel Company and Armstrong Cork Company, and
personnel work with the Mack Manufacturing Corporation. Member
of AVA, NEL, ALAS, American Technical Education Education So-
ciety, American Society for Engineering Education, Phi Delta
Kappa and Iota Lambda Sigma.

Ash, Lane C.
Director, Program Service Branch,
Division of Vocational and Technical Education,
U. S. Office of Education

B.S. and M.S., University of Pennsylvania. Graduate
studies at other institutions. Experiences employment in de-
sign, production and management in the construction and heavy
machinery manufacturing industry, and local supervisor and
State Supervisor of Trade and Industrial Education in Penn-
sylvania; Vocational Training Officer and Industrial Relations
Officer in the U. S. Navy.

Bean, John Be
Specialist, Stee Research Planning,
U. S. Office of Education

B.S., Eastern Oregon College; M.Ed., University of Oregon;

-"mmer.m.--,..r.,,74,T27-47,7r4,77fre.10777,07,771,
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Ed. D.,Stanford University. Experience: classroom teacher,
.Oregon and Utah; Administrative Assistant, California; Educ-
ation Advisor for USIA in Iran; Assistant Professor of Educ-
ation, Brigham Young University; and Director of HeSearch,
Utah State Department of Education.

Bowler, Earl
Assistant Director, Program Service Branch,
Division of Vocational and Technical Education,
U. S. Office of Education

Experience: teacher, coordinator, and local director in
public schools of Wisconsin; Assistant Director, Industrial
Education Department, University of Texas; Assistant and
Acting Director of Trade and Industrial Branch, Division of
Vocational and Technical Education, USOE; industrial experi-
ence with Milwaukee Railroad and Wisconsin paper mills.
Author of "Supervisory Personnel DevelOpment," and "Promoting
Programs of Supervisory Personnel Development." :ember of
American Society of Training Directors, MA, and lo,a Lambda
Sigma.

Buis, Harold F.
Assistant Diredtor, State Vocational Service Branch,
Division of Vocational and Technical Education,
U. S. Office of Education

&S. and M.S., University of Nebraska. Experience:
State Director of Agricultural Education, Nebraska State De-
partment of Education; Assistant State Director of Vocational
Education; Vocational Agriculture Ihstructor; membership in
AVA, National Vocational Agriculture Teachers Association,
National FFA Board of Directors, AVA; Past President of Office
of Education Vocational Association.

Eberle, Fred W.
Assistant State Superintendent of Schools and
State Director of Vocational Education,
West Virginia

A.B., Glenville State College; B.S., West Virginia In-
stitute of Technology; graduate study at West Virginia Uni-
versity and the University of Pittsburgh. Experience: teacher,
West Virginia public schools and West Virginia Institute of
Technology; State Teacher Trainer for Trade and Industrial
Education; State Supervisor of Trade and Industrial Education;
Assistant Director of the Division of Vocational Education,
and State Director of Vocational Education. Member of AVA,



a

7

NEA, Adult Education Association of the United States, NationalCouncil of Local Administrators of Vocational Education; PastPresident of the National Association of State Supervisors ofTrade and Industrial Education.

Ehrle, Raymond
Lecturer and Director; RAtuttml ieat i on Counselor
Education, University of Maryland

Ed. D., University of Missouri. Member of American Psycho-logical Association, American Personnel and Guidance Association,
National Rehabilitation Association; President-elect of National
Employment Counselors Association.

Ellis, Mary L.
Field Services Secretary,
American Vocational Association

B.A. and M.S., Oklahoma State University. Experiences
Oklahoma State Board of Vocational Education, Technical EducationDepartment; Oklahoma State University; Division of Vocationaland Technical Education, U. S. Office of Education. Consultantto workshops and Institutes. Member of Delta Pi Epsilon.

Flanders, Russell
Chief, Branch of Occupational Outlook and
Specialized Personnel,
Bureau of Labor Statistics,
U. S. Department of Labor

B.S., New England College; graduate work at the University
of New Mexico. Experiences Associate Editor of Chronicle Guid-ance Publications, Inc.

. Hail, Chester G.
Chief, Survey and Review Branch,
Job Corps, Office of Eclonomio Opportunity

A.B., Columbia University; M.A., American University; Ph.D.,American University.

Heinz, Carl A.
Chief, Division of Technical Development,
U. S. Employment Service,
U. S. Department of Labor

B.E.E.9 Johns Hopkins University. Author of "The New D.O.T.

1777, 772,_77if,"7.176-,7^1,
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Barometer of Job Change," and "Using the New Dictionary ofOccupational Titles in Guidance and Placement." Fenber ofAPGA and International Association of Personnel in EmilloyrIentSecurity.

Hodgson, Paul N.
Assistant State Superintendent for Vocational-
Technical Education and Extended Services,
State Department of Public Instruction,
Delaware.

B.S., University of. Deiware; K.A., New York University;
Ed.D., University of Pennsylvania. Experience: Instructor,
Dean of Boys, and, High School Principal, New York and Dela-
ware; Assistant Supervisor of Agriculture Education, StateDepartment of Public Instruction, Delaware. :ember oft NEA,AVA, ASCD, AASA, National Direcors of Vocational Education
Association, and Vational Vocational Rehabilitation Associ-ation.

Lee, Allen
Director of Research in De'elopmentai Project in
Vocational-Technical Education,
University of California, Berkeley

B.A. and N.Ed., Oregon State University; Ph.D., Univer-sity of Wisconsin. Experience: teacher and administrator,
Oregon Public Schools; member of the Oregon State Departmentof Education; Assistant Superintendent of Public Instruction
in charge of research and development; special consultant,U. S. Office of Education.

Letzg, Otto
Research Specialist, Educational Resources and
Development Branch,
Division of Adult and VoCational Research,
U. S. Office of Education

B.S. and Oklahoma State University; Ed.L.,
Pennsylvania State University. Experience: vocational agri-
culture teacher and local director in Oklahoma, research
assistant in agricultural education at Pennsylvania State,
and Assistant Professor of Education, University of Tennes-
see. ::ember of: AVA, AEHA, Phi Delta Kappa and Gamma Sigma
Delta.



McMillen9 Sherrill D.
Director, Program Planning and Development Branch,
Division of Vocational and Technical Education,
U. S. Office of Education

B.S. and M.S., West Virginia University; graduate work at
University of Pittsburgh. Experience: State Director of Vo-
cational Education, West Virginia.

Maley, Donald
Professor and Head of Industrial Education,
University of Maryland

B.S., Pennsylvania State Teachers College; M.A. and Ph.D.,
University of Maryland. Industrial experiences Port Pitt Steel
Casting Company and Glen L. Martin Aircraft Company. Teaching
experience: junior and senior high school; Director, Vocational
Training Program, United States Naval Hospital, Chelsea, Mass.;
and consultant to workshops and institutes in Virginia, Maryland
and Pennsylvania.

Mester, Edmund
Executive Assistant to Governor of Maryland

B.A. and M.A., University of Maryland; graduate studies,
University of Maryland and Harvard University.

Michael, Bernard
Program Evaluat3.on Officer,
Division of Vocational and Technical Education,
U. S. Office of Education

B.A., George Washington University; M.A., Columbia Univer-
sity. Experience: Business economist; labor economist;
Coordinator, Research on Scientific and Specialized Manpower;
and Chief, Branch .f Occupational Outlook and Specialized
Personnel, Bureau of Labor Statistics, Department of Labor.
Member of s American Economic Association, APGA, AVA, American
Society for Engineering Education, and American Statistical
Society.

Mobley, M. D.
Former Executive Secretary of The American
Vocational Association

B.S.A., University of Georgia; M.S., Cornell University;
L.L.D., Piedmont College. Experiences teacher, teacher trainer,

-7,771r71441,-Z"F`W,'W
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State Supervisor, Assistant State tirector and State Lirector
of Vocational Education, Georgia; vocational education con-
sultant for Pakistan, India, Thailand, Philigoines, Germanyand Jamaica. President, National Association of State Directorsof Vocational Education and AVA, and Editor-in-Chief, American
Vocational Association Journal. Member of: National Press
Club, AVA, AASA, Aloha GR.mma iota Lambda' Sigma, Phi Delta
Kappa, Epsilon Pi Tau, ani National. Advisory Committee on Vo-
cational Education.

Oliver, Margaret
Program Leader, Division of Home Economics,
Federal Extension Service,
U. S. Department of Agriculture

B.S., Huntingdon College; ?.Ed., Teachers College,
Columbia University. Experience: teacher, secondary schools;
Home Demonstration Agent; Home Demonstration Agent Leader,
University of Yaryland.

Powers, Helen K.
Chief, Health Occupations,
Division of Vocational and. Technical Education,
U. S. Office of Education

B.A., R.N., and graduate study, Teachers College,
Columbia University. Experience: hospital nursing, super-
vision, teaching and administration in nursing schools. Pre-
sident of D. C. Nurses' Examining Board; Director of Nursing
at the George Washingto4, University Hospital; Program Spe-
cialist for Practical Nurse Education; Chief of the Practical
Furse Education Section, U. S. Office of Education.

Russo, ilichael
Assistant Director,
Program Planning and Development Branch,
Division of Vocational and Technical Education,
U. S. Office of Education

B.S and L.A., Fitchburg Teachers College, "ri.A., Univer-
sity of Vermont. Experience: Machine trades research; day trade
instructor, related training instructor, local director, area
coordinator, teacher trainer and state supervisor, Vermont;
participation in various conferences and institutes,

01:
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Strong, Merle E.
Assistant Director, Program Service Branch,
Division of Vocational and Technical Education,
U. S. Office of Education

B.S. and M.Ed., Kent State University; Ph.D., Ohio State
University. Experiences secondary and adult education teacher;

4...ftwAwcpwww.s.va.cava., vamum maim Aaamommova-aw.I. suiu WIJAWMUAAPLA, lunAuf
Head, Curriculum Laboratory and Teacher Educator, Ohio State
University.

Swanson, J. Chester
Director of Studies of Vocational-Technical Education,
University of California, Berkeley.

A.B., University of Richmond; 14.A., and Ph.D., Duke Uni-
versity; L.L.D., Oklahoma City University. Experiences high
school science instructor; engineer; school administrator;
Professor of School Administration, University of Maine and
University of California. Staff Director, the President's
Panel of Consultant on Vocational Education.

Uslan, S. Stephen
Vice President and General Manager of Training Division,
Litton Educational Group, and Director,
Parks Job Corps Center.

B.S., A.A., and B.A., Los Angeles City College; Ph.D.,
UOC.L.A. Experiences radar instructor, U.S. Army Signal Corps;
Human Factors Scientist, Hughes Airecraft and Litton Industries;
Consultant in Adult Education, Los Angeles Trade Technical
College.
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SEMINAR AGENDA

Center of Adult Education, University of Maryland

Tuesday, May 31, 1966

9:00 - 10:15 a.m.

Registration

10:15 - 11:00

Opening General Session

Project
Director: Clodus R. Smith

Center Lobby

Room B

Greetings: Dr. R. Lee Hornbake, Vice President
for Academic Affairs, University of
Maryland. Introduced by Erna R.
Chapman, Assistant Project Director
and Acting Dean, College of Home
Economics, University of Maryland

Introduction
of Conference
Staff: Clodus R. Smith

Purpose and
Plan of
Conference: Clodus R. Smith

11:00 - 11:15

Coffee Break

11:15 - 12:00 Noon

SESSION 1

Introduction: Clodus H. Smith

Topic:

Exhibit Han

OUR HERITAGE IN VOCATIONAL AND
TECHNICAL EDUCATION

M. D. Mobley, Former Executive Secretary,
American Vocational Association

12
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1:00 - 2:00 p.m.

SESSION 2 Room B

Introduotions Clodus R. Smith

Topics

2:15 - 3:30
Buzz Sessions

Ulu

LEADERSHIP-ADMINISTRATIVE-SUPERVISORY
IMPLICATIONS OP VOCATIONAL-TECHNICAL
EDUCATION LEGISLATION

Allen Lee, School of Education,
University of California at Berkeley

112r
igeo:tnePerson

2 C Erna Chapman
3 G Kinsey Green

Clodus Smith

3:30 - 4 :30

Bum Group Reports

Resume of Buzz
Group Reports: Erna Chapman

Response: Allen Lee

7:00 - 9:30

Room B

SESSION 3 Room B

Introductions Clodus R.. Smith

Topic: t DEVELOPING AND USING ADMINISTRATIVE -
SUPERVISOR? AND LEADERSHIP SKILLS

Demonstrations Conference Leadership

William A. Williams
Proflesor of Industrial Education
The Pennsylvania State University.

Demonstration of techniques
Assignments of conferees to groups



Group
1
2

3
4

Conference Leaders:
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esource arson
Wil lam A. Williams
Richard S. Nelson
J. Kenneth Davies
Paul H. Muntz

J. Kenneth Davies, Professor, Department of Eco-
nomics, Brigham Young University, Provo, Utah

Paul H. Muntz, Consultant, Division of Vocational
Education, State Department of Education, Columbus
Ohio

Richard S. Nelson, Chief, Bureau of Industrial
Education, Department of Education, Sacramento,
California

William A. Williams, Professor of Industrial
Education, The Pennsylvania State University,
State College, Pennsylvania

Wednesday, June 1, 1966

9:00 - 10:45 a.m.

SESSION 4

Introductions Clodus R. Smith

Symposium: THE WORLD OP WORK

Room B

Labor J. Kenneth Davies, Professor of
Economics: Economics, Brigham Young University,

Provo, Utah

State Paul M. Hodgson, Director, Vocational
Vocational- Education, Delaware State Department
Technical of Education
Education
Program:

Dictionary of
Occupational
Titles:

Ocmlpational
Outlooks

Carl Heinz, Chief, Division of
Technical Development, Bureau -)f
Employment Security, Department of
Labor

Russell Flanders, Chief, Branch of
Occupational Outlook and Specialized
Personnel, Department of Labor

5-t
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10:45 11:00 a.m.

Coffee Break

11100 - 12:00 Noon

Open Discussion

1130 - 2:15 p.m.

Exhibit Hall

Room B

SESSION 5

Introductions Erna Chapman

Topics STATE PLANS AND PROJECTED PROGRAM OF
ACTIVITIES

Harold Du is, Assistant Director,
State Vocational -Service Branch,
Division of Vocational and Technical
Education, U. S. Office of Education

2:15 - 3:15

Participant panel directed by Harold Dula

3830 - 5:00

SESSION 6

Introductions Erna Chapman

Topics ORGANIZATION OF TASK FORCE

Room B

Earl 3owler, Assistant Director,
Curriculum Materials and Instruction
Material Section, Program Service
Branch, U. S. Office of Education

Thursday, June 2, 1966

9:00 - 10 :15 a.m. Room B

Introductions Kinsey Green
Project Program Assistant

Topic: COUNSELING AND OTHER SUPPORTIVE
SERVICES

Lane Ash, Director of Program Service
Branch, Division of Vocational-
Technical Education, U. S. Office of
Education



10:15 - 10:30 a.m.

Coffee Break

10:30 - 11145

Reactor Panel

12:00 Noon

SESSION 8

Luncheon Session

Introduction: Kinsey Green

Topic: DEVELOPING A RATIONALE FOR VO-
CATIONAL AND TECHNICAL EDUCATION

16

Exhibit Hall

Fort McHenry
Room

1:30 - 3:30 p.m.

Chester Swanson, Department of
School Administration, University of
California at Berkeley

SESSION 9

Introduction: Kinsey Green

Topic: DEVELOPING AND USING ADMINISTRATIVE
AND SUPERVISING SKILLS

Room B

William A. Williams

Overview of Leadership Techniques:
Team Teaching, Panel, Interview,
Conference Leading, Buzz Groups,
Shadow Panel, Programmed Learning,
Case Study, Visual Aids; Role
Playing, and Discussion Leading

3:30 - 5:00

Introduction: Kinsey Green

Topic: DEMONSTRATION OF VISUAL AID USE

Donald Maley, Head, Department of
Industrial Education, University
of Maryland

Room B
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Friday, June 3, 1966

9:00 - 10:15 a.m.

SESSION 10 Room B

Introduction: Clodus R. Smith

Topics PROGRAMS OF PRE-AND IN-SERVICE
TEACHER EDUCATION FOR VOCATIONLL-
TECHNICAL EDUCATION PROGRAM

Merle E. Strong, Assistant Director,
Ancillary Services Section, Program
Service Branch, Division of Vocational
and Technical. Education, U. S. Office
of Education

Techniques Listening Team

10115 - 10:30

Coffee Break

10130 - 12:00 Noon

Panel Discussion

12100 Noon

SESI01-g 11

Luncheon Session

Exhibit Hall

Room B

Port McHenry
Room

Introduction: Clodus R. Smith

Topics VOCATIONAL EDUCATION IN THE PARKS JOB
CORPS CENTER

1:00 - 4:30 p.m.

Steve Us/an, Director, Parks Job Corps
Center, and Vice President and General
Manager of Government Training Division,
Litton Indnetries

SESSION 12
Conference reoug ;43-o
Sessions l E William A. Nil isms

2 C Richard S. Nelson
3 G J. Kenneth Davies
4 D Paul R. aunts
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Saturday, June 4, 1966

9:00 - 12:00 Noon

SESSION 13

Conference 21:222 Room ,resource Person
Sessions 1 E William A. Williams

2 C Richard S. Nelson
3 G J. Kenneth Davies
4 D Paul H. Mintz

Monday, June 6, 1966

9:00 - 10:15 a.m.

SESSION 14

Introductions Erna Chapman

Topic: FACILITIES AND EQUIPMENT FOR
VOCATIONAL-TECHNICAL EDUCATION
PROGRAMS

Room B

Michael Russo, Assistant; Director,
Facilities Planning and Development
Section, Program Planning and
Development Branch, U. S. Office of
Education

10:15 - 10:30

Coffee Break

10:30 - 11:45.

Group Discussion

1:00 - 3:30 p.m.

SESSION 15

Introduction: Erna Chapman
Topic:

4%.

Exhibit Hall

Room B

RESEARCH AND PILOT PROGRAMS IN
VOCATIONAL-TECHNICAL EDUCATION

Otto Legg and John Bean, Resembh
Specialists, Educational Resources
Development Branch, Division of Adult
and Vocational Research, U. S. Office
of Education
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3:310 - 4:30 p.m. Mom B

Brainstorming
Session: Research Trends

Tuesday, June 7, 1966

9:0M 10:15 a.m.

SESSION 16 Room B

introductions Kinsey Green

Topic: PLANNING TOTAL PROGRAMS OP VOCATIONAL-
TECHNICAL EDUCATION

Occupational Programs
Sooio-Economic Programs
Agriculture Related Programs
Home Z00110E1103 Related Programs

Sherrill D. McMillen, Director, Pro-
gram Planning and Development Branch,
Division of Vocational and Technical
Education, Bureau of Adult ani. Vo-
cational Education, U. S. Office of
Education

10 :1.5 - 10:30

Coffee Break Exhibit Hall

10:30 - 11:45

Case study round table planning session

1:30 - 3:00 p.m.

3:00 - 4:30

SESSION 16 (Continued) Room B

SESSION 17

Introductions Kinsey Green

Topic: CURRICULUM DEVELOPMENT

Earl M. Bowler, Assistant Director,
Curriculum and Instructional Materials
Section, Program Service Branch,
U. S. Office of Education

,,,rirr7T7rrmT,

ir



Wednesday, June 8, 1966

9:00 - 10:15 a.m.

20

SESSION 18 Room B

Introduction: Clodus R. Smith

Topic: COOPERATING AND COORDINATING PROGRAM
ACTIVITIES WITH OTHER AGENCIES

10:15 - 10:30

Coffin Break

10:30 - 11:45

1 :30 - 4:30 p. n.

lymposiumgaesource Persons

Office of Economic Opportunity:
Chester Hall, Deputy Director,
Program Services Division

Extension Education: Margaret Oliver,
Program Leader, Division of Home
Economics, Federal Extension
Service, Department of Agriculture

Rehabilitation: Raymond A. Ehrle,
Lecturer, College of Education,
University of Maryland

Health: Helen Powers, Health Services,
U. S. Office of Education

State Government: Edmund Mester,
Administrative Assistant,
Governor of Maryland

Exhibit Hall

SESSION 18 (Continued) Room B

SESSION 19

Conference
Sessions ar012a 82.921. Resource Person;

1 E William A. Williams
2 C Richard S. Nelson
3 G J. Kenneth Davies
4 D Paul H. !1untz
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Thursday, June 9, 1966

9:00 - 10:15 a.m.

,..a.:katazzaiiiiaikadraidezaigia"cakaNtiacilligi,

SESSION 20 Room B

Introduction: Erna Chapman

Topic 1: EVALUATING PROGRESS IN VOCATIONAL-
TECHNICAL EDUCATION

Bernard Michael, Program Evaluation
Specialist, Office of Arsistant
Commissioner for Vocational and
Technical Education, U. S. Office of
Education

Topic 2: Evauterm OF STATE PROGRAMS

Fred Eberle, State Director,
Vocational-Technical Education,
West Virginia

10:15 - 10:30

Coffee Break

10:30 - 11:45

Open, Discussion

12:00 Noon

Exhibit Hall

Room B

SESSION 21 Port McHenry
Room

Luncheon Session

Introduction: Erna Chapman

Topic: THE ROLE OP PROFESSIONAL ORGANIZATIONS

1 :30 - 4:30 p.m.

Mary Ellis, Assistant Executive Secre-
tary, American. Vocational Association

SESSION 22

Conference zcja lio.Bampurce rson
Sessions 1 E William A;-Villiams

2 C Richard S. Nelson
3 G J. Kenneth Davies
4 D Paul H. Muntz

'faketrAirealleatalidu4Iiiii4aau26:asiSkierf

t
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Friday, June 10, 1966

9:00 - 10:15 a.m.

SESSION 23

Introduction: Erna Chapman

TASK FORCE REPORT

10:15 - 10:30

Coffee Break

10:30 - 11 :30

11:30

22

Room B

Exhibit Hall

TASK FORCE REPORT (Continued)

SESSION 24

Luncheon Session Fort McHenry
Room

Introduction: Clodus R. Smith

Topic: STATE AND LOCAL SUPERVISION

Walter Arnold, Assistant Commissioner,
Vocational-Technical Education,
U. S. Offioe of education

Summary of Conference

Distribution of Certificates
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ABSTRACTS OF PRESENTATIONS

Seminar Orientation
Clodus R. Smith
Director

This morning we shall endeavor to acquaint you with thenature of the program of the seminars, and with the kind ofactivities you may expect during the two week period of yourstay with us. Those of us at the University who were privi-leged to share in the planning of this Leadership DevelopmentSeminar are enthusiastic and optimistic about its possibleoutcomes, and the lasting influence this series will have onthe vocational and technical programs at the national andstate levels.

Most of you work in state departments of education andhave been identified as having responsibilities for compre-hensive programs. It is people like yourselves who are calledupon to provide leadership in developing policy and proceduresat the state level and to assist in implementing and guidingthe continuing development of vocational and technical educ-ation programs at the state and local levels. We're delightedto have the opportunity to work with you and share in thislearning experience.

The program you are about to enter is not the typicalseminar, if by seminar you expect a series of listeningsessions. The program of planned activities is charadterizedby your participation and involvement.

Actually there are four separate and distinct dimensionsof this series of Leadership Development Seminars (1) Infor-mation programs a series of information sessions will be heldrevealing programs and practices in vocational educationsupported and implemented by the headquarters staff. Thesewill be presented through a variety of methods and mediaappropriate in the demonstration of leadership techniques.(2) Resource persons: outstanding persons in vocational andtechnical education will bring presentations on topics oftheir speciality. (3) Conference leading techniques: emphasiswill be placed on the development of ability to lead conferences.In addition to demonstration session, there are four one-half day periods set aside for skill development in this area.(4) Task force assignments: each of you will be assigned tohelp prepare a comprehensive vocational and technical education

24

s,

rY

iL

etyyt "....,..t._.-4.44vesNaig bag,*



25

program for a state. Although much of the Task Force effort
will occur during the evenings in informal, self-initiated
sessions, we have provided meeting rooms, typewriters, dupli-
oating equipment and visual aid materials for your use. The
Task Force is considered a vital part of the seminars.

Our Herita e in Vocational Education

M. D. Mobley

A nation in order to make satisfactory economic and
social progress must find ways to dignify and glorify work.
Making vocational and technical education an integral and
important part of education is certainly one important step
in this direction, a step taken on a nationwide basis 50 years
ago.

In recent years, I have had opportunity to spend some
time in several developing countries. From my studies of
these countries, I am convinced that one of the primary
reasons why these countries are under -do eloped and reeking
with poverty is because of the hostile attitude their leaders
hold toward work with the hands,

Vocational and technical education in this nation will
continue to serve the needs of our people. I will bring to
your attention some of the major events and happenings that
have helped to promote the development of vocational and tech-
nical education in this nation. Around the turn of the century
(1900), Congress began to tighten immigration laws, seriously
limiting the manpower supply of our nation at a time when the
United States was greatly expanding its industrial production.
This influenced the beginning of the development of vocational
education in the United States. ,Probably the real beginning
of vocational education in the United States resulted from the
Russian Exhibit at the Centennial Exposition of 1876 wtioh was
held in Philadelphia.

Not until after the passage of the Smith- Hughes Act in
1917 was any concerted effort made to develop a nationwide
system of vocational education. The impending involvement
of the United States in World War I greatly influenced the
enactment of the Vocational Education Act of 1917.

The Smith-Hughes Act grew out of the report on the
*Commission on National Aid to Vocational Education.° Fol-
lowing this report, Senator Smith and Representative Hughes

11.
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Vocational and technical education in this nation willcontinue to serve the needs of our people. I will bring toyour attention some of the major events and happenings thathave helped to promote the development of vocational and tech-nical education in this nation. Around the turn of the century
(1900), Congress began to tighten immigration laws, seriously
limiting the manpower supply of our nation at a time when theUnited States was greatly expanding its industrial production.This influenced the beginning of the development of vocationaleducation in the United States. .Probably the real beginningof vocational education in the United States resulted from theRussian =titbit at the Cantennial 'Exposition of 1876 which washeld in Philadelphia.
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soonsored what later became known as the Smith-Hurhes ict.
One of the reasons why standards were written into the basic
vocational education act was due to the dissipation of funds
made available under the Land-Grant College Act of 1862.

Luring the almost 50 years since the passage of the
Smith-Hughes Act, Congress has passed a number of bills
authorizing additional funds for all phases of vocational
education. None of these measures would have become law had
it not been for the efforts of the American Vocational
Association and its predecessor organizations.

Representative Hughes saw great economic developments in
the making of our nation and realized that these great de-
velopments would not and could not take place unless a sound
effective program of vocational and technical education was
made available for the training of the masses:

We are among the world's great industrial
peoples, striving mightily for our place in the COT-
mercial sun. We need that place to keep our workmen
employed and their families happy, but we omit a ne-
cessary thing to win and hold the position for which
we strive. 1e train the physician for his job, the
lawyer for his profession, and we teach the veterinari-
an how to care for the horse. With exceptions,
excellent indeed, but all too rare, we are letting
the city boy and the mechanic's son go it alone. We
are so busy with winning our own national, state and
local affairs that a great problem like the wasting
of our youth has been almost untouched Here is a
weakness and a waste that may well alter the place
of the United States in the commercial and industrial
world...

National efficiency is the sum total of efficiency
of all individual citizens, and the national wealth is
the sum of their wealth producing capacity. While,
therefore, our natzonal prosperity in the past has
been based largely upon the exploitation of our
natural resources, in the future it must be based
more and more upon the development, through vocational
educations of our national resource of human labor.
In the markets of the world we compete, not as in-
dividuals, but as a unit against other nations as
units* This makes the protection of our raw material
and of our productive skill and human labor a national
problem, and unquestionably introduces a national ele-
ment into vocational education, making the right Pre-
paration of the farmer and the mechanic of vital
concern to the nation as a whole .0.
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This expresses the rationale for Federal aid to vocationaleducation.

At about this time when the Smith-Hughes Aot became law,the "Seven Cardinal Principles of Secondary Education" wereenunciated, playing an important part in gaining acceptancefor vocational education on the part of general school officialsand Rdmini otrators.

In 1947 the late Senator Walter F. George, who for morethan a quarter of a century was our nation's outstanding ex-ponent for vocational legislation said:

The skills and knowledges gained by our peopleas a result of vocational schools and programs playeda most important part in the triumphant victory ofWorld War II. When America was forced to become thearsenal of demooraoy, leaders in government and in-dustry looked to the nation's vocational schools tohelp train the vast army of skilled and semi-skilled
workers needed to produce the enormous quantities of
arms, ammunitions and goods necessary for a speedyvictory.

We have a great heritage invocational education- -a heri-tage for which we should all be proud. The program has meantmuch to our people and to our nation--and in the future willmean much more than it has in the past.

17477.71,
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Levelollim and Ustns Administrative-Su ervicor"
and Leadershlytakills

William A. Williams

Awl No01.1v1 G4401%ILL Boni CreiltiU

LEFIYITION OF A CONFERENCE: A conference is a discussion
in which members of a group and a leader take Part, directed
and controlled by the leader towards a predetermined goal,
with most of the ideas contributed by the group.

WHAT ARE THE ADVANTAGES OF THE CONFERENCE 1`4THOD?
Stimulate individual thinking, provides a forums for all parti-
cipants, improves the probability of corrective action being
taken, stimulates the flow of new ideas, insures pro:r=ress
through record in. individual contributions.

WHAT CAN THE PARTICIPAUTS DO TO MAKE THE CaFEAENCE
INTEdESTING AND PRODUCTIVE? Take an active part in the dis-
cussion, seek clarification or definition of points, contri-
bute appropriate responses that are well timed, cite cases,
examples, situations that have a bearing.on the subject under
discussion, and follow the discussion with an open mind.

',TEAT A 2 SO.IE OF THE ACTIVITIES OF THE CMFEREliCE I3ALEa?
Establish the overall there and objectives of the conference,
plan the physical arrangements, structure the nroup for
mum discussion, plan the specific chart headings and enter
selected points on the chart board, guide: control and su-:rari7,(1.

A2, ET: ICAL CODE 1701 TEE CO:MRENCE LEADER: A conference
leader must believe in the job and be willing to contribute
and cooperate with others. He should disassociate any ability
that he has as a technical expert from the job as a conference
leader. He must not violate confidences nor pass judp:e-c!ents.
Appropriate credit should be -given to group menbers. A con-
ference leader should not capitalize on his conference-leading
experience to advance himself Personally with the organization
he is serving.

29221-.21.22x1.21.222§1111

A. Labor Economics J. Kenneth Davies

The world of work is a changing one because the American
economy is a changing one. Whether talking about labor surpluses
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or labor shortages, education in general and vocational educ-ation in particular, are involved in resolving the problems
which come with both.

Vocational education plays a special role in alleviating
the problems of the first three of the following kinds of
unemployment:

Im&auate Bconols Growth Umulament. While the major
responsibility for stimulating economic growth may rest with
business and government fiscal action to the extent which
vocational education develops those vocations which stimulate
the economy, they are helping the economic growth needed to
eliminate this kind of unemployment.

Z....=01InenlelSWILte003.0:1.0. As technology changes,workers must develvp hex ski s This job of retraining canbe both corrective and preventive.

Structual_Vnem lo mt. Because vocational education acts
especially to develop ski s among the youth, the aging, the
disadvantaged, those in depressed areas among whom unemploment
weighs especially hard, it is helping to reduce structural
unemployment.

u:em1nItc.c1il,-riotionali.caunemlem.ex.t."E,a,asonal
une2211.24414.---Iiid11thrliiticTinthire is too much
money for the amount of goods available. As vocational educ-
ation increases worker productivity, it is helping to increase
the amount of goods available and, therefore, reduce pressure
on prices.

In cost - push inflation, wages, among other costs, rise,
often due to work shortages, which increase wages faster than
productivit7 increases. As vocational education increases
the supply of workers in labor shortage areas, it reduces
upward pressure on wages, and, therefore, prices.

Vocational education combats both unemployment and
inflation. Therefore, it should be a continuous program,
operating in recession and prosperity, and an ever-changing
program to meet changing demands.

B. State Vocational-Technical
Education Program Paul M. Hodgson

Historically, public education has been largely academically
oriented with the most clearly defined objective, that of
preparation for college. This is a worthy objective and one which
should continue to be strengthened, but certainly that objective

w
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is not broad enough for the massive nunber ane tyres of youth
enrolled in our schools today.

The world of work today, with its ever-char.Amr needs
and increased number of youth and adults who :ust be 7otivated
to become interested to prepare fort advance in or t-etrain forchanges as empiorient needs dictate, identifies clearly the
emphasis which rust be placed on the school objective of tre-
paration of the individual for making a living.

The specific questions the school must consider area 1.What is vocational-technical education and when shoule itbegin? 2. What are the employment opportunities for vo-
cationally-technically trained persons? 3. What kinds of
programs and facilities will be most effective? 4. net
kinds of teachers and staff are needed, and where can they be
found? 5. What relationship should exist between schools andthe world of work? 6. To what degree should the school be
involved in Placement and follow-up?

To enlarge on an approach to the cuestions, one can look
to the six purposes of the Vocational Education Act of 1963as a guide. The techniques followed in each state will varywith the interpretation, the philosophy and availability of
Personnel to implement action. This is where each person can
see his Part as an important link which brings a prograr, into
focus. The Seminar in which we are now involved should help
you identify sources of material, basic Philosophies, and sup--gest a pattern of operation which will be most effective for
you in working with members of a state staff.

C. Dictionary of Occupational Titles Carl Heinz

A third and completely revised edition of the Lictionau
of Occupational "'titles (DOT), published by the U. 3. a:ploy-
:lent Service in two volumes, became available in 19::5. This
edition represents the first .complete revision since 1939.

Volume I consists of job definitions arranged alphabeti-
cally. These definitions are based on current observations
and reanalysis of jobs in all industries. The edition contains
approximately 23,000 job definitions known by 36,000 job titles.
Seventy -five thousand individual job studies were rmde; wher-
ever possible each job was analyzed in two different establish-
mentslin one state, and verified in two different establishnlents
in another state, thus increasing data validity and the nroba-
bility of finding significant job variables. Obsolete jobs
have been deleted, overlap of definitions were z.inirdzed, and
6,000 jobs new to the Dictionary appear. For example, the
new DOT provides expanded coverage of professional and technical

,Ann.prlurrruprrnecvor.nrvrpt7Temmroporrw,ri.orl,e1M,AMISPY71MArVrTFIPPMV...110.V.
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occupations, as the number of workers in these jobs has doubled
in recent years.

Volume I definitions not only include what is dons and
how and why, but also directly or by implication, functions
performed by the worker, critical physical demands, working
conditions, significant interests, aptitudes, temperaments and
training required by the job, so that an understanding of the
level of complexity of the job can be gained. Volume II in'
eludes an Occupational Group Arrangement (OGA) of job titles
by an assigned 6-digit code. Throughout this arrangement, jobs
are grouped by some combination of purpose, material, product,
subject matter, service, generic term, and/or industry. The
code is arranged in order of level of complexity, thereby eli-
minating the stigma attached to such designations as "unskilled"
and the distinction between "professional" and "semiprofession-
al." These code concepts can be adapted to meet the needs of
occupational explorations for individual applicants or for
filling employer job orders on a large scale. The Worker Traits
Arrangement (WTA) provides another format of titles and codes
in which each group of jobs is homogeneous in terms of worker
traits regardless of work field, subject matter, or industry
with which they are identified. The Industry Arrangement.of
Titles (IAT) continues in the same form as the second edition;
the Glossary has been updated. A special supplement to the
DOT has been developed for use by the Social Security Board.

D. Occupational Outlook Russell Flanders

The technological revolution that our nation is experi-
encing has brought about many changes in the way we live and
work. Job requirements in the economy are at an all-time
high. It is apparent that this nation can no longer tolerate
the loss of its most precious resources--human resources.
Consequently, a new commitment has been made to the development
and creative use of the nation's total manpower resources. As
evidence of this commitment, edudational expenditures were 138
billion in this country in 1964-65, more than twice the level
ten years earlier. Such expenditures have been projected at
$60.9 billion by 1974-75.

What about the future? One thing we can expect is change.
Differences in the rates of employment growth among industries
will be an important factor in the changes in the occupational
structure of the economy in the decade ahead. By 1975, total
agricultural employment is expected to decline by more than
800,000, and all other employment is expected to increase by
more than 17 million--a net employment gain of more than 16
million--assuming a high level of economic activity in the
projected year.



Elr.ployv:ent reouiremeats for age and salary lorkers in
the non-far "goods producing" industries are expected to in-
crease by about 2-3/4 million. 1 equire7ents in the 7sel'vice
producing" sector of the economy are expected to rise by about
33 per cent - -more than twice as fast as in stroorl..," nroaucinr.
industries. Government and services emmloynent will increase
sharply as a percentage of total employment over the e.ecade
ahead. Contract construction and trade will also increase
their share. On the other hand, the relative importance of
7anufacturinc!, transportation and public utilities, and
finance will decline slightly, and the relative size of
agriculture and mining will continue to decline sharply.

The occupational requirements of the econony will change
substantially as a result of the differential growth rates of
industries and the technological developments and other factors
affecting the occupational requirements of each industr:7.
Uhite-collar jobs are expected to increase by one-third, and
account for almost half of all manpower requirements in 1975.
Kong white-collar occupations, the most rapid increase in
requirements will be for professional and technical workers,
which may grow ~ore than twice as rapidly (L8 per cent) as
the average for all workers. 4equirements for clerical
workers also are expected to increase rapidly, rising by nearly
one-third. The demand for managerial and sales workers is
expected to rise somewhat more slowly, or about one-fourth
between 1965 and 1975. Requirements for blue-collar workers
are exPected to rise by nore than one-eirhth over the d.ecar.2e
ahead. The most rapid increase in reouirements will be for
craftsmen; requirements for operatives will increase Tore
slowly; requirements for farmers and farm workers are expected
to decline by nearly one-fifth by 1975. A rapid increase is
anticipated in the demand for service workers; they are ex-
rected to account for about 1 of every 7 workers in the eco-
nomy in the -14-1970's. There will be :millions of job
opportunities in the decade for people who have not comoleted
4 years of college; included among those workers are technicians.

In sun'llary, we can expect nearly 25 million job onnortu-
nities during the decade ahead for manual workers, service
workers, technicians, and clerical workers. Of these job op-
portunities, nearly 11 million will result from employment
growtin. Lesoite the emphasis on the nevi for a college educ-
ation, there will be many jobs during the decade aheae for
people who do not have a college education, if they have suf-
ficient motivation, good guidance, and Proper trainin,T.
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State Pans and Pr2jectedrarg.....j.LmActvities

Harold F. Luis

1. Vocational Education Acts

Under the Federal Vooational Acts, Federal funds are al-lotted to the States to assist in the administration and ope-ration of vocational education programs. In providing such
funds Congress has identified the educational objectives tobe achieved and it is necessary that expenditures be identi-fied with the purposes for which the funds were provided.

As is true in all Federal-State cooperative programs, thestatutes provide for: (1) a State board for vocational educ-ation as the sole agency responsible for administering the pro-gram, and (2) a State plan setting forth the policies andprocedures for allocating funds to the State vocational programsand the provisions, standards, and requirements pertaining tothe administration of vocational education within the State.The State plan must be in conformity with the Acts' regulations,and the State's laws and regulations.

The Vocational Education Act of 1963 in Section 5 rather
specifically gives the State plan provisions which formed thebasis for the State Plan Guides (1) State board or advisory
council designation and composition. Regulation 104.3. (2)Allocation of Federal funds to various purposes and to local
educational agencies. Regulation 104.6. (3) Minimum qualifi-cations of personnel or staff organization. Regulations 104.4and 104.11. (4) Cooperative arrangement with public employmentoffices. Regulation 104.7. (5) Fiscal control and fiscal ac-counting procedures. Regulations 104.32 - 104.37. (6) Ternsand conditions for construction projects. Regulations 104.22and 104.23. (7) Reports. Regulation 104.55.

2. Regulations

"Part 104 - Administration of Vocational Education: Fed-
eral Allotments to States, Rules and Regulations" interprets
the Acts and provides the general content for the State plan
as well as the regulations with regard to the expenditure ofFederal funds. The items in the State Plan Guide are referencedto the Regulations.

3. Projected Program Activities

Each State with an approved State Plan must submit an-nually a statement describing its projecZ:ed program of acti-
vities for maintaining, improving, and developing programs of
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vocational education. This statement in effect becomes the
State Boardvs annual program plan with the rationale for the
allocation of funds* The approval of this document determines
the State's eligibility for the use of its allotments under
the various acts.

The development of the projected program activities
justifies the best efforts of the entire State staff and the
involvement of many others interested in vocational education.
it gives consideration to the manpower needs and job opportu-
nities and relating vocational programs to such needs. It
should ultimately result in a total balanced program of
vocational and technical education for the State--all persons,
all communities, all occupations, and all institutionso

Organization of Task Force

Earl M. Bowler

Task Force Objectives

Task forte activity provides the setting in which certain
leadership qualities can be developed. Objectives of the task
force for this conference are:

To provide a situation and a setting in which the
leadership potential of the group may be demonstrated.
To make it possible for individuals within each of
two sub-groups to demonstrate capability in analyzing,
planning, and organizing; and to present an oral re-
port to the entire conference group.
To provide the opportunity for each group to prepare
a brief, carefully developed written report to ac-
company the oral presentation.

To encourage individuals, committees, and sub-group
members to utilize the techniques of leadership dis-
cussed and demonstrated throughout the conference.

Essentials of a Task Force

Carrying to completion an assignment which permits the
achievement of goals will also permit individuals to relate
personal experiences to new and challenging situations. A
well plarned task force activity contains the following
essentJalss

1. A main group which meets as a unit for briefing
before the task is assigned.
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2. Two or more sub-groups which have been given
assignments of equal complexity.

3. Several committees formed within the sub-groups
to handle specific phases of the assignment.

4. A briefing session of the main group for a ge-
neral presentation.

5. An assignment for each group that will provoke
Ithinking, involve research, and otherwise chal-

lenge the committees. t

6. A situation which requires researching, reading,
\

\ discussing, evaluating, thinking, planning, and
working together to find a solution.

!

i

7. A resource person who assists the group in start-
ing the project, filling in gaps in the assignment,
clarifying mRjor points, and helping the group to
clearly understand the situation.

8. A rehearsal for those who are going to make the
oral presentation.

Counseli and Other Su ortive Services

Lane Co Ash

Vocational guidance is an integral part of the total pro-
gram of vocational and technical education. It includes the
range of student personnel services from testing and selection
of students to job placement and follow-up of them after
leaving or completing training programs. These services are
authorized under the Federal Vocational Education Acts.

Vocational guidance had its beginning in the work of
Frank Parsons in Boston in 1908. His concept of vocational
guidance was expressed as: (a) a clear understanding of self
(b) a knowledge of requirements and conditions for success
in different lines of work, and (c) "true reasoning" on the
relations of factors obtained by these two processes.

The purpose of vocational guidance is to provide indi-
viduals with the information and skills needed to make wise
decisions in matters affecting vocational adjustment. A pro-
gram of vocational guidance services is designed to result in
efficiency in education and training, both for the'individual
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and the school, and to is the clianoes of the individual
for pro dress and satisfaction in his occupation.

The Georri:e-7arden. Act of 1946 for the first ti-!e autl-.p-
rized expenditures of vocational education funds for salaries
and expenses of vocational counselors exd the f:evelourent of
progra:ns of vocational guidance. The States did not excerrisethis authority to any great extent; the largest ::urJber of
States involved (14) was reported in 1951. T-Jy 1961 only
States were particpating in this program and in that year only

of the total. Federal expenditure for vocational education
was reported for vocational guidance purposes.

The need for more and better counseling is almost uni-
versally recognized. The Panel of Consultants, in its report,
had a great deal to say about this.

The Vocational Zducation Act of 1963 recognizes this
need and states in its definition that vocational education
includes vocational guidance and counseling in connection
with such training. Further, the Act authorizes expendi-
ture of funds for the training of vocational counselors.
Accordingly, the regulations require that the State Plan pro-
vide for such vocational guidance and counseling personnel
and service as are required to facilitate the program of in-
struction; that follow-up procedures be conducted to determine
the effectiveness of guidance and counseling programs; that
adequate provisians be made for the use of occupational in-
formation, for program leadership, and for supervision to
nrovide better vocational guidance and counseling services at
the local level.

22121221=4.22I19012.1=Dcational and
technical 7ducation

Chester Swanson

The root of vocational education's Problem is at the
decision-making rather than the implementation stage. In
many instances vocational education is the school's weakest
link; it is felt to be a concern only for the school's
"second-rate citizens." In order to convince principals and
superintendents of a program's importance, a rationale rust
be developed whereby its worth can be illustrated.

The crotimist in vocational education sees current events
as years of opportunity, while the pessimist bemoans the times
that try men's souls; today's realist sees times of opportu-
nity that try men's souls. Vocational education will never



39

again have the same opportunities;mar7 wait on the sidelines
for educators to drop the ball. Educational institutions can
better handle vocational education than any other agent of
society.

Eight-tenths of the school's population, do not get a col-
lege degree. Their success in the world of work is dependent
upon their high school background. The vocational education
of which we speak, then, deals with 8 out of 10 students.
Any program which serves 80 per cent of the population is an
important part of education.

Vocational education has served and served well. Seven-
teen per cent of all youth between the ages of 16 and 21 are
unemployed, a figure higher than that of unemployment for all
ages. There is a present rate of 12 per cent unemployment for
persons who have completed high school, and 5 per cent unem7
ployment for those completing vocational education programs.
The student with a vocational education background has three
times the opportunity to be employed as youths in general have.

The labor market demands certain skills for specific op-
portunities; the applicant without them does not fare very
well. The obvious answer to the problem is that the individu-
al must be trained; the high school is best prepared to
provide this necessity.

The last justification for sound vocational education
Dr. ograms is a commitment to society. America's early educa-
tional programs were religious in commitment. Later a new
objective was added as education sought to train for partici-
pating citizenship. The current social plane emphasizes re-
cognition of individual differences and provision for equal
opportunities. The economic significance of education adds
another dimension. Tremendous expenditures for education are
justified by their investment in human resources. Greater
earning power plays more back into the Federal Treasury- -
measurable outlay and return. Investment in vocational educa-
tion is consequently an investment in society; our financial
worries will be over when this idea is accepted.

Our problems seem now to be more those of knowledge and
vision than of money. Vocational education and its leaders
are being carefully scrutinized. Industry is seeking a foot-
hole in education, and regardless of differences in funds
available and outlay, Public education is going to be compared
on like bases with private ventures. Our image is still fal-
lacious; many still view vocational education as a concern for
the less competent- -a program for others' children. That
which is done in vocational education is valuable for individu-
als, for those entering college and for those entering im-
mediately the work world. This, then, is our rationale for
vocational and technical education.
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An Cverview of Group Techniques for
Leadershit Development

741111an A. Williams

There are no reluctant leaders, A real leader must re-
ally want the job. In vocational education, we want the
leader who wants the job and is willing to learn the technios,..es
which will develop within him the desirable qualities of leader-
ship. A knowledge of the principles and practices of 7roub.)

techniques is a necessity for the successful leader. There
are many of these techniques; some are well known and sore are
unfamiliar. During this two-week seminar you will particir,ate
as leaders and as group members in as many of these "devicesr
as the program committee found it possible to include. It is
my task to provide you with an overview of group techniques
for leadership development. Uot all of these techniques will
be practiced at this seminar.

1. Lecture-discussion (lecture- forum) consists of a
speech by a lecturer, followed by a discussion period in
which the members of the group can ask questions, add to the
information Presented, or state their opinions. The task of
the chairman is ordinarily the simple one of introducing the
speaker and conducting the discussion period. The lecture is
simple to arrange and suitable for audiences of small to
medium sizes.

2. Pyramid discussion White Rouse Conference) consists
of a speech by a lecturer, followed by a reporting Period.
Discussion groups are composed of about 10 persons. A roc::
table discussion follows with the contributions recorded by
one member at each group.

3. Listening Teams: Used to focus attention of small
groups on a specific question while listening to a present-
ation, Teams are organized by a designated leader, and then
the speaker makes a nresetation. a) ;_embers of tetri:s listen
carefullyyrelating what is said to the question assigned to
their team. b) Uotes are taken by team members, Follorins
the presentation, teams discuss it and a recorder froci each
team reports to the total group.

4. Symposium-Uscussion (symposium forum): Particinents
are a chairman and a panel of two to five sneakers. .The
chairman gives a brief introduction to the whole progra:7. and
to each statement by the speakers, and then provides a sun nary.
The symposium is then followed by a discussion. The symposiur
is very formal and is essentially a public speaking prograT,
very suitable for large audiences,
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5. Panel-discussion (panel forum): Participants are achairman and a panel of two to six persons with special know-
ledge of a topic. Before an audience which can hear and see
them, panel members carry on a conversation, among themselves.The panel establishes a pattern of discussion, the leader sum-marizes and then invites members of the audience to join inthe conversation.

6. Shadow panel: Panel is preselected and is given spe-cial instruction regarding presentation by a lecturer. Panelmembers make notes during the lecturer's presentation. Panelasks questions of the audience following the Presentation:
the chairman summarizes..

7. Hole playing: A simulated, unrehearsed situation in-
volving group members as participants. A situation is acted
out, followed by a discussion of how to handle problems. Thetechnique is especially effective in solving human relations
problems and in the modification of personality traits and be-
havioral patterns.

8. Case studies: Statements of actual experiences, ob-
served situations, heresay, recorded materials or hypothetical
situations. They create considerable interest on the part of
those involved in training. The group leader is an important
key to the success of this group technique. He prepare.:
questions to be used in the discussion, introduces the topic,
reads the case to the group, then stimulates and guides groupdiscussion

9. Buzz groups: A large group is divided into several
discussion groups, six people to a group, approximately 5
minutes to buzz the topic. Each group is given a different
question to discuss; each buzz group chairman reports to the
entire group verbally or in writing.

10. Structured Conference: A discussion in which members
of a group and a leader take part, directed and controlled by
the leader towards a predetermined goal, with most of the ideas
contributed by the group.

11. Brainstorming: A modified form of the conference
technique. A group, a leader, at least two "chart men", and
a "chart hanger" are required. A question, or problem, is
posed by the leader; answers or responses are presented by
the group members without comment and are quickly placed on
the chart boards. Answers or responses are presented by the
group members and are recorded without comment. Chart sheets
are posted on surrounding walls. Leader then works with the
group to combine, eliminate, refine, and summarize material.

nrv,n"..777rr..,"r5.^`v,
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Demonstration of Visual Aid Use

Donald Maley

The need for instructional devices and techniques for
their best use should be considered from three separate but
interrelated aspects: 1) the nature of the school population,2) the information, skills and values associated with the
educational program, and 3) the environment in which the in-
dividual now lives or will live in the future. Communication
at best is difficult; it has been estimated that only .01 percent of what a person knows can actually be transferred to
another. The I.,ajor barriers to knowledge, lack of ability to
communicate, security clearance, and printability requirements;
emphasize the inadequacies of the printed and spoken. message.

Major factors affecting learning as an individual seeks
to communicate with a receiver are sensory needs, maturity*
perception, motivation, interest, background, abiliy, emo-
tions, amd attitudes. Knowing the factors which affect
learning, however, is not sufficient; the educator must
understand the learner, know the objectives of the program,
and then select the appropriate procedures for reaching these
objectives.

Edgar Dale has envisioned a "cone of experience" in which
several media of communication are discussed. Listing the
most concrete device at the base, he proceeds with the purpose-
ful experience, contrived experience, dr4matized experience,
demonstration, field trip, exhibit, television, movie, and
radio and photographic recordings.

Vocational education is defined as that part. of edu_lal;ian
which equips people to enter and to advance in the world of
work. The ultimate aim of education is to increase the
learner's ability to learn without being taught. Visual aids
have a primary role to play in fulfilling this aim.

o ams of Pre-and n -Service eacher ducation for
VocatiGna -Technical Education Prr rams

Merle E. Strong

Teacher education is undoubtedly among the most important
considerations we face in vocational education. In virtually
every state and at every level lack of qualified personnel is
said to be the number one problem.
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The Pane/ of Consultants on Vocational Education stated
.0. the state boards for vocational education through the

vocational divisions of the state department must evaluate
the selection, training, supervision, and inservice growth of
teachers in order to maintain a satisfactory standard of
excellence" thereby reaffirming the fact that state boards for
vocational education have a major responsibility for teacher
education. This concept is reflected in the Vocational Educ-
ation Act of 1963, resulting In most state boards exercising
a leadership role in providing teacher education services,
The most adequate and effective programs result when a written
agreement is developed between representatives of the state
board of vocational education and servicing institutions which
clearly identifies: (1) services to be rendered, (2) personnel,
(3) relationships of staff to state office, (4) plan of super-
vision, and (5) financial arrangements.

The Vocational Education Act of 1963 reflects changes
and needs in the nation's occupational structure adding the
following new dimensions which directly affect the teacher
education programs (1) the addition of office occupations to
vocational education, (2) provision for distributive education
as a preparatory program, (3) provision for programs for
gainful employment as a part of home economics, (4) emphasis
on programs for disadvantaged youth, and (5) provision in act
of support training in instructional context.

In order that the total resources of vocational teacher
education may be brought to bear on the problems in the
traditional service areas there is a need for everyone to
clearly understand the commonalities and differences in the
prograMs. In terms of commonalities, all service areas; (1)
are concerned with training for gainful employment; (2) are
engaged in programs at several levels and in several kinds
of institutions; (3) are concerned with providing adequate
ancillary services; (4) require extensive shop and laboratory
facilities; (5) have placement of students as a responsibility
and (6) must provide curricula based on the needs of an
occupation or cluster of occupations based on an analysis.
Every effort should be made to capitalize on commonalities
among teacher education services and to identify activities
that can be provided cooperatively or be provided by a single
staff.

At the same time, in order to work effectively, it is
necessary that the unique features of each program in the
various services be recognized in oraer that provision may
be made for their best use.
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Vocational Education in the Parks Job Corns Center

Stephen Uslan

Tndustry has become involved in Job Corps Centers throughan interest in innovation and a belief in the potential appli-cation of industry's knowledge to vocational education. Theapproach used is that of the terminal objective: final goalsdesired are first identified. then these are analyzed and fedback to methods. The tools and techniques that industry hasknown are used to train workers through Job Corns. Industry'sactive participation through this involvement was easier tosell to 0E0 than to industry itself.

A Job Corps center is more than an educational, or morespecifically, vocational educational center; it is in realitya treatment center. There is a need for continuing educationfor those who cannot adjust to school systems as they nowexist, but other needs prevail simultaneously; the world hasfailed these students culturallyv socially, economically. Asone Corpsman expressed it, Man, have you ever tried to con-centrate on a lesson when your head aches from hunger?"

The object of the Parks Center curriculum is not justskill competency but employability; employability in attitudeas well as skills. Sixty-five programs, clustered into sixmajor occupational groups, are offered. Ninety-five per centof the Corpsmen at entrance state a preference for automotivemechanics, because of all the alternatives this is the onlyknown quantity. Therefore, Corpsmen have a planned 3-weekorientation in each of the six major divisions, after whicha student, with the aid of a clinical team* chooses his courseof action.

Hopefully Job Corps is the means to a different way oflife for Corpsmen. The typical corpsman is 172 years old andhas 6-7 siblings; his family ,is second generation on welfare,he has no.known father and family structure is matriarchal.He is withdrawn and not in good physical shape as he is mal-nourished, anemic, and needs dental repairs. He dropped outof school in the 8th grade, and his ability ranges from 5thto 8th grade level in varying subjects.

There are 2200 Corpsmen at Parks. The total number ofstaff im 830, 350 of which are professional; 110 are vocational
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education staff. Expenditures average ,:)4800 per year per
Corpsman. Job Corps contracts are funded annually, although
in effect a contractor is morally obligated for the duration
of the 0E0 program. There is a great need for vocational
education in schools, and hopefully Job Corps is helping to
meet this need.

Facilities and uipment for Vocationa -Technical
Education Pro rams

Michael Russo

To design, create and envision the facilities that will
adequately meet the needs of all our vocational-technical
prozrams, both present and future, demands an extremely cri-
tical evaluation relative to industrial developments of the
future. In view of the constantly changing demands being made
upon our vocational-technical education facilities, it becomes
quite obvious that a serious gap exists between the adequacy
of many of our traditional buildings and the demand of new and
emerging curricula to meet the technol)gical challenges.

Changes in the depth, setope, and variety of curricula;
new emerging teaching techniques; multiple administration and
staffing within an educational facility; and the challenge to
meet the needs of all students, require many changes in our
physical facilities. How accurately we project and anticipate
these developments is extremely important, for if we fail to
understand and accept these euxaiging possibilities, we will
find ourselves unprepared to cope with the demands placed upon
us. This change is being recognized by educators as an evo-
lutionary phase of the educational environment. In order to
meet these educational goals and objectives, we are seeking
greater flexibility and adaptability, higher quality; con-
currently, we are striving to maintain low building and
maintenance costs.

The programs, methods, and equipment of today could be-
come obsolete in the near future. However, the buildings
designed to house and facilitate the programs of the present
and future will remain with us for many years.

The primary concerns in planning these flexible edifices
are: aethetic values for the educational complex, flexibility
in site selection, adaptable walls, zone environmental control,
audio-visual facilities for individual and group use, and
accoustical control. New trends in school plans feature larger
storage units for tools, materials and projects, often demount-
able and movable, independent study carrels, large centralized
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assistants or referred by public welfare, school, or health
officials, friends, neighbors, Salvation Array, or Extension
homemakers' club members.

Individual and group learning experiences have been usedsuccessfully, ProFram assistants involve young homemakers indemonstratin simple skills and techniques, and encourage thento help each other. They have tried to start with the probler-s
that seemed important to the homemaker. Teaching; outlines and51 simnle publications, including: vLctrze recipes, have been
developed for persons with limited reading ability, and have
been tested, evaluated, revised, and are being Printed. Con-
stant effort has been rade to encourage family menbers to use
the services of the health department, of vocational and o. tiertypes of training, and of other agencies and prorxra:ns.

Pro cress :. Since : :ovember 1964, program assistants have
giver substantial help to 1E7 young homemakers for whom re-
cords have been kept, and have reached 244 others in s7aall
;roues in small group meetings. Homemaking skills have been-
inproved, fawAlies are usin; other community resources, and
young; homemakers are beconin encouraged and hopeful of the
future.

1

.

. ,,, Ilehabilitation Agencies Raymond A. Ehrle
1

j
In the 1950's it became anParent that the preventive ane.

developnental guidance philosophy was not meetincr the needs
of all persons. As a result of the continuation and magni-

\ fication of social pressures, it becaae aplarent that an ex-
\ tension of the guidance philosophy was necessary. This narked

the advent of rehabilitation as a Philosophy. At the point
where develop-lental pro3esses are inadequate and to the eztent

\t'aat trau-A. or disease has intervened after an individual has
become an adult, rehabilitation begins.

Although Public Law 565,.passed in 1954 was limited to
n17 the "vocational" aspects of persons with physical dis-

a ilities, within a few years person with mental, enotional,
a.d even social disabilities were made elicible to receive

services. And very recent legislation such
as tine :;.;T Act of 1962, the VE Act of 1963, and the Econo-Ac
0-apprtunity Act of 1964 has served to further expand the scope
of 7habi1itation.

catinal rehabilitation, commanity rehabilitation centers,
:Iehabilitation agencies include state divisions of vo-

sheltbre0 workshops, zental hospitals, hospitals, schools
for the handicapped and private agencies, such as Goodwill
and the Easter Seal Society. At this time, there is a pool
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including the public. The problei of acceptance of researchis of paramount importance with the administrator appearingto be the change agent in most school systems.

The 1966-67 priority areas for research emphasis are:program evaluation, curriculum experimentation, pArsonal andsocial significance of work, personnel recruitment and deve-lopment, program organization and administration, adult andcontinuing education, and occupational information and careerchoice.

Planning Total Programs of Vocational-Technical Education

Sherrill 'D. McMillen

As we look back over the recorded history of mankind, wefind peaks of recorded progress and advancement of human know-ledge. It is recognized and generally agreed that the two de-cades since the end of World War II encompass a period in theexplosion of human knowledge and progress exceeding the
previous recorded history of mankind.

Program planning and development is not new to our so-ciety; what is new is that the activities have become more com-plex; the magnitude of programs has expanded enormously; andthe funds for all programs have greatly expanded, necessitatingimmediate and long-range planning at all levels of responsi-bility.

Peter Drucker has defined planning as follows:

Planning is the continuing process of making
present entrepreneurial (risk-taking) decisions sys-
tematically arl with the best'knowledge of their
futurity, organizing systematically the efforts
needed to carry out these decisions, and measuring
the results of these decisions against the expect-
ations through organized systematic feedback.

A more concise definition is one used by Secretary of De-fense McNamara: " planning is simply a systematic appraisal
and formulation of your objectives and of the actions that youbelieve necessary to achieve those objectives."

Planning, used in the foregoing sense. is not merely
forecasting or predicting the future. It is not solely the
projection of current programs or their costs. Neither is
planning a process that deals only with future effects of



pre sent d e ci sions Planning
things happen that would. not
basis for decision-making, a
ing at problems.

is largely a job of ra!tin
otherwise occur. Plannin7 is a
frame of mind, a new way of look-

Effective planning requires more than new staff or DT0-.
cedures; there are Principles which are useful in the nature
and structure of Planning:

1. Planning which is not related to the decision-
-no:Ling process and does not have the sumort of ton
managenent will be ineffective.

2. Planning: formulates the goals necessary for meaningful
group action throughout the management cycle.

3. The planning process 'ust contribute to the ac-
comnlishnent of objectives and must permeate the
organization.

4. Effective planning requires the formulation of
policy for procedures and programs.

5. Planning requires adecuate and Proper timinr7 in-
cluding the scheduling of key events.

6. "A Plan held close to the breast of the admini-
strator will have little positive effect on current
operations." Adequate conmunication of goals, ob-
jectives, planning premises, and data, choice and
program designs are required throughout all levels
of an organization.

Iatcent Federal legislation has placed new and added re-
sponsibilities with the states. Business, industry, parents,
civic leaders, organizations, and legislatures are calling
for more sophisticated and manifold services by our schools.
Yet even with these increased demands, we are told that out
educational and political leaders are reluctant to recognize
the economic, social, and educational revolution that is
taking place. Our stewardship under Federal legislation
has increased from 345.3 milli.on of, federal funds in 1960
to '1450 Million of federal funds in 1966 under all acts.
When state and local funds are added to the federal contri-
bution, dollar values approach the billion figure for vo-
cational-technical education expenditures.
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Curriculum Materials v I ment roach
to Program Quitlitx

Earl :'!e Bowler

In recent years there has been a greater awareness on the
part of many people of the importance of vocational and tech-
nical education to our economy and of the many and varied pro-
blems involved in expanding and upgrading state and local
vocational programs.

The broad language of the Vocational Education Act of 1963challenges administrators to develop new staffing patterns, to
establish curriculum materials development laboratories, and toprovide new pre-service and in-service teacher education
courses that will bring vocational training to the highest
possible quality.

The Act provides for a program of evaluation. Greater
cooperation between vocational education administrators and
public employment services are envisioned in the Act and it
is expected that evaluation will show that the states have
detailed staff members to these and other activities. Progress
in closing some of the gaps in program development, curriculum
facilities improvement, training programs for the educationally
and socially handicapped, and similar activities will be im-
portant to the future expansion of our movement. Reports from
the states are expected to document their efforts to maintain,
extend and improve existing programs and their plans to de-
velop new programs, to provide part-time employment for needy
youth; and to conduct adequate vocational courses for persons
of all ages in all communities.

The Curriculum Materials Section of the Division of Vo-
cational and Technical Education is striving to meet the urgent
need for adequate curriculum materials. In Fiscal Year 1964
approximately $90,000 was expended for manpower training guides;
in Fiscal Year 1965 nearly f.tio'390,000 was spent for curriculum
materials. It is expected that more than f3450,000 will be ex-
pended in Fiscal Year 1966 for developing needed curriculum
material.

Technological changes are occurring at a tremendous pace.
The baSic purpose of our vocational education effort is sound,.as President Kennedy declared, and the program of curriculum
development is sufficiently broad to meet future needs. The
need for up-to-date instructional material has never beengreater. The curriculum materials development activity of
the Office of Education ip a joint State-Federal undertaking
that should expand, and the climate for getting this real pro-
gram of joint activity launched is becoming most favorable.

17,1149177"4-4,..rf$47.1.57ArZzcz^rrtrorly"4-, mrel7r."17473,7ffort-mnP--rer.` !r1711711.!:,



,

4

.1

1

Cooperatinl: and Coordinating Prooran Activities
with Other Aisencies -laymoosium

A. Office of 3conomic OptortunitY Chester G. ::011, Jr.

The War on Poverty is aired at providinp: to every indi-
vidual the opportunity to contribute to society to the full
extent of his capabilities. To do this, "'any new progre!'s
have been created, including a variety of efforts to provide
vocational and technical training to people who need it nost
and yet have not previously benefitted from such training.

Coordination in the War on Poverty is not an end in it-
self. The five-year old in Project Head Start, the teenage
dropout applying for Job Corps, the mother raising a family
of seven on public assistance-none of these care whether the
training, counseling, health services or literary courses
are coordinated. They do not care about the agreements am ofg
Federal, state, or connunity agencies; they are concerned only
that the help they need will be available then they need it,
and that they will not be 4ven another run-around, another
denial, another slapmed door. The conmunities share this con-
cern at a different level. They are not interested in Feeeral
coordination* aather they want Federal resources and prora.,s
to be readily accessible, 'kith mininlum delay and without
excessive bureaucratic red tare.

Coordination in the War on Poverty is directed tovare.
Yreeting this concern insuring that the Federal Governent ir-
creases the speed and efficiency of its response to the reeds
of the poor* Coordination thus is the means of securin5:: for
the corm unity, and specifically for its poor, the widest nos-
sible spectruln of Federal resources to attack the causes and
aTeliorate the sy^Iptons of poverty.

A varilt7 of machaniSns have been created to accomplish
the coordination of Federal pronxam6 and services, includin:
the cabinet le-el Econoalie Opportunity Council; an infor7ation
system designed to Provide current data on progray.s and the
people reached; specific interagency cooperative agreeTrents.
between CEO and a?encies which operate Prograls such as the
leighborhood Youth Corps (Labor), Adult ?Asia ;ducat ion (HEJ),
Aural Loans (Far7ers, Home Adlinistration), Sall ,:usiness
Loans 1S2A).

At the state level, similar arrangerients exist. At the
community level, the corn: unity action agency itself is a new
mechanism to brine together public and private agencies and
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representatives of the poor to examine and identify needs.
But, overall, coordination in the War on Poverty takes more
than governmental units. In such a pluralistic effort, the
demand is for full cooperation and a variety of new means of
coordinated participation by the multitude of citizens' groups
and individuals. In a War which in the short time-span since
it inception has brought new opportunity to over three mil-
lion people, pluralistic support by individuals and groups has
been critical. It will continue to be critical in a War ini-
tiated, as Congress stated it, "to eliminate the paradox of
Poverty in the midst of plenty in this Nation."

B. Extension Education Margaret Oliver

This cooperative pilot project between the Federal Exten-
sion Service and the Alabama Extension Service is designed to
develop and test methods and materials for use in an educational
program with young homemakers in four Alabama counties.

The objectives of the project are to develop and test:
methods of reaching young homemakers in low-income rural areas,
methods, of teaching homemaking information to these young home-
makers, educational literature designed especially for this
group in the fields of family financial management, nutrition,
housing, and child development, and to test the feasibility of
using subprofessionals, working under the direct supervision
of a professional home economist, in an educational program
with young homemakers in low income rural areas.

Ultimate objectives are to find ways to help young home-
makers in low-income rural areas to develop homemaking skills,
improve the health of family members, become more intelligent
consumers, become prepared to accept economic opportunities
as they are developed, develop respect for themselves and
their homemaking roles, become better parents, understand
the commnnity and its resources, and become aware that Ex-
tension is a source of information for solving their problems.

Procedure: Since November 1964 an extension home econo-
mist in each of four co "- has supervised two nonprofessional
or part-time professiont program assistants in an effort to
reach young homemakers in low-income rural areas. Two home
economics specialists on the State Extension staff gave leader-
ship to the project including the development of teaching
methods and materials. Belated agencies were invited to
initial planning sessions.

Methods Used: The young homemakers live in remote rural
areas, in fringe areas of small towns, and in public housing.
They were located through door-to-door visits by program.
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assistants or referred by public welfare, school, or health
officials, friends, neighbors,. SalvationArmy, or extension
homemakers' club members.

Individual and group learning experiences have been used
successfully. .Program assistants involve young homemakers in
demondtratimm simple skills and techniques, and encourage then
to help each other. They have tried to start with the proble7's
that seemed important to..the homemaker. _Teaching outlines and51 siMpie Publications; including piotnre recipes, have beendeveloped for persons .with limited reading ability, and have
been tested, evaluated, revised, and are being printed. Con-
stant effort has been made to encourage family members to use
the services of the health department, of voeational.and otllertypes of training, and of other agencies and programs.

Promress: Since NOvember 1964, program assistants haveIm.mmommElmnimomo

given substantial nelP to 187 young homemakers for whom re-
cords have been kept, and have reached 244 others in small
croups in 'small group meetings. Homemaking skills have been-
improved, farrilies are using other community resources, and
yowls homemakers are becamin5 encouraged and hopeful of the
future.

C. Rehabilitation Agencies Raymond A. Ehrle

In the 19501s it became apparent that the preventive and
developriental =Vince philosophy was not meeting the needs
Of all Persons. As a result of the continuation and magni-
fication of social pressures, it becaithe apparent that an ex -.
tension of the tTuidance philosophy was necessary. This marked
the advent of rehabilitation as aphilosaphy. At the point
*here developmental processes are inadeqUate and to the extent
that trau-a. or disease has intervened after an indiVidual has
'become an adult, rehabilitation begins.

Althowth Public Law 565,, passed in 1954 was limited to
ay' the "vocational', aspects of persons with physiCal dis-
a ilities, within a few years person with mental, enotional,
a d even social disabilities were made elicible to receive
relabilitation services. And very recent legislation such
as the ZIT Act of 1962, the VS Act of 1963, and the 3cona-.ic
Opt rtunity Act of 1964 has served to further expand the scope
of ehabilitation.

Hehabilitation agencies include state divisions of vo-
cati nal rehabilitation, comranity rehabilitation centers,
sheltered workshops, mental hospitals, VA hospitals, schools
for the handicapped and private agencies, such as Goodwill
and the 73aster Seal Society. At this time, there is a pool
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of approximately 2,300,000 persons who might be rehabilitated.
Last year 130,000 individuals were' successfully rehabilitated
by approximately 5,000 working rehabilitation counselors;3,500 of this number are working in state agencies. Althoughthe primary task of the rehabilitation counselor is to counsel,he may also by responsible for providing or arrangina.forother services to the client, 'including physical restorationservices, training, prOviding books and training materials,
maintenance, placement, tools, eqUipment and initial stocks
and suppliessacquisition-of -vending stands or other eqUiPment,transportation, occupational licenses'and. other goods andservices necessary to render a-handicapped individual fit toengage in a remunerative occupation.

In terms*of cooperating arid. coordinating services with
other agencies, a number 'of complicating *actors are immedi-ately apparent. These factors include, ;ti) the sheer numberof agencies to be dealt 1Tith, (b) the need for service co-ordinators as 'agencies expand and provide more services, (c)
the professional claim which each agency has on its particular
domain as a matter of law or a matter of tradition, (d) the
problem of who shall-control the professional resource; and(e) the conflict as to what type model can best provide ser-vices.

D. Health Services Helen Powers

The tern health occupations was first used in Federal
legislation for vocational education in Title II of the George.
Barden Act-, in 1946. Title II authorized a 5 million dollar
appropriation annually, to be used by states on a matching
basis, for the provision of. training 'for health workers below
college grade. PL 88-210, the Vocational Education Act of
1963, made this authorization permanent -and provided additional
funds, not earmarked, for training in all occupations below thebaccalaureate level. Regulations, under PL 88-210 define health
occupations for purposes of :the At as those occupations that
are "supportive to the health professions such as medicine,nursing and dentistry:"

Organizations concerned with the education of health
workers at the sub-baccalaureate level are numerous. Each
professional society assumes the prerogative of a-professionin setting standards for practitioners within its area. A
listing of the numerous organizations concerned would serveto fulfill the problems inherent in coordination and cooper-
ation between education and the health occupations field.

In identifying methods for'improving cooperation and co-
ordination that haVe been found to be successful, the following
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Centralization of cUrrioUla.for georraP4c area
, .,with' it 11,11teirriutber.-or school administrative.

:tinits;iriyolfsted:-in..Pla.ntlne,.:;deAteIoriing and open,atiYig .programsc
.

Comminity-wide Pluming levels 'oteduai-.preparation and training for -health workers.
EffeCtiVe organization and use of.ad4isorymittees., with one oommittee*.for each. 'specificoccupation:

Respontibility for prOgram developlgent at stateand, local, levels assizned to persons Who areknowledteabl,e in, the: health occupations field anddedicated -to-the goal of, prOvidirig.the.mmbers. aridqUality of health workers..needed. .

:ore effective communication aMOng agencies and.organizations. of prograM goals,' "accomplishments,unmet needs,. and prObleras.
6. Formal and informal liaison with agencies andsocieties concerned with the program of.health--occupat OrIS

.

E. The Government Edward ::ester
Our -world is currently undergoing two major revolutions:a revolution of civil rights; and a technological revolution.In this age :of instant .cornmunication and a new flow of federalmonies, daily coordination. is essential, . .;:any agencies areconcerned with vocational and technical .education; in orderfor each program to function effectively *Use cooperationand coordination,- are mandatory.'
The world rieeda to know the acceptability; the respect-ability of 'getting one's hands,dirty in honest work. Ourobligation is to educate toward this respectability.

ZvaluatinA Prolress in Vocatioza?..ilechnical Sducation
Bernard Michael

The Vocational Eduoation Act of 1963, authorizing Federalgrants to states to assist them in strengthening and improvinp;
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programs fac4::, or -utmost.,," iiaOrtarice n .making
the" whole prOgi4aii' effe"ctive" .1 7.

It is -important that' the' whOle' System it direeteVtoward-the ultimate goal--an educated, Skilled citizenry.
. We are also entering- into nationwide. system of area v.o-cational arid technical schools,which ultimately will, in fact,make vocational education opportunities.readily:accessible topersons of all.ages, in all.odmmUnitiee. of the state..

The great need in leadership. in vocational education to-day.is for the skilled administrator, who is veri well informedon all kinds of educational and ,training.progtams, and evenmore .importantly, has..the' to. apply. thecprograns, to meetthe needs of people without the beneficiaries of the programsbeing conscious of the source of the program. The day is pas-.sing rapidly. when it' will be possible for 'the' traditional vo-_cational- educator to live and work only within the range ofthe traditional Smith-Eughes and George=Barden vocationaleducation programs. If we do not develop leadership of thiskind, we can be,assured that such leaders will appear elsewhere.
If vocational ethication programs do not meet the needs ofthe people, we can also be assured that other persons and

agencies will appear :On the scene to *met those needs. Thisis the.real challenge to vOcatiOnal .education leaders.



enrolled in and conPleting 'Orograms, cog pared
with the estimated proportion of the population
needing or desiring traininr.

2. Success in terms of pre-enplOynent infor-ation.

3. -Effectiveness in-achieirinc; objectives in terms
of follow-ub information.

4. Effectiveness in terns of ht ability of state
'adnAnistrations to plan and organize nror:ras.

5. Assessment in terms of cost effectiveness and
other analyses of expenditUres.

Evaluation of State Proo.rans

Fred 7. 3berie

Vocational educators are prepared to handle nary of the
proble-is that shall arise from the umoming rzrow-;
ing out of the increased emphasis on evaluation. Their ex-
perience in applying evaluative criteria to the programs for
agriculture, distributive, home economics4 industrial, prac-
tical nursing,' technical and trade education provides then
with some understandinz of the Process.

Mt increased emphasis being given to evaluation through
the VoCational Education Act of 1963 makes it imperative for
them to undertake more research and depth studies of its
rinciples, practices and the effectiveness of devices or
instrwlents.

The elenents involved in evaluation of state orograns
are staff orcanization, administration, supervision, cur-
riaulung-costs, teacher education, Public relations, youth
organizations, facilities, and research.

The sources of data for identifying the areas for state
evaluation are an analysis of the State Plan, Annual reports,
Projected :rogram Activities, Census aeports, Labor .aiket
deports and reviews from professional literature and research
reports.

Kirkpatrick identifies the four stages of evaluaticn as
1) reaction, 2) knowledge, 3) behavioral change, and 4) results.

.

In both self-evaluation and evaluation by others, blocks to
successful appraisal ray be confusion, lack of objectives, in-
adequate measuring devices, or indifference.
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Evaluation can add a dimension of qUality to program oper-ation and developmeri.

The . ole of professional Organizations
::ary L. Ellis

One of the major concerns of the American Vocational As-sociation is legislation affecting vocational education.' Re-.cent activities have involved testifying before the Senate
Sub-committee on, appropriations for the Department of HEW andLabor and related agencies concerning Bill 354-27. AVA re-quested an increase in total funds, restoration of the cut
amount for work study programs, and funds for residential
school funds.

On June 2, 1966, Senators Perkins and :Aeeds introduced
bills numbered H. B. 15444 and 15445. These identical bills
request 400 million,dollars by fiscal year 1966; 35 million
for work-study and 20 million for residential schools by fiscal
1969. Hearings are to begin June 9th before the General Sub-
comml4ttee on Education, of which Senator Carl Perkins, Kentucky,is chairman. 'Putlic witnesses are scheduled for June 14-16 and
June 21-23. Objectives of the hearings are to (1) consider
increasing the total authorization and extending work-study
and residential school provisions; (2) determine the effective-
mess of the legislation broadening occupational categories;
(3) ascertain the extent.to which states are utilizing job
market information, (4) examine unmet needs; and (5) examine
administration of the 1963 Vocational Education, the Smith-
Hughes, and the George-Barden Acts. -Possible amendments' willbe stipends.for teacher education, removal of matching pro-
visions for mork-study programs, and establishment of.a
residential school in each state.

The American Vocational AssoCiation is also actively in-
volved in studies, commissions, and workshops.

StEAsArl_kd oda SuPervision

1Talter M. Arnold

It is of the utmost importance to vocational education
leaders today to understand the full implication of the inter-,

disciplinary approach in all programs of vocational education.
More specifically, vocational educators need to be concerned
with the economic and social Problems of the country as they
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relate to-and:affect vocational eduoatiOn. In a-Similar
rummer, vocational edueatiori.haS:td.beattun6d to neet the

-,

needs and .problems of a growing econony And a rapidly chanm-
ing society.

Vocational educatiOn,is roving into a systesticapproach.
The steps in the system are:

-1: 'The-lans, federal and state- -these initiate the pro-
grams, set the purposes, and provide the. funds.

2. The regulations, policies, and procedvreS at federal
and state levels- -these expand and al:plify the Pro--
visions of the .laws and assist the states in imple-
-netting new and expanding Programs.

3. The State Plan- -this is the contractual agreement
between the federal government- and the state which
sets up the progran standards and requirements

. under which the state will operate.

4. The Projected PrOgram Activities--this new step re-
aaires_the state to submit annually a proposal for
spending the federal and matching funds, identifi-
cation of needs of the states with respect to both
employers and people, and an explanatian and justi-
'fication of the Proposed program developments and
expenditures in the light of the six new purposes
of the Vocational 3ducation'Act of 1963.

5. The Annual deports -- statistical, financial, des-
criptive and special. The newly revises' reports are
the first informational feedback into the systen and
will have considerable influence upon the new or
different directions the prograr:. should take.

6. Evaluat ion this provides continuous feedback onto
all of the previous.steps in the system. It is
made in the light of immediate and long time goals
and measures both quantity and quality of programs.
It has great value as feedback into the system in
identifying deficiencies.

7. Public Informationthis part of the syste'r,, (not
working very well now), is especially tnportant in
creating a good image of the program amongftif-
ferent populations.

3.esearchthis is the most is feedback of all.
indings and recommendations from research are to be

disseminated back into the operation level of the



programs; a facet-,.. of. utpot impprtance.in.making;,the Whole °tog-rail- effeCtlire-.;
. .7 .6. e. -

.: MT'. 'J .It is'importeint:that' the System it direCted7toward...the ultimate goal--an educated, Skilled citizenry.:
We are alio entering into a riitt.iOn Ada: area vo-cational and technical schools,whibh ultimately will, in fact,make vocational education opportunities. readily:accessible topersons of all ages, in all. cOmmUnitieb. of the state.
The great need in leadership. in vocational education to-.day. is for the Skilled adttinistrator,who is very'. well informedon all kinds" of educational and.trainingprogramS, and evenmore .importantly, has_ the' Skill to applt the., programs, to meetthe needs of people without the beneficiaries of the programsbeing conscious of the source of the -program.: The day is pas-sing rapidly. when it will bd. possible for 'the' traditional vo-,cational educator to live and work- only within the range ofthe traditional Smith- Hughes and. George-Barden vocational

education programs. If we do not develop leadership of thiskind, we can be.assured that such leaders will appear elsewhere.
If vocational edu.cation programs do not meet the needs ofthe people, we can also be assured that other persons and

agencies will appear :On the scene to meet those needs. Thisis the. real challenge to vocational education leaders.
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The Conference

ADVANTAGES OF THE CONFERENCE METHOD

The conference is a form of discussion based upon a problem experienced
first-nand by all the participants. A solution developed by the conference
method should encourage experienced supervisors and workers to thinkabout their problems, to state the facts about them clearly, and finally todecide what should be done about them. By the en d of the conference,
members should have reached an agreement as to the best solution to theirproblem.

Properly used, the conference method has many advantages. The con-ference members can speak freely aid can feel that they are giving valuable
information to the group. The instructor is a guide, not ti boss, and the
training becomes informaland democratic in nature. Under these favorable
circumstances, the participants learn to analyze jobs and situations, to usegood judgment, and to cooperate with others in pooling experience and inreaching a conclusion. The conference method is a democratic way of in-structing the group members to think efficiently and to work together har-moniously.

WHEN TO USE A CONFERENCE

The conference method is suitable for well-defined situations in manyfields of work. To make sure that it is planned appropriately, check thesituations with these tests:

1. The participants 5'hould have experienced the same problem or pro-
blems, and

2. Some of them, at least, snould have tried to solve the problem.

Reproduced by the U. S. DEPARTMENT OP HEALTH, EDUCATION, AND WELFARE,Office of Education, with the peraissiot. of The University of Texas.
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LEADERSHIP DEVELOPMENT CONFERENCE
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Conferences Procedure
0

100 Participants
meet in General
Session.

100 Participants
meet at 10 tables
to discuss both
agenda topics.

10 table chairman meet
and put together final
report of con3ensus of
the Conference on the
agenda topic.

Non.
110 Chairman go on
to Chairman Meeting.
Rewiining Participants
go on to discussion
of next topic.

.1106111
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o

V

0

tine of these Chairman
reads the final report
to the 100 Participants
at the General Session
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U. S. DEPARTMENT
SEA N, EDUCATION, AZ WELFARE

Office of Education
Division of Vocational Education

Washington 251.D. C.
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Instruction to Chairmen at Chairmen's. Conference

1. Decide immediately which one of you will
make the report on this topic to the
General Session. An alternate will stand
by and will be prepared to give the report
if the one decided upon cannot give it for
any reason.

2. It is essential that only consensus of
opinion, ideas and statements already
expressed in the reports from the table
represented by you, be considered at
this 16141.

3. The Conference Program Coordinator sill
keep you informed as to your time
schedule.

4. Mike sure that all persons in your group
are in agreement that the statement
whichpurporto to be the consolidation
of all reports is satiedantelrye
should be done for each questioo,

A. To the extent that it is petwilia.
to show Vats weight of agnisements
please do so. For =apple, if on
any point, all tables unanimously
zgreed, this should be shown. If on
another point only 5 tables made
mention of the item, please report
it that way and not that half were
"for" and half "against."

5. Tour final report on this topic should
take from 12 to 14 minutes to give. .

U. of Md. LDS - 2
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U. S. DEPARTMENT OF
HEALTH, EDUCATION, AND WELFARE

Office of Education
Divilion of Vocational Education

Washington 25, D. C.

NATIONAL LEADERSHIP DEVELOPMENT CONFERENCE

1....wnctio

Note: Tou should contact the Project Coordinator for
any service or materials your vamp needs which
you do not find provided.

MUM G AT CONFERENCE TABLES

1. Pleas become familiar with the contents of figgstatm.
to the Leadership Team, included in your packet of
materials, before going to your Discussion Table.

Note: Persons other than participants will be permitted
to observe at your table. Participants only, areto b emitted to discuss an tote or uestion.

1. Questions suggested for the discussion will be on
your table at the beginning of the session, for
distribution to each participant.

A. It is suggested that you read through all questions
with the participants. Then determine fronithea if
they approve the questions as a helpful guide in
developing a meaningful discussion. If they do not
approve you will have to agree on What questions
will guide your discussions. Se sure, in case of
new questions, that the full question is stated on
your report as wall as the answer you reach.

9. Use one reporting form for each question. All
Reports ire to be node with pencil.

U. of Md. LDS - 3
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The Conference

ADVANTAGES OF THE CONFERENCE METHOD

The conference is a form of discussion based upon a problem experiencedfirst-nand by all the participants. A solution developed by the conferencemethod should encourage experienced supervisors and workers to thinkabout their problems, to state the facts about them clearly, and finally todecide what should be done about them. By the en d of the conference,members should have reached an agreement as to the best solution to theirproblem.

Properly used, the conference method has many advantages. The con-ference members can speak freely a id can feel that they are giving valuable
information to the group. The instructor is a guide, not la boss, and the
training becomes informal and democratic in nature. Under these favorable
circumstances, the participants learn to analyze jobs and situations, to usegood judgment, and to cooperate with others in pooling experience and inreaching a conclusion. The conference method is a democratic way of in-
structing the group members to think efficiently and to work together har-moniously.

WHEN TO USE A CONFERENCE

The conference method is suitable for well-defined situations in manyfields of work. To make sure that it is planned appropriately, check the
situations with these tests:

1. The participants c31-lould have experienced the same problem or pro-
blems, and

2. Some of them, at least, snould have tried to solve the problem.

Reproduced by the U. S. DEPANTNEW OF REAM, EDUCATION, AND WELFARE,Office of Education, with the pernissiot. of The University of Texas.
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THE CONFERENCE Continued

8o

Unless these t wo conditions are met, the conference may result in time-wasting chatter. Remember that a conference draws upon the experience
of the members for its material. A group of foremen or supervisors will
profit greatly through pooling their about the problems of the shopor plant. Without such experience, the members would have little to con-
tribute, and they would likely be disinterested. Do not use the conference
method when the following situations exist:

I. The participants are inexperienced.
2. New information is to be introduced and presented.

Conducting a conference for a group of inexperienced participants in a
new or strange field or area may be quite useless. It may result in the
pooled ignorance of the group.

HOW TO USE A CONFERENCE

In this, as in all other training situations, the preparation of the leader
before the session is very important. Even though the participants provide
most of the information, the leader must know the problems that will prob-
ably be brought up, the questions to be used, and the points that will need
to be emphasized. It is also important that the leader arrange for the com-
fortable seating of the participants around a table in a quiet and well-lighted
MOM.

The leader must exert control of the meeting without seeming to domi-
nate. This means control so that conclusions reached represent the thinking
of the group. It is not the leader's right to control the decisions of the group.
His job is to encourage the broadest participation in order to get a pooling
of ideas and a mutual exchange of experiences.

HOW TO CONCLUDE A CONFERENCE

Finally, a conference, like any other discussion, must be completed by
a summary. The leader may ask the participants to suggest summary state-
ments or .;oncludiug points of agreement. While listening, the leader will
sense when these suggestions have the approval of the group. Then, he
should write them on the blackboard. In this way, the leader emphasizes
both the cooperative nature of the conference and the points that have been
made. The next steps for the group and its members should be clearly
spelled out by the leader.

4. 4,444e44.. 1' 04 4S
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SUGGESTED TOPICS FOR CONFERENCE LEADERS

1. Public Relations in Trade and Industrial Education

2. Program Evaluation under the Vocational Education Act of 1963

Teacher Problems Requiring Supervisory Assistance

4. Effective Supervisory Meetings

5. Human Relations in Supervision

6. Teacher Training Needs Under the New Act

7. Advisory Committees

8. Effective Day to Day Supervision

9. Area Vocational-Technical Schools

10.' Curriculum Laboratories

11. Professional Associations

12. Program Standards

13. Teacher Training for Extension Teachers

14. Program Effectiveness through Coordination

15. Relating Trade.and Industrial Education to other Vocational Services

16. Self-Evaluation and Improvement

17. Establishing and Maintaining the Necessary Contacts with Managemen t and Labor

18. Improving the Vocational Education Image

19. Securing Needed Facilities and Equipment

20. Developing Leadership Qualities

21. Accentuating the Dignity of Work

22. Recruiting New Staff Members

23. Working Effectively with Disadvantaged Groups

24. Overcoming Objections or Hindrances to Effective Trade an" Industrial Programs

U. of Md. LDS-6
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SUGGESTED TOPICS Continued

25. Vocational-Industrial Clubs

26. New and Emerging Occupational Areas

27. Meeting the Challenge of Dropouts

28. A Statewide Program of Research

29. working with the Bureau of Educational Assistance in the Selection,
Placement, and Follow-up of Students

30. "In-School" Occupational Guidance Programs

31. "Out of School" Youth Occupational Guidance Programs

32. Establishing Standards for Special "Short-term" Pre-employment Courses

33. Special Needs of Youth

34. Becoming Prepared to Meet Changing Conditions

35. Apprenticeship

36. Financing Trade and Industrial Programs

37. Justifying Vocational Education Expenditures

38. Curriculum and Course of Study Development

39. National Needs as Seen by State People

40. Applying Trade and Industrial Techniques to Other Service Areas
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JOB BREAKDOWN SKEET

JOS OPERATION

IMPORTANT STEPS IN THE OPERATION

Step: Al.eldrirlimA 5a641.4110 AO& UM OM WAWA

something happeni to ADVANCE
the work.

(WHAT DOES THE WORKER DO ?)

1111111=

allfdLiIMIMMIONW

7

Key Paint; The KEY to doing the job
correctly, safely, effici-
EST, or accurately.

(WHAT MUST THE WORKER KNOW
TO DO THIS JOB?)

diZEIMECAL..

1

11111111111111270111.

THIS JOB BREAKDOWN WAS MADE BY DATE_
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Andra,-

Calculate

Clarify

Classify

Cancan

Construct

Contrast

Criticise

Describe

Dere lop

Estimate

Ewaluats

Figtulle

4frair

-

MUT

ISERE

WEN

ROW

VMS

Give i, Answer

QUESTICIS

NNE EC'

do we do it?

is its purpose?

should it be dona (location)?,

shoild it be dam (timing)?

should do it?

should it be done?

is the better?

'QUEST

Indicate

JUstify

List

List in Order

hake

Outline

Point Out

Seleat

Show the Relationthip

Sketch

.---

Trace ce

Work Oat

Write in Sequence
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Training Check Sheet

Leader 1.

rE

so

43

g

1. Objective (Row clearly was the objective stated?)

2. 2:22a (Did the topic to be covered arouse interest?)

3. aniophs ere of the Group (Was there a spirit of
friendliness, enthusiasm, and controlled. good humor ?)

4. Cases and. Examples, (Were the points of discussion
illustrated by cases and empies ?)

5. Use of Questions (Did. the leader use questions that
stimulate responses and discussion? Did. he start than
with Why, What, Where, When, Who, and Row?)

...........
6. /distribution of Questions (Were questions well dis-

tributed so as to draw out the bashful?)......_
7. Statemathe Leader (Did the leader refrain

from posing as an authority?)

8. Rewording and Rephrasing (Did the leader rephrase
responses in brief and simple language?)

9. Stewing on the Subject (How veil did the discussion
stay on the subject?)

LO. Group Control Did the leader curb private talking,
discussions on the side, interruptions?)

1.1. Coverage, (Nov much progress did the group make?
Did they move along quickly from point to point?)

12. Drawing Conclusions (Did. the leader summarize and
review items at the conclusion?)

13. Reaction of Won

i4. Speaking Directly to the Group (Did the leader
look at and ape,* directly to group?)

15. Voice (Were tone and pitch of leader's voice
pleasing?)

Use back of sheet i'or connects.

U. of Md. LDS-9



Conference Leader's Plan

TOPIC:

INTRODUCTION (TELL US AND SELL US):
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CONFERENCE LEADER'S PLAN Continued

CHART I

CHART II
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CONFERENCE LEADER'S PLAN Continued

CHART III

SUMMARY OR CONCLUSION
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Subject: SEVERAL INDIRECT TEACHING METHODS

,s;r1z1;?1,;,

Aim:

#4..bzwislyvietutowatt4.aikhai,embOl

TO present to you briefly the settings and possible uses of some
variations of the Discussion Method. These variations are given
the name- -The Conference, The Panel Discussion, and The Symposium.

THE CONFERENCE

The conference is a "round-table" techniqueprepared addresses are
out-of-order. It is designed to draw out, to evaluate, and to integrate.
The conference leader is a traffic officer of ideas.

The steps involved in a conference procedure:

1. Assembling of experience from the group.
Selection of such experience data or fact$ as function
directly on the problem.

3. Evaluation of pertinent data or experience.
4. Conclusion or decision as to the best procedure.

The physical setting usually
consists of a suitable room with
a leader's table, blackboard, and
the conference members seated
about a U-shaped table.

When the conference is in
action, case studies, or charting,
is often used. Charting consists
of placing a beading on the black-
board and listing the reactions
of the members of the group to
that heading. An important fea-
ture of conference leading is not
to out the beading& on the board'
until needed. Questioning is
usually "overhead." Samples of
chart headings foltw:

Difficulty or Problem Cause

What is Wrong?

Easels

L

' Remedy

M
M

Who is to time? 1Vbst Csn Be Done About It?

Reproduced by the U. S. DEPARTMENT OF HEALTH, EDUCATION, AND WELFARE, Office
o Education, with the permission of The University of Texas
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INDIRECT TEACHING METHODS

THE PANEL DISCUSSION

For use in large groups.
the "panel," usually a group of

90

Continued

The discussion leadership is in the hands of
some four to eight.

The usual panel procedure:

Questions by leader to members of
panel, who answer.

L MM
' 1.

2.

3.

AOMINOIlr. ..........i.imeg,..

Audience

THE SYMPOSIUM

Discussion between members, or
between members and leader.

Later, at the end of the partels
discussion, the audience gets to ask
questions of leader or members.

For use in large groups. Members usually make speeches directly to
the audience. Often speakers follow in order, after being stated by leader.
At completion of speeches, audience asks questions of individual members.
The symposium tends to make a teaching situation more personal than lecture
alone.

By way of summary, it will be noted that these three methods are best
used in the order that they have been presented as the group grows increas-
ingly larger. For instance, the conference id best used with groups of
similar interests and responsibilities consisting of some eight to sixteen
members. Fewer members than eight or more members than sixteen present
some additional problems for the conference leader. The panel discussion
may be used with groups ranging up to around two hundred or more, while the
symposium is used with groups too large to be taught by any other method.
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'
Akrashie

LEADERSHIP DEVELOPMENT SEMINAR

RECORDER'S OFFICIAL REPORT

-

Conference Number Recorder's Name

TOPIC

Outline Form

I. Bain Points

A. Sub-poirts

1. Discussion

Date Time

U. of Md. - LDS 17



LEADERSHIP DEVELOPMENT SEMINAR

NEED HELP WITH A PROBLEM?

-' Which Questions Need Answers - Now?

Let The Conference Members Help You With Your Problem -

They May Come Up With a Solution!

PROBLEM

QUESTION NO.

Which conference group should answer this for yout

QUESTION NO. 2

Which conference group should answer this for you?

NOTE: Enclose This Sheet With Your Registration Form.

U. of Md. LDS - 18
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DISCUSSION 66

Premise

Premise of Discussion 66 - Discussion 66 is based on the assumption that any
leader who desires to use a discussion technique desires it in order that all
the group's valuable ideas may be brought out.

Procedure

Procedure of Discussion 66
A. Speaker or Panel of Speakers have just concluded
B. Audience divided as it is into groups of 6

1. 3 in front mw and 3 back of them in 2nd row make up committee of 6
2. Get TO CONSUME 2 MINUTES)

a. Introduce themselves
b. Shake hands
c. Elect a chairman - leads
d. Elect a secretary - spokesman - reports

C. Every person in audience may suggest a question for speaker or
speakers to answer without suggestion or prompting from anyone--

-------------------(IS TO CONSUME 2 MINUTES)
Secretary-Spokesman records all questions suggested
Committee as a whole decides which one of the questions submitted is
most valuable or important and is to be answered by the speaker or
speakers------------------------------------(IS TO CONSUME 2 MINUTES)
Meeting Chairman calls on as many secretary-spokesren as possible to
announce questions to be asked.

D.

E.

F.

Comparison of 66 and Old Discussion Method
"Phillips 66" Old Discussion Methods

A. Provides time so all may participate A. Controlled by ninority
B. Specific questions carefully and fully

prepared
B. Questions not carefully

thought out
C. Thinking of each small group released

for benefit of all
C. Small number of individuals'

thinking revealed

Other Uses of Discussion 66
A. To make public many facts known only to a few members of a group
B. To provoke audience questions
C. To evaluate an experience shared by the group
D. To make nominations
E To achieve other purposes dependent upon a quick canvass of the

thinking of the group

Discussion 66 Developed by J. Donald Phillips, Director of Adult Education
Michigan State College, East Lansing, Michigan

U. of Md. LDS-19



ROLE PLAYING FOR TEACHERS

914.

Role playing can be used to dramatize a simple situation in which two
or more people take an active part. The situation should be one in which
the group has had experience or one which the group might be expected to
encounter in the immediate future.

Essentials of a Role Playing Situation

Leader selects the situation.
Leader defines the characters.

Situation should involve two or more people with different
ideas.

Dialogue should be spontaneous.
Parts are not memorized.

Participants and audience should examine the varying points
of view.

Reaction of characters should be thoroughly analyzed.
Individuals may:

Play roles depicting themselves
Take a familiar role
Undertake an unfamiliar role

Ways 1212t121 Situation

Select a problem or situation.
Establish details of the case.
Define the roles.
Establish goals of those participating.
Clarify the goal of those observing.
Role play the situation.

Discuss in detail the situation and the reaction of the group.

Select a Problem or Situation

Make sure the group recognizes the problem.
Determine the extent to which the group is concerned with

the problem.

Determine whether or not the group feels something can be
done about it.

Find out to what extent the group feels something can
or should be done about the problem.

Establish Details of the Case

Permit total group to help set up the situation.
Make problem as realistic as possible to them.
Bring in the group as early as possible.

Define the Roles

Assist active participants in understanding the stivation.
Help them recognize their specific role.
Involve the group in orienting the cast.

U. of Md. - LDS - 20
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ROLE PLAYING Continued

Establish Goals of Those Not Participating

The leader should discuss with the observers their goal.
Leader should suggest that the group watch what unfolds

as case progresses.

Leader should ask group to watch reaction of the role
players.

Leader should tell group their part in the actual situation
if they are to be drawn into active participation.

Get the Role Plavinq Situation Underwa

Leader should introduce the situation and the skit.
Leader should introduce participants and define their

role.

Leader should keep the role playing situation on the track.
Leader "cuts" action while interest is still high.
Leader controls the situation to avoid embarrassment on

the part of the participants and observers.
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THE SHADOW PANEL*

96

The shadow panel is utilized to secure maximum audience participation,
The procedure used is the reverse of that normally associated with the panel.
Instead of the usual procedure of the audience directing questions to the
panel, in the shadow panel method, each member of the panel, in turn, directs
a question to the audience.

The question put out in overhead fashion should draw out several points
of discussion. In addition, the panel member or the moderator may follow-up
the overhead or general question with one or more specific questions to narrow,
clarify, or draw out details from an audience participant.

How May Panel Members?

Three or four panel members and a moderator should be a sufficient
number to create an interesting discussion and keep things moving. The
moderator must create a permissive atmosphere wherein the audience partici-
pants feel free to discuss the various "angles" of the topic under considera-
tion. He should not "expert" the subject nor should the panel members create
the impression that they have "the answers." The panel members should be
astute enough to secure through questioning the kind of answers or the quality
of discussion that has given the group the opportunity to think through the
points under consideration.

.__tHow2myhmliyjygl

Each panel member should have prepared and carefully considered at
least one broad overhead question. If discussion is lively, he may not need
to utilize the three or four specific questions prepared to follow up on
the broad opening question. The moderator should watch the timing and pass
along to the other panel members the opportunity to raise their overhead
questions so as to provide balanced discussion. Failure to watch timing on
the part of the moderator can result in a long discussion period on one topic
and insufficient discussion time on another.

Role of the Panel Members

Each panel member has in mind a thought-provoking question which he
introduces after the panel moderator has oriented the audience briefly.
The panel member listens carefully and watches audience reaction. He may
urge several participants to talk before he makes an observation or raises
another question. What. 'er he does, it will be in the interest of good
discussion and clear thinking. If the panel has agreed in advance, the
moderator may carry the ball in the stimulation of discussion after the panel
member has raised the initial question. However, this is a detail that can
be agreed upon prior to opening the discussion. In any event, the panel members
should not let audience members trap them into answering or "experting" the

* Prepared by Earl M. Bowler, Assistant Director, Trade and Industrial
Education Branch, Division of Vocational and Technical Education,
U. S. Office of Education, Washington, D. C.

U. of Md. - LDS - 21
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SHADOW PANEL Continued

question or problem the panel itself has raised.

Role of the Moderator

The moderator should have met with the panel prior to the actual dis-cussion period. Each person should know hia or her
responsibility. A fewappropriate remarks on the part of the moderator should create a feeling of

desire to participate in open discussion on the part of the group.
The moderator then calls on a panel member by name and suggests that

he raise the question, pose the problem or cite the case he has in mind.
While the panel member is speaking, the moderator should survey the audiencefor evidence of interest so as to quickly get a reaction from the group. He
will want to draw in others as time goes along. New speakers should be en-
couraged to get into the discussion rather than to let the "windy" onesmonopolize the time.

There exists the danger that the moderator will "lose" himself in thediscussion and give a speech. This is fatal. The moderator can always go
back to the panel member if he needs help in keeping the discussion moving.
Bis job is to keep order,

maintain balance, get participation, keep communi-catiam.channels open, work the issues, smooth ruffled feelings, strive fordistribution of participation, keep time, and keep the ball rolling on thesubject.

A good summary by the mcderator should close off the discussion atthe end of the allotted time. The moderator should have met with his panel
and should know the questions that will be asked. His remarks to the audiencecan pave the way to new points for discussion if he is an alert, experiencedmoderator.
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COMPETENCIES OF A VOCATIONAL EDUCATION SUPERVISOR

Successful job performance is dependent upon an'understanding of job

requirements. Periodic personal evaluation for the purpose of redirecting

emphasis on activity that mav have been neglected or overworked is important

to excellent supervision. A device helpful in evaluating the role of the su-

pervisor in improving instruction is a list of supervisor competencies.

COMPETENCIES RELATING THE IMPROVEMENT OP INSTRUCTION

1. To organize, select, and evaluate instructional materials,

devices, and aids,

2. To voice valid opinions in the selection of instructors°

3, To thoroughly orient and induct newly selected instructors.

4. To skit/bully demonstrate the teaching process.

5. To adequately evaluate instruction.

6. To keep instruction up to a standard in keeping with recognized

needs.

7. To bring about excellence in classroom, laboratory, or

shop organization and management.

8. To conduct challenging teachers meetings.

9. To effectively communicate with individuais and groups,

10. To successfully practice human relations.

11. To reliably appraise vocational training programs.

12. To effectively plan activities for optimum results.

13. To skillfully train instructorsor to intelligently

participate in teacher training activity,

COMPETENCIES RELATING TO PROGRAM ADMINISTRATION

1. To organize and promote the total program of vocational

education,

2. To make satisfactory contacts and maintain cooperative

relationships with business, industry, labor, government,

finance, education, and the like.

3. To acquire the necessary program facilities, including

buildings, equipment, and supplies.

U, of Md. - LDS - 22
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COMPETENCIES OF A VOC. ED. SUPERVISOR Continued

4. To provide direction to a program that may have many facets.

5. To maintain satisfactory working relacionships with other
educational departments at the local, county, area, State,
and /or noriemni

6. To handle financial problems including budgets, buildings,
payrolls, bond issues, and the like.

7. To promote and maintain good human relations and excellent
public relations.

8. To recruit, select, appoint,' assign, orient, educate,
and evaluate instructors and other staff members.

9. To carry on ar effective communications program.
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CASE STUDIES APPROACH TO LEADERSHIP

Case studies are important devices in the training and development of leaders.When used for this purpose, case studies tend to take the training of:leadersout of the category of the thloretical and bring it to a practical level. Pri-marily, factual material is used and this gives the leader an opportunity to workwith materials closely allied to the job situation.

There are a number of sources of case studies. Most commonly involved are thefollowing: actual experiences, observed situations, hearsay, recorded materials,hypothetical situations, and factual materials.

Case studies create considerable intL :1st on the part of those involved in training.The participants find the experiences of others satisfying and this makes the out-comes seem more practical. Case studies are pcpular with groups because:

There is opportunity to cite examples helpful to others

The opportunity to corroborate evidence is important to
the trainee

The substantiating of opinions comes to the fore in. case
study situations

The opportunity to set up and analyze problems has value
to the participants

There is a broadening of experience that comes to the group
as a result of studying details of the case

The material with which the group is working tends to
lend interest to the undertaking

Case studies may be large and involved or they may be simple situations. It iswell to begin with simple situations and to be sure that there is careful analysis
of the facts involved. The case study should provide an opportunity for the group
to carefully list the facts and see the relationship of one fact to another before
attempting solutions. While case studies may be utilized to dramatize a principle,
this, however, is more particularly the function of role playing. In selecting a
case study, you should consider whether this case study could be used in a meeting
without some of the group feeling that the finger was pointing directly at them.

Group leaders should find the following suggestions helpful in handling discussion
of case studies. In addition, discussion questions should be prepared to assist
in starting groups to work and analyzing and seeking solutions to the problems.
It is not intended that the questions should limit the range of discussion. How-
ever, leaders will want to guard against being led down the path of side issues
not germane to the challenge offered by the topic and discussed in the case study.

U. of Md. LDS-23
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CASE STUDIES APPROACH Continued

Sqggestions for group leader'

1. Read the case carefully before the discussion period to become familiar
with the principal situation or problem involved.

2. Prepare any additional background information clarify the case.
Fool free to use notes.

3. If you so decide, give the case to the group in advance of the discussion
meeting, in order that members may have an opportunity to become familiar with it.

4. Introduce the topic. Use an approach appropriate for the selected method of
discussion.

5. Set the stage for discussion; encourage the group to freely express ideas,
to ask questions. to make comments.

6.- Read the case to the group. You may think it important to re-read part of
the case, or stop long enough to have a clarifying discussion of a certain
section before completing the entire reading.

7. Stimulate and guide group discussion.

A. Identify the principal problems in the case.

B. Establish objective(s)

C. List the significant facts in the case.

1. Actions and conditions contributing to the principal problem
2. Rules and customs applying
3. Feelings and opinions.of persons involved

D. Weigh and decide

1. Fit the facts together
2. Consider their bearings on each ether
3. Propose several possible actions

,-;4. Check practices and policies'
S. Consider the action in light of the objectives and the

effect on those involved

E. Take or get action

1. Develop a plan
a. Procedures
b. Persons to be consulted
c. Persons to be responsible
d. Timing of action

F. Check Results

1. Follow-up
a. Timing
b. Frequency

2. Evaluate effect of action
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THE BUZZ SESSION

The buzz session is a device for involving every member of a large audience
directly in the discussion process. The audience is divided into small groups(5 to 7 members) for a limited time (5 to 7 minutes) for discussion to whicheach member contributes his ideas.

The Buzz Session May Be Used:

1. To develop questions for a speaker or panel,
2. To discover areas in which the group would like more information or

further study - especially useful for institutes or conventions.
3. To discover areas of special interest for future programs.
4. To evaluate a meeting, institute or convention in terms of its value to

the participants.

Advantages:
1. Provides a source of fresh ideas of real interest to the group.
2. When used in planning, it promotes individual identification with the

program and its goals.
3. It gives everyone a chance to participate without having to get up in

front of the full meeting.

Limitations:
i. The amount of individual participation is restricted.
2. Contributions of the several groups may be contradictory or difficult

to combine.

Stage
Audience

ex *lc ma xxga
xx1 xxV -20 4ixx xxia
xxx xxx Agk
00 gpx xek xxx x4)

0 = Group leaders
cl= Recorders

Movable chairs facilitate quick
organization of buzz groups. In
an auditorium with fixed seats, the
first three in the front row turn and
face the three .sitting behind them in
the second row. The next three face
those behind them, etc.

Cards and pencils should be distri-
buted quickly while or before the
groups form

Procedure:
The chairman must assign limited and specific objectives to the buzz groups.

Directions must be clear and explicit. If the audience is unfamiliar with the
method, a demonstration group may be formed. Each group should designate a leader
and a recorder quickly. The leader sees that every member has his say. The re-
corder makes a written record of each contribution on the card provided. Oral
repor ting of group findings by the leader is preferred. In very large meetings,
the buzz session may be used by providing for a second round of buz2 sessions of,
the leaders of the or!ginal groups.

U. of Md. LDS -24
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LEADERSHIP DEVELOPMENT SEMINAR
Vocational-Technical Education

Discussion Leader or Chairman

1. Makes sure that everyone in the group knows one another.
2. Gets the group started promptly, budgets the time available

and adjourns the section on time.
3. Makes certain that responsibility for recording is established.4. Sets the pattern for free participation of all members of the group.S. Helps the group reach agreement on the questions to be considered.
6. Keep discussion on the subject by asking clarifying questions,

relating the discussion to the topics being considered, and asking
next-step questions.

7. Provides the opportunity for everyone to participate and is careful
to avoid domination by one of a few of the :pore vocal members.

8. Calls upon the recorder when necessary to state what seems to him tobe a consensus.
9. Obtains approval of the group for the final statements to be reported.10. Remembers that he is not a teacher or principal speaker but a guide

fatrot_g_jpts.ankin.

The Recorder:

1. Feels free to participate as a member of the group.
2. Takes notes of points made in each phase of the discussion which will

be useful in making a statement of the consensus of the group.
3. Records, on reporting forms provided, the exact statement agreed

upon by the group for each question. If a minority view is
expressed it should be noted that it is a minority view.

4. Makes certain that all information asked for on the form is provided.

111,0MWP7tivrrWm.mwagiiipA;taioikdIr
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TEAM TEACHING

References: The School Review, LW, No. 3 pp. 303-313

Team Teaching at, Bloom Townshla

High School. A report from the Center for Cooperative Study of
Instruction, University of Chicago

Excerpts from the above:

Purposes of team teaching

A. To capitalize on teacher competency and experience

B. To stimulate under achievers and give them an opportunity to perform

C. To meet individual needs and individual differences through regrouping

of personnel

D. *To avail students of teacher resources outside the team

E. To offer flexibility and motivation by both students and teachers

F. Objectives

1. To utilize small groups for interaction between student and students,

and between students and teachers

2. To encourage creative and critical thinking

3. To provide varying points of view upon a major movement in American

life

4. To correlate two subjects

77717,7777M-417MI7Wp..tt=r4C, asastuZL*:1%,:62A111.eV,!...k.C7.7".1--0c,,c:17;411c.:44 77747,4.
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PROGRAMMED TEACHING

What is 12Egrammed Learning?

Programmed learning is a way of learning and a way of presenting

materials to be learned. It is essentially self-instructual and there-

fore permits each learner to work at his own pace. It may or may not make

use of a teaching nachine.I

IMPLICATIONS FOR STUDIES IN PROGRAMMED TEACHING

1. What areas of subject matter ma be effectively taught by self-

instructional programs?

2. Might self-instructional programs be combined with other methods of
1

teaching?

1 Used by permission. Agricultural and Home Economics Extension Service,
The Pennsylv ania State University, The Evaluator, Number 19, June 1.963

U. of Md. LDS-28
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PROGRAMED INSTRUCTION TODAY AND TOMORRCA4

By

Wilbur Schramm

"Programmed instruction is, in the best sense of the word a truly

revolutionary device, but it is revolutionary not so much in itself, as in

its ability to interact with certain other developments in education.

In programmed instruction the mama is the important thing and usually

contains:

a. an ordered sequence of stimulus items

b. to each of which a student responds in some specified way

c. his responses being reinforced by immediate knowledge of results

d. so that he moves by small steps

e. therefore making few errors and practicing mostly correct responses

f. from what he knows, by a process of successively closer appro-

approximation toward what he is supposed to learn from the program."

"Through wise use of programmed instruction the administration can pro-

vide for many difficulties presented by the ungraded school and the dual

progress plan. Selection of excellent programs may administer the "coup de

grace" to the old dragon of progress-by-yearly-lockstep in the closed class-

room".

Much research remains to be done in this field.

From "Programmed Instruction" by Wilbur Schramm, Director of the Institute
for Communication Research, Stanford University

References: Programmed a bibliography of Programs and Presentation

Device
Carl 11, Hendershot, Delta Culleges University Center, Michigan
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THE LISTENING TEAM TECIERNME

The listening team technique is used to focus attention of small groups or teams on a specificquestion while liatening to a presentation. It usually produces lively and enthusiastic audienceparticipation. The technique gives direction to listening, stimulates thinking and increases theamount and quality of discussion. Members of the team react and discuss phases of the pree'etationwith other team members and arrive at a consensus which is later reported to the entire group.

In an audience of 100 persons or more, two or more teams may be listening and reacting to thespeakers presentation utilizing the same question. Usually, five or six different questions can beraised that are sufficiently diverse in nature to create genuine interest on the part of the parti-cipants.

The speaker should be briefed on the technique and made aware of the discussion pattern. The ad-vanced briefing by the general chairman should alert the speaker that there is no need for a re-buttal to team reactions. After all reperts are made by the team chairmen, the speaker may becalled upon to clarify items for the group.

HOW IT WORKS

I. Several teams are organized by a designated leader

a. Members should get acquainted

b. A question is assigned each team

c. A chairman shoed be elected

d. A recorder is designated to take notes and report to the audience.

e. Every member should understand the question.

II. The speaker makes a presentation

a. Members of the teams listen carefully relating what is said to the question
assigned their team.

b. Notes should be taken by team members to assist in discussion following the
presentation.

III. The teams listen, discuss and report

a. Following the presentation, the teams discuss the presentation.

b. Observations appropriate to the question should be recorded.

c. The recorder reports the reactions of his team to the audience when called upon.

Veee:"Weircele
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LISTENING TEAM
- Continued

IV. Typical listening team questions--

A question that stimulates thinking and reaction is given each listening team. Some
typical questions include the following:

a. Which suggestions presented by the Ipeaker seem most practical for use
in your work?

b. How can the ideas or concepts presented by the speaker be put to work
by Vocational Educators.

c. What are the major barriers that would have to be overcome before the ideas
presented could be used in your program?

d. Which ideas seemed least practical for use in vocational education?

e. What things not said, should have been given greater attention by the speaker:

f. What did the speaker say that does not "check" with your experience or your views?

The meeting chairman or designated leader must organize the listening teams before the speaker
makes his presentation. This will take 10 or 15 minutes. The teams should be permitted to raise
questions about their assignment or the organization prior to the speaker's presentation.

A -eful briefing on the part of the chairman should prepare the speaker for the discussion and
the reporting that follows his speech. He should recognize the fact that no rebuttal is necessary
on his part. Should a clarification statement on the part of the speaker be requested, he should
be encouraged to make some objective observations.



I

109

QUESTIONING TECHNIQUE

INTRODUCTION

A.1.4.4=4.W.,34wW.P . 4 *-- .. ,. ,,un- V.Va 0-^, ,,,SI.ICZ

1. The conference leader's primary job is to promote discussion. Since this
is done particularly through questioning members of the group, the leader
should know how to ask questions that will bring results.

2. There is more than a little to the art of asking questions, particularly
leading questions, and considerable practice is required r i every person
who hopes to stimulate constructive group thinking. No less important is
the use of questions which will keep the discussion on the right track.

3. Questions which may be answered "Yes" or "No" have very little use in
discussion excepting when they are used in a rhetorical sense for em-
phasis, rather than expecting an answer.

4. The simplest suggestion to leaders as to how questions for conference work
should be phrased is conveyed by a paragraph from Kipling's "The Elephant
Child":

I keep six honest serving men
(They taught me all I know)

Their names are WHAT and WHY and WHEN
And HOW and WHERE and WHO

GENERAL TYPES OiLQUESTIONS

Direct questions

a. Addressed to a definite person
b. A means of getting a man to express himself

2. Overhead questions

a. Addressed to entire group
b. To promote thinking, to start discussion and to bring out different

opinions
c. Response may come from anyone

3. Rhetorical questions

a. Addressed to entire group
b. To promote thinking- -to set a general theme
c. No response is to be expected from the group in the form of a verbal

answer

KINDS OF QUESTIONS

1. Ask for a definition

a. "Who can define 'coordination'?"
b. "Define a 'conference' . "

---nkfinVPAIAIMMIVISIOwricTrIrC,
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fa QUESTIONING TECHNIQUE

2. Ask for an experience

110

a. "What experience have you had along this line?"
b. "Can you give me an experience showing how you have handled this

kind of complaint?"

3. Ask for an opinion

a. "What do you think of that statement, Jim?"
b. "What do you think is the right way to handle such a situation?"

4. Ask for information

a. "How many complaints have you had in your departments? "
b. "How many accidents were there during the year in our plant?"

5. Ask for an estimate

a. "How many incidents like that do you think we have each year?"
b. "What percentage of rejects do you think we have each day?"

6. Ask a leading question

a. "Would you discharge a man whom you caught smoking in a prohibited area,
if it was his first offense?"

b. "Wouldn't it be better to get the best decision we can, rather than to keep
discussing it?"

7. Test a man's knowledge

a. "What is our company's policy in respect to a complaint which a worker
wants to carry over the head of his supervisor? "

b. "How many hours of related instruction is required each year for the
apprentices in your department?')

8. Ask a provocative question

a. "Is the way to get results--to drive your men hard?"
b. "You are accused of 'passing the buck'--what would you do?"

9. Ask a controversial question

a. "Do you think that leadership is a quality that is born in a man?"
b. "What do you think of the use of frequent praise as an incentive for

securing cooperation and loyalty from your men? "

10. Ask for a definite commitment

a. "What is it--yes or no?"
b. "How many favor our decision? "

7,- , _ -
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QUESTIONING TECHNIQUE

SUGGESTIONS FOR CONSTRUCTING

1. All questions should require thought to be fully and properly answered. This
rules out most questions which may be answered "yes" or "tio"

2. Questions should be brief and easily understood.

3. Questions should be related directly to the topic under consideration and
should cover a single point.

4. Questions should stimulate the thinking of the entire group.

5. Ask the question, and if direct, call on the person to answer.

6. Keep the vocabulary within the understanding of the group.

7. Get the question properly stated and then give it that way.

8. Avoid questions that encourage guesswork.

9. Not all questions are followed by a question mark

a. EXPLAIN how you start a new man on the job
b. LtigM. your discharge of Bill Jones yesterday
c. DEFINE morale
d. DESCRIBE how you teach an apprentice to use the sensitive drill

on his first job
e. CLASSIFY the following list of accidents
f. SUMMARIZE the discussion of the topic used this morning
g. ILLUSTRATE your point with a specific case

10. Make free use of these six words:

a. WHAT are some of the qualities that a good "on-the-job" instructor
must possess?

b. WHERE does the responsibility rest for quality?
c., HOW can quality be maintained by each man?
d. WHY are employees tardy?
e. WHO is responsible for the training of new employees?
f. WHEN should a supervisor plan the work of his department?

11. Arrange questions in a natural order so that the resulting answers lead to
a logical conclusion.

12. Avoid asking direct questions in any set order among members of the group.

F
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CONFERENCE TOOLS

INTRODUCTION

112

1. just as certain tools are required by the skilled mechanic for jobs in the
plant, so are special methods and devices required or used by the con-
ference leader to encourage, control, clarify and summarize the discussion.

2. The skilled conference leader must depend upon his ability to reach out and
select one or more of the conference devices which seem appropriate to deal
with a specific problem or situation to the best advantage.

3. A few of the more important devices include

a. Questions
b. Case studies
c . Demonstrations
d. Evidence, experts and witnesses
e. Charts or blackboard
f. Text material
g. Slide films and motion pictures

USE OE QUESTIONS*

1. To call attention to a point that has not been considered: "Has anyone
thought about this phase of the problem? "

2. To question the .streagth of an amment: "What reasons do we have for
accepting this argument? "

3. To att back to causes: "Why do you suppose Doakes takes this position? "

4. To _question the source of information or argument: "Who gathered these
statistics that you spoke of? " "Who is Mr. Gish whose opinion has been
quoted? " "Do you know that as a fact, or is it your opinion? "

5. To suggest that the discussion is wandenu from the mint: "Can someone
tell me what bearing this has on our problem?" "Your point is an interesting
one, but can't we get back to our subject?"

6. To Imo! that no new information is being ,added: "Can anyone add any-
thing to the information already given on this point? "

7. To call attention to the difficulty or complexity r. of the _arable= "Aren't we
we beginning to understand why our legislators haven't solved this problem?"

8. To re Aster steps of Agreemint (or citsQmpinent): "Am I correct in assuming
that we all agree (or disagree) on this point?"

11.111.01111111~1.11n

* Extracted from Auer and EWbank's, HANDBOOK FQR DISCUSSION .LEADERS, Harper
and Brothers, New York
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CONFERENCE TOOLS

9. To handle the Imattapt, cure-all member: "But would your plan work in all
cases? Who has an idea on that?" "Hadn't we better reserve judgment
until we all know more about this problem?"

10. To draw the timid but informed member into the di gnu sg inn: here,
lived for quite a while in Italy. Suppose we ask him whether he ever
saw. ,. ?"

11. To handle a question the leader can't answer: "I don't know. Who does?"

12. To hel' the member who has difficulty expressing himself: "I wonder if what
you're saying is this. . .? " "Doesn't what you've siad tie in with our subject
something like this. . ? "

13. To encourage further questions by friendly comment: "That's a good question.
I'm glad you raised it. Anyone have an answer?"

14. To break us a heated arau.....flent: "I think we all know how Jones and Smith
feel about this. Now who else would like to get in on it?"

15. To bring stperalizim sneaker down to earth: "Can you give us a specific
example on that point? " "Your general idea is good, but I wonder if we
can't make it more concrete. Does any know of a case. . .?"

16. To stiagest the value of compromise: "Do you suppose the best course of action
its somewhere between these two points of view?"

USE OF CASE STUDIES

1. What is a "case study?"

a. An experience, or an event or a,situation which describes pertinent
details bearing on the problem being discussed

b. Some types of case studies
(1) An actual experience
(2) An observed event
(3) Heresay
(4) From reading
(5) An imaginary case

2. What are some of the purposes for using case studies?

a. To serve as factual material
b. To serve as examples
c. To sustain evidences or substantiate opinions
d. To set up problems or situations for analysis
e. To broaden experiences of group

1



CONFERENCE TOOLS

USE OF DEMONSTRATIONS

I. What is a demonstration?

as The physical evidence to verify a conclusion
b. Evidence supported by all the senses and faculties
c. Seeing it, hearing it, touching it, doing it

2. What are some of the types of demonstrations?

a. Physical operation- -such as how to operate a certain machine, like
a drill press, or an adding machine

b. Technique--such as a supervisor demonstrating how he talks to an
empleyee who has just "flown off the handle" and quit

c. Materials--such as an exhibit of a competitor's products
d. Qualities--such as a welded joint tested by some device or expedient

USE OF EVIDENCE EXPERTS AND WITNESSES

I. Evidence

a. Records of the company--to prove trend of production, over head, labor
turnover, costs, sales, marker opportunities, etc.

b. Statistics--obtained from reliable sources and shown in relation to their
significance to the group

c. Plant reports--evidence concerning the number of complaints or grievances,
or their kind, concerning the kind and number of accidents, etc.

d. Methods studies--report of operations, time and motion studies in written
or film form, etc.

2. Experts and witnesses

a. Supply evidence
b. Sell validity of facts brought out
c. Add interest to the proceedings

USE OF CHARTS AND BLACKBOARD

1. What are the advantages of using charts?

a. Provides a visual aid
b. Serves to pin down the group
c. Serves as jumping off place for discussion
d. Keeps the discussion on a clear track
e. Provides a summarizing vehicle
f. Stimulates interest
g. Provides a creative satisfaction to the group
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CONFERENCE TOOLS

2. Making charts

a. Size--to fit size of group
b. Type of paper

(I) White bond paper, 36 inches wide
(2) High grade newsprint
(3) Pads of paper, 20 x 26
(4) Light-colored wrapping paper

c. Mounting charts
(1) Affix to wall
(2) Use of chart stands
(3) Use window blinds

d. Marking crayon
(1) Use lumber crayon
(2) Use compressed charcoal
(3) Use colored crayons

3. Hints for chart work

a. Write legibly
b. Express thoughts intelligibly
c. Supply adequate lighting
d. Use short words
e. Use diagrams
f. Plan chart before discussion
g. Keep pace with thinking of group

4. Use of blackboard or charts to record

a. Facts summarized
b. Facts classified and arranged
c. Advantages and disadvantages ,

d. Generalization or deductions
e. Summaries or conclusions
f. Analysis of causes and effects
g. Contributing factors
h. Conclusions and agreemants of group
3. Planned step for attaining objective

5. Other hints

NawardcwimalanaCoramiaisrsgatagz...zsmammi...

a. Don't stand in front of writing
b. Talk while writing
c. Write in straight lines
d. Face group when discussing what has .rnen written
e. While writing, stand sidewise
f. If charts are used, the blackboard should be used only as an accessory

for gathering transient information, which after being summa. ...zed on the
chart, is erased from the blackboard

7:1779tfrn.TOrirm77771P77(
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THE PANEL METHOD
By Russell Greenly

The Panel Method of conducting di.scussion is used for the purpose ofplanning, sharing experiences, pooling contributions, clarifying thought in makingdecisions. This brochure offers suggestions for carrying on discussion withinstructors , foremen, supervisors, and executives, when the aim is to clarifythought on some common topic, upon which members of the organization have con-flicting ideas. A short description of each technique in this method is being pre-sented.

1. Need -- Increasing within. our civilization is a need for cooperativethinking, planning, and acting. The panel discussions afford opportunity fortraining minor and major executives in cooperative techniques. Moreover, dis-cussion itself is very stimulating to creative thinking, sympathy, and otherdesirable outcomes.

Panel discussions properly guided furnish a form of vital and enjoyable
activity, which should bring about rich education returns for those interested in thetechniques .

2. Description -- The elements of the panel are four:
a. Chairman
b. A Panel--four to eight persons
c. An audience
d. A topic for discussion

The entire panel group is seated in a semi-circle, facing the audience, andthe chairman is in the center.

No speeches are made but a free-for-all discussion takes place between themembers of the panel exactly as though no audience were present. The chairman
coordinates and interprets this discussion, attempting to weave the separate strandsand ideas of thought into a complete design in which each finds its place. Theremust be no debate, no conflicts. Instead the spirit which dominates the discussionis that any and every view is a contribution and has a place in the completed pattern.The activity of bringing unity out of the diversity of ideas and viewpoints is thepeculiar function of the chairman; the function of the individual members is to supplycreatively the diversity of ideas and elements. When the general pattern of the dis-cussion is clearly seen, opportunity is given for the entire audience to contribute.

Finally, the chairman summarizes the discussion and indicates the generalbenefits accruing from the discussion activities.

3. Chairman -- The most important factor in the success of a panel discussionis the chairman. He must have hospitality of mind to a very high degree and resource-fulness in selecting, harmonizing, and combining different points of view.

1747,1"-A1/4"7-777771 v,..-5.771rA-777VPS'7177,7;97
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THE PANEL METHOD Continued
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He must be a good judge of personalities, be a tactful, socially minded, witty
individual with a background of broad culture, to enable him to seize quickly upon
the valuable elements of each offering. He offers very few ideas, himself, confining
his contributions to emphasizing significant elements and to the weaving and organ-
! ming process.

In the final summary he has the opportunity to integrate the products of a
discussion into a worthwhile whole.

4. Members -- Panel members should be ready thinkers, fluent speakers
interested in the topic, and representatives of the wide variety of viewpoints and
interests. Above all, they must be cooperative in attitude.

Ordinarily, the selection of the panel will be made by the chairman. In industry
where foreman conference work is being conducted, it might be advisable that the
Superintendent of the Division select the panel and the panel members select the
chairman. After more experience has been gained, the panel might be selected by
the group members themselves.

5 ,, Selection of the Topic -- The topic chosen for selection should be one about
which conflicting or different views are held by members of the panel. It should be
specific in that it deals with a narrow, single thought, but it should be general in
its form of statement.

Illustrations

a. How can workers secure what they want ?
b. How should we reduce wastes?
c. How far can foremen go in allowing the operators to learn

new work habits?
d. What methods are employed in teaching operators on the job?

There should be sufficient preliniinari stimulation of experiences or thought
to insure an adequate supply of ideas in the audience and panel.

Panel discussions might well be considered the second step in conference
procedure, where a new subject is being brought into industry and certain individuals
have been asked to prepare themselves by reading related literature upon the subject
under discussion.

Another method of stimulating thinking is to have groups visit an industrial
organization for the purpose of having a discussion about the value they derived
from such an experience.

6. EL j.e maration of the Panel -- Ordinarily, the first step in the discussion is a
preparatory meeting of the chairman and panel, in order that the chairman may become
acquainted with the panel, may acquaint the members with each other, and may make
them familiar with the conditions of the discussion.

sr,mrt,,,,---n-rtr7mrry-7",:vInArxr.t
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The chairman asks each member of the panel to give a brief biographical
account of himself and of his interest in the topic. Almost any subject will do asa basis for comment. The purpose is to have the panel members become accustomedto informal discussion under the direction of a chairman.

The chairman should emphasize the fact that no member of the panel is tostand or to make a speech. The panel member must think creatively and contributeas he sees best.

He should emphasize, also, both the undesirability of opposition to another's
contribution and the need to entertain any thought or viewpoint, however irrelevantit may at first appear.

He should also emphasize the importance of each individual's contributingwith perfect freedom every aspect of his own personal thinking and viewpoint. Heshould make clear that the spirit of friendship and good will should be consciouslyand systematically maintained without in any way limiting freedom of thought andexpression.

Where panels have been developed, within industry, and members of thepanel have become fairly well know to one another', there is no need for a pre-liminary meeting. The first few times the directions may need to be repeated to thepanel and audience together, but as soon as the members attending such panelmeetings know the technique, the discussion can go'forward without preparation.

7. Preparation of the Audience -- The second step is the explanation tothe audience of the method of conducting a discussion. This explanation shouldrepeat the instructions to the panel and make it clear that the panel is serving asthe mouthpiece of the group, because an Informal discussion is too cumbersomein a large audience.

The audience is asked to listen only until the general pattern of ideas isestablished, and the promise should be made that ultimately the discussion willbe thrown open for all.

The chairman should stand while making this explanation and shouldemphasize the fact that speeches are "taboo." He should conclude by clearlystating the problem for discussion and then sit down and begin the discussion.

8. Discussion -- The third step is to call upon some panel member forhis expression of opinion on the selected topic. The chairman should listenthoughtfully to the ideas expressed, mentally selecting the essential elementsof the contribution, restating them in slightly different words and asking someother panel member what he thinks about the matter. In this way the discussioncontinues.

S. Duties of the Chairman -- The chairman's specific duties are:

a. To stimulate contributions.
b. To repeat or reformulate contributions a sufficient number of times

to give the audience and panel time to consider for themselves
the point or points made.,orr,zmorrrs .7erwen,Gre:*,,s117.1770Milm4ror
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THE PANEL METHOD Continued

c. To supply illustrations when a panel member states a principle
or to generalize when a panel member gives specific illustrations.
This also provides time and opportunity for understanding.

d. To give recognition, by name, systematically but subtly, for each
contribution made.

e. To emphasize aspects of contributions significant ior the pattern
or design which develops, the chairman may guide by asking
questions and by emphasizing the statement dominating, or direct
the discussion to a specific and predetermined outcome.

f. To interpret the inter-relations of diverse contributions both to
each other and to the general pattern.

g. To summarize and to integrate from time to time and at the close of
the discussion.,

h. To decide when the contributions of the panel have been sufficiently
brought out to include the audience in the discussion.

10 . Conflicts -- One peculiar and important function of the chairman is to pre-
vent emotional clashes and tensions. The best means of doing this is the interjection
of humorous or whimsical comments immediately following the slightest indication of
opposition or tension. The interruption gives time for the members involved to regain
rational cuntrol,and the laughs that follow humorous comments ordinarly aid relaxation.

On the other hand, the chairman must exhibit the utmost tolerance for conflicting
ideas and have a genuine interest in each point of view presented. Members should -
be encouraged to contribute conflicting points of view, but not to assume an antagon-
istic or argumentative attitude.

11 . Control -- Another important factor is the control of obstreperous indi-
viduals, who destroy tne conditions under which the discussion is being conducted,
and egotistically and aggressively insist on making speeches. Here again, humor-
ous interpretations and the passing of a question to a panel member are effective
means.

12 Outcome -- In general, the chairman is to build bridges from mind to
mind, out of aggressive, creative, automatic thinking; tc: `.`e ! ctmphasis
and redirection a r±ch, comprehensive and consistent view of the whole topic , with
each element in its proper place 'find re:tationship. Sometimes .; it is sufficient if
supposed views and reasons are brought to light and arranged in position. It is not
essential to success, in this typt of discussion, that a decision be reached. The
goal is the clarification of thought.

13 . Chairman's Pre -- The chaixman in preparing for his task needs
to canvass as completely as possible all sides and viewpoints that he made and to.
plan how he will utilize it in the development of his final clesig:,.

He must have a plan and a goal, yet he must not dominate nor control but
accept what comes. He may, however, stimulate the expression of ,the ideas he
desires by shunting questions to individual member., of the panel whose viewpoints
are likely to lead them to respond as desired.

Ito
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A successful preparation insures that no surprises will come out during the
discussion, and no serious deficiencies at the end of the discussion. The chairman,
however, seeds to exercise great restraint not to force the discussion along the lines
of his own thinking.

14. Reports In most instances it is desirable to have a stenographer
strategically located in the audience, who will record the high points of the dis-
cussion. A verbatim report is then possible and each member attending the dis-
cussion might be furnished with mimeographed copies at a future date.

This eliminates the necessity for any member of the audience to take notes at
any points in which he might be interested, and he is able to concentrate his entire
attention upon the topic being carried on by the members of the panel.

,
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GROUP DYNAMICS BRAINSTORMING AND OTHER LEADERSHIP TOOLS

Role Playing IIIND MD MO

Byrl R. Shoemaker

The role playing technique was explained and a team was selected from among the
conferees to put on a demonstration.

Role of Superintendent - (Techniques Used)

Let individual talk
Gave cooling off period
Promised answer
Went to correct person
Friendly atmosphere

Additional Techniques that Could Have Been Used

Iv light have built plumbers background
A complement on something else may have helped

How Did ohn Function When He Reported Back?

1. Didn't pass buck
2. Had an answer
3. Tried to set stage

Case Studies

Uses problem solving approach
Differs from role playing in that the person presenting cast presents' an actual case

in which he was involved
Case was presented
Problem solving technique was used
1. Get the facts
2. Weigh and decide
3. Take action
4. Check results

.

Brainstormin

A person can be trained in creative thinking.
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GROUP DYNAMICS Continued

ooks by John Clark and Alex Osborne were mentioned

Creative thinking is important to education.

Steps in Creative Power- -- Orientation---

Orientation Divide into sub problems
Preparation Laws of assocition (Aristotle)
Analysis Similarity
Ideation Continuity
Incubation Contrast
Synthesis Blocks to being creative
Evaluation Ignorance

Attitude

Basic ways to be creative

Make a check list
Set qualities for yourself
Set a deadline
Make a date with yourself

Question, association, observe, predict
Questioning is an act and is learned by exercising it

*st of killer phrases discussed - Green Sheet

Four Rules - Yellow Sheet

t4f1.1 A -
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Reprint from GROUP DYNAMICS

"Printer's Ink", December 2, 1955
Charles H Clark Assistant to the Manager of Training
methyl Corporation

Continued

KILLER PHRASES

This list was developed at a
for the National Society of
If you don't want good ideas
these killer phrases on your

"Brainstorming Workshop"
Sales Training Executives.
to curl up and die, put
black list -- and keep them there!

Note: How many times have You heard these phrases?

It's not in the budget
Who thought of that?
I can't give you the money to go ahead
We're not ready for it
Everybody does it this way
Not timely
Too hard to administer
It's not progressive
Too theoretical
roduction won't accept it

Personnel aren't ready for this
Won't work in my territory
Customers won't stand for it
The new men won't understand
The old men won't use it
Doesn't conform to our policy
We don't have the manpower
Takes too much time (work)
Don't move too fast
Has anyone else ever tried it?
We have too many projects now
Let's make a market research test first
Here we go again
Let's form a committee
Won't work in our territory
What do they do in our competitor's plant?

144;Juw--- .,

Where does the money come from?
Costs too much
Too (or too small) for us
We tried that before
Too academic
It's a gimmick
Not profitable
You'll never sell that to management
Stretches imagination too much
They'll think we're long-haired
Engineering can't do it
Why something new now? Our sales are still

going up
Let's wait and see
Too much trouble to get started
Too 'lard to sell

It's never been done before -- why stick our
necks out?

We don't want to do this now
Factory can't follow up
Not enough background
The union will scream
That's too ivory tower
Let's put it in Nriting
I don't see the connection
What you are really saying is # .

Let's sleep on it

.xco. 0194

J



,,,,,,,,,,,7,-

r .,Sto.?

GROUP DYNAMICS Continued

OSBORN RULES FOR BRAINSTORM SESSIONS

1. Criticism is ruled out:

124

z
Allowing yourself to be critical at the same time you are being creative is like tryingto get hot and cold water from one faucet at the same time. Ideas aren't hot enough;criticism isn't cold enough. Results are tepid. Criticism is reserved for a later"screening"

session.

2. The wilder the ideas, the better:

Even offbeat, impractical suggestions may "trigger" in other panel members practicalsuggestions which might not otherwise occur to them.

3. Quantity is wanted:

The greater the number of ideas, the greater likelihood of winners.

4. Combination and improvement are sought:

Improvements by others on an idea give better ideas Combining ideas leads to more andbetter ideas.

vF
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THE TASK FORCE ASSIGNMENT TECHNIQUE

The task force assignment technique is an important leadership development

device. It provides the opportunity for individuals to reveal and demonstrate

leadership ability.

Essentials of a Task Force

Essentials in utilizing the task force idea include:
A main group, which meets as a unit for briefing before the
task is assigned. It will meet a second time to hear the final
report of the several committees.

Two or more sub-groups which have been given
assignments of

equal complexity. These sub-groups will work
independently

of each other to introduce the spirit of competition and rivalry.Several committees formld within the sub-groups to handlespecific phases of the assignment and to make oral reports
before the

main-group.

A
briefingssession of the main group for a general presenta-

tion and discussion of the overall plan of operation. During
this briefing session announcement is made of the final meeting
when the reports of the two or more sub- groups will be given.An assignment for each sub-group which should provoke thinking,
involve research, and otherwise

challenge the committees within
the sub-groups to work together as a team. The assignment should
be in broad and general terms, and should require a considerable
amount of outside preparation. It should also stimulate indivi-
dual initiative in preparing the oral report, the written report,
and the supporting graphic materials.
A situation which requirei telling, researching, reading, dis-
cussing, evaluating, thinking, planning, and working together
to find a solution or series of solutions.
A resourc. person (or several resource persons) who assists the
group in starting on the project,

filling in any gaps in theassignment, clarifying major points, and helping the group to
clearly understand the situation.

U. of Md. LDS-25
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TASK FORCE ASSIGNMENT_ TECHNIQUE

Continued

Once the task has been assigned, the resource person func-
tions as a consultant, not as a leader of the group. Because
the primary purpose of the task force assignment is to discover
and activate leaders within the group, the resource -person
must not shape the group's thinking, but should be available
to help the group begin work on a solution to the situation As
expeditiously As possible.

A rehearsal for those who are going to make the oral presenta-
tion to the total group. The resource person should work
closely with the participants at this point to smooth out any
rough spots in the presentation. Graphic aids should be utilized
for maximum visualization of the material presented.

Timing should be carefully controlled so that the entire task
force report can be presented. Insofar as possible, role
playing-should be utilized by the task force groups when making
their final presentation. Audience participation may also be
requested in the final report session.

Working on their own, under the leadership of key individuals elected to these
leadership positions, the sub-groups prepare a presentation to be given to the
total group. The presentation should include utilization of many leadership
techniques such as role playing, group discussions, panels, explan ation,
illustration, and demonstration.

Copied by permission of the U. S. Department of Health, Education, and Welfare
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For Discussion Purposes Only

U.S. DEPARTMENT OF
HEALTH, EDUCATION, AND. WELFARE

Office of. Education
Bureau of Adult and Vocational Education

Division of Vocational and Technical Education
Washington, D.C.

TASK FORCE OBJECTIVES

To provide a situation and a setting in which the leadership potential
of the group may be demonstrated.

To make it possible for individuals within each of two sub- groups to
demonstrate capability_Linlanninoraniaizpresentingz anoral
report, to the entire conference group.

To provide the opportunity for each group to prepare a brief, care.,
ful3_..:LsLezej..oetU,......p.zrittenreort to accompany the oral presentation.

To encourage individuals, committees, and subgroup members to utilize
the techni ues of lederi3U11. discussed and demonstrated throughout the
conference.

4..
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NATIONAL LEADERSHIP DEVELOPMENT CONFERENCE

TASK FORCE ASSIGNMENT,

Resource material for this assignment is contained in the Iowa Project Plan of Activities for 1966.In approaching your assignment the following factors should be considered:

1. Certain necessary facts may be missing. It will therefore,
be necessary for you to make assumptions in certain cases.to
achieve the required results. If assumptions are made, theyshould be carefully stated in order that the results shown inthe completed report will have some valid basis in the con-clusions reached.

.k,;;;;§ "A04,1";

. -

2. An oral report is to be prepared for presentation to the groupas scheduled. This report, supported by necessary graphic
material; should be prepared for presentation to an official
group such as the State Board for Vocational Education, fc- thepurpose of "selling" a satisfactory vocational education program.

3, A duplicated report is to be prepared by the task force group.
Supplementary aids such as charts and passrout materials to beused as part of the presentation should be included. This finalreport is to be prepared in professional style and duplicatedfor distributi.s4 to the entire group.

Future references to TF1 refer to the Iowa Project Plan
of Activities for 1966, too lengthy to include in this Seminar report.Interested persons may secure copies from tke Division of Vocational
Edycation, U. S. Office of Education.

U. of Md. LDS-30
T r -2
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NATIONAL LEADERSHIP DEVELOPMENT CONFERENCE

Task Force Assignment - Group A

Indicate the State's plan to extend and improve the vocational

education program during the year indicating where the emphasis is to be

placed and justifying such emphasis. Use the Iowa State Plan of Projected

Program Activities (TF-1) for background information. If problems arise

in committee meetings as work on the assignment progresses, refer to handout

sheets TF-2, and TF-3 for suggestions.

Assignment

1. Describe the State's plans for the construction of area vocational

education 'schools during the current year by

a, Number and types of schools (in terms of section 8 (2) of the

Vocational Education Act of 1963)

b. Educational level of program to be offered

c. Occupational fields to be provided for

d. Location and area (school district(s), county(ies),

Statewide, to be served by the school

e. Relate this to Item 3 Part A (See TF-1 P18)

2. Describe the State's program priorities to expand vocational and

technical education for h h school students for the curren t year.

(Refer to manpower needs and employment opportunities in Item 1, Part A, Tr-1).

a. New teaching personnel requirements

b. New or additional occupational fields to be provided for

c. Plans for replacement or purchase of new equipment

d. Plans for improving facilities

U. of Md. -LDS-30
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GROUP A ASSIGIGirai
Continued

2. Describe the State's program priorities,to expand yocational and

tegL..,...Lf2rmicaleducatiozis'withsecialneeds for the current
year. (Refer and relate projeCtions to manpower needs and employment
opportunities in Item 1, Part A, TF-1)

a. New teaching personnel requirements

b,. New or additional occupational fields to be provided for
c. Plans for replacement or purchase of new equipmet
d. Plans for improving facilities

3. Describe the State's program priorities to expand vocational and
technical education for high school students for the current year.
(Relate projections to manpower needs and employment opportunities in Item 1,
Part A, Ti'-].)

a. New teaching personnel requirements

b. New or additional
occupational fields to be provided for

c. Plans for replacement or purchase of new equipment

d. Plans for improving facilities

4. Describe the State's program priorities to expand vocational and

technical education for post high school students for the current year.
(Relate projections to manpower needs and employment opportunities in

l' . 717:1 11\

Item 1, Part A, TF-1)

a. New teaching personnel requirements

b. New or additional
occupational fields to be provided for

c. Plans for replacement or purchase of new equipment

d. Plans for improving facilities

itv
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Task Force Assignment - Group B

Indicate the State's plan to extend and im rove vocational education

program during the year indicating_hamethembasisistoL12221aced and

and justifying such emphasis. Use the Iowa State Plan of Projected Program

Activities TF-1 for background information. If problems arise in committee

meetings as the work on the assignment progresses, refer to handout sheets TF-2,

and TF-3 for suggestions.

Assignment:

1. Describe the State's current year plans for strengthening programs

of --

a. Administration and supervision (State and local)

b. Teacher training

c. Vocational guidance programs and services (State and Local)

d. Curriculum development

e. Research, experimental, and developmental programs

f. Evaluation of programs and activities

2. Describe the State's program priorities to expand vocational

and technical education for ersons with ssecial needs for the

current year. (Refer and relate projections to manpower needs and

employment opportunities in Item 1, Part A, TF-1)

a. New teaching personnel requirements

b. New or additional occupational fields to be provided for

c. Plans for replacement or purchase of new equipment

d. Plans for improving facilities

.I..
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GROUP B ASSIGNMENT
Continued

Describe the State's program priorities to expand vocational and

technical education for post high school students for the current

year. Relate projections to Item 1, Part A, TP-l.

a. New teaching personnel requirements

b. New or additional occupational fields to be provided for

c Plans for replacement or purchase of new equipment

d. Plans for improving facilities

4. Describe the State's program priorities to expand vocational technical

education for persons who have already entered the labor market for the

current year. (Refer to manpower needs and employment opportunities in

Item 1, Part A, TF-1)

a. New teaching personnel requirements

b.. New or additional occupational fields to be provided for

c. Plans for replacement or purchase o f new equipment

d. Plans for improving facilities
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TF6'

U.S. DEPARTMENT OF
HEALTH, EDUCATION, AND WEIS*

Office of Edudation
Bureau of Adult and Vocational Minion

Division of Vocational and Technical Education
Washington, D.C. 20202 \

NATIONAL LEADERSHIP DEVELOPMENT CONFERENCE

Projected Program Activity

gri$
1. The State's plan to extend and improve the vocational education

program during the year will include emphasis on the following
items:

a. New teaching personnel requirements.

Teachers of vocational agriculture in Iowa will enter
the area of off...farm occupations during this year.
The high school distributive education program will
require three new teacher-coordinators for newly
created positions opening in the 1965-66 school year.
There will be the need for 35 new teacher-coordinators.

b. New or additional occupational fields to be provided
for.

New cooperative programs in trade and industrial educa-
tion will cover approximately 20 occupations, in
addition to auto mechanics and machinist trades.

(The above statements are very brief examples of the kinds of projections
to be developed by the group. Expanded projections should be included
in the written report. Tables and charts may be prepated for use in
giving the oral report, and whAre appropriate, may be included in the
written report as vell.)
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SINGLE SESSION EVALUATION

LEADERSHIP DEVELOPMENT CONFERENCE

F :source Person:
1111111111111

ill Ma. am%a %/FLU
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Discussion Leader:

1. Did you understand clearly the objectives for this session?
Were they adequately realized?

If not, which fell short?
aimmanerw

/MeMmisr

2. Did you think the resource person's training, experience and personal qualifica-
tions equipped him to do an able job as keynoter on this topic?

Was the topic adequately illustrated:
From the leader's own experience?
From skilfully chosen source materials?

4. Did you consider the resource person helpful in his relationship to the smaller
discussion group?

Did the discussion contribute to your understanding of the topic chosen for this
session?

MEMO., ,..p.IMS../NN1.=1!Mle

What is your reaction to the methods and materials used by the group leader?

Please comment:

7. Did you change, confirm, or strengthen any previous opinions as a result of this
session? PRease comment:

111=111

romCwillm

8. Did this session prompt you to think in terms of putting a new idea or plan
into practice ''back home"? Please comment:

11.110.111111111........

AMINNI1111,-.C

19WIZSTanyfttiltTimpiaTT.
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LEADERSHIP DEVELOPMENT SEMINAR

I

CONFERENCE EVALUATION
First Week

We are interested in getting your reactions, comments, constructive 0

criticism, and suggestions regarding specific phases of the Conference. You
need not identify yourself, unless you wish to do so. No attempt will
made to identify your paper, so feel free to express your opinions with com-
plete frankness.

Please react to every item on the evaluation form. Draw a circle
around the X that most nearly expresses your reaction. You are urged to
comment wherever you wish to further clarify your point of view.

1. To what degree did you understand the 'objectives of the
conference and those of the various sessions?

Very Reasonably Not Very Not
Clearly Clearly Well Well . at all

Comment:

2. In what measure were the stated objectives accomplished?

Fairly Not
Fully Adequately Well Inadequately at all

Comment:

3. What is your reaction to the advanced planning and preparation
for the Conference?

Very Very
Well Done Well done Adequate Inadequate Inadequate

X

Comment:

4. As a result of participation in the conference, my concepts of
what a leader in the areas of teacher training and curriculum
development in trade and industrial education should know and
be able to do have been

Greatly Slightly
Clarified Improved Modified Unchanged Confused

Comment:

U. of Md. - LDS - 18
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U. S. DEPARTMENT OP
NEALTR, EDUCATION, AND WELFARE

Office of Education
Division of Vocational Education

Washington 25, D. C.

NATIONAL lEADERSNIP DEVELOPMENT CONFERENCE

POST CONFIRENAI EVALUATION.

Conference Identification

DIRECTIONS: Please indicate your leel4nms about the conference
is which you just portielpsted. Do not sign this questionnaire.
Draw a circle nova the "C' that most nearly expreises how you
feel.

1. very quite about not very very poor
successful successful average successful conference

2. Conference strong points:

3. Conference weekneaseat

4. What was most important and useful to you?

5. Briefly comment on alsaLsiApou for your reaction.

U. of Md. LDS-16
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CONFERENCE EVALUATION Continued

5. To what extent ware members given an opportunity to participateactively in the meetings?

Every
Almost no

Opportunity Many Some Few Opportunity

X X X X

Comment:

6. In your opinion, were there opportunities for personal
conferences with group leaders and resource persons?

Very Hardly
Numerous Adequate Adequate Sufficient insufficient

X

Comment:

7. The physical arrangements seemed to be

Perfect Good Adequate Fair

,111.1IJLEVi

X

Poor

Comment:

8. As to the provisions for getting acquainted and the allotment
of time for fellowship, I feel arrangements were

Very Not quite
Adequate Adequate So-so Adequate Inadequate

X x X X

Comment:

9. Please list changes you feel would improve the conference.
(Touch on such items as: other objectives, different dates,
new topics, specific resource people, variations in conference
leaders and the like.)

10. Additional Comment. (Attach another sheet if more space is
needed.)

I
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.,Leadership Development Seminar

Instructions: This inventory/evaluation is intended to explore the vay you feel
about your own competency and understanding of leadership development. Opposite
each item, listed below, place a check 4/1 in the column that most nearly re-
presents your true feeling concerning that item.

Please fill in this inventory/evaluation sheet and return it to the registra-
tion desk when you come to the conference. This is important!

GENERAL

1. My own present ability as a
leadership development person .

2. My own experience with the
leadership development process.

3. My understanding of the leadership
development process

4. My skill in the use of the
leadership development process. .

5. My interest to help instruct
others in the leadership develop-
ment process

6. My curiosity to find out more
about some of the more obscure
elements of the leadership process

7. My present intent to use leader.;
ship development processes in my
everyday work. . . OOOOO

8. The ability of "educators", in
general, to learn and use the
leadership development process . .

9. The extent of security I have
in using the leadership develop-
ment process

10. The degree to which my interest
in the leadership development
process msy help overcome any
insecurity I feel

much
fair 1

amount I some

small
amount none
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SPECIFIC UNDERSTANDINGS/SEMIS

1. My own understanding of our heritage
in Vocational-Technical Education. ...

2. My understanding of Leadership -
Administrative - Supervidory implica-
tions of Vocational- Technical Educatiol
lertialptinn

3. My understanding of the place of
Vocational-Technical Education in
today's "World of Work ".

4. My understanding of State plans and
programs in Vocational-Technical
Education iu my own State . .... *

5. My understanding of counseling and
other supportive services in
Vocational-Technical Education

6. My understanding of programs of pre-
and in-service teacher education in
Vocational-Technical Education

7. My experience in working with/in
programs awe-and in-service teacher
education in the area of Vocational-
Technical Education

8. My understanding of research and
experimental programs now in
progress in Voc. Tech. Education .

9. kr experience in working with research
and experimental programs in Vocatio
Technical Education .

1.0. My experience in coordinating Vocation
al-Technical Education program
activities with other agencies . . .

11. My understanding of The evaluative
process and its relationship to
Vocational-Technical Education . . .

1P. My skill in evaluating progress in
Vocational-Technical Education . . . .

Other Commenw :

much
fair

amount some
small
amount none

I

r

&NMI
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EVALUATION

Please fill in the following questionnaire.
List your responses in order of importance.
Be brief.

Thank you.

I. What has been MOST WORTHWHILE to YOU in this seminar? Why?

II. What has been LEAST WORTIMILE to YOU in this seminar? Why?

III. What SUGGESTIONS do YOU have for the nenovnen of future seminars?
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