
DOCUMENT RESUME

ED 055 245 52 VT 014 108

AUTHOR Rush, Ernest L.; Troutman, Frank H.

TITLE Annual and Long-Range Program Planning in

Metropolitan Areas in Accordance with the Vocational

Education Act Amendments of 1968. I2stitute X, Final

Report.

INSTITUTION Little Rock Public Schools, Auk.

SPONS AGENCY National Center for Educational Research and

Development (DHEW/CE) , Washington, D.C.

BUREAU NO BR-9-0524

PUB DATE Apr 71

GRANT OEG-0-9-150524-4520(725)

NOTE 294p.; Part of Short Term Institutes for Inservice

Training of Professional Personnel Responsible for

Vocational Technical Education in Western

Metropolitan Areas

EDRS PRICE MF-$0.65 HC-$9.87

DESCRIPTORS Administrative Problems; Administrator Role;

Educational Finance; Educational Needs; *Educational

Planning; Guidelines; Information Solaces;

*Institutes (Training Programs); *Metropolitan Areas;

*Professional Continuing Education; Program

Evaluation; Vocational Directors; *Vocational

Education

IDENTIFIERS *Vocational Education Act of 1968

ABSTRACT
This 2-week institute was held to Fzepare vocational

educators to plan effectively for annual and long-range programs of

vocational education for metropolitan areas according to the 1968

amendments. The institute emphasized planning, budgeting, and

evaluation, and procedures for effective program ro.anning. Various

sources and validity of all data needed for effr ve planning were

explained to the participants. Five guideline we. erepared on

strategies and procedures useful to vocational ,4tors in planning,

budgeting, and evaluation. (BH)



LC%
elood

CNJ

LeN

LU

FINIAL papoRT
Institutv X

Project No. 9-0524
Grant No. 0EG-0-9-150524-4520 (725)

ANNUAL AND LONG-RANGE PROGRAM PLANNiNG
IN WESTERN METROPOLITAN AREAS IN ACCORDANCE

WITH THE VOCATIONAL EDUCATION AMENDMENTS OF 1968

Part of
Short Term Institutes for Inservice Training of

Professional Personnel Responsible for Vocational-
Technical Education in Western Metropolitan Areas

Ernest L. Rush
Frank H. Troutman

Little Rock Public Schools
Little Rock, Arkansas

April, 1971

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

Office of Education
National Center for Educational Research and Development

1



LeN

Final Report
Lc% Project No. 9-0524
LIN Grant No. OEG-0-9-150524-4520(725)

I=31

Lai

ANNUAL AND LONG-RANGE PROGRAM PLANNING IN METROPOLITAN AREAS
IN ACCORDANCE WITH THE VOCATIONAL EDUCATION ACT AMENDMENTS OF 1968

Part of
Short-Term Institutes for Inservice Training

of Professional Personnel Responsible for Vocational Technical Education
in Western Metropolitan Areas

U.S. DEPARTMENT OF HEALTH.
EDUCATION & WELFARE
OFFICE OF EDUCATION

THIS DOCUMENT I-' AS BEEN REPRO-
DUCED EXACTLY AS RECEIVED FROM
THE PERSON OR ORGANIZATION ORIG-
INATING IT. POINTS OF VIEW OR OPIN-
IONS STATED DO NOT NECESSARILY
REPRESENT OFFICIAL OFFICE OF EDU-
CATION POSITION OR POLICY

Ernest L. Rush
Frank H. Troutman

Little Rock Public Schools

Little Rock, Arkansas

April 1971

The resea,ch reported herein was performed pursuant to a
grant with the Office of Education, U.. Department of
Health, Education, and Welfare. Contractors undertaking
such projects under Government sponsorship are encouraged
to express freely their professional judgment in the con-
duct of the project. Points of view or opinions stated
do not, therefore, necessarily represent official Office
of Education position or policy.

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

Office of Education
National Center for Educational Research and Development



MIrhnUWLQUUMCNIa

The project director wishes to express his appreciation to the
following persons who contributed significantly to the institute
through their many hours of assistance from the inst7tute's inception
through its completion: Andy Aldridge, Jack Nichols, Robert E. Norton,
J. C. Ruppert, Walter Sawrie, Mrs. Emmalean Still, and Mrs. Lela Willis.

Special appreciation is expressed to Dr. Frank Troutman and the
University of Arkansas !;taff for the assistance given in the planning
and administering of the institute.

Particular gratitude is extended to the five work group leaders
and the five work group recorders who accepted the difficult assign-
ment of seeking group consensus on the planning process and organizing
these opinions into a final work group report.

Finally, appreciation is expressed to Floyd Parsons, superintendent
of the Little Rock Public Schools, and his staff for the moral support
and readily available assistance. Special thanks is also given to
members of tfe advisory committee who made it possible to offer the
extracurricular activities to the participants.

3



CONTENTS

Page

ACKNOWLEDGMENTS iii

SUMMARY 1

CHAPTER

1 !NTRODUCTION 3

Che Problem 3

Purposes of the Institute 4

Objectives
Genera, Plan of Operation 5

II. METHODS AND PROCEDURES 6

Multiple Institute Grant 6
Nomination and Selection of Participants 6

Planning the Institute 7

Conducting the Institute 7
Introduction, Welcome, and Orientation 8

III. EVALUATION 10

Pretest and Post-Test 10

Institute Follow-Up Evaluation ,
11

IV. REPORTS, CONCLUSIONS, AND RECOMMENDATIONS 33

Reports 33
Conclusions 33
Recommendations 34

APPENDIXES

A. Project Summary 36

B. Brochure and Application Form . 40
C. List of Participants, Consultants, and Advisory

Committee 44

D. Program Schedule 51

E. Work Group Assignments 60
F. Text of Formal Presentations 62

The Planning Process: Its Role in lEdwcation
Charles W. Nix 63

Comprehensive Planning - W. O. Hogbin 106
Data Needs for Educational Planning -

Herbert E. Striner 113
Comments on Herbert E. Stri-ler's Paper -
John M. Peterson 122



Changing Technology and Vocational and Technical
Education: Some Perspectives - Daniel Creamer . . . 126

Data for Vocational Education Planning
Sar A. Levitan 149

Planning for Creative Flexibility in Vocational
Education - John W. Letson 158

Manpower Forecasting - Frank H. Troutman 166

A Viable Job Forecasting Approach: The Unfilled
Openings--Matrix Technique - Norman Medvin 176

Focusing Attention Upon Vocational Education
Programs and Their Relationship to Manpower,
Employment, and Poverty in Urban Centers -
Joseph H. Stephenson 183

Sources and Utilization of Demographic Data for
Identification of Target Populations for
Vocational Education Forrest H. Pollard . . . . . 202

Program Evaluation and Budgeting -
Charles O. Hopkins 208

G. Work Group Reports 221

Report of Group I
222

Report of Group II 231

Report of Group III 246

Report of Group IV 251

Report of Group V 269

vi

5



SUMMARY

GRANT NO.: OEG-0-9-150524-4520(725)

TITLE: Annual and Long-Range Program Planning in
Metropolitan Areas in Accordance with the
Vocational Education Act Amendments of 1968

DROJECT DIRECTOR: Ernest L. Rush, Director
Industrial and Vocational Education

INSTITUTION: Little Rock Public Schools

TRAINING PERIOD: October 5-16, 1970

Problems, Pur oses, and Ob ectives

The lack of adequate annual and long-range program planning on
the national, state, and local levels is reflected by the fact that
vocational programs are not meeting the needs of people. The 1968
Vocational Education Amendments to the 1963 Vocational Education Act
requires that more effective annual and long-range program plannino
be instituted on all levels.

This institute was designed specify ' to help persons 'n
leadership positions obtain knowl c ,Aills for impt j

vocational education programs. It was de...,igr,ari to provide institute

trainees with techniques and procedures needed for obtaining valid
/nd reliable data necessary for effective annual and long-range pro-
gram planning.

The primary objective of this institute was to prepare vocational
educators to plan effectively for annual ahd long-range programs of
vocational edur:ation for metropolitan areas according to ,The 1968

Vocational Education Amendments. The specific objectives of the
institute were: (a) to develop understandings of the nature and
process of short and long-range planning, budgeting, and evaluat!on
of vocational programs for urban areas; and (b) to develop planning
models of procedures for effective program planning.

Procedures and Activities

To accomplish these objectives, a two-week institute was held
in Little Rock, Arkansas, October 4-16, 1970, for fifty-one par-
ticipants from urban areas of the twenty-five states west of the
Mississippi River. The participants were selected according to their
administrative responsibilities as they related to planning officers,
program specialists, fiscal officers and accountants from state and
city education departments and state or assistant state directors of
vocational education.
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Consultants, noted for their expertise in their field of special-
ization, presented formal topical presentations during the general

sessions held each morning. The participants were divided into five
work groups and after each formal presentation, they went directly
into work sessions. Work sheets were developed by the work groups on
the topics presented so as to build a nucleus for the development of
the planning model that was to be developed by each work group for
their final report.

Outcomes and Recommendations

Through the activities of the institute the participants reflected

an intention to make use of what they learned from these activities in
their home communities. Through the work of the group leaders and
recorders, the following purposes became ultimately the achievements
of the institute:

1. Provided participants with staff development experiencies
in annual and long-range program planning.

2. Introduced to participants various sources and validity of
all needed data necessary for effective planning in voca-
tional education.

3. Prepared five guidelines on strategies and procedures useful

to vocational educators as they develop annual and long-range
plans, budgets, and evaluron procedures for vocational
programs.



I. INTRODUCTION

The Problem

The 1963 Vocational Education Act provided for making vocational
training and re-training accessible to all persons. It required each
state and each community to plan its vocational education program
with an eye always on the changes taking place in the economy and the
world of work. Those sections of the Act emphasizing planning were
not taken seriously by vocational education administrators. Conse-
quently, the 1968 Vocational Amendments commanded that realistic
annual and long-range planning be done to assure quality programs ir
vocational education.

The National Advisory Council on Vocational Edzication, in its
first annual report dated July 15, 1969, points out the lacks of
education and the misuse of resources in meeting the needs of our
nation's people. They stated that our schools have failed to educate
to the level of adequate employability nearly 25 percent of the young
men and women who turn 18 each year. Furthermore, thirty million of
our nation's people have annual irJcomes below $3,000; most of them do
not possess employable skills needed to inclease their earnina power.
Provisions for alleviating many of these problems are included in the
1968 Vocational Education Amendments which provided funds to support
vocational programs and related services to all persons who could
profit from such experiences. It is' imperative that national, state,
and local educational administrators work together in formulating a
qua/ity vocational education planning program broad enough to fulfill
the training needs of all people who can profit from vocational educa-
tion in metropolitan areas.

The lack of ade4uate program planning on the national, state, and
local levels i reflected by the fact that vocational programs are not
meeting the needs of people. Since the enactment of the Smith-Hughes
Act of 1917, the pattern for setting up vocational education programs
has remlinad conservative. The same programs have been kept or
expanded, but new programs to meet the society's changing technology
have not been instituted.

It is time for vocational education to accept its responsibility
of preparing people for the fulfillment of participating in a meaning-
ful way in the world of work. Flexibility in and access to vocational
training is the need of today if we are to prepare our people for the
vast range of occupations needed to keep a rapidly expanding economy
in operation. The effectiveness of program planning in vocational
education is dependent on its ability to respond to the social needs
of the times.

The ineffectiveness of annual and long-range program planning
in the past and today can be summarized as follows:

1. There is a lack of valid procedural processes and techniques
to assess people's training needs.

3



2. There is a lack of available valid manpower data that can be
used by vocational educators for effective planning. Most of
business, industry, government, and social manpower data is
designed for in-house consumption and cannot be readily
interpreted by vocational education planners.

3. There is a lack of valid evaluative criteria to establish the
effectiveness of on-going programs in vocational education.

4. There is a lack of coordination and timing of federal, state,
and local appropriations on a short or long-ranqe basis that
would allow for effective budgeting projections.

5. There is a lack of traihed planning personnel in the fields
of vocational education as well as general education

The need for conducting this institute becomes apparent when one
realizes the problems facing annual and long-range program planners in
vocational education, recognizes the importance of obtaining valid
data on all needs, and becomes aware of the responsibility of voca-
tional education to effectively plan and be accountable for a quality
vocational education program as mandated by the 1968 Vocational
Education Amendments.

Purposes of the Institute

This institute was designed specifically to help persons in

leadership positions obtain the knowledge and skill for improving
vocatlonal education programs. It was designed to provide trainees
with techniques and procedures needed for obtaining valid and reliable
data necessary for effective annual and long-range program planning.

Therefore, the Little Rock School District brought together fifty-

one key people who were involved in some form of administrative responsi-
bility for improving vocational educat:on programs, from state and city
education departments in the western United States, to develop a
planning model and establish guidelines of methods, procedures, and
strategies to be used in annual and long-range planning. The 7artici-
pants, by working together in small groups and as a whole, set up
training situations which would enable them to acquire the skills
needed for planning programs in their home situations.

Objectives

A. Broad Objectives

The major objective of this institute was to prepare vocational
educators to plan effectively for annual and long-range programs
of vocational education for metropolitan areas according to the
Vocational Education Amendments of 1968. To accomplish this
purpose, it was necessary to complete the following activities:
1. Review guides and procedures for annual and five-year planning,

budgeting, and evaluation of vocational programs for urban
areas.

2. Identify effective techniques for assessing employment needs
and labor market analyses pertaining specifically to metro-
politan areas and generally to national perspectives.
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3. Determine occupational program needs as they relate to students,
teachers, facilities, curriculum, and resources.

B. Specific Objectives
1. Develop understanding of the nature and process of short and

long-range planning, budgeting, and evaluation of vocational
programs for urban areas, especially as they relate to:
a. Program goals and objectives
b. Priorities and alternative courses of action
c. Decisions relative to selection of a course of action

d. Operationalizing a program of action
e. Evaluation of a chosen proaram of action

2. Review and identify models which explain relevant elements
and relationships to systematic annual and long-range
planning, budgeting, and .aluation of urban vocational
education.

3. Review effective methods of identifying, analyzing, storing,
and retrieving data and other pertinent information about:

a. Relationships of public schools to other public and
private training institutions.

b. Metropolitan and national labor markets
c. Characteristics of youth and adults to be served
d. Competencies needed to work in emerging occupations
e. Instructional facilities, supplies, mate-ials, and funds
f. Availability of programs designed to meet the special

needs of youth and adults

General Plan of Operation

The project involved planning, conducting, and evaluating a two-
weeks institute held at the Albert Pike Hotel, Little Rock, Arkansas,
October 4-16, 1970. The program was planned so as to actively involve
the participants in activities designed to facilitate achieving the

objectives and outcomes previously stated. Emphasis was placed on a
tightly structured program of presentations from nationally known
consultants who have established themselves as experts in their
respective fields of specialization.

The major portion of time was devoted to small group sessions
where trainees were able to synthesize the presentations made and to
develop planning guidelines which would hopefully result in the estab-
lishment of a planning model that the trainees would initiate and/or
improve upon when they returned to their respective work assignments.

The participants were divided into five work groups with the
understanding that each group would chart its own direction. No
attempt was made to structure the work sessions for the purpose of
designing an overall inclusive planning model. Rather, each of the
five groups were to produce a different final report, although the
structure of the institute itself would produce some commonalities
within the reports.

5
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II. METHODS AND PROCEDURES

Multiple Institute Grant

See Project Summary Short-Term Institutes for Inservice Training
of Professional Personnel Responsible for Vocational-Technical Educa-
tion in Western Metropolitan Areas, Appendix A.

Nomination and Selection of Participants

Soon after notification that the Multiple Institute Grant had
been approved and was to be funded, Dr. Duane Blake, the Multiple
Institute Director, visited the twenty-five major cities in the
western metropolitan areas for the purpose of assessing interest on
the part of the state departments of education in the major cities
to participate in the multiple institutes and, at the same time,
seeking subcontracting institutions that would be interested in

holding one of the ten institutes.

After the ten subcontracting agencies had been selecced and
Lirectors adpointed, a meeting of the steering committee of the
institutes was held at Colorado State University. It was agreed at
this meeting that Colorado State University would design and distribute
a blanket brochure and application form that would be sent to state
directors, colleges, and city school superintendents. They would be
requested to publicize the institutes and have interested parties fill
out applications giving preference as to which institute they would be
interested in attending. This information would be made available to
the ten institute directors. The dates for the institutes were
scheduled at this meeting.

Colorado State University forwarded all applications they received
that indicated an interest in Institute X to the director. These appli-
cants were mailed an Institute X brochure and application. (See

Appendix B.) In addition, Institute X brochures and applications were
sent to state directors, school superintendents, and colleges even
though they had been mailed copies of the blanket brochures and
applications. The multiple institute blanket brochure provided in-
formation on the purpose of the ten institutes, where they would be
held, dates, topics to be discussed, list of consultants, expected
outcomes, and participant information. Institute X's brochure gave an
overview as presented in the blanket brochure plus details of the
program's schedule, additional information about the consultants,
general information on reimbursement, registration, facilities, the
institute's directors, and the state of Arkansas.

Approximately 300 persons were sent an application form and
brochure. Only one-third of this number returned an application.
Most probably the primary factors limiting the number of requests to
attend were: (1) Institute X was the last of the ten western institutes;
(2) There were seven rural institutes held previous to Institute X;



(3) It was difficult for many educators to be away from their jobs at

that time of the school year and; (4) Some interested persons could not

attend because of the two-week duration of the institute.

A letter accompanied the Institute X brochure requesting that it

be given immediate attention. Due to the limited response, numerous
follow-up letters were necessary as well as numerous telephone calls.

The U.S.O.E. guidelines for selecting participants to attend

Institute X were that the applicants be planning officers, program
specialists, fiscal officers, and accountants from state and city
education departments, and state or assistant state directors of voca-

tional education. In selecting the participants, the directors adhered

to the guidelines as much as possible. In spite of all the publicity

given the institute, there were still not enough applications to be

selective. All applicants with administrative responsibilities were

sent a letter of acceptance. Twenty-three persons, who met the
qualifications established by the U.S.O.E. and had notified the
directors that they would attend, cancelled their acceptanc within

the last two weeks before the institute. Only applicants w were

public school teachers and counselors were not considered. (N list

of the participants giving their name, professional title, zrnd address

is in Appendix C.)

Even though the limited number of applications prohibited an
overall selective process, it needs to be pointed out that the

participants who did attend the institute were a dedicated and hard

working group of people. To be away from their work assignments for

two weeks at the beginning of a new school year, indicated that each

participant felt a definite need for attending. This is reflected in

the final reports presented by the five work groups on the final

day of the institute. (See Appendix G.)

Planning the Institute

Planning the program and budget, writing the proposal, and locating

facilities for housing the institute were coordinated by the institute's

directors through the use of consultants with planning experience and

institute experience.

An advisory committee was organized to plan activities to make

the participants stay in Little Rock and Arkansas an enjoyable one.
(See Appendix C for a list of committee members.)

Conducting the Institute

The institute's program was adhered to throughout the two weeks

institute. Formal topical presentations were made by consultants

noted for their expertise in their field of specialization. The formal

papers prepared by the consultants prior to their presentation were
duplicated and made available to all participants immediately following

the presentation. (See Appendix F for the text of formal presentations.)

In addition to their formal presentations, the consultants served as

resource persons to the work groups during their stay at the institute.
7
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Three of the consultants served as reactors to position papers presented

by other consultants. After each presentation by the consultants,

time was allotted for questions and answers.

Work sessions were scheduled after each formal presentation and

work sheets developed by the groups on the topic presented so as to

build a nucleus for the development of the model that was to be in

the work groups' final report. (See Appendix G.)

The work group leaders and recorders were chosen by the directors

prior to the beginning of the institute and were charged with the

responsibility for each group's final report. At the close of each

day the group leaders and recorders, in consultation with the directors,

wrote a report of the day's presentations and wc-k sessions. These

repc-ts were shared with all participants each 'morning in the general

n-:roc:_iction, Welcome, and )rientation

The institute got unde-way Sunday noon with registration, at

wh-cV time the participants were provided with identification tags,

a Tirs_ of fellow participarts, the group assign-ent list, a copy of

the Listitute program, theater passes, fishing ,Jermits, an assort-

ment of materials about Arkansas and Little Rock, and a recommended

list of eating and recreational establishments.

The directors met with the group leaders and recorders at 3 p.m.

to explain and discuss their responsibilities. A special resume of

materials such as the 1968 Amendments to the 1963 Vocational Education

Act, the U.S. Office of Education's directive to the state depart-

ments of education for the development of state plans, and written
directions as to the objectives and expected outcomes of the

institute were furnished to the group leaders.

A reception and dinner (arranged by the advisory committee) was

held at 6 p.m. at an exclusive private club overlooking Little Rock.

This provided an opportunity for the participants and staff to

become acquainted. A local humorist, John Pride, was the after-

dinner speaker.

The official opening 5ession began on Monday, October 5, at

8:30 a.m. Grady Knight, administrator of program planning and

exemplary programs, Arkansas State Department of Education, welcomed

the participants to Arkansas. A welcome to Little Rock was given by
Floyd Parsons, superintendent of the Little Rock Public Schools.

Mr. Parsons wished the participants a pleasant stay in Little Rock

and stated that his administrative staff was available for assistance

as needed.

The institute directors explained the purpose of the institute

and reviewed the objectives established and the expected outcomes

for the two-weeks program. The organizational pattern and guidelines
for conducting the institute were also reviewed.

8

13



The keynote speaker was Charles Nix, associate commissioner
for planning, Texas Education Agency, who did an outstanding job in
presenting a format to the planning process.

9
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III. EVALUATION

Pretest and Post-Test

A pretest was given to the participants at the beginning of the

institute. The pretest consi ad of two forms. Form 1 was a scale

to measure attitudes toward vocational education. Form 2 was an

instrument to indicate a persons perception of himself as a change

agent. (See pages 13-20.)

The Post-test, given the ast day of the institute, consisted of

Forms 1 and 2 which were used n the pretest and Form 3. Form 3 was

an evaluation of the participants' feelings concerning the institute.

(See pages 21-30.)

A total of 51 people participated in Institute X--47 males and

4 females. The ages of the participants ranged from 2S to 64 years

old; the average age was 44 years.

There were 16 western states represented, as shown

following table:

States and Number of Participants

in the

Arizona 3 Missouri 3

Arkansas 6 Nebraska 1

California 4 Nevada 1

Golorado 1 Oklahoma 5

Hawaii I Oregon 6

Kansas 2 Texas 6

Louisiana 2 Utah 3

Minnesota 3 Washington 4

Most of the participants held administrative positions, usually

connected with the State Department of Education. In addition there

were numerous consultants and coordinators, several planners and various

other positions connected with vocational education, including two

representatives from Employment Security Divisions.

All of the institute participants had at least a bachelor's

degree. The following table shows the highest degree obtained by the

participants:

Percent of

Degree Number Total

Bachelors 9 17.7

Masters 35 68.6

Doctors 7 13.7

Total 51 100.0

10



All fie1s cl vocational education were represerted, but
number were in Trade and industrial Education.

e gr-,atest

As a result of attending Institute X, almost 90 percent of the
participants indicated they planned to modify the r work, mostly

because of a better understarding of the approach to and di-oction

of long-range planning. Several indicated that p anning shciuid
involve more than just data collection; that tot:-.. needs should be
considered and priorities should be selected mor.E-, rationally.

Over 70 percent of the participants indicateLi they would like to
establish a continuing relation with participantE andjor consultants
through the exchange of ideas, publications, and :even visits between

states.

In general, the participants felt the goals of the institute
were attained, though some were more emphatic than others. Most

seemed well pleased that a workable model had been developed that

they could use.

The following were given most frequently as the major strengths

of the institute: caliber of participants, presentations of the
consultants, small group discussions, well planned and executed
institute, the Little Rock personnel, and the well planned and enjoy-

able extracurricular activities.

Several of the participants responded that the institute had no
major weaknesses, but the following were given most frequently by

others: too much emphasis on data collection and presentations by
labor economists, lack of leadership in some group leaders, un-
enthusiastic speakers, and the accommodations (food, lodging, and

meeting rooms).

The replies to recommended changes in conducting other institutes

followed closely the weaknesses cited. Also, changes recommended
usually corresponded to the position and vocational field of the
respondent. Again, it was suggested that group leaders be selected
more carefully and that the presentations on data collection be
reduced. In addition, several participants felt that a one-week
institute would be sufficient.

Almost all participants indicated that the institute was a well
planned, productive one whose format should be used as a guide for
future institutes. The social activities were greatly appreciated
and the efforts of the Little Rock host institutions were outstanding.
About 90 percent of the participants indicated they would apply again
for the institute and almost 94 percent would -ecommend to their

colleagues that they attend.

Institute Follow-Up Evaluation

Participants of Institute X, were contacted by mail in February
1971, four months after the institute was held, and were asked to

11



evaluate the institute and descri :hars in vocational education
which had resulted from their par ;ipati.an in the planning institute.

(See pages 31 and 32.)

There were 46 questiornairer L.:turned; however, two were from

Employment Security Division oers "lel who were not involved in

vocational educatLn planning. 01 Ihe respondents, there were 42 males

and 1 female. The7r ages ranged f )m 31 to 64 years; the average age

was 44 years.

There were 16 western states --13resented, as shown in the following

table:

States and Numb- of Participants

Arizona 3 Missouri 3

Arkansas 6 Nebraska 1

California 4 Aevada 1

Colorado 1 Oklahoma 4

Hawaii 1 Oregon 5

Kansas 2 Texas 4

Louisiana 2 Utah 2

Minnesota 2 Washington 3

The following are some of the changes in vocational education
programs which resulted from the respondents' participation in the

planning institute: (1) Title changes in vocational courses; upgrading
of course content; addition of new courses and deletion of others;

refining of instructional techniques and materials; and, in general,

providing a more meaningful instructional program. (2) Conducting

classes on evaluation techniques for vocational teachers and holding
conferences on improved methods of planning for vocational education.

(3) Implementation of vocational orientation programs; and, in

general, better organized planning activities which should result in

a more coordinated vocational education program. (See Conclusions

and Recommendations, pages 33 and 34.)

12

7



TABLE I

Pretest Form 1

All Respondents
PERCENTAGE PATTERNS

-0
.--

co co
-0 co - a)

a a) w ci as c us
o w w w m o m

s.... -E3 us 1... In
4-) co 1:71 c

1. No real benefit can be expected of
vocational education courses.

2. Students capable of success in college
should be discouraged from taking voca-
tional courses.

3. The importance of vocational education
cannot be emphasized enough.

4 Failure to offer vocational education
cannot be justified in a democratic
society.

5. Vocational education is geared to the
past.

6. The major function of the high school
should be the preparation of students
for entrance into college.

7. Vocational education should be offered
only to students with low academic
ability.

8. The cost of training workers should not
be born by the public school system.

9. There is no place in secondary schools
for vocational education.

10. Vocational education should be handled
outside the academic school system--in
technical institutes or ..:ommunity
colleges.

Increased emphasis on vocational
education would not result in fewer
dropouts.

13

0.0 0.0 0.0 13.7 86.3

2.0 0.0 2.0 43.1 52.9

49.0 37.3 5.9 3.9 3.9

52.9 37.3 2.0 2.0 5.9

3.9 13.7 11.8 41.2 29.4

0.0 2.0 2.0 47.1 49.0

0.0 0.0 2.0 21.6 76.5

2.0 9.8 7.8 49.0 31.4

0.0 0.0 0.0 23.5 76.5

0.0 2.0 5.9 47.1 45.1

2.0 13.7 7-8 37.3 39.2



TABLE I (cont)

12. Every high school graduate should be
equipped with a salable skill.

13. Increased vocational education may be
the answer to the problems of unemploy-

ment.

14 Academic educational courses are more
useful than vocational courses to the

average student.

15. No secondary school should be accredited
unless it offers a comprehensive program
of vocational education, given adequate
funds.

16. The information provided in the college
preparatory courses can be applied to
more jobs than the information available
in vocational education courses.

17. More students should be encouraged to
enroll in vocational education programs.

18. Vocational education is an educational
frill.

19. No area of education is more important
than vocational education.

20. Public expenditure of funds for voca-
tional education is the best educational
expenditure that can be made.

21. The general education curriculum is the
best preparation for entry into an
occupation upon graduation from high
school.

PERCENTAGE PATTERNS
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43.1 43.1 5.9 5.9 2.0

17.6 62.7 15.7 3.9 0.0

0.0 3.9 23.5 51.0 21.6

27.4 43.1 15.7 11.8 ..0

2.0 19.6 23.5 35.3 19.6

37.3 60.8 2.0 0.0 0.0

0.0 0.0 2.0 19.6 78.4

23.5 17.6 23.5 33.3 2.0

17.6 37.3 37.3 7.8 0.0

0.0 2.0 5.9 58.8 33.3

22. Vocational education courses are as
important for college bound students as
they are for non-college bound students. 9.8 58.8 15.7 15.7 0.0
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19



TABLE I (cont)

PERCENTAGE PATTERNS
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23. The proportion of the school budget
allocated tc vocational education
should be Pacreased markedly.

24. Vocational education is one answer
to youth unrest in this country.

25. Redistribution of present education
funds to emphasize vocational educa-
tion would probably yield a higher
national per capita income.

26. Vocational education courses prepare
students for many jobs which lack
prestige.

27. All students should be enrolled in at
least one vocational education class
while in school.

28. Rural -)uth are being educationally
short-changed due to inadequate
vocational offerings.

29. Vocational education in rural areas
is more important than vocational
education in urban areas.

30. Currently employed rural vocational
education teachers are less adequately
prepared than vocational education
teachers in general.

35.3 49.0 13.7 2.0 0.0

27.4 54.9 11.8 5.9 0.0

25.5 47.1 23.5 3.8 0.0

7.8 41.2 19.6 27.4 3.9

21.6 51.0 13.7 11.8 2.0

31.4 43.1 15.7 9.8 0.0

0.0 2.0 i7.6 56.9 23.5

0.0 19.6 45.1 29.4 5.9

31. More inclusive preparation is required
for vocational teachers in general than
for rural vocational education teacherI. 0.0 9.8 47.1 37.3 5.9

32. Only the non-college bound need voca-
tional education.

33. Academic courses are applicable to a
wider spectrum of jobs than vocational
courses.
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TABLE Il

Pre-Test Form 2
All Respondents (Percentage Patterns)

Thi. a questionnaire to find out the way in which important events in our

society a7fect different people. Each item consists of a pair of alternatives

lettered a or b. Please select the one statement of each pair (and only one)

which you more strongly believe to be the case as far as you're concerned.

Be sure to select the one you think you should choose or the one you would

like to be true. This is a measure of personal belief; obviously there are

no right or wrong answers.*

Per Cent
of Total

1. a. Children get into trouble because their parents
punish them too much.

b. The trouble with most children nowadays is that
their parents are too easy with them.

2. a. Many of the unhappy things in people's lives are
partly due to bad luck.

b. People's misfortunes result from the mistakes they make.

3. a. One of the major reasons why we have wars is because
people don't take enough interest in politics.

b. There will always be wars, no matter how hard people
try to prevent them.

4. a. In the long run people get the respect they deserve
in this world.

b. Unfortunately, an Individual's worth often passes
unrecognized no matter how hard he tries.

5. a. The idea that teachers are unfair to students is
nonsense.

b. Most students don't realize the extent to which their
grades are influenced by accidental happenings.

6. a. Without the right breaks one cannot be an effective
leader.

b. Capable people who fail to become leaders have not
taken advantage of their opportunities.

7. a. No matter how hard you try, some people just don't
like you.

b. People who can't get others to like them don't under-
stand how to get along with others.

17

6.3

93.7

14.3
85.7

54.2

45.8

58.3

41.7

29.8

70.2

14.6

85.4

14.9

85.1



TABLE II (cont)

Pre-Test - Form 2
Per Cent
of Total

8. a. Hereuity plays the major role in determining
one's personality.

b. It is one's experiences in life which determine
what they are like.

9. a. I
have often found that what is going to happen

will happen.
b. Trusting to fate has never turned out as well for me

as making a decision to take a definite course of
action.

10. a. In the case of the well-prepared student, there is
rarely if ever such a thing as an unfair test.

b. Many times exam questions tend to be so unrelated
to course work that studying is really useless.

11. a. Becoming a success is a matter of hard work; luck has
little or nothing to do with it.

b. Getting a good job depends mainly on being in the

right place at the right time.

12. a. The average citizen can have an influence in

government decisions.
b. This world is run by the few people in power, and there

is not much the little guy can do about it.

13. a. When I make plans, I am almost certain that I can make

them work.
b. It is not always wise to plan too far ahead because

many things turn out to be a matter of good or bad
fortune anyhow.

14. a. There are certain people who are just no good.

b. There is some good in everybody.

15. a. In my case getting what I want has little or nothing to
do with luck.

b. Many times we might just as well decide what to do by
flipping a coin.

16. a. Who gets to be the boss often depends on who was lucky

enough to be in the right place firt.
b. Getting people to do the right thing depends upon akility;

luck has lit:ie or nothing to do with it.

18

23

10.2

89.8

6.1

93-9

54.2

45.8

75.5

24.5

85.7

14.3

95.9

4.1

8.2
91.8

93.9

6.1

20.4

79.6



TABLE II (cont)

Pre-Test Form 2
Per Cent
of Total

17. a. As far as world affairs are concerned, most of us
are tne victims of forces we can neither understand
nor control.

b. By taking an active part in political and social
affairs, the people can control world events.

18. a. Most people don't realize the extent to which their
lives are controlled by accidental happenings.

b. There is really no such thing as "luck."

19. a. One should always be willing to admit mistakes.
b. It is usually best to cover up one's mistakes.

20. a. It is hard to know whether or not a person really
likes you.

b. How many friends you have depends upon how nice a
person you are.

21. a. In the long run the bad things that happen to us are
balanced by the good ones.

b. Most misfortunes are the result of lack of ability,
ignorance, laziness, or all three.

22. a. With enough effort we can wipe out political
corruption.

b. It is difficult for people to have much control over
the things politicians do in office.

23. a. Sometimes I can't understand how teachers arrive at
the grades they give.

b. There is a direct connection between how hard I study
and the grades I get.

24. a. A good leader expects people to decide for themselves
what they should do.

b. A good leader makes it clear to everybody what their
jobs are.

25. a. Many times I feel that I have little influence over
the things that happen to me.

b. It is impossible for me to believe that chance or luck
plays an important role in my life.

19

2 4

28.6

71.4

44.9
55.1

98.0
2.0

31.2

68.8

44.9

55.1

75.5

24.5

24.5

75.5

28.6

71.4

34.7

65.3



TABLE II (cont)

Pre-Test Form
Per Cent
of Total

26. a. People are lonely because they don't try to be
friendly. 87.8

b. There's not much use in trying too hard to please
people, if they like you, they like you. 12.2

27. a. There is too much emphasis on athletics in high
school. 26.5

b. Team sports are an excellent way to build character. 73.5

28. a. What happens to me is my own doing. 91.8

b. Sometimes I feel that I don't have enough control over
the direction my life is taking. 8.2

29. a. Most of the time I can't understand why politicians
behave the way they do.

b. In the long run the people are responsible for bad
government on a national as well as on a local level.

4.1

95.9

*Rotter, J. B. Generalized Expectancies for Internal Versus External
Control of Reinforcement. Psychological Monographs, 80, 1966, 1-28.
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TABLE I

Post-Test Form 1

All Respondents
PERCENTAGE PATTERNS
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1. No real benefit can be expected of
vocational education courses. 0.0 0.0 0.0 18.4 81.6

2. Students capable of success in college
should be discouraged from taking voca-
tional courses.

3. The importance ',ocationai education
carnot be emph id enough.

4. Failure to offer vocational education
carmot be jusCrI:ed in a dec=ratic
society.

5. Vocational edue.:lon is geared to the
past.

6. The major funcilcm of the high school
should be the preparation of students
for entrance into college.

7 Vocational education should be offered
only to students with low academic
ability.

8. The cost of training workers should not
be born by the public school system.

9. There is no place in secondary schools
for vocational education.

10. Vocational education should be handled
outside the academic schcol system--in
technical institutes or community
colleges.

11. Increased emphasis on vocational
education would not result in fewer
dropouts.

26
21

2.0 0.0 4.1 42.8 53.1

44.9 44,9 8.2 -).0 0.0

38.8 46.9 o.o 8.2 6.1

2.0 10.2 14.3 44.9 28.6

0.0 2.0 2.0 46.9 49.0

0.0 0.0 0.0 34.7 65.3

0.0 6.1 12.2 53.1 28.6

0.0 2.0 0.0 26.5 71.4

0.0 0.0 8.2 51.0 4o.8

4.1 16.3 4.1 53.1 22.4



TABLE I (cont)
Post-Test Form 1

12. Every high school graduate should be

equipped with a salable skill.

13. Increased vocational education may be
the answer to the problems of unemploy-
ment.

14. Academic educational courses ac.-e more
useful than vocational ...:ourses to the
average student.

15. No secondary school should be accredited
unless it offers a comprehensive program
of vocational education, given adequate
funds.

16. The information provide.J in ne collece
preparatory courses ca- be applied to
more jobs than the inft_rmation available
in vocational education courses.

17. More students should be encouraged tc,
enrofl in vocational education programs.

18. Vocational education is an educational
frill.

19. No area of education is more important
than vocational education.

20. Public expenditure of funds for voca-
tional education is the best educational
expenditure that can be made.

21. The general education curriculum is the
best preparation for entry into an
occupation upon graduation from high
school.

22. Vocational education courses are as
important for college bound students as
they are for non-college bound students.

22

27

PERCENTAGE PATTERNS
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42.9 40.8 4.1 72.2 O.

12.2 59.2 18.4 10.2 0.0

0.0 6.1 ,3.9 67.3 16.3

30.6 38.8 '2 2 18.4 C 0

2.0 22.4 14.3 42.9 18.4

44.9 53.1 2.0 0.0 0.0

0.0 0.0 2.0 30.6 67.3

26.5 26.5 28.6 18.4 0.0

20.4 28.6 38.8 12.2 0.0

0.0 2.0 2.0 61.2 34.7

18.4 53.1 4.1 24,5 0.0



TABLE 1 (cont)
Post-Test - Form 1

23. The proportion of the school budget
allocated to vocational education
shoulid l7.-e increased markedly.

24. Vocatichal educatior is one answer
to youth unrest in this country.

25. Redistribution o present education
funds to emphasize vocational educa-
tion wcalld probably yield a higher
national per capita income.

26. Vocat.onal education courses prepare
studenzs for many jobs which '],ack
prestige.

27. All students should be enrol'ed in at
least one vocational education class
while in school.

28. Rural youth are being educationally
short-changed due to inadequate voca-
tional offerings.

29. Vocational education in rural areas
is more important than vocational
education in urban areas.

30. Currently employed rural vocational
education teachers are less adequately
prepared than vocational education
teachers in general.

31. More inclusive preparation is required
for vocational teachers in general than
for rural vocational education teachers.

32. Only the non-college bound need voca-
tional education.

33. Academic courses are applicable to a
wider spectrum of jobs than vocational
courses.

23
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51.0 40.8 6.1 2.0 0.0

30.6 59,2 10.2 0.0 0.0

24.5 49.0 22.4 2.0 2.0

8.2 57.1 12.2 18.4 6.1

20.4 65.3 8.2 6.1 0.0

22.4 49.0 24.5 4.1 0.0

0.0 2.0 24.5 55.1 18.4

0.0 28.6 36.7 30.6 4.1

0.0 20.4 34.7 34.7 10.2

0.0 0.0 4.1 57.1 38.8

4.1 32.7 12.2 36.7 14.3



TABLE 1 (cont)
Fost-Test - For- 1

PERCENTAGE PATTERNS
-0.. a)-0
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0 cID
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r

34 Most students would n benefit from
the job skill instruction offered in
vocational education rrograms

35 Vocational education , ourses are
beneficial primarily -or those who
are terminating their education at
the end of high school

36 The vocational education curriculum
provides a better preparation for
more jobs than does th,e college
preparatory curriculum_

0.0 6.1 4.1 55.1 34.7

2.0 1-1.2 4.1 57.1 24.5

24.5 34.7 20.4 20.4 0.0

37. Vocational education courses provide
learning experiences geared to indi-
vidual needs better than academic
courses. 24.5 61.2 8.2 6.1 0.0

38. Vocational education programs help
keep the potential dropout in school. 22.4 65.3 10.2 2.0 0.0

39. Vocational training is not as valuable
to society as training for the pro-
fessions.

Note: May not sum to 100 due to rounding.
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0.0 2.0 12.2 44.9 40.8



TABLE II

Post-Test - Form 2
All Respondents (Percentage Patterns)

This is a questionnaire to find out the way in which important events in our
society affect different people. Each item consists of a pair of alternatives
lettered a or b. Please select the one statement of each pair (and only one)
which you more strongly believe to be the case as far as you're concerned.
Be sure to select the one you think you should choose or the one you would
like to be true. This is a measure of personal belief; obviously there are
no right or wrong answers.*

Per Cent
of Total

1. a. Children get into trouble because their parents

b.

punish them too much.
The trouble with most children nowadays is that

12.5

their parents are too easy with them. 875

2. a. Many of the unhappy things in people's lives are

b.

partly due to bad luck.
People's misfortunes result from the mistakes they

14.6

-make. 85.4

3. a. One of the major reasons why we have wars is because

b.

people don't take enough interest in politics.
There will always be wars no matter how hard people

60.4

try to prevent them. 39.6

4. a. In the long run people get the respect they deserve

b.
in this world.
Unfortunate'y, an individual's worth often passes

64.6

unrecognized no matter how hard he tries. 35.4

5. a. The idea that teachers are unfair to students is

b.

nonsense.
Most students don't realize the extent to which their

39.6

grades are influenced by accidental happenings. 6o.4

6. a. Without the right breaks one cannot be an effective

b.

leader.
Capable people who fail to become leaders have not

4.2

taken advartage of their opportunities. 95.8

7. a.

b.

No matter how hard you try, some people just don't like you.
People who can't get others to like them don't understand

10.4

how to get along with others. 89.6

25
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TABLE Il (cont)

Post-Test - Form 2
Per Cent
of Total

8. a. Heredity plays the maior role in determining
one's personality.

b. It is one's experiences in life which determine
what they are like.

9. a. I have often found thar what is going to happen
will happen.

b. Trusting to fate has never turned out as well for me
as making a decision to take a definite course of
action.

10. a. In the case of the well-prepared student, there is
rarely if ever such a thing as an unfair test.

b. Many times exam questions tend to be so unrelated to
course work that studying is really useless.

11. a. Becoming a success is a matter of hard work, luck has
little or nothing to do with it.

b. Getting a good job depends mainly on being in the right
place at the right time.

12. a. The average citizen can have an influence in government
decisions.

b. This world is run by the few people in power, and there
is not much the little ouy can do about it.

13. a. When I make plans, I am almost certain that I can make
them work.

b. It is not always wise to plan t-oo far ahead because
many things turn out to be a matter of good or bad
fortune anyhow.

14. a. There are certain people who are just no good.
b. There is some good in everybody.

15. a. In my case getting what I want has little or nothing
to do with luck.

b. Many ti-nes we might just as well decide what to do by
flipping a coin.

16. a. Who gets to be the boss often depends on who was lucky
enough to be in the right place first.

b. Getting people to do the right thing depends upon ability,
luck has little or nothing to do with it.

26

10.4

89.6

10.4

89.6

50.0

50.0

83.3

16.7

87.5

12.5

95.8

4.2

6.3
93.7

93.7

6.3

10.4

89.6



TABLE II (cont)

Post-Test Form 2
Per Cent
of Total

17. a. As far as world affairs are concerned, most
of us are the victims of forces we can neither
understand nor control.

b. By taking an active part in political and social
affairs, the people can control world events.

18. a. Most people don't realize the extent to which their
lives are controlled by accidental happenings.

b. There is really no such thing as "luck."

19. a. One should always be willing to admit mistaLfts.
b. It is usually best to cover up one's mistakes.

20. a. It is hard to know whether or not a person really
likes you.

b. How many friends you have depends upon how nice a
person you are.

21. a. In the long run the bad things that happen to us are
balanced by the good ones.

b. Most misfortunes are the result of lack of ability,
ignorance, laziness, or all three.

22. a. With enough effort we can wipe out political corruption.
b. It is difficult for people to have much control over the

things politicians do in office.

23. a. Sometimes I can't understand how teachers arrive at the
grades they give.

b. There is a direct connection between how hard I study
and the grades I get.

24. a. A good leader expects people to decide for themselves
what they should do.

b. A good ieader makes it clear to everybody what their jobs
are.

25. a. Many times I feel that I have little influence over the
things that happen to me.

b. It is impossible for me to believe that chance or luck
plays an important role in my life.

27
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22.9

77.1

45.8
54.2

100.0
0.0

33-3

66.7

33-3

66.7

85.4

14.6

20.8

79.2

27.1

72.9

29.2

70.8



TABLE II (cant)

Post-Test - Form
Per Cent
of Total

26. a. People are lonely because they don't try to be

b.

friendly.
There's not much use in trying too hard to please

89.6

people, if they like you, they like you. 10.4

27. a. There is too much emphasis on athletics in high schocA. 31.3

b. Team sports are an excellent way to build character. 68.7

28. a.
b.

What happens to me is my own doing.
Sometimes I feel that I don't have enough control over

93.8

the direction my life is taking. 6.2

29. a. Most of the time I can't understand why politicians

b.

behave the way they do.
In the long run the people are responsible for bad

8.3

government on a national as well as on a local level. 91.7

*Rotter, J. B. Generalized Expectancies for Internal Versus External
Control of Reinforcement. Psychological Monographs, 80, 1966, 1-28.
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TABLE III

Post-Test Form 3
All Respondents

PERCENTAGE PATTERNS
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1. The objectives of this institute were
clear to me.

2. The objectives of this institute were
not realistic.

3. The participants accepted the purposes
of this institute.

4. The objectives of this institute were
not the same as my objectives.

5. I have not learned anything new.

6. The material presented seemed valuable
to me.

7. I could have learned as much by reading
a book.

8. Possible solutions to my problemc were
not considered.

9. The information presented was too
elementary.

10. The speakers really knew their subject.

11. I was stimulated to think about the
topics presented.

12. We worked together well as a group.

13. The group discussions were excellent.

14. There was little time for informal
converation.

15. I had no opportunity to express my
ideas.
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12.8 72.3 4.3 6.4 4.3

0.0 4.3 6.4 63.8 25.5

10.6 8u.9 8.5 0.0 0.0

4.3 8.5 4.3 76.6 6.4

0.0 4.3 0.0 48.9 46.8

21.3 74.5 4.3 0.0 0.0

0.0 2.1 2.1 59.6 36.2

0.0 2.1 6.4 68.1 23.4

0.0 0.0 2.1 66.0 31.9

17.0 74.5 2.1 6.4 0.0

19.1 61.7 10.6 8.5 0.0

27.7 66.0 6.4 0.0 0.0

29.8 61.7 4.3 4.3 0.0

0.0 6.4 63.8 29.8

0.0 0.0 0.0 61.7 38.3



TABLE III (cont)

Post-Test - Form 1
PERCENTAGE PATTERNS
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16. I
really felt a part of this group. 36.2 61.7 2.1 0.0 0.0

17. My time was well spent. 31.9 63.8 4.3 0.0 0.0

18. The institute met my expectations. 21.3 66.0 8.5 2.1 2.1

19. Too much time was devoted to trivial

matters. 0.0 17.0 8.5 99.6 14.9

20 The information presented was too
advanced. 0.0 0.0 6.4 74.5 19.1

21. The content was not readily applicable
to the important problems in this area. 0.0 8.5 2.1 68.1 21.3

22. Theory was not related to practice. 0.0 6.4 6.4 74.5 12.8

23. The printed materials that were pro-
vided were very helpful. 14.9 78.7 4.3 0.0 2.1

24. The schedule should have been more

flexible. 0.0 2.1 8.5 76.6 12.8

Note: May not sum to 100 due to rounding.
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POST-INSTITUTE EVALUATICA

Because of information gained at the institute, I:

1. Have been able to do a more effective job
of planning.

2. Have re-evaluated present planning procedures.

3. Have organized new planning procedures.

4. Have helped others organize new planning
procedures.

5. Have used manpower statistics more effectively

6. Have used guides, procedures, and models developed
at the institute for more effective planning.

7. Have been able to initiate a new planning
department.

8. Have been working more closely with various
segments of the community such as business,
industry, agriculture, and the local employment
security office.

9. Have given talks on the planning process.

10. Have been working more effectively with other
educators.

11. Have been constantly using some of the
information presented at the institute.

12. Have referred to and used the printed materials
that were provided at the institute.

13. Have definitely learned new concepts which have
been valuable to me.

14. Have become more aware of the vocational needs of
the disadvantaged and/or specific target groups.

15. Have become more aware of human element such as
student attitudes.

16. Have sought new data sour:..-es for vocational-
technical planning.

Percentage
Patterns

Yes No

95.6 4.4

95.6 4.4

77.8 22.2

68.9 31.1

65.9 34.1

86.7 13.3

4.4 95.6

63.6 36.4

53.3 46.7

91.1 8.9

71.1 28.9

93.3 6.7

91.1 8.9

55.6 44.4

56.8 43.2

75.6 24.4



POST-INSTITUTE EVALUATION, Cont.
Percentage
Patterns

Yes Nn

17 Have modified some of my present or planned
activities in vocational education. 88.9 11.1

18 Have explained new concepts in planning for
vocational-technical education to vocationa'
teachers in the school district, institution,
or state that I represent. 77.3 22.7

19 Have written articles or other materials. 24.4 75.6

20. Have kept in contact with some of the
participants and/or consultants I met
during the institute. 71.1 28.9
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IV. REPORTS, CONCLUSIONS, AND RECOMMENDATIONS

Reports

Be5ides providing the participants with additional knowledge and
skills for mproving vocational education program planning, the
institute v,c3s planned to achieve two other objectives. One important
objective was to (live participants leadership and staff development
experience. The other was to result in the preparation of a guideline
booklet on stratenies and procedures useful to vocational educators in
urban areas as they develop annual and long-range plans, budgets, and

evaluation procedures for vocational programs.

The work sessions proved to be the most valLable input in the
institute. Participants were divided into five work groups. One
objective was to provide a setting where each participant would have
an opportunity to interact with other participants in a thorough re-
view and synthesis of papers presented in such a way as to obtain
group consensus, where possible, as to the best strategies and

techniques of program planning available. A copy of the work group
assignment may be seen in Appendix E.

A work group leader and a recorder were selected by the directors
prior to the institute to give leadership to each group. The leaders

and recorders were given spec. 11 instructions and an opportunity to
ask questions at a meeting !mid the afternoon before the opening
of the institute. Scheduled staff meetings also provided an opportunity
to check on the progress each group wa making and to provide new
inputs when needed. A clerical staff was maintained each evening
and assigned the responsibility of typing sufficient copies of the
work groups' daily reports for each participant. These reports were
distributed to the group recorders at the beginning of the next day's
work sessions. A major portion of the institute's time was devoted
to the work sessions. The group leaders were asked to make an oral
final report at the last general session on Friday morning, the
closing day of the institute. The full text of each report may be
found in Appendix G.

The final outcome sought by each group was the development of
a general guide on strategies and procedures that could be used by
others responsible for planning vocational education programs.

Conclusions

The institute was planned so as to focus on three major purposes
or expected outcomes. They were as follows:

1. Provide participants with staff development experiences
in annual and long-range program planning.

2. Introduce to participants various sources and validity of
ail needed data necessary for effective planning in voca-
tional education.

33

33



3. Prepare a guideline on strategies and procedures useful to
vocational educators as they develop annual and long-range

plans, budgets, and evaluation procedures for vocational

programs.

After analyzing participants satisfaction with the total program,

reviewing the guidelines on strategies and procedures for effective
planning developed by the five work groups, and studying the results of

the follow-up evaluation, it is concluded that the Institute on Annual

and Long-Range Program Planning for Vocational Education was successful

in accomplishing its major purposes.

Recommendations

Based on the evaluative comments provided by the institute

participants and the experiences of the institute staff, the following

recommendations are made:

1. A one-week institute would be more approp.iate since it is
difficult for participants to be away from their assigned

duties for two weeks.

2. Less time should be allotted to formal presentations by
consultants and more time allotted to small work group
sessions.

3. Procedures should be developed for the selection of work

group leaders and recorders that would include specialized
training for them prior to the starting date of the
institute.

L. Program a smaller number of institutes within one given

year. Home work assignments limit participants as to how
many institutes they can attend. Also, institutes should
not be scheduled in September or October since this is the
beginning of a new school year and this adds to the
difficulty of obtaining sufficient participants.
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Short-Term Institutes lor lnservice Training
of Professional Personnel Responsible for
Vocetional-Technical Education in Western

Metropolitan Areas

PROJECT SUMMARY

Introduction

Providing inservice education for vocational educators is one of

the formidable tasks now facing the field of vocational education.
Skyrocketing student enrollments, expansion in the number of full-

time and part-time vocational educators, needed reductions in pupil-

teacher ratios, accelerated development of occupational programs for
students with socioeconomic or other handicaps, and new innovations
in educational techniques emphasize the demand for more and better

inse',-vice training of vocational educators.

The need for staff development is further warranted by the Nation's

rapid social and economic changes. Moreover, the widening gap between
available vocational education offerings and training required by

today's youth and adults has added to the urgency for strengthening

the inservice training of vocational educators.

To keep pace with these developments, it is imperative that high

priority be given to updating the technical and/or professional com-
petencies of practicing vocational educators in order that they might

adequately respond to new demands being placed upon them. Seminars,

institutes, conferences, and workshops should help vocational educators

meet many of the challenges posed by an everchanging technology with
its concomitant effect on industrial growth and occupational

r luirements.

Training Programs

As in earlier 'jeers, the Fiscal Year (FY) 1969 short-term training

program for vocational and technical education personnel development

1 11 concentrate on specific problem areas. The training program for
1969 represents a cooperative effort on the part of the Bureau of

Educational Personnel Development, Bureau of Adult, Vocational and

Library Programs, and Bureau of Research to provide vocational educa-

tors and related personnel with relevant short-term training which
will assist them to meet the many challenges posed by an ever-
changing technology and new patterns of occupational growth and

requirements. The FY 1969 training programs are being admiristered
by the Bureau of Research under funds authorized by Part D, Section
531, Public Law 90-35, Education Professions Development Act (TitlA V

as amended, of the Higher Education Act of 1965).

There are many national, social, and economic problems which concern

the public and private educationa/ community as well as labor and

management. However, pressures of our time bring special concern for
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how vocational education can be made more respunsive to the occupational

needs of youth and adults living in two geographic settings (1) metro-

politan areas, especially the inner city, and (2) isolated rural areas

where school facilities, financial resources, and styles of learning

are often different from more populous regions.

To meet the special needs of metropolitan and rural areas, a

portion of the FY 1969 Federal resources for vocational personnel
development will be used to help educators respond to the occupational

needs of people living in these geographic settings. Toward this end,

the Office of Education has awarded two major "multiple institute"

grants in support of vocational education in metropolitan areas and one

such grant in support of vocational education in rural areas.

Multiple Institute Grants: Each of the two major grants on
vocational education in metropolitan areas will support a series of 10
interrelated institutes, aild the one major grant on vocational educa-

tion in rural areas will support a series of 7 such institutes.

Of the two grants for institutes dealing with metropolitan area
vocational education needs, one grant will accommodate the training

needs of a substantial number of vocational educator.s from the states

in the U.S. Department of Health, Education, and Welfare, Regions I

through V (Maine, Vermont, New Hampshire, Massachusetts, Rhode Is4md,

Connecticut, New York, Pennsylvania, New Jersey, Delaware, Marylaod,

West Virginia, Virginia, North Carolina, Kentucky, South Carolina,

Florida, Tennessee, Georgia, Alabama, Mississippi, Ohio, Michigan,

Indiana, Illinois, Wisconsin, Puerto Rico, Virgin Islands, District of

Columbia). The second grant will accommodate the training needs of a

comparable number of vocational educators in Regions VI through IX

(Minnesota, North Dakota, South Dakota, Nebraska, Iowa, Missouri,

Kansas, Texas, Oklahoma, New Mexico, Montana, (daho, Wyoming, Utah,

Colorado, Arizona, Nevada, California, Oregon, Washington, Alaska,
Hawaii, Arkansas, Louisiana, Guam, American Samoa).

Institutes will be conducted during an eighteen-month period,

beginning with the effective date of the grant. One or more of the
institutes might logically be conducted during the summer months.

Prior commitments of consultants, participants, and instructional

staffs, and other factors might also necessitate conducting insti-

tutes other than during tFe summer months. Arrangements will be

made to sequence the tote, program so that "outcomes" of one

institute serve as "inputs" for another.

More specifically, training programs will provide qualified
participants with inservice training that will help resolve immediate

vocational education problems. A mere assemblage of subject matter
information is not adequate; successful programs integrate content

with training. In keeping with the general intent of the Vocational

Education Act of 1963, as amended, these training institutes will

provide appropriate emphasis on the special needs of individuals
with academic, socioeconomic, or other handicaps. Where relevant or

applicable, instruction in new educational methods, media, and
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materials will be included. Training program participants will be
selected on the basis of needs, qualifications, and experience.

Multiple Institutes

Metropolitan Areas: These multiple institute grants have been
awarded for the inservice training of vocatiw.al educators and related

personnel needed to strengthen vc....ational education in metropolitan

areas. Grant recipients are respoasible for conducting (or having

conducted) the series of ten short-term institutes, Nos. 1 through

10.

1. Administrative Coordination of Vocational Education in
Metropolitan Areas

2. Annual and Long-Range Program Planning In Metropolitan Areas

in Accordance with the Vocational Education Amendments of
1968

3. Orientation to New Vocational Education Concepts and Programs
in Metropolitan Areas

4. Coordination of Supportive Programs for Vocatlonal Education

Students in Metropolitan Areas

5. Improving Preparation of Professional Personnel for
Vocational Education in Metropolitan Areas

6. Updating the Process and Content of Teacher Education Courses
to Reach Disadvantaged Adults in Metropolitan Areas

7. Updating the Process and Content of Teacher Education
Curriculum to Reach Disadvantaged Youth in Metropolitan
Areas

8. Improving Occupational Orientation Programs for Junior High
School Students in Metropolitan Areas

9. Development of Vocational Guidance and Placement Personnel
for Metropolitan Areas

10. Metropolitan Area Appliation of Vocational Education
Innovations Resulting from Research and Development
Programs

39



APPENDIX B

Brochure & Application Form

45



_

-;

_

,

_

,p



INSTITUTE FACILITIES

Main Building

Bed Room

-

fee

-7 ,

Lounge and TV Room

47

IS

Bath, Services
Two Adjoining Rooms

I

5., '5'5'
"

?Noma"
4+'/Aiti 1,3at \ 4

/

Coffee Room

.5sA3

5



OVERVIEW

SHORT-TERM INSTITUTES FOR INSERVICE TRAINING

OF PROFESSIONAL PERSONNEL RESPONSIBLE FOR

VOCATIONAL-TECHNICAL EDUCATION IN WESTERN

METROPOLITAN AREAS

Providing inservice education for persons responsible for vocational edu-
cation is one of the formideble tasks now f: ing the field of vocational
education_ Skyrocketing student enrollments, expansion in the number
of full-tirr..- and part-time vocational educators, needed reductions in
pupil-teacher ratios, acci?lerated development of ocks.upational programs
for students with socioeconomic or other nandicaps, and new innovations
in educational techniques emphasize the demand for more and better
inservice trainino.
The need for staff development is further warranted by the Nation's rapid
social and economic changes. Moreover, the widening gap between cvail-
able vocational education offerings and training required by today's youth
and adults has added to the urging for strengthening the inservice train-
ing of educators.

THE PROJECT
The Short-Term Institutes for Inservice Training of Professional Personnel
Responsible for Vocational-Technical Education in Western Metropolitan
Areas is a multiple institute project, coordinated by Colorado State Uni-
versity, under the auspices of the United States Office of Education. The
project consists of ten separate institutes, conducted in various cities of the
Western United States during the calendar year of 1970, end directed
toward the involvement of large city school administrators, vocational
education directors, teachers, counselors, State Commissioners of Educa-
tion, State Directors of Vocational Education, persons responsible for
teacher and counselor education programs, and representatives from in-
dus. business, labor, and city government. In all, a total of 800 partici-
pants will be served.

THE PROGRAM
Each of the ten it tutas is designed to deal directly with the different
concerns of persons responsible for vocational education. They are in-
tended to be working conferences, from which each participant will ob-
tain concrete materials with which he can operate. Each participant will
combine his knowledge and special skills wiii) that of others in the devel-
opment of these materials, and will commit I-flmself to the utilization of
the knowledge and materials he has obtained from the institute to imple-
ment a program or project to bring about desirable changes in his area.

1
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TITLE:

DATE:

PLACE:

INSTITUTE X
Annual and Long-Range Program Planning in Metro-
politan Areas in Accordance with the Vocational
Education Act Amendments of 1968.

October 5, 1970, through October 16, 1970.

Albert Pike Motor Hotel
7th and Scott Streets
Little Rock, Arkansas

TOPICS: "The Planning Process: Its Role in Education"
"Comprehensive Planning in Accordance with the

Vocational Education Amendrr-..nts of 1968"

OUTCOMES:

"Data Needs for Educational Planning"

"Vocational Education in Perspective of
Technological Change"

"Manpower Forecasting"

"Focusing Attention Upon Vocational Education
Programs and their Relationship to Manpower,
Employment, and Poverty in Urban Areas"

"Socioeconomic Characteristics of People"

"Program Evaluation and Budgeting"

instructional packages, special reports, individual at
ity to render technical assistance and replicate
program planning process in _4-ate and local commu 1-
ties.

PARTICIPANTS: 50Planning officers, program specialists, fist:al offi-
cers, and accountant,. from state and city educaiion de-
partments, and state or assistant state directors of vo-
cational education.
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Sunday:

PROGRAM

FIrtST WEEK

Registration 1:00 p.m. to 5:00 p.m.

Reception 6:00 p.m.

Dinner 7:00 p.m.

Monday: 8:00 a.m. to 5:00 p.m.

Registration
Welcome to Arkansas J. Marion Adams, Associate
Commissioner for Vocational, Techn;.; nd Adui;
Education, Arkansas State Department of Educatioii.
Welcome to Little Rock Floyd W. Parsons, Superin-
tendent of Little Rock Public Schools.
Overview of Institute Purposes Ernest L. Rush, Insti-
tute Director.
Structure :Ind Arrangements for the Institute Dr.
Frank Troutman, Institute f7o-Director.
The Plannvng Process: Its Role in Education Dr.
Charles Nix, AsroCiate Commissioner for Pranning,
Texas Education Agency.
Work Sess:on Organization of participants into work
groups and instructions fror . work group leaders.
Comprehensive Nanning in Accordance with the Voca-
tional Education t' niendments of 1968 Dr. Otto Legg,
Senior Procrn.--i Cfficer, Planning and Evaluation
Branch,. 1./ rcrt of Vocational Technical Ecluca1-n,
U. r:ducation.

iessirn Groups will discuss planning required
by the Vocational Act of 1968 and the setting of goals
and objectives in program planning.



Tuesday: 8:00 a.m. to $5:00 p.m.

Data Needs for Educational Planning Dr. Herbert
Striner, Dean, College of Continuing Education, The
American University,. Washington, D. C.
Reaction to and Analyzation of the Position Paper by
Dr. Shiner Dr. John Peterson, Executive Director of
the Arkansas Planning Commission.
Work Session Groups will discuss data needs in
educational planning.
Vocational Education in Perspective of Technological
Change Dr. Daniel Creamer, Manager of Special
Economics Projects, National industrial Conference
Board, New York, N. Y.
Reaction to and Analyzation of the Position Paper by
Dr. Creamer Dr. Darrell Spriggs, College of Business
Administration, University of Arkansas.
Work Session The groups will discuss technological
change and its relevance to educational planiung.

Wednesday: 8:00 a.m. to 5:00 p.m.

General Session Progress r.ports, announcements,
and instructions.
Sources of Occupational Data for Edu,:ational Planning

Sar A. Levitan, Director of Center for Manpower
Studies and Research, Professor of Economics, George
Washington University.
Reaction to and Analyzation of the Position Paper by
Mr. Levitan Richard Dempsey, Senior Economist,
Divisic- of Manpower and Occupational Outlook,
Bureau of Labor Statistics, U.S. Department of Labor.
Work Session Groups will discuss the -,eed for and
the sources of data needed in program planning.
Luncheon Speaker: Planning for Creative Flexibility
in Vocational Education Dr. John Letson, member of
the National Advisory Council JA-1 Vocalional Education,
Atlanta Georgia.
Work Session Groups will continue work on data
requirements for planning.
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Thursday: 8:00 a.m. to 5:0('' p.m.

General Session Progress reports, announcements,
and instructions.
Manpower Forecasting Dr. Frank Troutman, Head,
Employment and Income Studies, Inthistrial Research
and Extens:on Center, University of Arkansas.
Work Session Discuss the implications of tomorrow's
manpower needs for education.
UnfiM,A Job Openings Norman Medvin, Manpower

eve!orrnent Specialist, U.S. Employment Service.
Work Session Discuss the techniques, strengths and
weaknesses, and relate them to 'educational piaoning,

Frklay: 8:00 a.m. to 5:00 p.m.

Monday:

Work Session Finalizing the guidelines of methods,
procedures, and strategies for securing data needs.
General Session Capsuling of the week's work
D. Frank Troutman.

SECOND WEEK
8:0C a.m. to 5:00 p.m.

General Session Planning for the second week.
Focusing Attention Upon Vocational Education Pro-
grams and Their Relationship to Manpower, Fmploy-
ment, and Poverty in Urban Centers Joseph H.
Stephenson, vocational e rt _ator, who served as direc-
tor of the Major Urban Ceniers Project conducted in
California.
Work Session Discussion of the California Plan; work
on guidelines for procedures nd methods.

1. Keeping people in school
2. Pri:dramrning for dropouts
3. Continuing education
4. Skill up-grading programs
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Tuesday: 8:00 a.m. to 5:00 p.rii.

General Session Progress reports, announcements,
and instructions.
Socioeconomif: Characfre,istics of People Dr. Forrest
Pollard, Seni-r Irdustrial Specialist, Industrial Research
and Extension C.anter, Lniversitj of Arkansas.
First Work Session Discuss socioeconomic character-
istics of people; work on guidelines for procedures
and methods and strategies on how develop pro-
grams that will fit people into manpower needs.

Second Work Session Develop procedures for better
utilization of federal, state, and local community
resources.

Wednesday: 8:00 a.m. to 5:00 p.m.

General Session Progress reports and instructions.
Program Evaluation and Budgeting Dr. Michael
Russo, Chief Planning and Evaluation Branch, Division
of Vocational-Technical Education, U. S. Office of Edu-
cation.
Work Session Discuss evaluation clesivi; establish
budgeting procedures end set priorities.

Thursday: Work Session Structured to assure expected out-
comes of the institute:

1. Models should be established
2. Guidel Ines for methods and procedures,

compiled from previous work sessions will
be evaluated

3. Set priorities and identify alternatives
4. Finalize guideline booklet on strategies and

procedures necessary for effective program
planning

Friday: 8:00 a.m. to 12 noon

Work groups will present a Thal report to the institute
panicipant.
Evaluation of the institute.
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CONSULTAr Dr. Daniel Creamer Manager of Special Economics
Projects, The Natione:! Industrial Conferenc....
New York, New York.

Mr. Richard Dempsey Senior Economist, D.vision of
Manpower and Occupational Outlook, Bureau of Labor
Statistics, U. S. Department of Labor.

Dr. Otto Legg Senior Program Officer, Planning and
Evaluation Branch, Division of Vocational Technical
Education, U. S. Office of Educatiun.

Dr. John Letson Member of the National Advisory
Council on Vocational Education and Supeiintend-nt of
Schools, Atlanta, Georgia.

Mr. Sar A. Levitan Director of Center for Manpower
Studies and Research, Profi ,r of Economics, George
Washington University, W igton, D. C.

Mr. Norman Medvin -- Deputy Divisior, Chief,. Division
of Manpower Matching Systems, Manpower Admini-
stration, U. S. Department of Labor.

Dr. Charles Nix Associate Commissioner for Planning,
Texas Education Agency, Austin, Texas.

Dr. John Peterson Execulive Director of the Arkansas
Planning Commission, Little Rock, Arkansas.

Dr. Forrest Pollard Senior Industrial Specialist,. Indus-
trial Research and Extension Center, University cri

Arkansas.

Dr. Michael Russo Chief Planning and Evaluation
Branch, Division of Vocational Technical Education,
U. G. Office of Education.

Dr. Da:re ll Spriggs College of Business Administra-
tion, University of Arkansas.

Mr. Joseph Stephenson Vocational Educator, Direc-
ted Major Urban Centers Project, California.

Dr. Herbert Striner Dean, College of Continuing
Education, Th.c:, Americ-3n University, Washington, D. C.
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GENERAL INFORMATION

REIMBURSEMENT: Board and room will be furni._ led by the subcontrac-
ting inst:tution. Trave! reimbursement will be on the
basis of ft tourist rate exempt, within the continental
United States. If the total costs of institute travel do
not permit full re-Abursement, a pro rata distribution
of funds will be made which will cover most, if not
all, of the travel cost. In summary, the participants may
expect to have air travel and living costs provided.

REGISTRATION: Pre-registration forms will be sent to the selected par-
ticipants. This form will be used primarily to furnish
us with information so that re can set up activities
that will make your two weL.cs stay in Little Rock a
F:easant end enjoyable one. Registration fee will be:
participants $20; wives $10.

F

FACILITIES: The Institute will be hei-1 at the Albert Pike Motor
Hotel, 7th and Scott Little Rock, Arkansas.

HOSTS: Sponsoring Institution Little Rock Public Schools, Mr.
Floyd W. Parsons, Superintendent, and Dr. Paul R. Fair,
Deputy Superintendent
Arkansas State Department of Educatior , Dr. A. W.
Ford, Commissioner, and Mr. Marion Adams, Associate
Commissioner-Vocational Education.

INSTITU TE Mr. Ernest L. Rush
CO-DIRF:CTORS Director of Vocational and Industrial Education

Little Rock Public Schools
West Markham and izard Streets
Litt Rock, Arkansas 72201

Dr. Frank H. Troutman
Head, Employment and Income Studies
Industrial Research & x-tens io n Centnr
University of Arkansas
P. 0 3ox 3017
Little Rock, Arkansas 72203

10



ABOUT Arkailsas is ideahy located 'hat it is in the path
ARKANSAS: of vacationers and iravelers from an of the

United States. Its location in the south central part of
the United States, where it is some two hundred miles
from the Gulf of Mexico, creates a mild climate that
suits travelers the year round. In October the colorful
beauty of the natural woodlands in the hiPs of Little
Rock will entice visitors to leisurely boat trips on ihe
Arkansas River, fishing excursions to nearby Lake
Maumelle and Lake Ouachita, a motor trip to Hot
Springs Naiional Park and its "world wonders7 or a
bus trip through the beautiful Ozarks to see Arkansas
native crafts and to hear RackensL-k music. Little Rock
is the home of three capitols of Arkansas dating from
1824; beautiful ante-bellum homes have been pre-
served and restored so that visitors may see the authen-
tic furnishings and architecture dating from the late
eighteenth century. October is the month to visit
Arkansas.

The short term institutes for inservice training of professional personnel
responsible for vocational-technical education in western metropolitan
areas are sponsored by the Organization and Administrative Studies
Branch, Division of Comprehensive and Vocational Education Research,
Bureau of Research, U. S. Office of Education, and offered through and
coordir Aed by Colorado State University, Fort Collins, Coloradc.

Discrimination prohibitedTitle VI of the Civil Riqhts Act of 1964 . ;-ates:

"No person in ie United Slate shall, on the ground of race, cor, creed,
sex, or national origin, be excluded from participation in, be denied the
benefits of, or be sublect to discrimination ur cler any program --)r acHvity
receiving Federal assistance."

Little Rock Public Schools, subcontrac-;-ing agency, and Colorado State
University, contracting agency, comply with the spirit and intent of this
law.
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Printed by Vocat:onal Printing Students
Metropolitan Vocational-Technical High School

Little Rock Public Schools
Little Rock, Arkansas
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APPLICATION FORM

INSTITUTE X

Annual and Long-Range Program Planning in
Metropolitan Areas in Accordance with the

Vocational Education Act Amendments of 1968

Please type all responses.

Miss
Name Mrs.

Mr.
Dr.

(Last)

Mailing Address

(First) (Initial)

(Zip Code)

Office Phone Home Phone

Current Position
(Title) (Years Held)

(Employer's Name) (Address)

Major Responsibilities

Degrees Heid

If selected for participation, would you be willing to contribute to the in-Xtute by:

1 Serving as a work group leader?

2 Serving as a work group recorder?

3 Acting as a resource person?

What knowledges, abilities, Or materials do you perceive your participation can contribute most to

this institute?
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Briefly describe your present or future activities which relate to the institute.

What are your primary reasons for wanting to participate in this institute?

I AGREE that if accepted to participate in this institute, I will be in attendance for the entire period
unless prior arrangements have been made. Further, I agree to accept provision of room and
board offered by the sponsoring institution. I understand that reimbursement for travel will be
made separately and will be on the basis of air tourist rate, tax exempt, within the continental
United States. If the total costs of institute travel do not permit full reimbursement, a pro rata dis-
tribution of funds based on cost of air tourist fare will be made. Futhermore, I understand that the
programs developed by this institute will be evaluated, and I agree to furnish the information neces-
sary to evaluate my segment of the program.

(Signature)

PLEASE COMPLETE AND RETURN TO: Mr. Ernest L. Rush
Director, Industrial Education

(Applications must be received no later than Ally 1, 1970) Little Rock Public Schools
West Markham and Izard Streets
Little Rock, Arkansas 72201

Discrimination prohibitedTitle VI of the Civil Rights Act of 1964 states: "No person in the United States shall,
on the ground of race, color, creed, sex, or national origin, be excluded from participating in, be denied the bene-
fits of, or be subject to discrimination under any program or activity receiving Federal assistance."

Little Rock PIA:)lic Schools, sub-contractor, and Colorado State University, contracting agency, comply with the spirit
and intent of this law.
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APPENDIX C

List of Participants,
Consultants, and Advisory Commi ttee



INSTITUTE PARTICIPANTS

Louis J. Bazzetta
Coordinator, Industrial Education
Tucson Public Schools, District #1
Robert D. Morrow Education Center
1010 East 10th Street
Tucson, Arizona 85717

Theo O. Beach
County Coordinator
Vocational-Technical Education, K-14
Arizona Western College
3100 Avenue A
Yuma, Arizona 85364

Clarence Bell
Statistician
Arkansas Employment Security

Division
P. O. Box 2981
Little Rock, Arkansas 72203

Jack Bobay
State Supervisor
Trade and Industrial Education
Nevada State Department of

Education
Carson City, Nevada 89701

Dale E. Brooks
Area Director
Cz,:.ntral Kansas Area Vocationr

'technical School
P. O. Box 545
Newton, Kansas 67114

Leonard L. Carpenter
Assistant Director Career Education
Portland Public Schools
631 N.E. Clackamas Street
Portland, Oregon 97208

J. Alan Duncan
Director, Occupational Education
Seattle Public Schools
815 4th Avenue, North
Seattle, Washington 98109
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W. K. Dunton
Assistant Superintendent
Vocational-Technical Education
Special School District of

St. Louis County
9820 Manchester Road
Rock Hill Missouri 63119

Jimmie B. Dyer
Assistant Superintendent

Instruction
North Little Rock Public Schools
27th and Poplar Streets
North Little Rock, Arkansas 72114

Marion B. Gentry
Dean of Occupational Preparation
Long Beach City College
1305 East Pacific Coast
Highway

Long Beach, California 90806

C. Norman Glattree
Staff Assistant
Office of Occupational

Preparation
San Francisco Unified School
District

13; Van Ness Avenue
San Francisco, California 94102

Maurice Goff
Director, Division of Vocational

and Continuing Education
Wichita Public Schools
301 South Grove
Wichata, Kansas 67211

Kenneth C. Govaerts
Program Grants Officer
Oklahoma State University

Technical Institute
1900 N.W. 10th Street
Oklahoma City, Oklahoma 70369



Weldon Griffith
Consultant, Vocational-Industrial

Education
Dallas Independent School District
3700 Ross Avenue
Dallas, Texas 75204

Bill Grusy
Consultant, Post Secondary Education
Texas Education Agency
Austin, Texas 78711

Chalmers Harris
General Coordinator
Trade and Industrial Education
Kansas City, Missouri School
District

1514 Campbell
Kansas City, Missouri 64108

Joan M. Hellekson
Consultant, Program Planning and

Development
Vocational-Technical Education
State Department of Education
Saint Paul, Minnesota 55101

Charles O. Hopkins
Planner, Division of Research,

Planning, and Evaluation
Oklahoma State Department of

Vocational & Technical Education
1515 West Sixth Avenue
Stillwater, Oklahoma 74074

George H. Hollis
Director of Federal Programs
Tucson Public Schools
P. o. Box 4o4o
Tucson, Arizona 85717

Malcolm Hunt
Assistant State Director
Vocational Education
State Board for Community Colleges
and Occupationa! Education

1525 Sherman Street
Denver, Colorado 80203

Grady Knight
Administrator of Program Planning
Vocational Education Department
State Department of Education
Little Rock, Arkansas 72201
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Walter Labay
Consultant, Agricultural

Education
Texas Education Agehcy
705 West 6th Street
Box 758
Plainview, Texas 19072

Jennings M. Lee
Director, Salt Lake city Metro

Operations
Utah Department of Employment

Security
383 South Sixth East
Salt Lake City, Utah 84102

J. C. Levendowski
Res-Ther g Teacher Eductor
Prograw Design Unit
California State Department of

Education
1320 "K" Street
Sacramento, California 95814

Elmo F. Little
Coordinator, Instructional

Systems Planning
Seatt1,,1 Public Schools
815 Fourth Avenue North
Seattle, Washington 98109

Joseph F. Malinski
Director, Program Nanning and

Development
Vocational-Technical Education
State Department of Education
Saint Paul, Minne5ota 55101

John Marrs
Industrial Coordinator
Tulsa Metropolitan Area
Oklahoma State Department of
Vocational-Technical Education

1515 West 60th Avenue
Stillwater, OklahoMa 74074

Monty E. Multanen
Coordinator, Vocational Program

Operations
Oregon Board of EdUcation
942 Lancaster Drive NE
Salem, Oregon 97310



Robert Norton
Assistant Professor of Vocational

Education
University of Arkansas
Fayetteville, Arkansas 72701

James O'Gara
Director of Vocational Education
School District No. 1

631 N.E. Clackamas Street
Portland, Oregon 97208

Robert S. Oka
Administrative Officer
Community College Services
University of Hawaii
2327 Dole Street
Honolulu, Hawaii 96822

Germaine C. Page
Specialist, Home Economics & Consumer

Education
Utah State Board of Education
1300 University Club Building
Salt Lake City, Utah 84111

Phillip Powell
Professor of Economics
Henderson State College
Arkadelphia, Arkansas 71923

Richard Pulaski
Program Officer
Advisory Council for Technical-

Vocational Education in Texas
P. O. Box 1886
Austin, Texas 78767

Pearl Dean Ralph
Supervisor, Home Economics Education
Vocational Division
Missouri State Department of Education
1212 Hiland Court
DeSoto, Missouri 63020

Warren C. Rathbun
Supervisor, Industrial Education
Portland Public School District
631 N.E. Clackamas Street
Portland, Oregon 97208
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Marvin R. Rasmussen
Director of Career Education
Portland Public Schools
631 Northeast Clackamas Street
Portland, Oregon 97208

A. Rex Redden
Educational Consultant
Texas Education Agency
201 East Ilth Street
Austin, Texas 78701

Bobby Reese
Assistant Director
Vocational-Technical Education
Oklahoma City Public Schools
900 North Klein
Oklahoma City, Oklahoma 73106

W. Dean Rolfs
Consultant, Business & Office

Education
Minneapolis Public Schools
807 N.E. Broadway
Minneapolis, Minnesota 55413

Ralph Ross
Evaluation Specialist
Oklahoma State Department of

Vocational-Technical Education
1515 West 60th Avenue
Stillwater, Oklahoma 74074

J. C. Ruppert
Administrator of Area Vocational-

Technical Schools
Arkansas State Department of

Education
Little Rock, Arkansas 72201

Barney M. Ruth
Consultant, Texas Education

Agency
995 M & M Building
North Main
Houston, Texas 77002

Bill W. Shaw
Professor of Industrial-

Technical Education
Northwestern State University
Natchitoches, Louisiana 71457



Alfred B. Sibley
Supervisor of Guidance
State Department of Education
P. O. Box 44064
Baton Rouge, Louisiana 70804

Grant W. Smart
Coordinator, Project Success
Salt Lake City Board of Education
440 East 1st South
Salt Lake City, Utah 84102

Earl J. Smith
Director of Business Services
Salt Lake City Board of Education
440 East 1st South
Salt Lake City, Utah 84102

Louis O. Stewart
Educational Director
Washington State Labor Council
Member of Washington State Vocational
Advisory Council

2700 First Avenue
Seattle, Washington 98121

Jack Sutton
D irector, Federal Programs & Vocational

Education
Medford School District #549C
500 Monroe
Medford, Oregon 97501

William H. Svabek
Administrative Assistant
Adult-Occupational Division
San Francisco Community College

District
135 Van Ness
San Francisco, California 94102

Wayne H. Wheeler
ice Principal

Lincoln Technical College
Lincoln, Nebraska 68510

Ben A. Yormark
D irector, Vocational Education
Highline Public Schools
P.O. Box 66100
Seattle, Washington 98166
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CONSULTANTS

Daniel Creamer
Director, Special Project Reserch
The National Industrial cOnference

Board
845 Third Avenue
New York, New York 1002

Richard Dempsey
Senior Economist
Division of Manpower & Occ4patinal

Outlook
Bureau of Labor Statistic
U.S. Department of Labor
Washington, D.C. 20212

William Hogbin
Program Officer
Planning & Evaluation BraOch
Division of Vocational-TeAnical

Education
U.S Office of Education
7th and D Streets S.W., R0c4r) 5114
Washington, D.C. 20202

Charles O. Hopkins
Planner, Division of ReseAr,ch,

Planning, and Evaluation
Oklahoma State Department si-f

Vocational and Technical Educdtion
1515 West Sixth Avenue
Stillwater, Oklahoma 740)4

John Letson
Superintendent, Atlanta Pu4lic Schools
Member of National Advisor), Council on

Vocational Education
224 Central Avenue, S.W.
Atlanta, Georgia 30303

Sar A. Levitan
Director, Center for Manever Policy

Studies
The George Washington Univrsity
818 Eighteenth Street, N.W,
Washington, D.C. 20006

Norman Medvin
Deputy Division Chief
Division of K.I.npower MatGhing Sistems
U.S. Department of Labor
Manpower Administration
Washington, D.C. 20210

Charles Nix
Associate Commissioner for

Planning
Texas Education Agency
Austin, Texas 78711

John Peterson
Executive Director
Arkansas Planning Commission
Capitol Mall
Little Rock, Arkansas 72201

Forrest Pollard
Head, Population & Household
Studies Section

Industrial Research & Extension
Cee:er

University of Arkansas
P. O. Box 3017
Little Rock, Arkansas 72203

Darrell Spriggs
Professor of Economics
College of Business Administration
University of Arkansas
Fayetteville, Arkansas 72701

Joseph Stephenson
Consultant, Occupational and

Related Education
3C30 Curlew Street
San Diego, California 92103

Herbert Striner
Dean, College of Continuing

Education
The American University
Nebraska & Massachusetts Ave., N.W.
Washington, D.C. 20016

Frank Troutman
Head, Employment & Income Studies
Industrial Research & Extension
Center

University of Arkansas
P. O. Box 3017
Little Rock, Arkansas 72203



ADVISORY COMMITTEE

Andy Aldridge
Director, Federal Programs
Little Rock School District

Paul R. Fair
Deputy Superintendent
Little Rock Public Schools

John Fortenberry
Assistant Superintendent Instruction
Little Rock Public Schools

Andrew Hulsey
State Director
Arkansas Game and Fish Commission

Floyd Langston
Assistant Superintendent - Business
Little Rock Public Schools

Harry McLemore
Industrial Development
Little Rock Chamber of Commerce

Grady Knight
Administrator of Program Planning

and Exemplary Programs
State Department of Education

Mrs. Mary McLeod
Educational Resource Planning
State of Arkansas
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Jack 4ichols
Director, RCU
State Department of Education

Louis Oberste, Jr.
Assistant Director
State Parks, Recreation, and

Travel Commission

Ernest L. Rush
Director, Industrial Education
Little Rock Public Schools

Walter F. Sawrie
Supervisor, Industrial Education
Little Rock Public Schools

Everett Tucker, Jr.
President
Industrial Development Co.

Frank Troutman
Head, Employment & Income

Studies
Industrial Research & Extension
Center

University of Arkansas

Mrs. Lela Willis
Director
Communicative Skills Project
Little Rock Public Schools
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INSTITUTE X
October 4-16, 1970

PROGRAM SCHEDULE

Sunday, October 4

1:00- Registration
5:00

2:00- Meeting of Group Leaders and Directors
4:00

6:00- Reception Top of the Rock Dinner Club, Tower
7:15 Building

7:15 Dinner Mr. John Pride, local humorist, speaker
introduced by Mr. Forrest Cherry, Industrial
Cooperative Coordinator, Little Rock Public
Schools

Monday, October 5

8:00-
9:00

9:00-
10:00

Late Registration

General Session
Mr. Ernest L. Rush and Dr. Frank Troutman,
institute Directors, presiding

Welcome to Arkansas
Mr. J. Marion Adams,
Associate C,,,mmissioner
Vocational, :echnical, and Adult Education
Arkansas State Department of Education

Welcome to Little Rock
Mr. Floyd W. Parsons
Superintendent
Little Rock Public Schools

Report on Short-Term Institutes
Dr. Duane L. Blake
Project Director and
Head, Department of Vocational Education
Colorado State University

InsLitute Objectives
Mr. Ernest L. Rush
Institute Director

Institute Structure
Dr. Frank Troutman
Institute Co-Director
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10:10-
10:30

10:30-
11:45

11:45-
1:00

1:00-

2:15-
2:35

Break

General Session
Presiding: Mr. J. B. Whiteley
Assistant Superintendent for Vocational Education
Houston Independent School District

"The Planning Process: Its Role in Education"
Mr. Charles Nix
Associate Commissioner for Planning
Texas Education Agency

Lunch

General Session
Presiding: Mr. Joseph F. Malinski
Director of Program Planning and Development
Minnesota State Department of EducatLon

"Comprehensive Planning in Accordance with the
Vocational Education Amendments of 1968"

Mr. William Hogbin
Program Officer
Planning and Evaluation Branch
Division of Vocational-Technical Education
U.S. Office of Education

Break

2:35- Work Session
Assignment: Organization of participants into
work groups and instructions from work group
leaders. Groups will discuss planning required
by the Vocational Act of 1968 and the setti'
goals and objectives in program planning,

Tuesday, October 6

8:30-
10:30

General Session
Presiding: Dr. Frank H. Troutman
institute Co-Director

"Data Needs for Educational Planning"
Dr. Herbert Striner
Dean, College of Continuing Education
The American University

Reaction to and Analyzation of the Position Paper by
Dr. Striner

Dr. John Peterson
Administrative Assistant to the Governor
State of Arkansas
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10:30- Break
10:50

10:50- Work Session
12:00 Assignment: Groups wHI discuss data needs in

educational planning.

12:00- Lunch
1:00

1:00- General Session
3:00 Presiding: Dr. Waiter J. Robinson

Head, Department of Industrial Education
and Technology

Northwestern State College
Natchitoches, Louisiana

"Vocational Education in Perspective of Technological
Change"

Dr. Daniel Creamer
Manager, Special Economics Projects
National Industrial Conference Board
New York, New York

Reaction to and Analyzation of the Position Paper by
Dr. Creamer

Dr. Darrell Spriggs
College of Business Administration
University of Arkansas

3:00- Break
3:20

3:20-
4:30

6:45-

Work Session
Assignment: Groups will discuss technological
change and its relevance to e' -ltional planning.

Olde West Dinner Theatre
Dinner and Show

Wednesday, October 7

8:00- General Session
8:30 Progress Reports and Announcements

8:30- Presiding: Mr. Marvin Rasmussen
9:45 Director of Career Education

Portland Public Schools
Portland, Oregon
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"Sources of Occupational Data for Educational Planning"
Mr. Sar A. Levitan
Director, Center for Manpower Studies and Research
Professor of Economics
George Washington University

Reaction to and Analyzation of the Position Paper by
Mr. Levitan

Mr. Richard Dempsey
Senior Economist
Division of Manpower and Occupational Outlook
Bureau of Labor Statistics
U.S. Department of Labor

10:30- Break
10:50

10:50- Work Session
12:00 Assignment: Groups will discuss the need for and

the sources of data needed in program planning

12:15- Luncheon
2:00 Presidinc: Mr. Floyd W. Parsons

Superinepdent
Little cc Public Schools

"Planning for Creative Flexibility in Vocational
Education"

Dr. John Letson
Superin andent, Atlanta Public Schools and
Member, National Advisory Council on Vocational
Educati,,

2:15- Work Session
4:30 Assignment: Groups will continue work on data

requirements for planning.

Thursday, October 8

8:30- General Session
9:00 Progress Reports and Announcements

9:00 -
10:15

General Session
Presiding: Mr. Jennings M. Lee
Director, Salt Lake City Metropolitan Operations
Utah Department of Employment Security

"Manpower Forecasting"
Dr. Frank H. Troutman
Head, Employment and Income Studies Section
Industrial Research and Extension Center
University of Arkansas



10:15- Break
10:35

10:35- Work Session
12:00 Assignment: Groups will discuss the implications

of tomorrow's manpower needs for education

12:00- Lunch
1:00

1:00- General Session
2:15 Presiding: Dr. Ben A. Yormark

Director of Vocational Education
Highline School District #401
Seattle, Washington

"Unfilled Job Openings"
Mr. Norman Medvin
Deputy Division Chief
Division of Manpower Matching Systems
U.S. Department of Labor

2:15- Break
2:35

2:35- Work Session
4:30 Assignment: Groups will discuss manpower forecasting

techniques, their strengths and weaknesses, and relate
them to educational planning.

Friday, October 9

8:30 -
10:00

Work Session
Assignment: Finalizing the guidelines of methods,
procedures, and strategies for securing data needs.

10:00- Break
10:20

10:20- Resume Work Session
12:00

12:00- Lunch
1:00

1:00- Resume Work Session
2:15

2:15- General Session
4:30 Capsuling the Week's Work Dr. Frank Troutman,

Institute Director
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Saturday, October 10

8:30- Trip to Petit Jean Mountain with a tour of Governor
3:30 Winthrop Rockefeller's farm and Old Car Museum. Lunch

will be served at the Petit Jean State Park Lodge.

7:00 Football Game, Arkansas vs. Baylor, War Memorial Stadium

Sunday, October 11

Free Time

Monday, October 12

9:00
10:15

10:15 -
10:30

10:30-
12:00

12:00
1:00

1:00-
2:15

2:15-
2:35

2:35-
4:30

General Session
Presiding: Mr. Marion B. Gentry
Dean of Occupational Preparation
Long Beach Community College District

"Focusing Attention Upon Vocational Education Programs
and Their Relationship to Manpower, Employment, and

Poverty in Urban Centers"
Mr. Joseph H. Stephenson
Vocational Educator who served as Director of
the California Major Urban Centers Project

Break

Work Session
Assignment: Discussion of the California Plan;
work on guidelines for pro.1:edures and methods.
1. Keeping people in schcol
2. Programming for dropouts
3. Continuing education
4. Skill up-grading programs

Lunch

Resume Work Session

Break

Resume Work Session

Tuesday, October 13

8:30 -
9:00

General Session
Presiding: !nstitute Directors

Progress Reports: Group Leaders
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9:00
10:15

10:15-
10:35

10:35-
12:00

General Session
Presiding: Mr. Richard Pulaski
Procjram Officer
Advisory Council for Vocational-Technical Education
Austin, Texas

"Socioeconomic Characteristics of People"
Dr. Forrest H. Pollard
Head, Population and Household Studies Section
Industrial Research and Extension Center
University of Arkansas

Break

Work Session
Assignment: Discuss socioeconomic characteristics
of people; work on guidelines for procedures and
methods and strategies on how to develop programs
that will fit people into manpower needs. Develop
procedures for utilization of federal, state, and

local conmunity resources.

12:00- Lunch
1:00

1:00- Boat Tour of the Arkansas River Navigation Channel
6:00 Development

Wednesday, October 14

8:30- General Session
9:00 Progress Rup,rts 1.jncen ts

9:00
10:15

1015-
10:35

10:35-
12:00

General Session
Presiding: Mr. Kenneth C. Govaexts
Program Grants Officer
Oklahoma State University Teci-T67-11 Institute

"Program Evaluation and Budgeting"
Dr. Charles O. Hopkins
Planner, Division of Research, Planning, & Evaluation
Oklahoma State Department of Vocational & Techn:cal
Ed,..!cation

Break

Work Session
Assignment: Discuss evaluatil design; establish
budgeting procedures and set .1-L-iorities.
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12:00- Lunch
1:00

1:00- Resume Work Session
2:15

2:15- Break
2:35

2:35- Resume Work Session
4:30

5:30 Fish Fry, Burns Park, North Little Rock, Pavilion #7

Thursday, October 15

8:30- Work Session (Breaks and Lunch as previously)
4:30 Assignment: Structured to assure expected outcomes

of the institute:
1. Models should be established
2. Guidelines for methods and procedures,

compiled from previous work sessions
will be evaluated

3. Set priorities and identiFy alternatives
4. Finalize guideline booklet on strategies

and procedures necessary --cfective
program planning

Friday, Oc-ober 16

8:00
12:00

General Session
Presiding: Institute Directors

Final Reports of Work Groups
Group Leaders

12:00 Adjournment of the Institute
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Institute X
Annual and Long-Range Prooram Planning in Metropolitan Areas

In Accordance with the Vocational Education Act Amendments of 1968

Group Assignments

Group I - Tiki Room Group 4 - Room 816

Hopkins, Charles 0. - Group Leader
Harris, Chalmers Group Recorder
Bazzetta, Louis
Dyer, Jimmie
Hunt, Malcolm
Levendowski, J.C.
Pulaski, Richard
Rasmussen, Marvin
Ross, Ralph
Sibley, Alfred
Stewart, Louis

Hellekson, Joan Group Leader
Svabek, William Group Recorder
Goff, Maurice
Griffith, Weldon
Lee, Jennings
Little, Elmo F.
Norton, Robert
O'Gara, James
Reese, Bobby
Ruth, Barney

Group 2 Room 616 7:roup 5 Room 316

Ruppert, J. C. - Group Leader
Rathbun, Warren C. - Group Recorder
Beach, Theo
Bell, Clarence
Govaerts, Kenneth
Labay, Walter
Oka, Robert
Rolfs, Dean
Wheeler, Wayne
Yormark, Ben A.

Group 3 - Room 716

Smart, Grant - Group Leader
Duncan, J. Alan - Group Recorder
Brooks, Dale
Glattree, Norman
Hollis, George
Knight, Grady
Malinski, Joseph
Multanen, Monty
Reddell, A. Rex
Smith, Earl
Sutton, Jack
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Bobay, Jack - Group Leader
Ralph, Pearl D. - Group Recorder
Carpenter, Leonard
Dunton, W. K.
Gentry, Marion B.
Grusy, Bill
Marrs, John
Page, Germaine
Powell, Phillip
Shaw, Bill W.



APPEND I X F

Text of Formal Presentations
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THE PLANNING PROCESS: ITS ROLE IN EDUCATION

by

Charles W. Nix*

Introduction and Philosophy of Planning

About a year ago I was in Little Rock for a meeting sponsored by
the Arkansas State Department, and I had an opportunity to sit in on
a meeting with Ernest Rush, Earl Willis and Mrs. Willis, and others
who were just beginning to make plans to conduct an institute on long-
range planning for vocational education. I was glad to see that there
was a strong interest in strengthening the planning base for this
important component of the educational program.

Mr. Rush invited me to participate in the institute, and asked
me to make some comments on the topic "The Planning Process: Its Role
in Education." I am happy to be in Little Rock again and to have the
pleasure of meeting with such a group of leading educators from all
parts of the United States--even Hawaii, I notice.

I would like to discuss this topic with you in general terms this
morning--that is, not with specific reference to any curriculum area
or target population. The remainder of the two weeks will be devoted
to specific applications of long-range and annual planning techniques
to vocational education programs, and you have an impressive array of
experts who will focus on specific areas of planning.

I propose to talk about the plannina process in t...trms of four
aspects:

. General and philosophical considerations of planning

. Comments on the technical nature of planning, and its relation
to management

. The role, or roles, of the planning process in the education
enterprise (including some problems and challenges), and

. Some methods for strengthening the planning pro,.:ess

The_notion of planning is not new in the world. In its simplest
and most universal sense, planning may be said to be any effort to
control or direct the course of future events. This implies some fore-
knowledge (or predictions) about what direction events might take in
the future, and it implies some learning from past experiences which
can be generalized to future events.

Let us say that an event, in this sense, is'anything that occurs--
any happening--whether it is judged to be good or bad, whether it is
desired or undesired, and whether it represents the continuation of

*Mr. Nix is Associate Commissioner for Planning, Texas Education
Aoency, Austin, Texas.
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an existing event or represents a change to some new event. In all

these cases, events are always the results or outcomes of some other
events. These effects are produced by certain causes, although some-
times those causes are not apparent to us. Thus, "good" or "desired"
outcomes or events are the stuff of which objectives are made, whether
those outcomes represent the maintenance of an existing condition or
the change to a new condition. "Bad" or "undesired" outcomes or events
are those conditions which we wish to avoid, and in a sense they be-
come "negat'Ave" objectives. Sometimes they occur because of negligence
or ignorance on our part; sometimes they occur in spite of all of our
best efforts to prevent them; sometimes they occur as the negative side
effects of a program we are conducting which also produces desired
outcomes.

The pre-Socratic Greeks believed that everything in the world, all

events and conditions, are in a constant state of flux and that nothing
ever remains exactly the same from one instant to the next, but is
always changing. One of them said that you both can and cannot step
into the same river twice because the waters of the river are always
changing, yet the configuration of the river remains the same. The
French have an expression "the more things remain the same, the more
they chang-." From this point of view, another common sense view of
planning is that it is a conscious effort on our parts, through the
application of intelligence and experience, to control and direct the
course of these inevitable changes and to channel them into directions
that we prefer. Accordingly, we might say that planning is the process
of identifying and promoting desirable change, resisting undesirable
change, and determining what we can do to bring both kinds of change
under the maximum degree of our control. Let me stress that I am not
saying that planning is change, or that its principal aim is change.
in many cases its aim is to maintain (Chart 1) conditions or events
that are judged desirable and to resist their deterioration. The
school principal who is well-satisfied with the performance of his
faculty may not wish to lose those teachers he now has and bring in
new teachers next year. His goal then is maintenance-oriented rather
than change-oriented. Whatever plans he makes to ensure that his
teachers are satisfied so that they will choose to remain on his
faculty are quite the opposite of the plans he would make if he
wanted to replace some of his teachers with new recruits. Planning,
therefore, has as its target some mix of maintenance and change.
What is desirable or good, and what is undesirable or bad, and what
conditions might be replaced by certain other more desired conditions,
are a matter of value judgments which must be made by those with
authority to make these determinations. Whether such judges are one
or two persons, or whether they constitute the entire population of
an area, is another question that must be decided in connection with
the planning process. The point is that someone must be responsible
for deciding which events or conditions are deslred, and which are
not desired. Someone must make sure that plans are made to pursue
desired outcomes and to eliminate or avoid those undesired conditions.

Let me really bring planning down to everyday terms. Any time
I become conscious of the fact that my ties are out of date, or that
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my shoes are worn out--really not facts, but judgments on my part--

and I decide that something ought to be done about it. I am engaging

in the initial steps of planning. Those judgments are based on informa-

tion that I have at hand--all my ties are perceptibly narrower than
those everybody else is wearing (or w!der, or whatever the current

norm happens to be), or there is a hole in the sole of one of my shoes--

information which I have collected through my own observations or which

my wife has collected, processed, and delivered to me as a report. I

then decide, or I receive a mandate from my wife, to buy some new ties

or get the shoes repaired; so I go to a men's clothing store to look at

the alternative ties which I might buy, or I look in the yellow pages

to see what alternatives I have among shoe repair shops, including the

fees they charge to do the shoe repair job required. I then select a

couple of new ties (considering both the desirability of the tie and
its price) and pTk one of the shoe shops in whose care I wi tl put my

shoes. When I ge- home with the ties, my wife likes one but laughs at

the other anc fays _something like "WherE did you get that CO Win it

as a prize at El amrusement park"" I refuse to accept her judgment and

I decide I will geA an independent accorplishment audit by -41eariug thc.

tie to work and aking my secretary what she thinks. She sys, in
more tactful term-_,. of course, the same thing my wife said. Thus

have received inf7.-mation from two sourc:es and have had two ;ndependent
evaluation report. on the success of my tie-buying strategy. Perhaps

I use this information as a basis for future planning of tie-buying
operations and suggest as an alternative strategy that my wife buy ties

for me in the future. This craftily relieves me of the chore of shop-

ping and ensures me against future failure in this enterprise. If

after three weeks the soles of my repaired shoes come loose or if they

squeak, again I have information about the success of the shoe repairing

operation. If the outcomes are not satisfactory, I will probably seek
another shoe repair shop next time.

I
have taken this little side trip to show that planning (or the

lack of it) is nothing new in the world, and that it is clearly not
unique to the educational enterprise, or even to business or government

in general. Taking thought for the morrow pervades everything we do.,

Some of us take little thought for the future; others take so much
thought that we develop ulcers or anxiety reactions. You all know the

fable of the grasshopper and the ant. The ant meticulously prepared
for the winter, while the grasshopper spent his summer in singing and

other forms of dalliance. The ant had made some long-range projections
which had not even occurred to the grasshopper and when winter came,
the ant was cozy and well fed while the grasshopper was surprised and

disconcerted.

One other foray into the literature, and then we will get down to
the technical process of planning and its role in education. I am

sure you are all familiar with Robert Burns' (who was a notorious non-
planner) poem "To a Mouse." You remember he turns up the field mouse's

nest in the ground as he is plowing the field, and he has a conversation
with the mouse (really a monologue) in which he laments the fact that
he has destroyed the mouse's carefully laid plans to protect herself

from the approaching winter. He says (and I have paraphrased somewhat
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because of the tongue-twisting Scottish dialect):

But Mousie, thou are not alone,
In proving foresight may be vain;
The best laid schemes of mice and men oft go awry,
And leave us nought but f-p-ief and pain for promised joy.

Still, thou are blest compared with me!
The present only toucheth thee:
But, Oh! I backward cc eyes on prospects dreary
And forward, though I CC.lik). see, I guess and fear!

While there are some palvz-ble; clizer--is in trying to direct the
course of future events, I thir7k 04F--- all -gree that both [nice :.-nd men
will do much better to make an:._ ca--y o plans than to give _p
planning as useless. The mouse- 7.17,-_1d fol-ecast the cominc of winter,
and provision herself against t. She dculd not forecast Mr. Burns'
plow, however, and that lack of i- 'ormarThn w.== her undo;nu. Whether
or not she was able to conduct a -c,-mati,/ (process) evaluation and
revise her plans accordingly be-.'o 'e winte--came, Mr. Burns did not
stipulate. For the sake of a happy ending, let us assume that she
found another spot to build anoth- nest--one that would not collide
with the plans the poet had madf the care and development of his
farm.

The Planning Process

I have spoken generally about planning in everyday life and in
general philosophical terms. Now let us consider what planning is in
the technical sense of the professional planner, or more accurately of
the professional manager, one of whose major functions is to ensure
that adequate thought is taken for the future and that adequate
direction is given for guiding future actions of his enterprise. And
to get to what one does when he plans, we must begin with defining
what the manager does. Let me be clear that I do not mean only top
management. I mean everything from the superintendent of a large
metropolitan school district to the classroom teacher in a rural school
who has an aide assigned to assist him half-time. Both are concerned
with management (Chart 2) and with the direction of courses of action
and performance of personnel. Obviously the superintendent's scope
of responsibility is much greater, but the classroom teacher performs
management responsibilities similar in nature.

In its simplest sense, any enterprise may be thought to consist
chiefly of certain actions which its personnel takes or operations
which its staff performs. These are the operations, strategies, steps,
or whatever you wish to call them, that the enturprise is expected to
perform in its task of operating an organization or system. Obviously,
if the enterprise consists of more than one person, there must be some
degree of organization in the performance of these jobs: they must be
planned in advance to some degrie, the actions of various staff members
must be coordinated into a tccs=i pattern, and the actions taAen must
be selected on the basis of zhei-- likelihood to achieve cerain pre-
determined outcomes (either mah-rienance or change). Thus, planning is
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before-the-fact and consists of thinking done before the actions are
taken. Planning is not the actions or operations themselves, but
serves as the symbolic c,3presentation of those operations--a nd of
blueprint for action. The thi-d major dimension of management is
after-the-fact in relation to action, and is what I have terme:d here
evaluation--accountability, assessment, appraisal, all the other terms
used to mean that after action has begun or has terminated, thr,D man-
ager has responsibility to study its process, its results, ar2 its
probI-ms. Why study the operations and their effects after-trve-fact
when they have already become history? For one principal rea.5.,on--the
stdy will serve as the primary input to subsequent planning, Dr to
the re-planning of the existing program operations. Another r;ason is
to ensure accountability to properly constituted authority, !pt..: that

is less important for management purposes.

Thus, management consists of operations which have been p-epared
and directed through planning and which will be refined throuch control

and evaluation. Management in this sense is independent of the nature
of the enterprise--whether it oe buying ties, or running a high school,
or operating a business. Management is also independent of the level
of responsibility whether it is that of the chief executive of an
enterprise or of those at the lowest level of supervision and direction.

One useful way of looking at management is to view decisions
(Chart 3) as the units of behavior of both planning and evaluation.

What kinds of decisions are we talking about? What is it that
the human being does when he finds himself at a point of choice with
two or more alternatives, and he makes what learning theorists call a
decision or a choice? It seems to me that in education, as in other
enterprises, there are at least five general classes of decisions that
can be identified.

First, parameters decisions have to do with determining the scope
of responsibility of an organization or an enterprise, or perhaps of a
unit or an individual within an enterprise. Parameters decisions deal
with drawing the boundaries around the area within which we may operate
or we choose to operate. The manager of a unit or his policy board
decides this is all his unit can do, and draws fences around it saying
that this is the area in which they are going to operate. This rep-
resents the scope of concern, the area of responsibility.

The second class of decisions is what I call value decisions. To
put it simply, value decisions are decisions about "what should be."
These are the desired kinds of conditions that we are seeking. They
are the kinds of things we call good. They are not the kinds of things
that can be demonstrated by proof, but they are things we come to agree
upon by consensus, and we say this is what should be. It seems to me
that there are two special classes of value decisions. One is what we
call goals or objectives which have to do with directions of growth
that we think are desirable. The second is priority decisions. There
might be a large array of goals that we think are desirable, but we
cannot deal with all of these at once, so we have to do some rank
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ordering of them from high priority to low. These value decisions--
goals and priorities--are not subject to empirical prcof, but represent
subjective consensus or compromise.

Then there seems to be a third general class of decisions which I

would call status decisions. These are concerned with "what is,"
independent of "what should be." These status decisions might simply
be the verification of reality in the best terms that we are able to
sense it or to measure it.

A fourth class of decisions has to do with commitments to take
action, to do something. These action decisions specify how we are
going to commit resources, what actions we are going to take. Action
decisions might be described as symbolic representations of programs.
We in education deliberate a great deal about what a program is. Yet
I think a program can be defined in essential terms, w:Iether it is a
national program of space exploration or Mr. Brown's seventh grade
class in life science. We could say a program (Chart 4) has three
elements: deployment of resources (money, manpower, time, facilities,
materials), and organized pattern (a plan), pursuit of a specific out-
come. Planning becomes a preparation to make decisions and a commit-
ment to take action in certain ways. Taking action or establishing a
program is simply the positive expression of a plan in terms of opera-
tions. The fifth class of decisions that I will describe here is what
I call effects decisions. These decisions are essentially evaluative
judgments, feedback, or cause-effects reasoning. They have to do with
whether a particular effect was produced by a particular cause. In

other words, what were the effects of the action taken?

These five classes of dlecisions are not in any sense mutually
exclusive. We will probably not find many decisions that could be
classified as solely one class or another. However, these five classes
may be useful as conceptual guides for the kinds of decisions that we
make. There appears to be a general sequence (Chart 5), or flow, of
these types of decisions. This sequence probably starts with parameters
decisions. There are always some kinds of parameters around whatever
we do. We also operate within some kind of value context, whether it
is clearly stated or vaguely implied. There are also some status deci-
sions. We are bound to know something about things as they are, even
though that knowledge may be based upon very subjective and inaccurate
information. At the same time, we have some information about the
effects of previous courses of action. We know something about what
happened in the past and what effects it has produced although this
knowledge may exist at various levels of objectivity and sophistica-
tion. All of this flows into some kind of information pool which
somehow leads us to certain kinds of action decisions, which then lead
to direct expression in action. That action leads us then to further
kinds of effects decisions which feed back into the whole cycle of
information and decisions.

Another way of looking at decisions is to think in terms of
decision points (Chart 6), recognizing that decisions are made, imple-
mented, and evaluated at various points up and down the hierarchy. In
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the local schcpl district there is top management; there is middle
management which might be school principals or department heads; there
are others who work right down on the firing line. The same is true
at the state education agency. There is a commissioner or superintend-
ent, there are assistant superintendents or directors, and there are
personnel we call consultants or program operators of some kind.
Decisions of all five types take place all up and down this scale.

Another way of laying this out is to think in terms of a kind of
chain of what I would call agents and clients, or a chain of what one
might call actors and receivers of action. What we do to support pro-
grams, or what courses of action we take, might be described in terms
of a flow (Chart 7) of resources, regulation, information, and assist-
ance. These things flow from one agent out to a client. We may
intercept this chain at any point and define the active agents and
their target clients accordingly. We all agree that in education the
ultimate client of all our endeavors is the pupil. The pupil should
be learning or developing as a result of the impact of the educational
system upon him. Back of that pupil are teachers, counselors, nurses,
etc., who work directly with the pupil. These personnel are organized
in what we call a school, or campus.

There is campus administration, the principal and his staff, who
do some organizing, and influence the way teachers, counselors, etc.,
perform their tasks. There is the central school district management,
the superintendent and his immediate staff, and some auxiliary types
of management personnel such as supervisors, consultants, etc. Thus,
within the local school district there can be seen a flow of regula-
tions, information, assistance, and resources from the superintendent
to the principal to the teacher and ultimately to the pupil. Let us
extend this chain a little bit further.

It is clear that the state education agency is several steps
removed from directly acting upon pupils. We might divide state educa-
tion age7!cies into central management versus operating divisions or
units, and say that the primary connection is between these operating
divisions or units and central management of school districts. Coordi-
nating the work of all of these various divisions or units, so that
they operate as a system, is the responsibility of central management
in the state agency. Assisting in that coordination may be a planning
office or planning machinery. The flow is from left to right as you
can see in the flow chart. Then we might extend the chain further to
include other types of agencies that are concerned in an ancillary
manner. Teacher-training institutions are obviously concerned. Their
principal targets are teachers, counselors, nurses, etc., and at the
same time those teacher-training institutions are influenced and
managed, at least in some ways, by one or more divisions of the state
education agency. In many states there are regional service agencies
that may be extensions of the state agency or they may be relatively
independent units. These regional centers affect the superintendents,
the principals, and the teachers. In some cases they may directly
teach or treat pupils. By and large, these regional agencies are
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probably directed at the staff of the public schools and their programs
rather than at the pupils themselves.

Reversing the direction of the chain to the sources of support
and direction for education, we find the state legislature, the
Federal Congress, and the U.S. Office of Education all providing
resources, regulations, information, assistance of various kinds to
state departments or to local school districts--but not to pupils
directly. What this is designed to show is that it is a long series
of steps from the formulation of general plans and policies to the
transformation of these into teacher-learner interactions at the end
of the chain. What I am suggesting is that decisions are made up and
down those steps, plans are made, results are evaluated, and action is
taken at all points along the chain. It is the taking of action at all
these points that we describe as a program.

Another way to describe the series of decisions which managers
make is to place them in a management cycle (Chart 8). Somewhere we
start this cycle. We never enter the planning process with a tabula
rasa. It is never that. There is always some degree of planning
already taking place, and what we do is intercept it at some point.
It may be good, or it may be poor, but something is going on. There
are some kinds of goals operating; they may be clear, they may be poor,
but there are some goals. Similarly, there is information available.
It may have been gained from sheer guesswork, or it may have been
gained from the most sophisticated scientific method of inquiry; but
somehow we have some information about the status of the situation
in which we have responsibility. Discrepancies between these goals,
or "what should be," and the information we have about "what is"
constitute the needs that exist among pupils, among teachers, among
programs. We make a list of these needs. Then, recognizing that we
do not have unlimited resources, we set some priorities. We decide
which of these needs should be met right now and we give our attention
to those.

If the need is a condition that we think is not satisfactory,
then the objective is to work to set up a condition that we would
regard as more acceptable and desirable. Our aim then becomes to move
from the need condition to the condition specified in the objective.
The statement of objectives becomes the signal for the action to be
taken. The failure of educational planners to formulate clearly stated,
relevant, operational objectives is probably the biggest stumbling block
in the management of education today. It follows that the kinds of
strategies or actions that we take ought to be dictated by the kinds of
objectives that we hope to accomplish. We seek to identify or invent
several alternative strategies, so that we can choose the "best" one.
Frequently, it is the other way around. We decide what we want to do,
which specific strategy we prefer, and then we devise some objectives
that can support or justify the action we have already decided to take.

The next step is to consider the resources needed to carry out
the alternate strategies. I have defined a program as the allocation
of resources in some kind of planned or designed arrangement in pursuit
of an objective. Thus, this combination of objectives, strategies, and
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resources, when they become activated, become the program. Then at some
point after the program has become operational--perhaps two minutes later,

or two months, or two years--we take a retrospective look at what we
have done and how much we have accomplished. This is evaluation, or
feedback.

This evaluation is mainly for the purpose of renewing the decisions
that we made before as a guide to making better decisions in the future.
An academic exercise of evaluation, no matter how brilliant, has no
value unlss it can provide a more rational basis for what we are going
to do in the future and help us to implement courses of action that get
the job done. At the same time, this evaluation process provides addi-
tional evaluative information and updated status information that flows
into the information pool.

The process of renewal is the point at which much of our most
productive planning occurs. Evaluative infa-lation leads us to re-
constitute the needs, or to ider'7y new needs. We might discover tl-st
some of the needs identified be- have ncw disappeared because the
objective was achieved and so we -7iiise the priorities. It mFght also
tell us something about the conte-:t or the 5:tructure of our objectives.
We might decide that the object've-,s were stmtiA in a way that would
not be useful for further planni As a result we might have to
restate and clarify t'lem. No du± we will gain some insights about
the strategies we have been usirc mnd begin t consider other alter-
natives for future operations. ir this way tne cycle never terminates.
but continues to loop as long a.s _71.1e program is in operation.

I am not suggesting that the steps outlined here are stubbornly
sequential, that each step must be fully accomplished before the next
is considered. We know that this is not the way planning works. What
happens is that we crisscross these steps, work forward and then back-
ward, but always we are striving to maintain the general direction of
the cycle. It is a conceptual framework that might be useful for
identifying the kinds of steps the manager takes. Obvously, we can-
not do very much to finalize priorities until we know something about
the resources available. It is only because of limitations upon
resources that we have to set priorities in the first place.

Let us look more specifically at some of the elements of this
management cycle. I have said that the information bank might consist
of data of varying levels of reliability. Typically in education we
do not have a single information bank but a number of separate informa-
tion banks (Chart 9) representing the various program elements in the
total program. We tend to have a very fragmented information system--
or, as some pundits like to remark, a non-system. Everywhere there
are overlaps and duplications of data. There are major gaps and
important data missing. And, worst of all, we tend to collect much
information whicil is relatively useless and probably not worth the
effort and cost of collection. I think the basic problem is that we
do not select data to collect on the basis of management decisions
we know we will have to make. Instead, we set out to collect every
item of information we can think of, thinking that someday someone
might need it or that we will suddenly get an inspiration to analyze
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and interpret these mountains of data and come out with some world-
shaking conclusions. It will never happen. Our rationale for data
collection and processing is all wrong. We stuff file cabinets with
data until they overflow, End then we stack the reports in the hall.
Or we put it all on the computer and expect the computer -o make a
silk purse out of a sow's ear. Trying to get hold of req_ ired infor-
mation in our present systems is like looking for a needl,.- in a hay-
stack (Chart 10). An orderly information system, wrth carefully
sel.-Ited, lesser amounts of data, could more -eadily provide us with
the ''nformation required to make management decisions.

Now let us consider the identification, or assessmenz, of reeds.
This is one of the thornie-t problems in eduction. Educational needs
are refined in various ways by educational practitioners. My pref-
erenze is what is referred to as the discrepancy model needs

assessment (Chart 11). This model holds that a neea is discrepancy
betw-.en a desired condition (what should be, a goal) and an actual
cono tion (what is). Algellraically stated, the need if.: le difference
beti en what should be ard what is: x y = z. Consioe-eble confusion
re _tits if needs ara s-Lat-a.d in terms other than this di,-o-epancy model.
Fol'Dwing is an example of" a need statement consistent 1 Lh the dis-
crepancy model: Seventeer percent of students craduatir.: from high
scnool in Jonestown are not adequately prepare2 to gain nd hold a

job of their choice. Some might state this same idea ir the following
way: There is a need to improve the preparation of stucents for a
chosen occupation so that they will be able to obtain and hold a job
upon graduation. This statement appears to me to be an objective,
rather than a need. Or it could be stated like this: There is a need
to offer a greater range oF occupational courses in Jonestown High
School so that appealing opportunities will be available to all students.
This seems to me to be a statement of a strategy or a course of action
which the school should take, rather than a student need. Further,
some would make this statement in the following form: There is a need
to have more qualified teachers and more, money to support occupational
education programs. This is more like a statement of resource require-
ments than a statement of student needs. All of these are valid and
significant statements concerning conditions in Jonestown High School.
Only the first, however, is a need statement in discrepancy terms.

An important dimension of needs has to do with presently existing
needs versus needs proiected in the future. If a pupil is a low
achiever in mathematics and there is reason to believe that he could
be achieving normally in this area, this is identified as a present
need. On the other hand, if we are concerned with the goal of voca-
tional competence for all citizens, the level of vocational competence
of a student in the seventh grade is not presently relevant. It is
relevant to say that five or ten years in the future the junior high
student may have a need unless he can develop a saleable skill in the

meantime.

Projection of Future needs is an essential element of long-range
planning. We must be able to predict future conditions among learners
which will need attention if we are to anticipate directions of growth
for the educational enterprise.
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However we define needs, they must be specific to some persons or

-ings. It is possible to think of needs (discrepancies between
snoulds" and "actuals") among the school staff, the school program,

1-,c1 the manpower requirements of business and industry. While these

_re not student needs, they do represent areas of needs which may
-"Trectly affect student needs.

This leads us to another kind of consideration, and that is the
of objectives, which are the positive statements setting the

-Jecifications for growth or forward movement. If we have stated needs
,r0E1, the objectives should not be difficult. It is a matter of decid-
,rrig how much progress we can expect to make in moviog away from the
_Jndition which we described as a need. If an objective is to be use-

.11 for planning, it must deal competently with five points (Chart 12).

First, it has to specify whose behavior or characteristics we

ant to change. Second, it must describe or specify the particular
ype of behavior or characteristic. Third, it must contain an estimate
=f the amount of change we expect to occur. Fourth, it must specify
the time period within which we expect the change to occur. The fifth
point is very important--what kinds of evidence will we accept that
these things have happened as we predicted? What kinds of measurement
Dr observation devices will be used to determine whether or not some-
-hing has happened that we call change?

Is this a statement of an objective that meets these criteria?

To develop skills and understandings necessary for an
employment interview.

Is this?

By the end of the first semester in distributive education
each student will have developed sufficient understanding
of the employment interview and will have developed the
skills necessary for the conduct of such an interview. The
teacher will arrange for an actual employment interview
with a consultant from the Texas Employment Commission,
who will subsequently judge whether or not the student
completed the interview successfully.

These objectives, if adequately stated, become the criteria for
evaluation of the program. This function of evaluation has three
primary purposes (Chart 13):

The first, and most important, is to feed back into the system
itself for self-renewal--for determination of how well we are doing,
how well we are accomplishing our objectives, and for deciding which
_rategies are working well. The second is to send reports to other
..-.gencies which should receive an accounting. The third is to dissemi-
nate results of the planned action to other local districts which may
nnt to install the program.

Let us look for a minute at some of the aspects or dimensions of
84
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this evaluation or feedback function. We have to differentiate here
between product and process (Chart 14). Product refers to the kind of
effect which we hope to have upon certain clients or upon some kinds
of things or ideas we expect to produce. Process refers to whatever
Program operators do to create that product or the change in clients.
Evaluation, then, is concerned with the relevance of both product and
Process. Was the product sought really important? We may have pro-
duced extensive changes in people. But we might ask if they really
make any difference? Were they the really high priority outcomes? Was
the process that we employed logicaliy related to the production of the
outcome?

Evaluation is also concerned with the effectiveness of the program:
Was it carried out according to the plan, and did it produce the out-
comes we expected? Did it produce any undesirable outcomes?

A third concern of evaluation is that of efficiency. Was the
program cost-effective? Were the outcomes worth the cost? Could the
same outcome have been achieved by another less _ostly strategy?

What does this mean in the total management perspective? It means
that evaluative information enables the manager to decide among three
alternatives:

maintain the program exactly as it is, because it is working
well;
abandon the program entirely either because it has attained
its objective or because it is working poorly; or
change parts of the program while maintaining other parts.

Simply stated, this is the renewal process.

About two years ago a group of seventeen state departments of
education and the U.S. Office of Education undertook a joint effort to
study and refine the evaluation and reporting requirements for all the
various federally-assisted education programs. The project is spon-
sored jointly by the Council of Chief State School Officers and the
U.S. Commissioner of Education. In the early meetings of the project,
a mission (Chart 15) was agreed upon, and a series of subgoals were
derived from the mission statement. This mission statement placed
decision-making in the central position, place the evaluative process
in the service of decision-making, and cited a valid and reliable
information base as a necessity for evaluation.

You can see that the elements outlined on the managemet.t cycle
make up a PROGRAM PLAN. The definition I like best of a plan (Chart 1

is that it is:

a commitment by an agency or by one cf its units
expressed in written form, either narrative or graphic
to take a series of programmed or scheduled actions
using a given set of resources (manpower, facilities, money)

. over a specified period of time

. to achieve specified outcomes or objectives.
87
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Accordingii, a 2ror?ram (Chart 17) is the performance of that series
of actions and i5 signaled :Ind directed by the specifications in the
plan. Ordinarily a plan :1E13 at least two parts:

a program plan, which specifies the needs, objectives, actions
to be taken, aold the resources needed, and
a financial plan, Vlich specifies the amount and distribution
of funds budgeted , support the program.

It is important here to stre, several important distinctions
(Chart 18).

1. The planning process is not a plan; it is a set of skills
and tools by means of which a plan is produced.

2. A plan is a product, an actual thino, that is produced by
the planning process. But it is not action and it is not
a program. It is a written representation of a set of
related decisions which signal and authorize action.

3. A program is that set of actions which are signaled by the
plan. But the program is not results. The behaviors per-
formed by the staff in carrying out the program are not the
behaviors pursued as the objectives of the program. They
are the means, not the ends.

4. It is the results that are the ends, the objectives of the
program. These must be stated in terms of expected be-
haviors of the target population of the program.

5. Evaluation is not planning. But F s a method of collecting
and interpreting information to be used in the next cycle of
planning. Planning is a forward view; evaluation is a
backward view of the same set of decisions.

This evolutionary process may be shown graphically as a series of
events proceeding from a central point outward in a spiral (Chart 19).
The process begins with information, with some level of awareness of
things as they are, or as we perceive them to be. From that we make
some kind of plan, statements of expected change and ways of producing
that chanoe. We make firm commitments to these objectives and strate-
gies in the form of decisions. Then we carry out the actions.
Evaluation produces new information, which brings us back again to the
information point. However, the information should now be better--
more accurate, more relevant, and more accessible--than it was when
we began. From this point a continuous replanning process takes place.

I have described educational planning, particularly as it relates
to the total responsibility of management.

Let us consider now some of the characteristics of this behavior
that we call planning. It has at least four aspects that we need to
consider (Chart 20), and all of these are related to making effective
decisions.

Planning has certain technical competencies connected with it
including:
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collecting and analyzing informatiol
devising and assessing various alternate strategies
projecting alternative futures and outcomes
stating needs, priorities, and objectives that are clear and
communicable and that can serve as a basis for action
designing and conducting research and evaluation
programming or scheduiing actions to be Zaken

In connection with the last of these technical skills, I would like to
mention two specific techniques which I have found particularly useful.
The GANNT Chart is a way of laying out a series of specific tasks which
are interrelated and is especially good for making manpower and cost
estimates projected ever a period of time. It is easy to comprehend
and serves as both a plcinning and control device. Network diagramming
techniques, such as PERT and CPM, are also usefui for depicting a com-
plex network of tasks to be performed. Both have highly sophisticated
time projection procedures. This technique is especially useful for
long-range planning, since it is possible to show multi-year plans with
detailed networks for the early stages and more general networks as
they project further into the future.

In addition to thesa technical competencies of planning, there is
another kind of competency that is related to the human dynamics
aspects, or the political dimension, of planning. I am referring to
the relationships with the people with whom the planner works. How
does the planner recognize that people bring to an organizational
framework certain kinds of personal values, personal ambitions,
mental sets that cause them to interact with one another in certain
ways? How does the planner sense this and employ con7.-.ructive com-
promise to achieve a blend of the best possible plan or design coupled
with the support and enthusiasm of all persons involved or affected?
This is especially critical with regard to value decisions, where
technical competency is probably less important than political or human
dynamics competency. There are two other aspects of planning that are
less complex but equally important--comprehensiveness and long-range
perspective.

Comprehensiveness (Chart 21) is a feature which is receiving a
great deal of attention currently. By "comprehensive" we mean that
all of the things we do in education exist in systems, that there are
pieces of the whole puzzle that tend '_7.o be scattered out in many direc-
tions, and that these should be brouq 4- together into a harmonious
pattern. As the circle of conscious awareness and coordination in-

creases, we expand the comprehensiveness of our planning. As we move
away from provincial, isolated planning and perceive a larger system
with working parts, we become more comprehens!ve.

One of the problems that has caused us to become more concerned
with comprehensive planning is connected with education legislation,
particularly that originating from the Federal level. Each new title
or program was assigned to a new division or section in the U.S. Office
of Education for administration. State departments of education estab-
lished similar organizational strut;tures and so did many local school
districts. This has resulted in a large number of parallel lines of
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responsibility and reporting and a concomitant splintering of
educational programs. The aim of comprehensive planning is to bring
these back into a system of communication, coordination, and mutual

effort.

A fourth characteristic of planning deals with its long-range
(Chart 22) features. Some decisions are made for the immediate
present. For other decisions it is important to project either needs
or outcomes into the future one year, threeyears, or even further.
The important aim is to establish a syste:11 of information which will
permit needs assessment, scanning of alternate futures, and the
generation of a variety of alternative strategies over a long period
of time.

Of particular interest nowadays is planning for a five-year
period (G.art 23). This is required for vJcational education programs,
and we are requiring it in our state for several other program compo-
nents as well. Obviously, more firm decisions, more specific commit-
ments, can be made for the first year of the five-year block. This is
the annual plan and represents a specific outline for action accompa-
nied by a specific request for funds to pay for it. Years II and III

ara not so specific, although they should represent thoughtful pro-
jections of directions the agency intends to move and some tentative
actions and projected resources. Years IV and V are considerably
further into the future, and plans for them are probably more in the
nature of forecasts and projections than of definite courses of action.
A truly competent long-range plan would include multiple alternative
pians for years IV and V in an effort to have at hand a contingency
plan for any reasonable set of conditions that might develop.

We have used the word "toward" in connection with comprehensive
and long-range planning. These two aspects of planning are always
relative and state a direction of growth rather than a definable
accomplishment. By these terms we mean that we want tc move from
planning a narrowly defined program, in isolation, on a strictiy
immediate basis, toward planning for a system of interrelated programs
over a period of -s-7.71 years.

The Role of Planning in Education

I
have discussed extensively the nature of the process of planning.

Now I
would like to discuss the second part of the title of this presen-

tation--the role of planning in education. One thing is certain: the
process of planning has no intrinsic vaiue in itself. No matter how
proficiently and elegartly carried out, the process of planning has no
meaning or usefulness unless it jF applied directly to something which
gets planned and which is thereby improved. The value of the planning
cannot be greater than the value of the thing planned. If planning
is concerned with the making of informed decisions, then the signifi-
cance rsf the planning cannot exceed the significance of the decisions
with whi11 it deals. One of the principal roles of the planning pro-
cess in education is that attention be directed to the PRIORITY issues
and areas which call for more systematic management attention and
focus the: planning process upon them. This means badgering decision

9 8
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makers and policy makers in-- :dentifying the principal elements of the
system to be planned and holding their lttention on these areas until
significant plans are made.

Another important role of the planning process 'n education is to
focus attention upon RESULTS among the targets of the system, rather
than upon the behaviors of tha system itself. One of the most fre-
quently heard criticisms of bureaucracies (and probably one of the
most valid) is that they are preoccupied with what they 'JO, not with
what they PRODUCE. Many laymen feel thlt administrators in local
school districts and personnel of state departments of education are
concerned only with how they spend their time and energy and that
they are not concerned with whether or not processing paper and pro-
viding consultative assistance and developing curriculum publications
and holding conferences actually produce any worthwhile results. The
planning process, if applied in meaningful ways, can help to ensure
that the educational system does produce the best possible results
among its target populations for the time, effort, and money invested.

This leads to another of the roles of the planning process in
education--that of making the system ACCOUNTABLE for its actions and
for its success or failure in producing desired results. Tradition-
ally, accountability has been used to refer to fiscal accountability--
keeping track of public funds, making sure that they are spent for
legitimate purposes, and preventing public officials from stashing
away a few dollars to make their retirement !-,appier and m-Ire comfort-
able. Accountability in the larger sense is now taken to mean not
just proper and legitimate spending of pub/ic funds, but the responsi-
bility for bringing about public benefits commensurate with the funds
expended. It is no longer sufficient merely to be honest. An enlight-
ened public is also demanding that we be effective as well. In my
view, an enterprise can be accountable only insofar as it is system-
atically planned. If it is not clear what benefits the system is to
produce and how it intends to produce them, then it is impossible to
determine the extent to which such benefits have been produced. It

is not always by oversight or neglect that clear-cut plans are not
made. One feature of the bureaucratic game is to be so unclear regard-
ing what is to be produced and to he so vague about any commitments to
produce results that nobody can hold the system accountable for any
specific results. In that case, about the only criterion for evalua-
tion is whether or not the staff is kept busy at something.

Thus, another role of the planning process in education is to
ARTICULIXTE the educational enterprise--its objectives, requirements,
and iimitations--for the publi and for policymakers. When the enter-
prise is thus clearly defined and articulated, it becomes possible to
involve a broad range of the public, the staff, and the clients of
the enterprise in the planning process. This kind of involvement is
now believed to be essential if educatir '75 to be relevant to students
and produive for society. If goals, needs, and activities are well
articulateo, various groups can be involved in ways in which they can
contribute to .the total development and improvement of the program.
They can function in well defined ways and not get involved i areas
of decision-making which are inappropriate for them. If the enterprise
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is poorly articulated, they will either fail to get involved at all,
or they will become too involved in inappropriate decision-making
areas and create confusion and disruption. Through careful planning a
proper role can be identified for every element of the community.

Another role of the planning process in education is to place the
decision-making functi'Dn in the central position of all management of
the educational system. Where decisions are obscure and indistinct,
especially in terms of who should make them, management becomes chaotic.
When management becomes chaotic, the quality of the proaram suffers,
not only because management is not helping, but because it may actually
be getting in the way. If the planning process can bring to light and
make clearly visible the whole range of decisions that must be made,
of ail the various types that I have described, and can specify who
should make those decisions and when, then the whole process of manage-
ment can proceed with a minimum of waste motion and with maximum
efficiency. By providing and interpreting the kinds of information
needed by these various decision makers, the planning process can
contribute to raising the duality and effectiveness of decisions and
their results.

Still another important role for the planning process is to
connect the evaluation and assessment functions, and the information
produced by them, with the planning and decision-making functions. To
do this, plans must be made in such a way that they can be evaluateu!--
that is, that they provide clear-cut criteria for evaluation. And the
planning p-ocess must anticipate the nature and scope of evaluation in
the earlies:' stages of planning. If evaluation is left to the last
and not con,--Idered until operations are almost completed, then it is
highly unlikely that its findings can be made relevant or can be fed
into future planning. Through the integration of pla,Aing and evalua-
tion, it is possible to benefit from experience in such ways that
random behavior can be reduc,I, needless mistakes avoided, unantici-
pated duplications eliminated, and serious gaps in the system filled.

Another important role of the planning process in education is
the integration of program planning with fiscal planning. Too often
separate plans are made for programs and for the expenditure of funds,
even made by different people. We often talk about "program people"
and "budget people" in education with the assumption that they are two
entirely different worlds that can never meet--except at the executive
le.el, where the buck stops. In addition, we tend to think that techni-
cal program planning and fiscal planning are both totally different
from political planning that is, the strictly human and social aspects
of getting decisions made and supportej. The planning process, com-
petently and fully exercised, ought to bring together program decisions,
fiscal decisions, and political considerations under a single frame-
work, open and .]ccessible to all involved and affected. Unless int
gration of these three aspect: of decision-making c n be achieved,
is not possible for program planning to serve as the basis for fiscal
planning and as the signal for intelligent and responsible political
strategy. Only in this way can the generation and allocation of
fiscal resources be brought into the service of program plans and
their expected outcomes.
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Finally, and most importantly, the planning process should fulfill
the role of expanding the management perspective of the enterprise--
its depth in terms of comprehensite design and tying the various pieces
of the program together and its length in terms of iong-range fore-
casts and projections. If this management perspective can be expanded,
then the decisions made by managers at all levels in -_he hierarchy will
come out different from those made in a short-sighted, provincial per-
spective. Every manager can be helped to make decisions that con-
tribute toward the goals of the total enterprise, not just those of
his narrowly defined program.

These are some of the roles I believe the planning process can
and should fulfill in education if the planning process is to lead to
improvement of the system.

Implementation

In view of these concepts of what educationa, planning is. there
are several assumptions (Chart 24) that become apparent. The first is
that planning, decisions, actions, and results are always occurring in
an organization. The second assumption :s that it is the quality of
planning that varies, not the pres'3nce or absence of it. T a third
is that the quality of decis!ons, actions, and results is dependent
upon the quality of planning. The fourth assumption is that something
can be done to improve the quality of planning done by an organization.

If the management of an educational agency wants to do something
to raise the quality of planning, it has several kinds of responsi-
bilities. First of all, top management needs to assess the quality of
present planning and evaluation and the planning behaviors of its staff
By that I mean it needs to get information about what is going on
(status decisions) and compare those to value decisions about how top
management would like to be operating. Once top management has
gathered information, the next Ftep is to decide whether the present
level of planning is adequate. If the "what is" is consistent with
the "what should be," then there is no need or problem. If top manage-
ment decides that the present level of planning is not quite adequate,
then it should take steps to improve it. One o these is to place

jh priority upon the functions of planning and evaluation.

A second step is tc identify some priority skills and competencies
to be developed among the sta'f. In other words, it is not sufficient
to say that planning is not what we want it to be. Management must
specify where improvement i needed and secure staff support of the
effort. Another important step is to determiile responsibility for the
coordination of planning. There must be some person designated and
given the time and the resources to boain the move that will system-
atically improve the planning level of the organizatie-n. A conceptual
design has to be developed. Depth attention has to he riven on how to
proceed, and the improvement of ing itself be planned. In

addition, resources, money, staff, _And time xvc provided. It

's very essential that there be sustained ntI,Jii and support from
management in all these areas Frequenc17, in many educational

endeavors, top management gives eariy support to a new endeavor, but
10 3
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once it gets underway this attention is drawn away to other projects
with the result that momentum is lost.

The last important step is to evaluate and refine the process
cnntinually, engaging the whole staff so that they learn from their
experiencc and increase their knowledge about planning end their
ability to plan and evaluate programs.

There are several alternatives which top management of an
educational agency might choose to strengthen its planning and evalua-
tion. One of these is to establish a special unit witr, a full-time
staff to direct and manage planning tasks. A second is to establish
a system of permanent and ad hoc committees, drawn from various divi-
sions, which constitute different gro._pings of resources from the line

authority pattern. A third alternative is to brirg in external con-
sultants to provide new ideas and encourage more flexible attitudes
among the staff. Advisory committees can be used to gain a different
perspective and to lead sta'f members to new views and patterns.
Participation in projects involving other major agencies in the
community or state promotes more comprehensive and long-range view-
points among staff. A sixth alternative is a program of intensive
staff development. This might be a formal staff development program,
or it could be a matter of analyzing on-the-job experiences of staff
as they participate in committee planning efforts. Somehow there
must be a conscious effort at staff development if the aim of syste,-1-
atically improving staff competencief in planning and evaluation is
to be achieved.

I have discussed some genera3 ideas of educational planning and
some ways in which some of those ideas may be put into practice.
Above all, it is always something that gets planned--a program, a pro-
ject, an acvivity. Only when the planning process and the plans it
produces arc; focused upon significant goals and actions are they of
real value in the educational enterprise.
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COMPREHENSIVE PLANNING

by

W. O. Hogbin*

My remarks will focus on planning and systems anaiys]s pertaining
to vocational education. We are concerned with the present status of
programs and evidence of program results. We are concerned with how to
present evidence In a most accedtable manner.

Many of know that the individuals gathered here and the organiza-
tion that they represent are powerful forces in perfecting public
vocational education. While our country leads the world in volume of
e.Jcacion, certain imbalances must be adjusted--the incidence of un-
employment, dropout, delinquency, and inequality of education.
Increas'naly, these imbalances have caused us to look critically upon
traditional methods of providinc educational ser'ices that do not fully
allow for those significant primary factors which affect the education
of the individual.

Expec.tation is growing that modern concepts of education will be
fully applied. These concepts encompass the total education of each
individual as he grows and matures in American society.

ELEMENTS OF PLANNING

With increasing expectation of more effective delivery of
educ;ational services, systematic planning is demanded for a more
accurate balance of programs in response to people and in consideration
of available resources. This planning concerns itself with compre-
hensive vocational education which consists of three divisions of
activity: (1) the effort directed toward initial educational develop-
mentthat is, those efforts necessary to adjust each individual to
a useful occupational and social role ir American society; (2) re-
training as necessary to help each individual remain productive and
adjusted towards the American social system; and (3) connuino
education directed to all individuals who may benefit from ft voca-
tionally as they mature in the American society.

Many educational institutions do not see their role as compre-
hensive, nor do they consider their program in the light of overall
local and state programs, nor make meaningful comparisons between
alternative programs or alternative ways of carrying out programs.
Their tendency is to select and justify programs on the basis of
intuition or tradition; to plan and budget in terms of object and
activity, and to evaluate in terms of effort expended.

*Mr. Hogbin is Program Officer, Planning and Evuation Bianch,
Analysis and Reporting, Division of VocatIonal -lnd Technical Education,
U.S. Office of Education.
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One encounters planning in a vacuum, or compartmentalized planning.
The recent interest in "management by objective," or "program packaging"
has encouraged state and local communities to conduct broad planning
activities to reduce educational and other problems. Planning which is
comprehensive must involve all agencies and organizations which contrib-
ute to the provisions of occupational edur-ation. Such planning considers
in a rational and systematic manner the capabilitic, and contributions of
agencies, organizations and systems (both educational and non-educational)
which are essential to effectively deliver educational servi..:e.

Heretofore, vocational educators have presented a plan. What
another plan include?

Any agency or organization involved in planning for educational
programs necessarily has a missio "--,ich is imposed by legislation, regr-
ietion, charter or other means. 1 Assion specifies rhe organization's
-er-son for existence, describes the general services or functions it per-
forms and defines the limits of its jurisdiction and authority. The
mission remains more or less fixed unless changed by law or other offical
action. For example, the mission of vocational education is to provide
Lhroughout the Nation readily accessible programs of vocational and L3ch-
nical education for persons of all ages in all communities at all levels,
which will enable these per:ons to enter and advance in the Nation's
labor force.

loals are established by the organization's leaders. A goal is Es,

long-range specified statement of accomplishment toward which program&
are directed. It may be as ambitious or idealistic as good judgment
dictates, but it must be consistent with the mission. A time is not
fixed for its achievement. A goal should be stated in terr of com-
pletely overcoming an educational problem or reducing it tL he ex-ent
which the state of the art permits. A go.:.1 is not stated in terms --)f

fne current availability of resources, although it must depend upon
the current state of knowledge. Broad goals will be set by local, state,
and federal agencies responsible for overall comprehensive planning.

We should strive for cormiderable uniformity. Operating agencies
and organizations -..overed by overall comprehensive plans will respond
with operational education objectives appropriate to their respective
mission; these objectives will be the milestones along the path of
achievement of the goal.

An examp:e of a program goal in vocational educat'on rs: to
maintain and improve existing prok_rams and develop new programs of
vc jtional education directed toward persons with special needs at
th secondary level.

An objective is stated in terms of achieving a measured amount of
progress towarda a goal or maintairing a certain measured level of
education required by a g3a1 ,:;uring a sp,!cified interval of time.

An example of an objective for a state is: given tenth grade
students who are three years behind average in reading level, to pro-

remedial reading, occupational education end placement for
1n7
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employment for 70 percent of the target group (10,000) at the end of
the twelfth grade, at an estimated cost of $2,000 per stud.ant and
ultimately reaching a target group of 50,000 students a year in five
years. These are the beginning specifications of a comprehensive
educational plan.

The mission goal and objectives must be comprehensive ir terms of
geographical and popul_ition coverage. In addition, a plan should repre-
sent comprehensive plans elf action for all agencies involved in miti-
gatinci -11 causes of occupational education deficiencies. The plan
should be constructed under- the gereral framework of a goal which is
stated in terms of educational status. Additionally, the plan which
states the educational problems, their causes and related factors
should also contain educational objectives quantified in terms of
expected terminal behaviors in a specified time.

Educational objectives should be supported by program objectives,
which are stated in quantified terms and directed toward ameliorating
specific educational deficiencies over similar tkr.e projections. Thus
the plan must specify in quantified terms tho3e activities which are
to be carried out oy the specified agericies or persc .s who will
a:complish the program objectives which, in turn, support the educa-
tional objectives in ultimate terminal behavior of the students served.
These projected activities or pians of action are the heart of compre-
hensive educational planning. They constitute the blueprint for action,
the commitment to do something calculated to help attain the desired
educational status. These plans of action cannot be limited to classical
educational ac:ivity but must encompass activities of other ,gencies
which have responsibilities and authoriiy for certain educational pro-
gram areas; for example, socioecon^mic conditions, health, housing
conditions, working conditions, anc :Ierk opportunities are all factors
which may adversely affect educational status, but which are not within
the direct purview of official educational agencies. comprehensive
educational planning must consider plans of action to c.arried out by
agencies which are not educational but which are directed toward these
factors. This points to operations analysis.

OPERATIONS ANALYSIS

Operations analysis provides i.,Formation, not decisions. Analysis
makes appropriate material available to decision-makers; and if decision-
makers will not use it, then the operations analysis cannot be effective.
'.7ind ways to effectively influence deci,-ion-makers, if you are not now
doing s-.

Problem identification is of critical importance. The problem
definition may not be too narrow, in order that indiv;duals ktorking in
op,rations analysis Alust develop social Frisitivity; it is on this
critical point that educators might lose control to those acquainted
with program budgeting and systems analysis techniques. We mut be
careful of the way in which results are communicated. We must be
careful that the data presentod is meaningFul and correr-t. Wa should
not develop analysi:, in vE-cuum, and we should describe re- 7stic
expectations as ,J result o-c analysis.
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Mainta:ning and expanding a program of public vocational
education depends greatly upon the proper utilization of reliable

sources of data and the sophisticatc analysis of these data and
consideration of the other vocational education activities which are

available. In many iJublic or private organizations the program goals,
the program objectives and the budget are expressions of purpose and
program; hence their preciseness may be a reflection of past performance,
including both successes and failures.

Ma;,y decisions must be made at 1::any levels; they must be viewed as
best choices among several alternative programs in the context of bal-

ancing needs against resources. It would be fair to say that with the
exception of- planning for the erecting of buildings, most program deci-
sions have been confined to meeting immediate leeds and planning for
the use of presently available resources. Our task is be expanded

to include that of more accurately predicting neede,_ programs and
essary resources for several years n advance. Considerable evidence
hows that too narrow a focus cl the immediate present and too much
reliance on the past structure of administration and operation restricts
the utilization of data and limi-s imaginative assumptions too early in
the formulation of many plans. de do not know what structural changes
will occur in administration or the amount of lesources devoted by the
several levels of government to meet the needs of the student population
to be served through vocational education. Therefore, the focus should
be on what needs to be done for people who will fill occupational roles.
We must focus on what is right and not worry so much about who is right.

Usually a considerable amount of confusion surrounds an area of
activity before it received definitive attention, such as the needs of
inner-city disadvantaged youth and health care. Individuals with
considerable experience will need sensitivity in order to state problems
in a manner which defines them sufficiently to slIggest methods of action.
Confusion may result when condtions change from normal or static. Abnor-
mal situations pressing on society may bring problems into sharp focus.
Imagination, the ability to perceive problems and knowledge of problem

area are reouired before one may begin to solve them.

Changing value systems bring ilito focus dormant problems which
otherwise wight have been ignored. pObservations may be of many kinds.
Facts and values are usual/y combined in a crE_Ative process bef(.--e

serious consideration is given to the solution of problems or until
they achieve priority attention. Postulates are sorted out and com-
bined into theories from which assumptions are ultimatjly derived.
Seldom are all facets of a , roblem entirely new or unique. New observa-
tions combined v:ith old practices may turn up new probabilities of
solutions. Expertise is necessary to frame goals and measurable
objectives.

Intellectual honesty must be maintained as program plans are
developed and alternatives presented. Decisions invol e selection ot
the best alternat:ves from many possible choices. Decisions are made
on the basis of combined facts and values. Facts may be misleading
since they are often derived from accepted practices and beli_fs which
may no longer be valid. One example of an accepted belief was the
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saying, "everything that goes up comes down," and space exploration
has blown that formerly accepted belief. The same may be true for
many of the accepted educational heliefs.

Values are usually derived from accepted and individual practices.
The validity of the combination of facts and valaes leads to accept-
ance or rejection of this combination at the proper rime by the right
individual to the ui'imate decision-makers. Modern management demands
that alternatives be prepared and accompanied by hypothetical results,
both desirable and undesirable. Otherwise, a course of action may be
relatively meaningless. Action taken on this basis creates an image
of the reliability of the organization or of the individuals taking
the action. Whather recognized or not, ac:.ion is taken on the con-
tinuum of uncertainty and, most appropriately, from the position of
certainty. it must be our desire as plannina specialists to strengthen
the hand of the decisioa-makers.

PROGRAM EVALUATION

A point I have not touched upon is program evaluation. The
planning process is obviously not complete without a specific plan for
evaluation. As noted previously, the criteria for setting objectives
and plans of action require that they be measured. Program evaluation
is a process of determininy the extent to which specific objectives
and predetermined levels of operation are attained. Management uses
procram evaluatior to insure that intentions are actually realized and
that the desired effect is achieved. Evaluation is not a simple task
nor an easy one, Many difficulties are encountered. The basic responsi-
bility of evaluation is the appraisal of services in terms of their impact

on the problems of the people that vocational education is intended to
serve. In spite of these difficulties, the evaluation process must be
performed. Without it, no plan of action can be valid and reasonably
expected to be carried out successfully. Evaluation is thus used in
all phases of program planning and program evaluation; it represents
a feedback mechaaism that consistently provides information necessary
for the appraisal of any phase of the operational process. It reduces
the gap between foresight and hindsight. The group assembled here is
well qualified to select the method or methods to be used for evaluation
of educational services.

The uniforaled development in the use of a basic information system
will facilitate evaluation of program progress at any time interval and
help to establish the cause and effect relationships.

IN CONCLUSION

I hope this talk has given you an overview of a task that we are
all dedicated to accomplish. I would like to make a couple of statements
which will further reinforce what I have tried to present.

Joe '1.311 of Miami said, "One thing we all know is that change w:11
.4hether we plan for it or not, but the piecemeal approach of the

Past will no longer provide the kinds of solutions our schools need
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today. We can no longer move from one program to another in linear
fashion, cutting an uncertain path as we go. We must have a clear
idea of the ultimate destination of all of our programs in education
and we must map our itinerary with the utmost care and precision."

Simply stated, this means that educational leaders must give
attention to the process by which changes are made as well as to the

changes themselves. We need to bring more systems design to educa-

tional planning. This is nothing new, really. We live in an era of
systems--systems analysis, systems management, systems engineering.
Systems-designed research is transforming the structure of American
industry and technology. Systems strategy applied to education would

help us look at problems more comprehensively to define mission, goals,
and objectives more clearly, and to plan and evaluate programs much
more effectively than ever before.

We have serious competition for resources. Mice Rivlin, of the
Department of Health, Education and Welfare, commented recently con-
cerning information to support budget, "For some programs we had good

information. For others we had less good, and vocational education, as
the Advisory Commission has pointed out, was one of the weak areas.
It's very hard at the national level to see what the money is being

spent for, what are the characteristics of the students and what is
happening to them. We've learned that hard information on the effec-
tiveness of Federal programs is very hard to come by. This is true of
vocational education, but it is true of almost everything else. There's
nothing 4ery special about vocational education in this regard."

qe have n said much about cost/benefit, but it's in the picture.

It's g'ing t.. bL a very long time before the cost/benefit analysis can
have arything useful to say about big decisions. There are a number
of reasons; one is that the benefits are difficult to measure. We
really need more work on smaller decisions--the de isions of how to

run a particular program better and how to gain the proper balance of

programs in response to labor force requirements and the requirements
of people.

I will enumerate a few other factors that are believed to be of

critical importance, but I will not elaborate upon them. They are
the several groups served through public information about vocational
education; models for planning; federal, state, and local relation-
ships; and th., uniformity of terminology.

Is it possible to develop uniform mission, goal, and objective
statements, and uniform evaluation, without utilizing a uniform
terminology? We believe that standard terminology for local and state
school systems will be a great aid in establishing uniform terminology.
This has been developed by the U.S. Office of Education's Terminology
Compatibility Branch, Division of Statistical Operations. The Taxonomy
of Occupational Titles and Instructional Programs, developed by the
Division of Vocational and Technic9i Education in cooperation with the
Department of Labrr, should also be useful in forming a data base in
planning, evaluation, znd reporting.

111

128



Immense amounts of information are needed for establishin9
vocational program p.ojections. information may be provided by
surveys or, in many cases, by syntheses of available statistical and
qualitative data. But regardless of the types of studies conducted or
the research methodology utilized, studies should be initiated only
after consultation with the state directors of vocational education
or their designated planning officers. All that is said about program
planning and information systems is not to imply that these will do
the decision-making, but t],at they will increase the capability of
the decision makers at the various levels of activity in lca1, state,
and federal programs.
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DATA NEEDS FOR EDUCATIONAL PLANNING

by

Herbert E. Striner*

In preparing this paper on data needs for future educational

planning I am reminded of two humorous asides. The first is the

statement that Angel Gabriel made in "Green Pastures," the great

play and movie of some years ago, that "Everything nailed down is

coming loose." This is certainly true in the field of vocational
education specifically, and education in general.

With regard to developing a paper concerned with data needs
for educational planning, after having looked at a good deal of the
data which is available from various agencies concerned with educa-
tion and attempting to square this with what I think we should do
with regard to a better utilization and development of data for

educational planning I am reminded of the old joke about the traveler

going through Ireland. He asked someone for directions on how he
could get to Dublin. The response he received was, "Well, if I

were going to Dublin, I wouldn't start here."

When we look at much of the data which is available and ask
ourselves what we would do about the problem of providing better
information for eciucational planning, I am moved to say if I were

going to design the system I wouldn't start with what we have. I

doubt that we ar,-: going to get either to Dublin or to a decent system
for planning our educational programs with the data available now.
However, there are a few things which have been happening in the

last four or five years which are encouraging in terms of beginning
to change our perspective not only of the institution of education
itself, however we may wish to define it, but also of the sort of

data which may be most relevant for judging how effectively the edu-

cational institution is relating to the other institutions in our

society. Though we here today are concerned with vocational educa-
tion, I feel it is Important to point out that vocational education
can no longer divorce itself from the providing of the basic skills
of communication and mathematics for students in the educational
system prior to coming into the skills training end of the spectrum.

By this I mean that unless we are aware, as vocational educators, of

the reading and computation ability levels of our students, we have

no real way of designing a truly effective skills training program
for the large numbers of individuals who wish to come into such a

system. Not only does it leave us relatively unprepared to deal

with the numbers with which we should deal, but also it gives us no
warning of the nature of the reading and computational problems which

*Dr. Striner is Dean, College of Continuing Education, The American

University, Washington, D.C.
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we may inherit when these students come into our system. Those edu-

cators in vocational institutions who have been confronted with the
necessity of teaching reading an computational skills which were pre-
sumed to have been in the hands of the students know full well the lost
time, the lost money, and the frustration of losing students with whom

we can't deal properly because of these deficiencies. I know I am not

saying anything new, and that many vocational educators would argue with

me over this point. I am saying this because in order to provide a
statistical program for improving the planning of our vocational educa-

tional sys em, we must obviously also improve the nature of data con-
cerning ve.-y basic areas of education. Too few vocational educators
have seen this as a part of their responsibility. We are beginning to

get some help in this particular area. It results from the work being
done to develop accountability standards and performance criteria for
education in a handful of school systems receiving funds from the Office

of Education.

The beginning of any sound educational program must start with a
rather clear definition of exactly what it is we are seeking to produce.
Now, there is nothing very deep about this statement except, uniil very
recently, the basic philosophy of the educational system has been that
education, the curriculum, and the high levels of competence of our
teachers and our administrators must be accepted as an act of faith.

I say this because whenever I have been involved in looking at efforts
to evaluate educational programs based on somewhat more scientific and
objective criteria than educators are used to, the response has too
frequently been one of defensiveness on the part of the educators and
administrators. The reaction has been one which implies personal criti-
cism and a lack of a sense of faith in this basic institution. I be-

lieve that no institution in our society should be regarded as being
beyond reproach or questioning; that it should not find itself reedy to
submit to fundamental questions concerning the efficiency with which it

turns out products, given the needs and values of the society.

During the last two years the Office of Education has moved very
slowly, too slowly, I believe, in the direction of establishing per-
formance criteria on the basis of which, after having asked ourselves
what it is we are supposed to be turning out in our schools we seek to

measure now closely we are approximating this goal. This new effort
will call for the development of a rather sophisticated statistical pro-
gram. And it will have to be one which must be developed on the basis
of a local orientation rather than one which is state or national in

nature. It makes little sense to develop any educational statistical
program which cannot help a local school district to determine how
effectively it is performing its task. Hence, at the very outset I will

say that we must cease to look to the easy task of gathering and using
national statistics as the basis for our determining how well we are
doing locally. It makes no sense to use national or even regional sta-
tistics as a jumping off point to datermine what we are doing locally

if, in the final analysis, the only real question we are confronted with

is how our local schools are doing and how we measure their performance.
Hence, any basic statistical program in the field of education must be

related to the local school district and the data must be compiled on
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the basis of individual schools within that ditrict. Anything less
than this really means playing a guessing game with numbers and
attempting to allocate national or state data on the basis of our local

needs. We learned as economists that gathering data unrelated to a
district doesn't work with regard to regional or local economic problems

and I
have no reason to believe it will work with regard to state or

local schocl needs either.

A further point I wish to make is that, except where it permits us
to determine the productive efficiency of a teacher or an administrator,
data alone have little use in any planning system. Data will do little
or nothing in the case of one of our state's schools where girls phys-
ical education regularly chalks up far more F's than any other course.
A study of the reasons for this situation indicated that aym teachers
were measuring competency by tallying whether Jane kept a dirty locker

or failed to take a shower. The grade hardly reflected performance in
physical education. Requirements such as punctuality, neatness, order
and time served ought not to be used to reflect subject mastery. In

additinn, we have to be aware of cectoin inherent faiiacies which we

can build into any statistical system by virtue of value judgments
which we make, even in defining such seemingly harmless things as

column and stub headings. For example, when we talk about grouping
ycungsters, a good deal of what we do in assigning group labels is more
in the nature of demonology rat-er than of good educational practices.
But this is not supposed to be a paper which deals with basic philos-
ophy and methodology, but rather statistics for educational planning
and I'll make every effort to stick to the task assigned to me.

To give you a bit of the flavor of the types of data which will

have to be forthcoming from school sysums as they become involved in

performance contracts, such as 's the case of the Texarkana plan, just
think of the data that will ha to be produced when we look at some
of the items which were callec r in the performance contract proposal

for Texarkana. First, a fixed cunt of money per student is related
to azhif.vement on general edu, ,.ional development equivalency test
certification, demonstrating , at the agreed upon students have com-
pleted all five subtests (adm istered by a certified administrator)
and received a standard score of not less than 40 on any subtest or
achieved an average of 45 on Ji five subtests. Secondly, a fixed
amount of remuneration for each school for each student for demon-

strating an least n percent per month increase in agreed upon be-
haviors, as recorded by the use of a behavior check list. Thirdly, a
fixed remuneration per student who is gainfully employed within a ce:-
tain number of days of his departure from the institution. The employer

must be a state, federal, or governmental political subdivision or bona
fide representarive of the private sector of the economy, including
privately financed nonprofit organizations. Fourthly, perhaps a fixed
amount of remuneration per student, for the first year only, who is
gainfully employed in the first year after departure from school, such
employment to have been continuous witlf the employer of record at the
end of twelve calendar months for at least a certain number of months.

1
think this gives you some flavor of what we are talking about
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although we may not necessarily agree with certain of these indi-
cators. As an economist, for example, I think that the attempt to
relate education and skill-training to employment is a bit tricky be-
cause of the rather obvious fact if graduation coincides with a down-
turn in economic activity, there is a much lower probabiHty of employ-
ment than would have been the case if graduation took place coincident
with a high level of economic activity. However, even that can be
dealt with if we take correlations which relate employment and place-
ment rates of graduates with changes in the local employment rate for
given types of occupations.

Now I wculd like to become a bit more specific in terms of the
actual types of data which are needed for the development of a more
effective local planning program in vocational education. To begin
with, I think we have to completely turn around some of our basic atti-
tudes as to the relationship of the educational institution to the rest
of the society. Briggs* states: "The basic problem in pi-1114-.1-10r is

to ascertain what should be taunht. Ideally, the curriculum should
determine everything -- the rinancing of ...ur schools, die buildings and
equipment needed, and the kind of teachers employed." Such a statement
really assumes that the social priorities have been determined and
that we are aware of these priorities. And so, for this reason we
skip immediately, usually as educators, to the problem of determining
the curriculum, buildings, equipment and teachers to be included in our
systems. Unfortunataly, this is easier assumed than an operational
reality! At the outset educational statistics must now start with and
incorporate a whole new vista of local manpower and employment statis-
tics, not only for the private sector but for the public sector as well.
This data must be gathered at least on an annual basis. In the case
of certain industries, possibly even on a semi-annual basis. If this
seems to be an impossible task let me assure you of the fact that I am
being pragmatic. Not only is the educational system terribly dependent
on the private and public sectors for information by means of which it
can develop effective curriculum, etc., but the public and private em-
ployment sectors are terribly dependent on the educational system to
fill the demands for all sorts of skills, without which it runs into
higher production costs as well as irate taxpayers. I have been in-
volved in a number of manpower programs where an effort was made to
develop a vocational education system which was far more responsive to
the unmet skill needs of a local area. Most frequently, there was
very little communication, on a continuing basis, to develop a formal-
ized information flow from employers, private and public, to the edura-
tors so the curriculum could reflect not only changes in gross labor
force needs but changes concerned with the actual technology of the job
itself. I found that, although data needs for planning were ra,her sub-
stantial, once it was communicated to the employer that he was going
to be the major beneficiary of radically redesigned educational pro-
grams, this flow of information was much less difficult to develop than
anticipated. We have also learned through the work done in the Bureau

*T. H. Briggs, "Research in Education," Phi Delta Kappan, November,
1964, p. 99.
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of Labor Statistics over the last five or six years, that local
employers are more capable of predicting their skill needs than many
people had conceived of. I would suggest that when we speak of edu-
cational statistics for planning purposes our primary emphasis must
really be, especially in the vocational field, on the development of
locally-oriented, annual data coming from the private and public sector.
I would like to place special emphasis on the public sector because up
until fairly rcently our almost sole concern has been with data coming
from private Employers; but we now know that the unmet needs of the
public sector represent a tremendous potential for employment of gradu-
ates coming out of our vocational programs.

At present, the great majority of school systems are utilizing local
data which is made available to them from the local employment service.
However, the data which is generated by too many local employment ser-
vice offices is of limited use or even misleading. The sampies are
terribly inadequate quite frequently, and in too many instances they
don't rely on a survey technique but rather on the job orders which are
placed with the local employment service. Unfortunately, many firms
don't file job orders but seek employees without going through the
local employment service. Hence, what we have quite often in a local
situation is a highly misleading set of indicators concerning the nature
of the job needs of the locality. I would suggest that what is most
essential is that the educational institution itself now build into
its own system individuals who are competent to design and run, coop-
eratively with local employers, manpower and skill needs surveys, job

content analyses, and work performance analyses. A direct relationship
between educator and employer is essential. I would add quickly that
a bonus of this sort of a relationship can often develop in terms of a
far more effective counseling and placement system for the graduate
of the school system. Frequently, in those instances in which I have

been personally involved, I have observed that once employers become
concerned with the designing and providing of data necessary for plan-
ning in a vocational education system, they also become concerned with
a more effective use of that system as a source of skilled manpower.
Thus, what we have is the potential of not only developing a better
statistical system but also a better production line for moving gradu-
ates into jobs. The data which must be generated will have to reflect
changes in manpower needs, shifts in hiring patterns, changes in tech-
nology which affect curriculum and teacher training, and, if you will,
the effectiveness of the product turned out by the school. Such types
of data, however, are not only of use in terms of producing graduates
for effective placement but are also of significance to us in terms
of a more rational programming of faculty needs and physical facilities.
Once we are aware of the nature of the projected demand for certain
types of skill needs, we begin to have the basis for determining what
level of instruction is needed, how many people are present in the
current supply system and the degree to which that supply is adequate.
The same can be said with regard to the physical facilities picture.

Thus far, I have alluded to the education system, and the data
necessary to plan 'For thAt system, within the narrow context of the
public sytem. But a larger system does, and should, see beyond this
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limited view. In all I have said thus far, I have sought to enlarge
oar scope of data needs because of rhe larger scope within which our
public subsystem exists. Planning for an optimal system should lead
us to data and analysis which calls for a more economical, in the
best sense of that word, combination of our scarce human, physical,

and social resources. Recently in a study done by A. H. Belitsky, at
the Upjohn Institute, he pointed out the tremendous potential for low-
cost but highly effective training by priw.te vocational schools. If

we assume that performance criteria becomes an increasingly effective
means of judging society's use of its educational dollar, then we may
find local school systems beginning to use private vocational training

programs. Whether they be for profit or not really doesn't concern me.
In order to bolster up or flesh-out parts of an educational program
which must expand in the short run, but can't because of shortages of
physical plant, funds, or personnel in rhe public system, the use of

private programs should be looked into. Indeed, I would see some of
the demand data which come out of the sorts of surveys I have been
talking about pointing the way to the development of an overall means
of dealing with the public responsibility for vocational education.
Projections of short-run skill needs coupled with an inability to ex-
pand faculties and facilities to meet such needs, would indicate con-
tractual arrangements for private vocational centers or programs within

a private school. Equally, a lessening in the demand for certain types
of skills should not lead to an abandonment of a program, but rather

a phasing down which could combine a tapering off of a large public
program with a short-run private program which acts as a stopgap
measure. Thus, we can satisfy a market demand which may be diminishing
relative to other large programs, but are nonetheless large enough for

us to continue them by using private institutions. Just as it was once
said that war is too important to be left to the generals, so also is

education too important to be left solely to the public institutions.

Now, I would like to shift for a moment to an area of data
collection where there has been too little interest. This has to do
with the supply of faculty. In a community we tend to view the supply
side only in terms of a known supply of credentialed teachers, or those
in the production pipeline, that is, our schools of education. However,

in a number of instances, voluntary agencies such as the Red Cross and
the Community Fund have found in examining their records that substantial
numbers of individuals who have made themselves available for voluntary
work have had backgrounds which suit them for teaching positions. In

speaking with some of the people who have appeared on such rosters of
available volunteers, I have found that their attitude with respect to
the local educational system is that there would be accreditation ob-
stacles preventing them from teaching in the public school system.
Though this might be true with regard to general education, in a large
number of instances the skills and background of such individuals would
have fitted them admirably for positions which were in demand in the
voc,-,tional education system. I would think that a vocational system
would do well to relate its needs to such organizations. This should
take the form of an annual survey which would have such organizations
collect data concerning formal educational backgrounds, occupational
specialities and teaching experience of the individuals volunteering
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for service in these types of community type enterprise. This could
be an important pool of part-time as well as full-time teachers for
those types of systems which are expanding into new vocational areas.
It struck me in discussions with some of these individuals that there
was a heavy concentration of potential teachers who had formerly been
involved in distributive, administrative, and scientific or technical
positions, all of which are areas which have been expanding in our
vocational educational system. Information concerning such individ-
uals should be cathered annually as a normal part of supply side in-
formation. Its use is obvious for any educational planning system.

A further important area for educational data would have to do
with skill cluster ar.alysis. One of the major Problems which cnnfronts
us in a society with rapidly changing technology is the degree to which
we are ;ware of clusters of skills which are necessary for job training.
Unless the faculty member and the administrator are aware of skill
clusters which go to make up jobs, it is difficult to determine proper
curricula content. Here again, an annual survey which produces statis-
tical information based on inputs from loca; employers, both public
and private, could provide the school system with a matrix of skill
clusters which relate to specific job titles. This would not only be
of significance concerning curricula design but also as a means of
p.oviding insights into horizontal as well as vertical job mobility.

Along with the shifts in technology and its implications for
training, faculty, and p:Iysical facilities, there is the probiem of
determining what the employment experience has been of graduates from
our vocatiGnal schools and the obvious implications for educational

planning. I would suggest that an important ingredient in long range
planning concerning the effectiveness of our vocational system will
have to depend or the initiation of an annual survey of where our
graduates have gone, what their job experiences have been and what
changes, in terms of geographical as well as job mobility, have taken
place. A survey program whi-ch follows a student for, let's say, five
years post graduate, and indicates what jobs he has held and for how
long, where these jobs have been and what shifts in the rates of pay
have been, would be of great significance in any evaluation of the
effectiveness of the particular type of training he has taken and the
nature of the labor market we serve.

Thus far, I have said nothing concerning the nature of the data
which must be generated within our school systems concerning the
operating efficiency of the system. We know very little about drop-
out rates from vocational schools and the characteristics of the in-
dividual who has dropped out. Nor do we know what has happened to
the dropout following his leaving the school. We have only sporadic
exit interviews which have been carefully designed to provide insight
into the efficiency of faculty and administrative procedures, as well
ns relationship of the training programs by years of training to job
placement even for school leavers. A standardization, within a geo-
graphical area for all schools, of exit interviews, which should he



conducted by highly skilled counselors, could produce an annual
statistical series with reasons for 11.-Ing as well as longitudinal
datum on job experience, unemployment rates, etc., of school leavers
from vocational institutions which would be of obvious value. Insti-

tutions could begin to design more effective means of holding students

within the system. A longitucrnal survey of graduates as well as drop-
outs, should have a counterpalt regarding the source of origin of
students as well as faculty and administrators coming into our voca-

tional education. We know little concerning where our faculty have
come from and the nature of their training as well as shifts through
time in the characteristics of our faculty. We also know too little
about the educational and experiential background for students coming

into our vocational education programs. I would suggest that such
historical data for students, as well as faculty and administrators,
would provide us with the means of developing more effective remedial
curricula as well as the development of more rational ties between
vocational school and elementary school p.ograms in the literacy and
computational areas.

Finally, I indicated earlier that I feel that for the development
of an efficient planning program in vocational education, data must be
gathered by relatively small units. I feel this is necessary for
several reasons. To begin w:th, the use of national data present very
little which is helpful for a local situation. What may be happening
throughout the nation may have little significance for an educational
system in a parti-..ular community. Furthermore what may be happening
even at the state level may have very little significance for a par-
ticular community. Thus, to be relevant, data must be of a local
nature. Secondly, I would suggest that the data must be of a local
nature because of the need for comparative statistics between like

units. I suggest here that one means of judging the performance of

a local school system would be to compare it to a community with similar
types of socioeconomic characteristics. Though an indicator will tell
us something, in order to judge how that situation should or can be
changed we can obtain valuable insights from a comparative analysis of
such indicators and data with other school systems in communities which
are substantially close to our own in key socioeconomic and educational
characteristics. Having said this, however, I will quickly add that
in many instances we may only find a whole group of similar community
education systems are all doing equally poor! My point is, however,
that we must be able to compare our local systems, or even schools
within the same system, on the basis of whatever standard of compari-
son we think makes most sense. To do this, our data must be hirjhly
local or disaggregated.

In closing, the major problem confronting us in datc; for educa-
tional planning is that of providing a local educational system with
a proper awareness of the need to allocate substantial funds over a
period of time for these types of statistical programs. Typically,
especially in the vocational education field, there has bean too little
research, statistical methodology and awareness of the need to provide
data for continuing analysis in order to improve our educational plan-
ning. Also, too frequently the vocational education system has looked
to outside sources or other institutions for inputs into its own plan-
nincl procedures. I would state, unequivocally, that the massaging and
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manipulation oF manpower data, productivity statistics, or other types
of information which have been designad primarily for noneducational
purposes will continue to be of little value to the educator. The edu-
cational establ:shment must now begin to include within its own baili-
wick those experts in these fields who will tailor statistical programs
to the specific needs c ' the educational establishment.
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COMMENTS ON HERBERT E. STRINER'S PAPER

"DATA NEEDS FOR EDUCATIONAL PLANNING"

by

John M. Peterson*

Herbert Striner has presented a very thought-provoking paper on
the data needs for planning vocational education programs in public
schools. Since the participants in this institute will break up into
discusssion groups shortly, my role is to point out some issues raised
by this paper. Personally, I might be inclined to agree with Striner's
suggestions, but let me raise a series of questions for the partici-
pants. Perhaps they cannot afford to agree as cheaply as I could.

The first question is, Are local schools ready for com rehensive
planning and evaluation? Striner sounds very logical, but only econo-
mists have the "irrational passion for passionless rationality." Do
school boards face any pressures for such a completely rational
approach? The general education curriculum is largely unplanned since
it is traditional and determined by college entry requirements, accredi-
tetion standards, and teachers colleges. Occasionally public clamor
arises for a particular course, such as economic education or sex
education. Vocational education, likewise, is traditional and rigidly
maintained by federal funding categories.

But if schools do wish to plan, Striner's program has a very high
cost to it. He suggests that metropolitan school distiicts need their
own ---sonrel to collect and analyze data, to evaluate performance and

urricula. His performance evaluation suggestions also may
1 applying severe standards to just one part of the school

or it is in danger of sL ting e fight with the whole school
by testing the general education deficiencies of students entering voca-
tional education.

I recognize that this question seems impertinent in a conference
on r)lanning. But I do not think the Vocational Education Act of 1968
requires planning at the local school level, nor does it set as strin-
gent a standard of goal planning and performance evaluation as Striner
advocates. At the state level, or even metropolitan-wide, only broad
guidelines and funding aflocation policies may be needed at this stage.
For this purpose, national data and data from employment agencies may
be quite useful.

The second question is, How much outside participation in planning
do schools want? Striner wants "to completely turn around some of our
basic attitudes as to the relationship of the educational institution

*Dr. Peterson is Executive Director, Arkansas Planning Commission,
Little Rock, Arkansas.
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to the rest of the society. . . . Once employers become concernee with
the designing and providing of data necessary for planning in a voca-
tional education system, they also become concerned with a more effec-
tive use of that system as a source of skilled manpower."

Now I can assure you that employers will be critical and that
their demands will be diverse and changing. Rut school administrators
have been insulated from public pressures by a traditional curriculum
and professicnal standards. Even at the state level, I do not see
much willingness of administrators to consult advisory bodies. Why
should local schools do mora?

Now if schools plan for goals determined by educators, they may
be more similar in different cities and more stable from year to year.
Long-range trends in social needs may be more relevant than the annual

needs of loeal employers.

A third and related question is not suggested directly by Striner's
paper, but it i-i relevant to the current drive for vocationa, education
planning by the federal government. The question is, How much respon-
sibility can local schools accept for the labor market? So far in
American history, formal schooling of any kind has provided only a
small fraction of the sl ill training required by private or public
employers. Skilis are largely learned on the job and through work expe-
rience Public funds train only a minority of youth who do not enter
college. So far ir American history, also, government employment ser-
vices have placed only a minor fraction of workers on jobs. We do not
even have very good current information on demand and supply conditions
in any local labor market. Furthermore, American history and many
recent studies emphasize that our labor force is remarkably mobile.
There is great movement, especially by youth, among employers, among
oceupa-vions, among industries and among neoaraphic areas. So far,
even national policy is not very clear and firm as to how much respon-
sibility the federal government accepts for assuring each worker a job
and for funding train'ng for every worker. Are metropolitan schr '

districts, let alone state education departments, in any posit' -t

to assume a real responsibility for preparing every student Lthe or
college or fcr a job? And even if the school was responsible overy
student, could it expect to be responsible for matching school supply
with local demanc6 in a quite fluid market?

The point of these comments is that schools may not have to plan
very accurately for local demand and supply conditions. In an under-
supplied market, their graduates usually will be in demand if the cur-
riculum is reasonably related to market data projections. The main
national problem has been to get funds reallocated from declining
fields like farming and coal mining and toward newer skills required
by growth industries.

A fourth question is, Should the goal of vocational education he
to prepare students for specific jobs? This question may sound rather
narrow and perhaps not exactly what Striner intended. However, he says,
"our primary emphasis must really be . . . on the development of locally-
oriented, annual data coming from the private and public sector." He
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urges involving employers in the "designing and providing of data,"
because he wants "a better production line for moving graduates into
jobs." He also urges the surveying of graduates during their first
five years of employment experience.

I raise this question because l understand that some educators
argue that it is wrong to train for initial jobs. Because of the
mobility of youth and the rapid changes in technology, training should
be aimed, they say, to make workers more adaptable. Some educators
even view specific training as merely skill experiences and a broaden-
ing part of general education.

Perhaps neither extreme is desirable, the specific job training
nor the skill-oriented general education. Students expect to move
into real jobs in local industry. Striner makes reference to the need
for data for skill cluster analysis. He seems to want these to relate
to specific job titles, but he mentions their value in relation to
horizontal and vertical job mobility. As a matter of fact, I do not
believe that most employers expect a school to completely train youth
for jobs in these firms. What they do expect is training in certain
specific skill clusters. The employer can adapt this training to
his own unique conditions and he may be able to promote more rapidly
the worker who has these fundamentals. The importance of Striner's
urging of surveys to involve employers in school planning, therefore,
is to enhance the understanding between teacher and employer on what
specific skills the student is gaining.

A fifth question is, What level of skill should the school aim
to provide? Apprenticeship programs and technical institutes aim for
rather long periods of training. On tne other hand, most federal man-
power programs provide very short periods of training in low-order
skills, often a mere job-readiness or employability training. I be-
lieve that an important criterion for the worth of any training is the
difference it makes to the youth in earning power. Can he get a job
easier and will he earn more than he would have without the training?
Unfortunately, some of our school programs to train youth for
very low-wage jobs with little prc vancement. Also, our
vocational educators often expose ti. vvaakness of their own curriculum
when they complain that employers do not show any indication of paying
higher starting wages for their graduates. Even if the school program
is designed only to serve the students and not the employert:, the re-
sults should show that the training was worth the student's investment
in time effort, and foregone earnings.

If you get past all of these questions in complete agreement with
Herbert Striner, then I think you will agree with his suggestions on
data needs for planning. Very logically, he says, plan your curriculum
and course content in terms of the jobs local employers are offering.
Test your entering students for reading and computational deficiencies.
Keep histol cal records on the sources and progress of students and
faculty. Test the graduates for skill performance. Survey employers
on student performance, and survey graduates on their employment ex-
periences. Compare your performance with other schools of similar
size and environments.
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If you don't agree with Striner, don't despair. I judge from the
topics of the speeches for the rest of the conference that other types
of planning and data will be presentd as alternatives.
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CHANGING TECHNOLOGY AND VOCATIONAL AND TECHNICAL EDUCATION:
SOME PERSPECTIVES

by

Daniel Creamer*

Introduction

A student of long dedication to the subject of technology and
vocational education would, I am sure, shy away from the assigned sub-
ject as being too complex for adequate presentation in the form of a
position paper for a study group. Only a Johnny-come-lately to both
fields would have the brashness to undertake the assignment. In this
respect, I am eminently qualified since my introduction to examining
the interface between changing technology and changing manpower needs
began only in 1967, and, even during this brief intend, my involvement
has been only on a part-time basis.

These few autobiographical detai!s should explain why you are most
unlikely to find any frsh insights. My much more limited objective
is to set out a few general considerations which may be helpful to a
group starting out on the mission of formulating five-year plans for
vocational education.

There are at least three general aspects of technology that can
be said to have impacts on technical and vocational education. (Here-
after vocational education will be used to embrace technical education
requiring some post-secondary education but not as much as a bachelor's
degree.) The most obvious and important impact is the effect of tech-
nological changes on the content, level, and number of Jobs. Through
technology new products and services are introduced. These play an
important role in causing some existing industries to decline and new
or other industries to expand. Other technological innovations result
in more economical methods of fabrication and prr,,...;ng wmch also
can affect the survival and/or growth of particular industries as well
as the content of jobs, hence training for employment. Both types of
innovations, of course, can have some influence on the geographic
location of jobs.

The second general aspect of the interrelations between changing
technology and planning for vocational education consists of the new
and developing techniques, relying usually on electronic devices, to
assist, improve, and extend the teaching function.

To some, the third general aspect may seem to strain the more
conventional usage of the word "technology." What I have in mind for
this category is the possibilities of some breakthroughs in estimating

*Dr. Creamer is Director of Special Projects Research, The Na-
tional Industrial Conference Board, New York, New York.
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and projecting manpower demand and supply that may result in more
detailed and precise projections than are currently available. The
relevance of this to the planning process is cbvious.

This paper consists in elaborating these first and third aspects
by which changing technology impinges in planning of vDcational educa-
tion. l am obliged to omit the second aspect since my ignorance in that
particular subject is virtually total.

Technological Innovation Vocationai Education

Since the past can satimes be read as a prologue to the future,
it might be helpful to consider how product and process innovations over
the past few decades have wrought changes in the job content of occupa-
tions, the number employed, and geographic location, etc. Of all of
these impacts, the one upon the job content of occupations is perhaps
the most important single impact in the context of this discussion.
While we are not completely ignorant of what has happened to job con-
tent in recent decades, our information nonetheless is grossly inade-
quate, particularly for planning purposes. These informational gaps
exist, despite the collection of a considerable volume of occupational
statistics, epecially as a component part of the decennial census of
population. It is essential that those charged with the planning re-
sponsibility understand the limitations and inadequacies of the Census
occupational statistics as well as ocoapational data from other sources.

For our present purposes there are two principal deficiencies to
the Census, of Occupations. One is the occupational classifications
and the other is the method of data collection. With respect to the
classification system, it is one that dates from the turn of the century
and was conceived to reflect socioeconomic classes in order to test the
validity of Marxian predictions of the impact of capitalism on the
working population. According to one student of occupational data,
James G. Scoville, "Although Marx envisioned the elimination of the jobs
of operatives and attendants, he emphasized that the prnr ss of c...-7.p!tc2,1
accumuiation led not only to the subs-it Tr, Apital fcl iaL-, ,

of unskilled labor for skilled. The substitution of women and children
for men is also a part of this general process."1

The information provided by a classification system directed to
checking on Marx's prediction is wholly irrelevant to vocational
educational planning and, more importantly, it does not go the heart
of the matter. What does matter, as Scoville persuasively argues, is
the job content (the nature of the work performed) and the level of
the job (more about this later). The Census occupational classifi-
cations by design do not capture these essential attributes of jots.

Another major limitation is the lack of precision in the informa-
tion reported. Before the last Census of 1970, census data were based

1.James G. Scoville, The Job Content of th 11-5.. Economy, 1940-1970,
(McGraw-Hill, Inc. 1969), P. 3.
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on infGrmation obtained by an interviewer from a member of each house-
hold, who frequently was not the person who was employed. Such respon-
dents often do not know the nature of the jobs performed by other em-
ployed members of the househcld. This undoubtedly has resulted in
considerable misinformation on occupations even at the level of one-
digit classification. The use of mail-back schedules for a majority
of households in the 1970 Census may result in greeter accuracy owing
to the possibility of the employed members of the household partici-
pating in the completion of the schedule. This innovation, however,
cannot possibly alter the inadequacies of the classification system
itself.

There is still another serious shortcoming to the census classi-
fication system. Educational planners, teachers, and young people
have a special and necessary interest in the content and number of
entrance jobs as well as the job ladder--the lines of promotion typi-
cally open as one performs well in the entrance job and acquires addi-
tional training and experience. This knowledge requires the identi-
fication of job families. The census classification scheme, however,
has virtually no inFormation for us on these critical considerations.

A second possible scurce of information about job content is the
Dictionary of Occupational Titles (D.O.T.) which has now been issued
in three editions, the ;atest revision appearing in 1965. The Dictio-
nary has been a projec:t of the U.S. Employment Service and has been
desb'gned to assist the Employment Service in its placement function;
i.e-, the matching of the qualifications of job applicants with the

job content of unfilled jobs of employers. Thus in the words of the
U.S. Employment Service the "Dictionary is aimed . . . directly at the
needs of the operating offices of the public employment service. It

was thought of as a central device in a general program of furnishing
information about occupationc with d 1-ail-d job descriptions
complemer-ir ' and adri,ny sup1emi Inforn.Lion both about an in-

as a and about its component occupations."-Z

Regardless of the aptness of the occupatiqn'a titles for the
placement function of the Employment Service, Dictionary can make
no contribution to the estimate of the job contl': of the U.S. economy
since there are no employment data associated ,iti the titles. The
refinements introduced in the third edition of 1965 attempted to
measure the degree to which each job defined by , i occupational title
emphasizes work with data, people,and things. These sorts of involve-
ment, however, say very little about what the lorker really does in

the job. It is the latter that is relevant to .fne economic and techno-
logical questions of training, wage structure, worker movement.3

Tle Occupational Outlook Handbook, prepar-,7:, and issued by the
nf Labor StAtisticc, may well be the oreE: source that is most

20ictionary of Occupational Titles, 1939- pp. x-xxviii.
(QAotel by Scoville, p. 7)

3Ibid., pp.8-10.
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familiar to you since this Handbook is especially designed for use in
guiding youth toward career goals and because it has _.:een available as
a working tool since 1949. The most recent edition is the ninth, dated
1970-71, and includes occupational projections to 1980 for 700 occupa-
tions.

Although I have never had occasion to use the Handbook for its in-
tended primary purpose, I am sure, nevertheless, that its descriptions
of each occupatioo the training requirements, the well-informed guesses
as to which occupations are expected to expand, stabilize, or contract,
along with references to addicional information are all helpful to
counselors and youth alike. However, generalizations concerning trends
in broad occupational 9roupings, based as they are on data from the
censuses of occupations, suffer the limitations of the original classi-
fication system, i.e., socioeconomic des:gnations in place of a more
relevant classificatory system of content and level of jobs.

Another lim!tation from your point of view needs to be mentioned.
The occupational trend projections are national in terms of geographic
coverage, and your mandate from Congress is to prepare state or regional
plans. It is true, of course, that the relevant labor market for cer-
tain occupations is indeed national. This has been true for top execu-
tives, scientists, engineers and professional athletes. More often,
however, the relevant market is regional or local. And it is not
necessarily inconsistent for trends in a given state or region to
differ from the national trend. Needless to say, this is
sible for industrial trends.

While the 'dentification of past trends for regional, state or
local areas, given equivalent data, is no more difficult than the iden-
tification of national trends, the projection of past trends into the
future at a sub-national level is much more difficult than the projec-
tion of national trends. This arises primar:ly from the fact that a
continental economy, such as that of the United States, approximates
a closed system. This means that factors originating abroad can be
largely ignored without a serious loss in accuracy. At the sub-national
level this comforting assumption is no longer realistic.

Summary of Some Occu ational Trends

Despite these serious limitations to existing statistical data
on occupations it is possible to extract some useful information on
past trends. Moreover, it is reasonable to claim that the changes re-
presented by past trends are largely, but not exclusively, traceable
directly or indirectly to changing technology.

However, here too a short detoAr to establish background seems to
be indicated. In this instanc- th- detour takes th- f^rm -f some =n--
lytical distinctions. To judge the impact of technological change on
jobs, it is usually helpful to distinguish between the changing relative
and absolute importance of particular occupations within an unchanging
occupational structure and the character of occupations eliminated by
new technology as well as the character of occupations that are newly
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created. Within a time interval of several decades continuing occu-
pations far outnumber the cccupations that are either eliminated or
creoted.

A changing occupational mix within a constant occupational struc-
ture is brought aboot by changing industrial mix. Typically each in-
dustry operate5 with a particular complement of occupations. There-
fore, changes over time in the relative importance of specific occupa-
tions will depend on which industries have expanded, stabilized, or
reduced emP1oy0ent. New occupations may result from the development
of a new Product eha industry, such as the electronic computer, or
frori the introdLiction of a new technology into a continuing industry.
An ekemple of this is the creation of the job of machine operators
when eigar-makihg illochines came into use. These machine operators
virtUallY rePlaced the hand cigar-maker, a skilled workman, thus illus-
trating how technological change can eliminate an occupation.

A consideration of occupational change from one decade to the next
is bound to be dominated, owing to the weight of their numbers, by the
changing mix of the continuing occupations. This fact needs to be borne
in Mind as We ekamine the occupational statistics for 1940, 1950, and
1960. (rho5e from the 1970 Census of Population are not yet available.)
Our first statisticol reading is based on the conventional, but inade-
quate, socioconomic classifications of occupations from the Censuses
of Population (Table 1)-

The groqpings ore listed in descending order of their socioeconomic
statu5. In term5 of absolute numbers employed, the only category to
show a continuou5ly declining trend is that of laborers and kindred
workers. This j5 a cgassification of unskilled jobs. The persistent
decrease is Drimorily, but not exclusively, due to the f.-111:no demand
for farm laOorer5 which, in turn, is attributable to the expanded use
of laor-saVing Oaohinery, artificial fertilizers, pesticides, and
weedkillers,

There vvas also a decline between 1940 and 1960, but not from 1940
to 1950, in the 04mber employed as managers, officials and proprietors.
In this gro00 th.= reduced employment opportunities have been restricted
to ProprietOrs bCth on and off farms. The trend to larger units of
operation has beoh economy-wide.

At the tvper end of the socioeconomic ladder, the professional,
technical worker5 just about doubled their numbers between 1940 and
1960 while clericl and kindred workers more than doubled theirs. Of
the remainder, crftsmen, foremen, etc., (the skilled workers) increased
their emploYillent,hy 69 percent while sales and kindred workers and
operatiVes Ond kindred workers (semi-skilled) each expanded by about
50 Pert,ent. The %mallest increase, but as much as 36 percent, occurred
among service workers.

There is, of course, more than one way to summarize these trends.
in the currP'ht edition of the Occupational Outlook Handbook the authors
note:
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Among the most significant changes in the Nation's
occupational structure has been the shift toward white-
collar jobs. In 1956, for the first time in the Nation's
history, white-collar workers--professional, managerial,
clerical and sa,es--outnumbered blue-collar workers--
craftsmen, operatives and laborers.

As American industries continue to grow larger, more
complex, and more mechanized, fundamental changes will
take place in the Nation's occupational structure.
Furthermo.-e occupations will become more complex and
more specialized.

Because of the continuation of these underlying technological
trends, the Handbook concludes:

Through the 1970's we can expect a continuation
of the ,-apid growth of white-collar occupations, a
slower than average growth of blue-collar occupations,
a faster than average growth among service workers, and
a further decline of farm workers. Total employment is
expected to increase about 25 percent between 1968 and
1980. In comparison, an increase of about 36 percent
is expected for white-collar jobs, and only about 13
percent for blue-collar occupations. By 1980, white-
collar jobs will account for more than one-half of all
employed workers compared with about 47 percent in 1968.
rhe rapid growth expected for white-collar workers and
service workers reflects continuous expansion of the
service-producing industries which employ a relatively
large proportion of these workers. The growing demand
for workers to perform research and development, to pro-
vide education and health services, and to process the
increasing amount of paperwork throughout all types of
enterprises, also will be significant in the growth of
white-collar jobs. The slower than average growth of
blue-collar and farm workers reflects the expanding use
of labor-saving equipment in our Nation's industries
and the relatively slow growth of the goods-producing
industries that employ large proportions of blue-collar
workers.4

These then are the broad occupational trends of recent decades and
their projection to the end of the current decade as they emerge from
the official statistics cast in the official occupational categories.
Clearly they tell some of the facts planners need to know but not
nearly enough.

The serious shortcomings of the official system of occupational

40ccupational Outlook Handbook, 1970, pp. 15, 16.
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classification have have prompted James G. Scoville to devise a more
realistic, and potentially therefore more informative, schema for
classifying jobs. In Scoville's words, "Job content is . . con-
ceived to have two main dimensions: the job family and the level of
job content." He elaborates by noting:

A job family is defined by the material, equipment,
or functions about which the jobs in it are centered. In

any discussion of job content, it is crucial to determine
the focus of the job. The content of the job depends on a
number of factors about which one can ask this type of
question: does the job involve handling materials, tools,
machines, money or dealing with people. Jobs with a
similar focus will be grouped into job families by this
major focus.

. . . job content concerns the levels of complexity
within the various job families. The level of content
depends not only on manual dexterity but on the mental
function, as well as responsibility and coordinating
duties . . . Such a twofold breakdown will indicate
for the whole economy the major technical foci of jobs
as well as the relative levels of content.5

Unfortunately, it is not now possible to fill in this model with
the details that planners for vocational education require. As
second best, however, one can do what Scoville has actually done:
rearrange the existing statistics on detailed occupations from the
Census of Population so as to conform with his classification of
job families and within families by job.content. This is pouring old
wine into new bottles. But in this instance, the wine becomes trans-
formed to a dearee and is somewhat more gratifying.

For the purpose at hand, and in light of the data, Scoville
distinguishes 18 job families and within each family, a maximum of
five content levels with level I the highest and V the lowest (see
Table 2).6

First a few comments on the relative trends between 1940 and 1960
in terms of job families with attention centered primarily on the
combined employment of men and women. One of the striking findings
concealed by the official classifications is the growing importance
of nonspecialized jobs using tools and machinery and equipment. The
specialized jobs in these same production processes have been in
relative decline. Both trends have been more consistent and marked
among men holding such jobs than among women.

The sales 5!_.,1c-tion is the only other job family where the dis-
tinction between specialized and nonspecialized is made. Here the

5Scoville, pp. 12-13.

6 Ibid., Chapter 2.
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TABLE 2:
BY JOB

PER CENT DISTRIBUTION OF EMPLOYMENT
FAMILY AND SEX, 1940, 1950, 1960

Male Female Male & Female
1940 1950 1960 1940 1950 1960 1940 1950 1960

Tools
Specialized 4.4 5.0 4.5 3.3 3.6 2.5 4.1 4.6 3.9
Nonspecialized 18.3 21.2 21.7 1.4 2.2 1.8 14.1 15.8 :5.2

Machinery & Equip.
Specialized 2.9 2.7 2.1 .2 .9 .5 2.2 2.2 1.6
Nonspecialized 9.3 10.8 11.4 15.3 15.1 12.8 10.8 12.0 11.9

Inspection 2.0 2.6 3.8 .7 .8 1.1 1.7 2.1 2.9

Vehicle Operation 6.3 6.6 7.3 .1 .3 .2 4.8 4.8 5.0

Farm 23.1 15.4 8.6 4.3 3.7 1.8 18.5 12.1 6.4

Clerical 6.1 6.7 7.6 21.6 27.5 31.8 9.9 12.E 15.4

Sales A+ 2.1 2.3 2.6 .5 .8 .9 1.7 1.8 2.1

Sales B° 5.4 5.5 6.0 6.9 8.3 8.0 5.7 6.3 6.6

Personal Services 4.1 3.7 3.6 27.8 18.5 19.6 10.0 7.9 8.8

Entertainment .6 .6 .6 .9 .9 .9 .6 .7 .7

Protection 1.4 1.5 1.7 .1 .1 1.0 1.1 1.2

Administration &
Organization 10.0 10.7 11.4 4.1 5.1 4.3 8.6 9.1 9.1

Research & Design 1.2 2.0 3.2 .1 .4 .3 .9 1.5 2.2

Education .9 3.0 1.6 7.2 5.5 6.3 2.5 2.3 3.1

Health 1.3 1.3 1.6 4.8 5.6 6.7 2.2 2.6 3.2

Welfare .5 .5 .7 .7 .6 .6 .5 .5 .6

A = considerable knowledge of product
o B = little knowledge of product
* Less than .1

Source: Scoville, op.cit., Table 41, pp. 104-107
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reverse has occurred--the relative gain of the specialized has been
significantly larger than the gain of the nonspecialized. The same
relative movements applied to men as well as to women.

Needless to say, this distinction and its associated trends are
highly relevant to the planning effort. This follows since the gen-
eral educational development along with the specific vocational prep-
aration differ as to content and duration depending whether a given
job is specialized or not.

Aside from the frequently observed sharp decline in farm jobs
and the nearly equally sharp rise in clerical jobs, Scoville's model
highlights the significant percentage gains in inspection jobs, in
entertainment, protection, administration and organization, research
and design, health, and education (though the latter is restricted
to men, suggesting that the principal expansion in relative terms has
been in post-secondary education). Personal service jobs, however,
sustained a relative decline of about one-third, with the loss among
the women much larger than among the men. This undoubtedly reflects
the shrinkage in the supply of domestic servants owing to the reduc-
tion in the immigration of unskilled persons, and the expanding edu-
cational and employment opportunities of racial minorities so that
fewer had to settle for household employment.

Trends in the level oF job content, Scoville's second dimension,
are also pertinent to the planner for there are significant -.;iffer-
ences in the educational and training requirements among the five
levels (Table 3). The higher the level, the longer is the duration
of both general educational development and specific vocational prep-
aration. Scoville summarizes thi5 dimension over the two postwar
decades by noting:

These figures show the continued strong growth of
the upper three job-content groups, with relative stabil-
ity in the number of workers on lower lcvels. The two
top groups have expanded from one-sixth in 1940 to almost
one quarter of the jobs in 1960.

Not only does the over-all distribution of the content
level differ between the two sexes, but the rates of change
have also diverged widely.

The national advance in the percentage of level I

workers comes entirely from shifts in male employment,
while levels II and III have experienced their sharpest
growth among women, largely in the 'clerical' areas. De-
clines in the percentage share of workers on the lower
levels have largely stemmed from changes in the male dis-
tribution.7

7Scoville, pp. 35-36.
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TABLE 3: PER CENT DISTRIBUTION OF EMPLOYMENT
BY JOB LEVEL AND SEX, 1940, 1950, 1960

Maie Female Male & Female

1940 4.8 10.0 6.1

1950 6.1 8.5 6.8

1960 8.4 9.2 8.7

II

1940 11.8 2.7 9.6

1950 14.5 4.1 11.5

1960 18.7 4.6 14.2

III

1940 27.8 30.7 28.5

1950 30.9 36.5 32.5

1960 31.8 39.0 34.2

IV

1940 27.0 15.6 24.2

1950 22.6 16.1 20.7

1960 17.5 15.9 17.0

v

1940 28.5 41.0 31.6

1950 25.9 34.8 28.5

1960 22.6 31.2 25.4

Source: See Table 2.
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The most important finding with respect to the regional distri-
bution of job-content levels is that thre has been a contInued ten-
dency toward homogeneity in the various regions of the country, in
terms of the overall balance of job content. A similar finding can
also be made with respect to job families.

with a methodology similar to that used by the authors of the
Occupational Outlook Handbook in their projections to 1980, Scoville
has projected the trends from 1940-1960 period to 1970. Not unex-
pectedly his projectior show a continual-Ton of the past trends in
job families and iob con e A but the pace of change is more moderate.

To anyone with only casal ak-quaintance with zhe mainpower
literature, these occupatIoner trer_s probably have a famliar ring.
If this is so, it reflects how Tilode_=... : are the difference created
,by new bottles. The core -= re dif-'iculty is the old wine. Congress
'has mandated the state dirct,7,rs of -ocational education to draw up
master plans. But the existerce of =his informational gap goes far
toward reducing the mandate tf, an e=:ty gesture. As I see it, the
state directors should make it, =lea to the appropriate Congressional
Committees that their will is being frustrated and therefore Congress
should mandate, and support -h ad-...acuate appropriations, the Bureau
of Labor Statistics or the BL -clau o Census, or both jointly, to ini-
tiate a comprehensive revislo-) of th.e official statistics of occupa-
tions so that the statistic; reflect actual transactions in the job
market and have analytical significance.

Thus far we have attempted to summarize the broad changes between
prewar and postwar bench marks in the character of all jobs in those
particular years. Thus we have been concerned with the net resultant
of all sorts of job changes but dominated, as we noted earlier, by
the changing proportions of the jobs that continue from one bench
mark to the next one. While it may be claimed that technological
changes have been responsible for forging most of the job changes,
a more direct impact of changing technology becomes more visible on
newly created and eliminated jobs. While our information on this
aspect of change is even more limited, some indications nevertheless
are available.

The first, by Professor James R. Bright, is directed to the re-
lationship of one partic.ilar type of technological change, namely,
automation, and skill requirements. In his study automation is used
in its basic meaning given to it by its originator, D. S. Harder, who
restricted the term to highly automatic and integrated machinery
systems.8

8James R. Bright, "The Relation of Increasing Automation to
Skill Requirements" in The Employment Impact of Technological Change
(National Commission on Te,:'Inology, Automation, and Economic Progress),
1966, H, 207-221.
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It is Bright's purpose in this study to "examine precisely what
machinery evolution toward automation does to job content." Once this
is established the kind of retraining and education that is required
can be considered more intelligently. Professor Bright sums up his
conclusions in the following way:

During the several years that I -nent in field re-
search on managerial problems in so-c-Alled automated
plants and in exploring automation with industrialists,
government personnel, social scientiE-s, and other re-
searchers, I was startled to find th the upgrading ef-
fect had not occurred to anywhere near the extent that is
often assumed. On the contrary, there was more ..vidence
that automation had reduced the skill requirements of the
operating work force, and occasionally of the entire fac-
tory force, including the maintenance organization.

I
found that frequent instances in which management's

stated belief that automation had required a higher caliber
of work force skill was refuted when the facts were ex-
plored. The training time for some key jobs was reduced
after automation to a fraction of the former figure. Here,
then, was a series of results which directly opposed com-
mon automation claims. They certainly challenged the truth,
or at least the universal applicability of the assumption
that the automated factory requires a more highly skilled
work force than the conventional one. This is not to deny
that there were examples of skill increases required by
automation; but it did seem that their frequency and impor-
tance were exaggerated.

A significant conclusion . . . is that automation does
not inevitably mean lack of opportunity for the unskilled
worker. On the contrary, automated machinery tends to re-
quire less operator skill after certain levels of mechani-
zation are achieved. It seems that the average worker will
master different jobs more quickly and easily when using
highly automatic machinery. Many so-called key jobs, cur-
rently requiring long experience and training, will be re-
duced to easily learned, machine-tending jobs.9

These observations lead Bright to formulate his "law of automation
evolution":

Once an economic-technical activity (which may re-
quire very high skill) has been analyzed, it is suscep-
tible to mechanization. If the economic-social impor-
tance is high, both mental and physical activities in the
task will be reduced or improved in performance by mecha-
nizing elements of the work. Gradually all elements are

9Ibid., ii, 208.
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mechanized and physically integrated, and then the system
is "automatic." Duri-ig the evolution the high skill
needed to (a) manualTy execute the task, and (b) build,
install, and debug the automatic system of doing the job,
gradually declines. The skill and the amount of labor
required to carry on the activity reduces to the level
that is readily available 'n the work force and of no
significantly higher cost -chan for the less mechanized

In his concluding remarks he notes that:

The increase in skill required in our society may be
very real and very significant, but because of this tech-
nical-economic law it stems only in minor part from the
use of automatic machines.1

Bright then goes on to list six other major technological develop-
ments that created great dislocations and imbalances in work force
skills. These trends of man's increasing technical capability are
identified as "(1) transportation; (2) mastery of energy; (3) con-
trol of the physical environment and life forms; (4) ability to alter
and synthesize materials; (5) extension of man's sensory capabili-
ties; (6) mechanization of physical activities (automation); (7)

mechanization of intellectual activities (automation); (8) control
of human life."12

The same volume of the report by the National Commission on
Technology, Automation, and Employment is also the source findings of
the second study to be summarized.

The co-authors, Morris A. Horowitz and Irwin L. Herrstadt, state:

Primary interest is the effect of automation or
technological change upon the skill requirement of occu-
pations. With reference to any single industry, we are
interested in knowing which occupations, if any, have
been eliminated, and which, if any, have been newly
created. For both eliminated and new occupations, we are
interested in work content, and in the education, training,
and other personal requirements needed for successful per-
formance. For other occupations, we are concerned with
chances in content and worker sk:11 requirements resulting

10Ibid., II, 220.

11Ibid., II, 221.

12Ibid., II, 228.
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from technological change.13

As to the methodology at the base of this an- ysis, it is
sufflcient for our purpose to mention that the ar lysis and evaluation
rests primarily upon the comparison (of job descr ,zions Ln a particular
industry in the Dictionary of Occupational Tit/e 1949 and 1964. A
careful analysis of changes in job- was carried 6L1 in five industries--
three in manufacturing, one in heaTth service, anc one in finance. Of
the five industries the findings fc,r occupaticns i the machine shop
industry are probably of most interest to this grc LI) and, in any case,
may be considered as typical of their conclusions for all five
industries.

Here again the authors' own summary is used:

Thera is evidence to support both an ove:-all increase
or decrease in skill requirements in machine .3hop occupa-
tions. Educational and training requirements o"" continuing
titles have risen, despite some polarization. ,4owever, the
large number of new titles need less educatio on the
average than the continuing ones and include celatively
fewer titles that need either a great deal or ary little
training. These conflicting educational and raining
developments suggest no net change in skill levels. Changes
in occupational content, while numerous and complicated,
indicate much the same. On the other hand, the worker
functions of new titles contain proportionately more low
and medium skilled titles than the continuing titles and
indicate a decline in skill levels.

Changes in aptitudinal and temperamental requirements,
however, contradict evidence orf either no change or a drop
in skills. The aptitudinal changes are complex but, on
balance, point to some skill increases. The temperamental
changes point in the same direction; more continuing titles
involve evaluation and more new titles, both evaluation and
prec;sion, instead of one or the other alone.14

What is the import of these two careful studies for planners of
vocational education? Perhaps the most obvious inference is that one
should be suspicious of easy generalizations concerning the impact of
technological change on the skill, educational and training require-
ments of jobs. Effects of technological change typically ramify into
many facets of the total job effort and typicallv these tend to be
more or less offsetting rather than reinforcing in terms of derm,rA7ng

13Morris A. Horowitz and Irwin L. Harrstadt, "Changes in the Skill
Requirements of Occupations in Selected Industries" in The Employment
Impact of Technological Change (National Commission on Technology,
Automation, and Economic Progress), 1966, II, 227.

14Ibid., II, 266.
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ever higher skills and effort from the worker. To assume the latter,
creates the danger of insisting on excessive educational and skill
specification, a potential source of disillusionment and resentment
on the part of the worker.

Another inference, in my judgment, is that more such studies
covering a broader range of industries and occupations are needed
and that there should be a continuina program of such studies since
technological change itself is continuous. This research program
probably should be centered in, or at least coordinated, by the Federal
government since its findings should have wide geographic validity.
This should minimize wasteful duplication.

Technology in the '70's

With the use of a broad brush the discussion has al:tempted to
highlight what is known of the effect of past and current technological
change on the character of jobs. The irrelevancy of much of the offi-
cial occupational statistics and the restricted coverage of firmly
based empirical studies have been stressed. In other words, the path
to the recent past is rather dimly lit. If this is so, is it reasonable
to expect a well-lighted road to the future--even to the near-term
future, which is the period you are asked to plan for?

Forecasts that have any claim to be taken seriously are extremely
difficult to prepare. While there may be cases in which simple ex-
trapolation of past trends is serviceable, this is likely to be so
only where the conditioning factors are relatively stable. But sta-
bility is hardly the word that has characterized technology in the
postwar decades. Thus, where the nub of the problem is the effect of
changing technology on the content and level of jobs as well as their
number, mechanical projections cannot be considered seriously. To
give emphasis to this point, we shall refer to the planning effort
as the art of looking ahead.

The art consists basically in anticipating not only the pace of
technological innovation but also its character. lt is the latter that
is related to the content and level of jobs, which in turn affects voca-
tional education and training. The pace of innovation would give some
clues as to how soon new jobs would be created and how soon and which
of the old jobs would become ob-...olete. Can anything helpful be said
on either point?

With respect to the pace of innovations, it is necessary to con-
sider what some of the determinants are. The discussion that follows
concentrates on the one determinant, which in my view, is the most
important of all.

It has been established that in the twentieth century techno-
logical innovations have their origin in the expansion of scientific
knowledge. Thus, the pace of innovations in the middle and long term,
if not in the short term, is determined by the pace of developments
in pure science, a term that embraces basic research. (In the short-
term this relation is much looser owing to the laa in exploiting the

1 14 1
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applied potentialities of recent scientific findings).

The critical question then is what is likely to happen to the pace
of scientific discovery in the decade of the '70's? I have argued else-
where that its pace, compared with the first two decades, is likely to
be significantly reduced. The argument rests on the following obser-
vations and assumptions:

1. The major source of new scientific knowledge has been
universities, similar nonprofit associations, and the
Federal government.

2. The universities and cognate organizations have based
their scientific effort in large part on financial
support from the Federal government.

3. Beoinning in the latter part of the 60's and continuing
to the present, there has been a gradual reduction in the
real value of Federal appropriations in support of science
at the universities: this serves to reduce the volume of
scientific explorations and the training of new scientists.

4 The reduction in financial support originates in the ne-
cessity to restrict governmental expenditures in an in-
flationary economic climate and in the indiscriminate
hostility of university students and their immature faculty
members to scientific inquiry owing to some seriously mis-
guided past applications of technology based or scientific
inquiry.

In my judgment, the constraints on Federal expenditures owing to
inflationary pressures wIll persist in varying degrees into the fore-
seeable futuse. Perhaps more importantly, there will be a growing
demand upon public authorities to scrutinize carefully many innova-
tions for secondary effects on the quality of environment and health.
This necessary regulatory function is bound to increase the costs of
innovation and by this means exercise a retarding effect. These delays,
moreover, will be aggravated by the time that must elapse, even in the
most efficient of bureaucracies, to test and obtain clearance for an
ever-expanding array of technological innovations.

Also important in this context is the concurrent demand upon gov-
ernment to counteract the harmful effects of past innovations. This
must lead to a shift of resources to applied research, and this prob-
ably will occur by depriving basic research of some of its needed
support.

If my argument is valid, the momentum of technological change of
the first two postwar decades will not be maintained in the decade of
the '70's. To the extent there is a slowing in the rate of innovations,
your planning assignment becomes a bit less difficult, at least after
the first five-year plan. This possibility, however, in no way elim-
inates the knotty problem of how to anticipate what technological
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innovations will be introduced over the planning period and how these
affect the content, level and location of jobs.

It follows from this line of reasoning tt the bulk of the tech-
nological innovations in the very first five-year plan essentially are
not dependent on extending the scientific frontier. Rather they are
more likely to be based on the c.orpus of scientific knowledge now in
being. There is a high probability, therefore, that most of the ex-
pected innovations are already under development. In this event, the
planner, in principle, has the possibility (1) of eliciting from enter-
prise and other decision makers, the potential innovations which are
under development and have a high probability of being put to com-
mercial use in the next five years; (2) of translating these new
innovations into the number and content and level of jobs; (3) of deter-
mining the impact on competing product and processes, also in terms of
the number and content and level of jobs; and (4) of evaluating the
affect on the geographic distribution of employment opportunities.

How serious is the qualification that the planner can perform these
fact-finding tasks "in principle"? The answer, unfortunately, is that
these tasks are extremely difficult to carry out in the present state
of the art and in the present climate of distrust. Information on forth-
coming innovations is rightly regarded as privileged by enterprise,
since many of these innovations may well determine its near-term future
competitive strength. A premature release of such information might
undercut the contribution of these innovations to the competitive posi-
tion of particular enterprises.

Certainly there is no easy way to get over this high hurdle. Yet

a serious effort needs to be launched. Perhaps a way can be devised to
extract the occupational implications of forthcoming innovations with-
out identifying the innovation itself. The data-collecting agency
probably needs to be a private nonprofit organization that enjoys
wide industry support and has demonstrated its capacity to maintain
the confidentiality of privileged information.

If this approach is attempted, inquiries should be directed to the
headquarters of enterprise. Frequently the operating divisions have
little advance knowledge of potential innovations. The latter fact
suggests that this assignment be centralized in one agency with the
findings disseminated to educational planners at the regional, state,
and local levels.

How much hard information on these matters enterprise can supply
will depend largely on how elaborate is its effort at company planning
in general and manpower planning in particular. Information even on
such a relatively simple question of whether a comp;3ny has or does not
have a formal company plan is not easy to come by. However, there are
some fragmentary data. One such fragment is a survey of industry's
demand for engineers and technicians that is nearing completion. This
is a joint effort of the Engineering Manpower Commission and the
National Industrial Conference Board. Employers were queried on how
many engineers and -eohnicians they planned to hire in 1970 and what
the projected demands are for 1975. With respect to the latter, we
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asked whether the 1975 projection . ; arrived at by formal manpower
plan and, if it was, whether the manpower plan is an integral part
of an overall company planning effort. Preliminary tabulations show
the following:

1. Two hundred thirty-nine manufacturing enterprises
responded.

2. Of this number, 173 companies employed technicians in
January 1970.

3. Of the latter, 157 companies provided a 1975 projection.

4 Fifty-six of the 157 companies that provided a 1975 pro-
jection, stated the 1975 projection was taken from the
company's manpower plan, and 51, (i.e., about 90%) replied
that the manpower plan is part of an overall company plan.

Thus only 36 percent of those supplying a 1975 projection engage
ir manpower planning at the company level. If we assume that those who
employ technicians but failed to report a 1975 projection do not engage
in manpower planning, the percentage with a planning effort is reduced
to 32. While this sample of responses is admittedly sma!l and prob-
ably biased, these survey results, as well as other information avail-
able to us, suggest that manpower planning at the company level, other
than for management personnel is not widely prevalent. However, there
is some evidence that this practice is being adopted by a growing num-
ber of companies. Until manpower planning becomes widely accepted as
a helpful managment tool, employers are seriously constrained in pro-
viding guidance to educational planners on anticipated technological
changes in the near-term future.

The present state of the art in translating a particular inno-
vation already decided upon into manpower requirements is also dis-
couraging. Here too, the evidence rests only on some case studies.
These were analyzed by Doeringer, Piore and Scoville in a report
prepared for the Manpower Administration. The gist of their findings
is that all too often, little is thought out in advance of the specific
impact on job content and qualifications of those who will be operating
new equipment. Typically this is "played by ear," so to speak, after
the installation has been completed.

Even if additional evidence should support these findings, they
should not be used as a reason for ignoring employers in your cwn plan-
ning effort. Clearly employers can provide helpful inputs, and their
exposure to the informational requirements for planning may serve to
advance the date when enterprise will realize that it is to its own
advantage, as well as to the community at large, to develop more of
the required information at the enterprise level.

For whatever it may be worth--and for reasons already mentioned
it may not be worth much--some other preliminary results from the 1970
industry survey may be of interest. One question asked the employer
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to indicate in which technician curriculum specialities demand would
be substantially larger, about the same, or substantially less in 1975
compared with 1970. One hundred ar! thirty-four (134) manufacturing
companies responded to this question although 173 reported employino
technicians in January 1970 (Table 4). It needs to be emphasized that
Table 4 records merely the number of respondents giving specified an-
swer. The count of companies is unweighted; that is, an employer of
a large number of technicians has no more weight in the total than an
employer of a small number of technicians. It is clear from this par-
ticular sample that virtually none of the companies expec:z to employ
substantially fewer technicians in any curriculum in 1975 compared with

1970. The typical answer for all curriculum groups is that employment
will be about the same in both years. Nevertheless, better than 40
percent of the respondents indicated that they will engage, in substan-
tially larger numbers, those with technician training in drafting de-
sign and related curriculums, in electrical, electronics and related
curriculums, and in computer, mathematical and related curriculums.

Finally, there is the question that relates to the current year.
Each employer is asked to state those technician specialities in which
there is currently (first quarter-1970) an imbalance of supply and
demand and, further, to indicate whether training needs to be expanded
or curtailed to reach a balance. The following list was culled from
the responses of 35 manufacturing employers (Table 5).

Unless otherwise indicated each indication of imbalance reflects
the experience in early 1970 of a single manufacturing company. Al-
though the slowdown in general business was already evident in the
.irst quarter of 1970, there were only two indications of a surplus
of technicians, in data processing and industrial technicians. Short-
ages were experienced, on the other hand, in wide diversity of tech-
nician programs.

Aside from any possible value that may attach to these survey
findings, they are presented also to illustrate some of the possibil-
ities for surveys at the regional and local levels in order to capture
some information required for your planning effort. It is, of course,
another way of drawing employers into the planning process.

Longer-Term Future as Background

Although you have a mandate to prepare a five-year plan, you are
also instructed to do this annually by omitting the first year of the
first five-year plan and adding the sixth year and so on. At the end
of five years, for example, you will have dealt with a time horizon
extending ten years from your starting year. Viewed in this manner,
the time horizon becomes such that you no longer can assume that most
technological innovations will be based on the then existing fund of
scientific knowledge. It is now necessary to give some thought, at
least as necessary background, to what the scientists are thinking and
working on. What do they regard as the likely additions to scientific
knowledge in the next decade. This, if it can be established, might
provide some clues as to the character of new technology. This area
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Table 5

Curriculum
Imbalance RequirIng

Expansion Curtailment

Computer Science
Data Processing

II

Drafting (2) X

Drafting Design X

Drafting & Design X

Mechanical Drafting X

Structural Drafting X

Mechanical Designers X

Mechanical Design Technology X

Design & Related Activities (2) X

Design Engineers for corrugated
industries X

III

Mechanical X

Mechanical Technology (2) X

Mechanical Technicians (3) X

Mechanical Engineering X

IV

Chemical (2) X

Chemical Engineering X

Chemical Laboratory Technicians X

V
Electrical (2) X

Electronic Repair & Maintenance X

Electronic Technician (2) X

Electronic Test Technician X

Electrical (Power) Engineering X

E.T. & M.T. at A.S. & B,S. level X

VI

Industrial
Manufacturing Methods X

VII
Quality Control Technicians X

VIII
Ceramic Technicians X

IX
Metallurgical X

X

Solid-State Theory X
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of inquiry has become one of the major concerns of those organizations
that believe that mankind can plan the future it wants to have. The
generic term for these organizations i; Institute for the Future.

The Futurists have been experimenting with and exploring an approach
they refer to as the Delphi technique. Essentially, the technique con-
sists in asking a panel of experts--in this case, scientists--to par-
ticipate in several systematic rounds of questions and answers until
a broad consensus of views is reached. Should this technique be shown
to establish accurate findings, educational planners, I should think,
would want to be thoroughly familiar with the findings of what the
scientists are thinking about in the various fields of science.
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DATA FOR VOCATIONAL EDUCATION PLANNING

by

Sar A. Levitan*

Vocational cducators at the state and local levels need labor
market information in order to adapt vocational curricula to existing
and future conditions. Aost of these data are already available and
vocational educators must learn to utilize this information effec-
tively. To do this, they have t..) know the types of data which are
collected, where these can be found, and how they can be used.

Types of Availal.le Data

The complaints which vocational educal.Q.)rs voice about manpower
data shortages relate more to quality zt-- the information rather
than to the quantivi. The voc,:.-t_ional educator's problem is not the
availability of data, but choc..a'-ig among tHe vast array of statstital
information those materials especially direated to his needs. Too
often, labor-market analysts '1-3 comp ctid our lives by their
massive and uncritical collect _n of data: and they have given litt -a

thought for the neeos of vocati c-L-)a 1 educa-aors or the uses to which
this information can be applied Labor man:et analysts have ignore:
Henry Clay's admonition that ' s-ttistics are no substitute for judgment."

Any classif"cation of ava"table labor market data is arbitrary.
But for the present occasion three characteristics are most relevant:
(1) the geographic area to which they pertain; (2) the time period
they cover; and (3) the economic variable with which they deal.

Economic data are generated for national, regional, state, and
local areas. For decisions dealing with any one of these areas,
information about component subdivisions or inclusive systems is of
less importance than information about the area itself. For instance,
state planners must be more concerned with state data than with disag-
gregated local information or aggregated national data. There can be
very large errors involved in apo!ying a higher or lower order of
data to decisions at any other level. This is especially true when
national data are used as the basis for state or local decisions, as
often happens because of the greater availability and reliability of
national statistics. Though area analysts have long known that state
and local economic conditions vary drastically from national patterns,
they have not spelled out their warnings clearly enough. As an example,
regional economists agree that estimates of future employment based on
the current industry mix of an area and projected according to national
growth rates of each industry are likely to be poor predictors.1 Advance
predictions based on national trends about changes in employment of
individual states during the past decade would have missed the mark in

*Mr. Levitan is Director of the Center for Manpower Policy Studies,
The George Washington University, Washington, D.C.
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a number of states. As another example, studies of employment changes
in urban areas have found that regional growth patterns have a more
significant impact than those for the Nation, but that the shift of
industries to the suburbs makes projections based on data for states,
regions, or even the metropolitan area as a whole of little use in
predicting central city trends.

Obviously, then, vocational educators at the state or local levels
should focus on labor force measures or projections applicable t(.. areas
of their immediate concern. Although such data may be more suspect
methodologically, they may be better than overall national projections
in predicting future conditions faced by vocational stude--ts in a
given area. Where state or loca4 data are not available, national
measures and projections will improve clFtcisions over pure guesswork,
but their validity remains highly suspect. It is true nonetheless
that as a general rule, projections become less dependable the smaller
the area to which they apply and the further ahead they t-y to look
into the future.

Longer range projections are dependable only as a general back-
ground for decision-making. Fortunately, for planning purposes it is
usually enough to know the probable directions of long-run change
especially where these will have a large magnitude. The "lead-time"
in planning has sometimes been exaggerated w",:n the a,.sertion that at
least sixteen years are needed to train i professional worker. In

actuality, the "input" provided by the ,chool system to produce the
professional varies little during the first fourteen or fifteen years.
Reading and spelling apply equally to the fledgling physicist and
economist; both can be served doses of Hamlet with equal benefits.
The major task of vocational planners is to prepare students for
immediately available jobs; as long as these are not in declining
occupations, it matters little to the person who has a job whether
the future growth in employment will be faster or slower than national
rates. Of course, students should not be prepared for occupations
with bleak prospects, but the needs of the economy and the ind:vidual
in the near future should be of most concern, since the horizon which
we can foresee and prepare for with any accuracy is not too distant.

The most detailed data needed by the vocational educator are
one- to five-year projections. While these are preferably derived
from careful analysis of a variety of economic factors, they can also
be estimated from a simple extrapolation of recent trends mixed with
a good dose of insights into local conditions. The past is prelude,
and it is a fair bet that recent developments will continue over the
next three to five years.

A number of different variables may also be of interest in
vocational planning. While current demographic and employment figures
are the basis for occupational planning and projection, education and
manpower training data yield estimates of the future supply of workers
in various occupations. Unemployment, job vacancy, and "hard-to-fill"
listings of the state employment services provide important short-run
estimates of excess supply or probable shortages.
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These various t7pes of ,ata are all useful, but not in:ispensable.
Where :here are fairly consta,Int relationships, it is sometimes possible
to move from one variable to another. For instance industry employ-
ment figures can be transfor-qed into occupartional estimates because
there are fairly regular indistry-occupation patterns. Th s trans-
formation is important becau-se while data are more easily reasured
and projected for industry employment, occupational prospec:ts are a

more important variable to vocational educators. At one tine, the
Lebo- Department also initiated statistics on occupational groupilas
which would be extremely usel'ul ;n admiristering "skill cluster" voca-
tiona' training. Unfortunately these promisinc efforts were a victim
of "economy," and vocational educators must rely on the job conte-lt

descr'ptions o the Dictionary of Occupational Titles to find data on
skill 3roups.

There is no single set of data Ahich can prdvide all 71e answers
to th, questions vocational educators may have. Eve-) if -he data are

synthsized, uncertainties st remain. For instance, w. -;ave no real

way c- knowing how supply 11 match up with demand. Bot are flexible--
witk ,yorkers trans -e-riNg -rieir skills to shortage areas J-re wages
are r-gh, and with employer..-s bending their standards wher, 'aced with

lonc-lerm vacancies. During slack times, highl,/ educated ;nd skilled
pers.pris may compete for lower-order jobs, while employers :an demand
more qualified workers than they did in the past.

Data Sources

A large part of the data gathered by the Bureau of Labor Statistics,
the Manpower Administration, and the Bureau of the Census is of some

use in vocational-education planning. However, the most important and
readily available data are found in the following sources:

(1) Probably the most widely used source is the Occupational
Outlook Handbook, which provides detailed information on more than 700
occupations covering most sales and professional jobs and two-thirds
of those in clerical and service employment. For each of these occupa-
tions, the nature of the work, the places of employment, and the earnings
and working conditions are presented, along with information of special
interest to vocational educators on the requisite training and the employ-
ment outlook. There are no numerical projections of supply and demand,
but occupations are classified descriptively according to anticipated
employment trends through 1980. The prospects are ranked by one of five
categories: growth or decline; slow growth; average growth; above
average growth; and rapid growth.

Because of the breadth of the categories, these projections have
proved to be fairly accurate. For instance, the projections from the
1949 Handbook for 108 occupations were checked using 1960 Census figures.
In 99 cases, the actual trend in change of employment was correctly pre-
dicted, though in 42 of the 99 cases the forecasts were somewhat off the
mark. A forecast may have anticipated average growth in a siven occupa-
tion (15 to 25 percent), but the actual growth may have been rapid (above
40 percent) or slow (0 to 15 percent). In nine of the 108 occupational
forecasts, the projections indicated a rise in employment where there
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was actually a decline, or the reverse.2 Critics have questioned,
however, whether the record of the first OccupEtional Outloc'. Hrdbook
is as satisfactory as it appears on the surfact ; they claim :hat its
broad prciections--Tiike the generalizations of a fortune tel'er--reduce
the proba.L lity of error to almost nil.

Whataver the validity of its projections, the informati::.- in the
Handbook has limitations which should be recognized along ts use-
fulness. Though the Handbook gives sone gerierl indications ,f the
probable balance of workers in each occupatioT, (i.e., whethei- shortages
or excass supplies will exist), these are usuelly crude estir=zes. In

cases of professional training, such as medic,--le, where emrol -T.ents in

institut ons of higher learning can be projec,ad with some decree of
accuracy. predictions are probabl} accurate. But in most casas, the
supply of workers in arry occupation is even more difficult to estimate
than the demand. One might well wonder what h:ppened to the severe
shortage of engineers which seemed so critical when Sputnik t-aveled
alone.

A much greater limitation is that the Handbook's inforion applies
to national conditions. At the state and loca level, the :zed
growth of different occupations will be in all probability ma--'edly
different from the national rates. For instance, the supply 7,f quali-
fied teachers is apparently approaching equilibrium with demahe for the
nation as a whole, while rural areas and central cities may still have
unfilled ne-As. Employment of teachers in these areas is likely to
expand at a faster rate than elsewhere. Similarly, textile employment
may continue to grow at a rapid rate in some southern communities though
overall it may be stagnant; restrictions of important quotas may raise
the domestic demand for textile workers.

Only a minority of the persons who are trained by vocational
educators will be in a position to travel from one erd of the country
to another in search of employment opportunities. Despite increasing
labor mobility, the feasible job markets for most trainees of vocational
education are not extensive; the jobs for which they need and expect
training are those in the immediate labor market. Because of these
facts, the Occupational Outlook Handbook is not a precise how-to-do-it
guide; but rather should be viewed as an aid to state and local policy-
makers in providing a general framework for their decisions.

(2) In some cases, state employment services make their own
occupational investigations and projections, packaging them in much the
same form as the Handbook. These state efforts vary widely in scope
and coverage. The most comprehensive is California's Occupational Guide,
which follows the Federal model closely and cove.rs nearly 400 occupations
Most state employment agencies are concerned with a much smaller number
of occupations, often concentrating on prospects in the health and tech-
nical and professional fields.

The Handbook approach, adju=red -to state and local conditions, is
useful in providing information to vocational counselors and other
vocational personnel; when properly prepared it is not technical, making
interpretation easy. Putting together a work of this sort is not an
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o erwhelming task, and more states could prepare such handbooks w"thout
mch work. Wages and salaries are reported for all states and many arez:s

cn an industry basis, while the earnings of professionals can usually
obtained through statewide organizations or licensing agencies. Sur-

3y can s-pplement this information. Too little attention is given to
:niE type of labor mirket data, and certainly there are wide differentials

ween st.ates and localities in their relative pay scales. Employment
Icyels and trends can be estimated from the annual County Business
Patterns surveys of the Department of Commerce, and these data can be

_supplemented from other sources. These state and local Handbooks could
-Lecpme a discursive summary of significant labor market information. In

prly a few states, however, are they presently prepared with the nec-
-assary sco.De or reliability.

(3) Area Skill Surveys are a source of up to five-year occupational
zemand projections. Hundreds of such projections have been prepared,
'lough their popularity is waning. These local projections usually per-
-Lain to counties or metropolitan areas and focus on occupations requiring

a year or more of preparation in subprofessional, technical, skilled, and
-,emi-skilled trades. These surveys involve samplings of interviews with
personnel managers to determine future demand in various occupations,
and usually also information on the adequacy of private and public

aining facilities for selected occupations. Because of their high
cost and apparently scant utilization, the area skill projections are
being abandoned in favor of projections based on national data; but for
the next several years the predictions of past reports and of those
currently in progress will provide some useful information.

These surveys vary markedly in quality and reliability. The survey
technique itself has shortcomings because employers have only a worm's-
eye view and often overestimate expansion, confusing optimism with demand
for their products. Also, questionnaires are often delegated to lower
level management personnel unfamiliar with company plans and policies.
Nonetheless, competently prepared local surveys provide insights into
local conditions which are missing from other sources of projections,
while supplying relatively accurate projections of needs in selected
occupations for the next two or three years.

(4) In order to improve the quality of state and local projections,
the Bureau of Lab- Statistics published a guide to help prepare these
estimates through a new technique.3 In simplest form, this method applies
a national industry-occupational matrix to local estimates and projections
of employment by industry. The matrix is calculated to account for the
changing occupational composition of employment in each industry, which
it is assumed will be the same locally as naticlnally. The accuracy of
these occupational employment projections in turn depends on the
accuracy of industry employment projections. Such estimates are pre-
pared by state employment services from a variety of data; and though
they are more reliable than occupational projections derived through
sampling, they are also prone to errors which will be reflected in
occupational estimates. Whether this method will provide more accurate
state and area data is not yet known, but because of its low cost com-
pared with area skill surveys, it is being widely adopted.
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(5) Useful labor market information is also generated under the
menpower programs. The Manpower Development and Training Act provides
that labor shortages must be demonstrated before training courses can
be offered for any occupation. Thousands of surveys have been com-
pleted to measure such shortages, and these cover a wide range ot
occupations and labor markets. Such studies are of course not compre-
hensive, and often seek to prove no more than that enouoh unfilled jobs
exist to absorb planned enrollments. In many cases, however, they
detail and project shortages on a wider scale. Vocational educators
who are making small adjustments to their course offerings can borrow
from these studies and from MDTA experience. Vocational educators are
normally familiar with the surveys because they play a major role in

MDTA institutional training.

(6) A new type of data which may be of some use to vocational
educators is job vacancy statistics. The information now available on
a monthly basis from a sample of employers covers only the manufac-
turing sector, which accounts for around a quarter of total employment.
State breakdowns are provided along with local data for 25 selected
metropolitan areas, and the vacancies in several crude occupational
categories are estimated. In the future, however, coverecie will be
expanded and refined.

Job vacancy statistics are useful in identifynç present imbalances
between manpower demand and supply and particularly in isolating occupa-

tions where shortages occur. While job vacancies cannot be projected,
they can add a new perspective to estimates of employment growth. Since
these data are new, however, the exact uses must be carefully worked out

as their relationship with employment, unemployment, labor turnover and
other economic data become better known. Where possible, they should
be used along with state employment service data on hard-to-fill
positions, which provide another indication of structural imbalances

and shortage areas.

(7) The Vocational Education Act of 1968 directed the Department
of Labor and the state employment services to make "available to the
state board and local education agencies occupational information
regarding reasonable prospects of employment in the community and else-

where, and towards . . . determining the occupations for which persons
are to be trained." A single report is planned which will eventually
combine job vacancy statisti,3 with employment service figures on
hard-to-fill openings, one- and five-year estimates of the labor supply

by occupation. The report will also contain an analytical discussion
of employment trends and the assumptions underlying projections. If

this is realized, it will summarize most of the information needed by
states and the larger metropolitan areas.

Up to now, however, only a few states have exerted more than

nominal efforts to provide such information, and the Department of

Labor has not pressured them into more activity. Armed with the
Congressional mandate, vocational educators should press for the pre-
paration and widespread distr7bution of this document by the employ-
ment agencies, and should makc- sure that it serves their needs in a
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comprehensive way. They should demand information such as estimates
of replacement needs within occupations, more information on career
occupational changes and the training which is required, better data
on occupational wages at the state and local level, ind more careful
investigations of the training which is needed for :Afferent occupa-
tions. In other words, vocational educators should insist that these
reports become more than nominal efforts, and that they provide the
basic source of the needed information, as was the legislative intent.

The Uses of Data

Vocational educators have many uses for labor data; the purposes
for which data are used should dictate the source from which they are

drawn. Despite the proliferation of data sources and the increasing
sophistication of data collection and analysis, the Occupational Outlook
Handbook and whatever state equivalents may exist remain the most use-
ful sources in providing guidance and counsel to vocational education

students. Other types of data are useful for special purposes. In

planning modifications and extensions of facilities, longer-range pro-
jections of broad occupational trends are of major concern, since the
facilities can usually be adapted to a range of uses. For decisions

among alternative courses of instruction or instructors with different
skills, more exact though shorter-range projections are needed, and

skill shortage data may be useful if studies have been done covering
the occupations of concern. For providing placement services, an
integral part of the vocational teacher's chores, job vacancy and un-
employment statistics are important.

Perhaps the most important use of both long- and short-range
projections is to estimate future vocational education enrollments

both locally and nationally. Demographic estimates are the most
important source of data for this purpose. They tell us that over the
1970s, the number of young people entering the labor force will grow
at a declining rate, while the 25- to 34-year-old category will expand

most rapidly. Vocational education must be adjusted with a leveling
off of offerings for high school students, and perhaps an increase in
remedial offerings for adults who are changing occupations. The
reduced supply of students entering the labor force should increase
competition for their services, a welcome change from the experience
of the 1960s when employt.xs were flooded with a supply of new and

unexpe:ienced entrants. More specific demographic projections for
state and local areas should be used as a basis for adjusting the
scale and content of vocational education.

For any of these purposes, it is axiomatic that better data will

lead to better decisions. But the use of faulty statistics or pro-
jections may not be an improvement over rule-of-thumb decision-making
procedures, and too much data can confuse rather than clarify issues.

Too often, projections are applied without adequate regard for

their shortcomings, and this is due in part to the fact that there
have been too few checks of the accuracy of these projections. Even

the most careful estimates are subject to error. For instance, the
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Department of Labor's projections for the 1960s, issued at the
beginning of the decade, were almost invariably right in predicting the
directions of major changes, but they missed the mark on many "details"
vital to the vocational educator. The population, which was estimated
to expand by 28 million, rose only 25 million. While the Department of
Labor estimated correctly the size of the labor force by 1970, the pro-
jections underestimated the number of young persons under 25 and over-
estimated the number of workers 45 and over. The fact that the
Department of Labor projections were on target as far as totals are
concerned may be comforting to the technicians, but is of little help
to the vocational educator who deals almost exclusively with a younger
age group. The extremely rapid increase in women's labor force par-
ticipation was also not foreseen. Government and service industries
increased employment much faster than predicted, while agriculture and
mining declined much more rapidly. Occupationally, the growth of pro-
fessional and technical employment was 50 percent though tI predicted
rate was only slightly more than 40 percent; the growth rate for
unskilled workers at the other end of the spectrum was also under-
estimated.4 There is, of course, no standard of judging whether this
is a good or bad record. Certainly the war affected developments, and
disruptions of this sort could not have been predicted. But it is
tautological that such margins of error could be critical if the
predictions were applied too literally. At the state and local level

these margins become even wider because the economic system is not
enclosed; and for the more specifft, oc.cupational classificztions
needed to determine course offerings, projections of this sort are
considerably less dependable. For instance, a single plant closing or
relocation can drastically affect the economy of a county or a city,
and can certainly change the demand for a specific type of skill. And
a Congressional decision to postpone space exploration, for example,
may simultaneously affect demand for specialized occupations in many
areas.

The point is that forecasts of any sort do not provide exact
answers, and they must be used with care. Likewise, detailed data are
less useful to the degree that their reliability suffers. The voca-
tional educator should be concerned primarily with the predicted
directions of change and their general rate instead of with exact
magnitudes. They should also restrict their attention to the data
needed in areas where decisions are possible.

Despite the rhetoric, most of the improvements that need to be
made in vocational education are fairly clear-cut: no elaborate
statistics are needed to indicate that too much emphasis is still
beina placed on agricultural training, or that the demand for home
economics is determined by other forces than sophisticated occupa-
tional projection, or that courses teaching clerical skills and
emphas7zing repair of office machines and home appliances will be
effective almost anywhere. Where careful and intricate decisions are
being made, labor market data should be available and should be used;
but where the problem is the implementation of clear-cut prescriptions,
they have little importance.
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Vocational educators should thus be realistic in using and
demanding data and above all should not be conned by labor market
analysts about the potential uses they can make of occupational

information. Despite attempts at more rational decision-making, the

process of change is an extremely slow one. Vocational education
planners at the state and-local levels have very little flexibility
in the short run; staffs are tenured and courses are established by

tradition. Changes are not foreclosed since new offerings can be

provided out of additional funds, new faculty can be hired and facili-
ties built, and existing staffs can be retrained over time. But these

improvements can be only marginal. Across-the-board planning and re-
form are unlikely, and there is no reason to require elaborate informa-

tion on all possible occupational offerings.

While vocational educators should make use of available data when
needed, they should not fall prey to the numbers game whizh can waste

so much time and so many resources. And the prescription of Alfred
Whitehead, "Seek simplicity, but mistrust it," has already been re-
phrased by Leonard Lecht of the National Planr Jg Association--who,
after preparing exhaustive studies of occupational projection,advised
vocational educators, "Seek manpower projections, but use them with

caution."5
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PLANNING FOR CREATIVE FLEXIBILITY IN VOCATIONAL EDUCATION

by

John W. Letson*

I appreciate this opportunity to be in Little Rock and the
opportunity to talk to people who are really interested in vocational
education. I assure you, howevel, that my presence here does not indi-
cate that all the problems are solved in Atlanta. We have a few that
are still on the drawing boards and, hopefully, some that are in the
process of being solved. At least we have a large number that we are
working to solve, as I am sure is true of every school system in the
nation. Certainly there is no doubt that there are things that I

could be doing if I were in Atlanta rather than in Little Rock today,
but that does not change the fact that it is a pleasure to be here.

I wish to start by expressing appreciation for your interest in
participating in this conference. The inservice activities made
possible through the 1968 Vocational Education Act have contributed
to the development of an improved image for vocational education that
has been desperately needed for a long time. Your presence here indi-
cates an interest in continuing this improvement and is appreciated.

I speak not only as superintendent of schools in Atlanta, but I

also bring greetings from the National Advisory Council on Vocational
Education. The Council has undertaken a program dedicated to advanc-
ing the cause of vocational education with the conviction that the
whole of education will thereby be improved. In both capacities I

consider it a privilege to have this opportunity to talk about some
of the things that may be possible in vocational education in the years
ahead.

In my judgment, no period in history has established a more urgent
need for vocational education to do the job it was originally estab-
lished to do. One of the things which should be 3 part of the back-
ground in discussing this need is to remind ourselves that the United
States is the only nation ;n the world that established a goal to
educate all the childrel of all the people. Thts commitment consti-
tutes a unique part of our heritage that education has been tradition-
ally recognized as the path to opportunity and individual and national
accomplishment. As we look at the record, however, it is obvious that
the goal of educating all the children of a:1 the people has never
really been achieved. We have never educated all the children of all
the people and are not doiog so now. Measures of our failure to achieve
this goal are reflected in the statistics of school dropouts, the
number of functionally illiterate individuals in our various communities,
and the number of individuals who are not trained to handle the com-
plexities of the world in which they live. In the past, our failure

*Dr. Letson is Superintendent of the Atlanta Public Schools and
a member of the National Advisory Council on Vocational Education.
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to accomplish the goal of an adequate education for all was not as
serious as it has been in recent years. The technological society
that vocational education helped to create is becoming more complex
each day and leaving fewer opportunities for the uneducated and
unskilled.

The question that addresses itself to all of us is, what caused
the failure to do the job we set out to do? Why is it, for example,
that over eighty percent of our students ne.,er achieve a college
degree? We have a higher percentage of our students graduating from
college today than ever before, but still approximately eighty per-
cent do not continue through college to graduation. In spite of this
fact, however, the typical high school curriculum is still heavily
oriented toward a college preparatory program. Why is it that voca-
tional education has generally been assigned a position of low pres-
t ige in the minds of many students and their parents? Have we
unintentionally contributed to its bad image? Do we have teachers or
counselors in our schools, for example, who would say to an outstanding
student who has chosen the vocational route, "Oh, you don't want to do
that. You don't want to go in that direction. You are able to go to
college"? The first report of the National Advisory Council said that
vocational education in the minds of too many people was a program for
other people's children. Do we lower the prestige of vocational educa-
t ion by unintentionally indicating that we think this to be the case?
Obviously, I am not expecting answers to these questions here, but I

do hope they call attention to the faGt that the image of vocational
education is directly related to our attitudes. Part of the poor
image of vocational education has been caused by the fact that in too
many instances vocational classes have been assigned to outmoded shops
in the basement. Great progress has been made in overcoming the
"outmoded shop" problem, but much remains to be done.

If the registration in a high school establishes the need for
additional English classes, they are usually scheduled. It is very
seldom that we hear the comment, "Sorry, we can't establish another
English class because we don't have the funds with which to eo it."
On the other hand, where there is a recognized need for additional
vocational courses the frequent answer is, "Sorry, there is no more
money available for vocational courses!" For some strange reason it
is too often assumed that vocational education is that portion of
education that is financed by special federal anci state funds. If

there is a need over and above available federal and state funds, then
nothing can be done except appeal to Congress or the State Legislature
or both. Why is it, if the responsibility for establishing the cur-
riculum rests with the local school system, that vocational education
does nct receive the same consideration the academic program receives
in the allocation of local resource.9? We smietimes sell ourselves
short in supporting the separation of general and vocational educa-
t ion in a manner that serves neither very well. Because we arc
faced with the challenge to make education more meaningful for all,
vocational education has an opportunity to finally come into its own.

drove through central Alabama a few weeks ago and, of course,
noted a number of schools along the way. Almost without exception,
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a small separate structure was located by the side of the main sehool
building. Because I grew up in Alabama, I knew that the separate
structure was to house vocational programs. As a rule, facilities
for vocational agriculture and home economics were located separate
and apart from facilities for academic courses. When I was a member
of the staff of the State Department of Education in Alabama, I got
into an argument about this undesirable practice. I still take the
position that it is a disservice to insist that vocational education
is separate and apart from and different from the whole of education.
Of course, I am not unaware that education has many broad purposes,
but basically the whole of education contributes to employability
whether the course be English, social studies, machine shop, welding
or auto mechanics. As I view it, an important educational goal is to
take vocational education out of its strait jacket. Change its
formalistic structure and see that it moves into the main stream and
becomes an integral part of the whole of education in order that
vocational programs can contribute their full potential to the growth
and development of young people in our schools.

Education as a whole has missed a bet in not utilizing vocational
education as a means of teaching academic skills. I have sean some
studgents who were not responding to the academic approach learn to
read well because of an interest in an automobile or some other pro-
ject related to a vocational interest. If we have discovered anything
in education it is that /earning takes place best where there is
effective motivation. A few years ago Coach Bobby Dodd of Georgia
Tech sent a quarterback into the game with speciFic instructions mst
to thrreq the ball IF within a certain distance of the goa/ line. The
queLe.-1,:.ck either forgot his instructions or deliberately disobeyed
and attempted a pass at the wrong time. As you can imagine it was
intercepted. The quarterbacks who according to the record couldn't
run that fast, overtook the man who intercepted the pass and pre-
vented him from making a touchdown. Somebody asked Coach Dodd the
next day, "How in the world was it possible for a quarterback who
couldn't run that fast to do it anyway and prevent the touchdown?"
Coach Dodd said, "Well, it's really very simple. The man who intt:r-
cepted the pass was merely running for a touchdown, but the quarter-
oack was running for his life." Motivation does make a difference:

The topic I wis assigned emphasized the word "creativity."
Creative flexibility--the establishment of creative flexibility in a
vocational program. I tried to think of a way to dramatize that word
IP creative" and thought of another story that might be of interest. A
few years ago a group of Boy Scouts from Bessemer, Alabama, attended
the Jamboree at Valley Forge. As I am sure you know, 't is a practice
for scouts who go to the Jamboree to carry something with them to
swap. Members of the Bessemer Troop racked their brains to think of
something unique that they might take for swapping purposes. They
finally hit on the idea of taking a sack of plain old Alabama cockle-
burs, and they outswapped every troop at the Jamboree by convincing
those "ignorant Yankees" that they were porcupine eggs. That is what
I call creativity: I doubt that I can achieve a similar high standard
in discussing creativity in planning for vocational education, but a
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few illustrations f creative approaches might be in order.

The original Smit-Huahes Act in 1918 established vocational educa-
tion 3n accordance with a highly structured pattern. The program was
largely limited to trades, home economics, and agriculture with the

organization specifically delienated. There was little opportunity to
vary from the rigid spec'fications. Some states still have not recog-
nized that the 1968 VocL ionak Amendments eliminated the rigid cate-
gories and opened the w9y for local and state creativity in the
development of programs designed to best meet the needs of high school

pupils and adults. Some vocational teachers and others, because of
vested interests, do not wish to change the rigid prescriptions of the
past, but we can no longer blame the rigidity of the program on the
federal law. The 1968 Amendments and subsequent Acts present a clear-
cut challenge to all who are a part of public education--the oniy
limitations are related to the lack of vision, insight, and creativity

of those directly concerned. The new Acts authorized appropriations
that have not yet been realized, which will continue to be a limiting
factor until changed. It is obvious that additional funds will be
required to achieve the full potential of vocational education. 1 do

not intend to waste a lot of time talking about money, however, except
to say that vocational education should receive its proper share of
available resources regardless of the source. State and federal
appropriations should not be permitted to determine the adequacy of
vocational programs. It should be as easy and as appropriate to
establish another vocational course as it is to establish another
English course if there is an equal need r both.

You might be interested in a few things we are attempting to do
in Atlanta. I recognize the time limitations and ill attempt to move

rapidly as I discuss a few of them.

The high school program in Atlanta is organized on a four-quarter
plan. Al/ twenty-six Atlanta high schools operate around the calendar,
and many of them are open from seven o'clock in the morning until ten
o'clock at night. Why is it still necessary that public schools be
tied to a calendar that is basically the same as the one established
years ago to accommodate an agricultural economy that no longer exists?
It is no longer necessary that schools be dismissed during the summer
months to permit young people to be available for farm work. Basically
the school calendar remains unchanged because of custom. Although it
is evident that changes do not come easily, we have accomplisi.ed a
basic change in the school calendar in Atlanta. A high school pupil
may attend school for four quarters of each year if he chooses. - He

may attend the extra quarter to enrich his program and graduate with
additional com-ses, vocational and/or academic as he chooses. He may
choose to graduate early. He may choose to attend a fourth-quarter
summer program and take out one of the subsequent three quarters. For

some strange reason most high schools require pupils who wish to work
to apply for the too few job opportunities during the same three
summer months. Atlanta's program is based on the belief that it is
important to permit pupils to attend school during the summer and work
one of the subsequent three quarters if he wishes to do so.
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Probably the most significant thing about the development of a
four-quarter plan for Atlanta was the stimulus that it provided for a
needed revisior of the curriculum. High school curriculum studies have
been common through the years, but for the most part they wind up gath-
ering dust on the shelves while the high school program goes merrily
along with little change. Atlanta's four-quarter plan provides a
handle to bring about some needed changes which might not have been
possible in any other way. We discovered, for example, that few high
school courses need to be studied in a required sequence. While the
four-quarter plan was in the planning stage, one student commented,
"What difference will it make? I have studied American History for
eight years and never got beyond the First World War." During the
preliminary planning we also discovered that we were attempting to
teach a Shakespearian play to pupils reading on a fourth grade level.
I will bet my bottom dollar that some of you are attempting to do the
same thing in your schools now. Everybody knows that a Shakespearian
play is a part of tenth grade English; and regardless of reading level,
all tenth graders must complete the tenth grade English curriculum.
Instead of the typical English curriculum of approximately twrlve
quarters, Atlanta's program is composed of approximately sixty quarters.
A student may choose or may be assigned on the basis of pupil, parent,
counselor conferences those courses which best fit his needs. Those
available may vary from advanced study of Shakespearian plays to simple
remedial reading or paragraph writing as compared with creative writing.
We now offer courses which make it possible for counselors to place
students in those classes believed to be best fitted to their needs
and goals. The four-quarter plan provides many advantages for voca-
tional education. One, for example, is the stimulation given to break
away from the traditional three-hour block of time. Hopefully, that
rigid requirement is past history. It is certainly not correct to
assume that all vocational courses wi'l require the same amount of
time to complete. We now have an opportunity to be creative in de-
vising flexible programs tailored to fit the individual needs of
pupils. Vocationai education pioneered in some of the early develop-
ments in individualized instruction and should certainly not lose this
advantage.

Many of the things formerly learned in the process of growing to
maturity are no longer a part of the experience of young people growing
up today. I heard Dr. George Counts say not long ago that one of the
things the modern generation is suffering from is the lack of disci-
pline of the milk cow. Somebody asked him, "What are you talking about?
What do you mean?" He said, "Well, if a young person has the responsi-
bility of milking a cow, he doesn't say to his mother or father some
morning, 'Well, I think I will wait until Saturday to take care ot
"Old Bessie" because it's too rainy or too cold or too something.'
If you have the responsibility of milking "Old Bessie" you milk "Old
Bessie" that morning or that evening come what may!" It is certainly
true that many of our young people do not experience this kind of
discipline as they grow up. It is essential that a substitute be
found, and vocational education is best equipped to provide it and
encourage its use. Atlanta is considering a plan whereby at least
one quarter of work experlence %All be a requiremnt of all high school
students before graduation. If such a plan is adopted it is likely
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that an insufficient number of regular productive jobs will be
available. The preliminary plan includes an emPhasis on social service
assignments such as hospital and teacher aides. Such assignments would
make the high school program more meaningful and more relevant for many
pupils.

Another program that we are trying in Atlanta has some real impli-
cations for vocational education. We call it the exploratory quarter.
It is an innovation that has become possible because the schools are

organized on a quarter basis. It permits a pupil to plan and carry
out an individual study program for a full Quarter. Great flexibility
is permitted and planned activities may varY widely as long as they
have educational value and meaning. Some Atlanta students have spent
a quarter working with performing groups at th e Arts Center; others
have carried out a planned program at the Communicable Disease Center.
The exploratory quarter may include any worthwhile activities designed
to achieve worthy educational purpose for the pupil involved. Those
who are sensitive to credits and requirements which specify so many
minutes in class may raise an eyebrow at this approach. Roadblocks
will be in the way from time to time, but creativity requires the

to remove them or go around them. Vocational education has
demonstrated that learning can effectively t.ake place in ways other
than the traditional classroom approach. I-earning by doing has long
demonstrated its effectiveness. The time is certainly here to utilize
the creative flexibility that can now be a Part of the vocational
program.

Learning about the world of work was also a normal part of growing
up in years gone by. In former years, a walk down the street would
take a young person by the blacksmith shop, the automobile garage, the
bakery, and the ice house. Work in these establishments was understood
and visible, whereas today most work is carried on behind brick walls
and closed doors. Young people today do not automatically learn about
the world of work. I recently asked a grouP of high school students
in Atlanta, "What does your father do?" Several indicated that their
fathers worked at Lockheed, but could not describe exactly what they
did. Many young people, particuiarly those in urban areas, have a
limited understanding of the world of work. A move designed to correct
this deficiency is in progress in Atlanta. Groups of ninth graders
are spending a full quarter studying about and exploring the world of
work. The program is not the usual academic 5tudy of occupations.
Maximum emphasis is placed on active participation in and observation
of work activities.

Counseling and guidance is another topic that should be mentioned
in passing. As it has developed in recent Years, guidance has been
chiefly concerned with the academic program and vocational guidance
has been generally neglected. To correct this problem guidance has
been authorized as a part of vocational education, but the solution
may not lie in this direction. It will be a mistake to let the
guidance program develop in two directions. Both academic and voca-
tional guidance should be a part of a single approach motivated
entirely by the needs of the pupils served. It will be too bad if
high school guidance departments are staffed with regular counselors
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on one side of the hall and vocational counselors on the other. We
need to encourage those developments which will bring vocational and
academic programs together rathe; L!--an the opposite. To divide guid-
ance and counseling into the two areas--vocational and academic--would
be merely compounding the problem.

Another Atlanta program that we believe incorporates flexibility
and creativity into a vocational effort is in process at Henry Grady
High School. It is a business directed and operated by students. A
manufacturing plant located across the street from the high school was
purchased and equipped for the production of kindergarten toys and

equipment. Students serve as accountants, foremen, production workers,
designers, and in other capacities as needed for the full operation of
the plant. Workers are paid for the approximate three hours per day
spent in the plant. Income is produced because the products are sold
to the school system. Our hope is that we can ultimately establish a
self-supporting manufacturing plant that will make it possible for us
to teach not only production skills but also academic skills in a more
effective way. We delieve that getting students involved in a pro-
duction program will serve as a means of motivating them in other areas.
At least it will make high school more meaningful for some students who
are not now progressing at all. The production unit is just starting,
and I can't give a full report of results, but we have hinh hopes that
it will prove at least a partial answer for some "turned off" pupils.
The State Vocational Department is helping to support the production
effort through financial and other assistance because Department
peronnel believe that :t is a creative approach to vocational educa-
tion. To say the least, the students involved will learn some things
that they would not have learned had they continued in the traditional
academic program.

The number of Atlanta pupils enrolled in work-study programs has
greatly increased in recent years. Last year pupils enrolled in coop-
erative programs in the business area alone earned something over
$600,000. Although the number of students enrolled in work-study pro-
grams has increased, there are many more students who are working
part-time who receive no guidance o, other service from vocational
education. Is it not appropriate to expect vocational education to
assume some responsibility for all pupils who work part-time?

The responsibility oF the school for the large number of pupils
who drop out each year is another question in need of review. Dr.
Grant Venn took the positive position that the school should never
lose contact with a student unlil he had successfully made the next
step. Every student leaving an American high school should either go
to a job, further job training, or to higher education. How success-
ful are we in accepting this responsibility? I am afraid that it is

too often true that we wash our hands and say, "Thank the Lord, he is
gona. Now we don't have to worry about him any more." Certainly,
the potential dropout is not the only student that vocational educa-
tion has a responsibility for. The whole ou education, including
vocational education, however, must begin to find some answers for
the "turned oft" students. It is doubtful that these answers will
be found unless we continue to search for more flexible and creative
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approaches. We need not expect these creative programs to be designed
elsewhere and hanjed down to local school systems. The design of
effective educational programs for the students we teach is a responsi-
bility that rests with local school systems and local schools. We can
no longer blame the Federal Government, or the state, for vocational
education's lack of flexibility. Anyone who now says, "I would like
to organize and operate a diore creative program, but they won't let
me" is not reflecting ar undcrstanding of the new vocational acts and
the national purposes which hopefully can be achieved through their
full implementation.

Years ago when I was a high school student, I was in the poultry
business. I had a thousand laying hens and operated a six hundred-

egg incubator. Following each hatch there would be approximately fifty
eggs left over. My brother and I would put the remaining eggs in two
baskets, go down in the pasture and pace off the required distance,
draw two circles, and have the most active egg battle you ever heard
of. 1 was introduced to a PTA in Atlanta by their president, who grew
up in north Alabama near the town where I lived as a boy. In intro-
ducing me, he told the group about my egg battles. In acknowledging
the introduction, I commented that I had never thought about it before,
but those egg battles were probably the best preparation that a school
superintendent could have had. Public education has no easy assign-
ments these days, but in spite of the difficulties we have no alter-
native but to move ahead and get the job done. The needed improvements
are not likely to be achieved if we merely follow the same old pattern.
We need to sell some cockleburs and possibly put a few under the

saddleblankets. At least we need to get about our business and devise
vocational education programs that are creative and productive in pro-
viding better education for all the young people who come under our
charge. If we are successful we will have better communities, better
states, ard a better Nation. What we are really talking about is the
quality of' living and the quality of life throughout the country be-

cause, in th,-- final analysis, it is determined by the quality of work
performed. The frustrations of modern life are generated in large part
by people who can't do things properly. The washing machine is broken
and it will b. next Fr;day before it can be repaired; the transmission
on the automobile is still knocking even though it has been in for
repairs on two occasions; stop ac a restaurant on the highway and plain
bacon and erqs are ruined in the process of preparing them. So there
is an obvito, relationship between vocational education and the quality
of living generally. We can help build a better Nation if we dedicate
ourselves to the task of making sure that every young person who comes
under our charge is helped to perform in a manner that contributes to
his self-respect and contributes to the society in which he lives.
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MANPOWER FORECASTING

by

Frank H. Troutman*

Introduction

It is only in recent years that the importance of people has been
recognized in economic planning and development. In the past, planners
concerned with "industrial development" have tended to place most of
their emphasis on the utilization of other types of resources. Devel-
opment of human resources was thJught of as taking place in the normal
chain of events accorpanying industrial development. We oow know that
this does not necessarily occur without carefully designej education
and training programs. People are our most important resource--i.e.,
people who are industrious, who have the ability to initiate change,
and who can adapt to changing conditions. The ability to initiate
change and to adapt to new situations is determined largely by the
education and training of the individual. Therefore, in order for an
area to retain and develop its nceded work force, it is essential that
some agency engage in large-scale vocational and technical training
activities. This requires not only expansion of facilities and pro-
grams for needed skill training, but remedial education as well.
There also must be a heavy commitment of effort to realistic planning.

Due to rapid changes in technology, present manpower requirements
of industry are an uncertain guide to future needs. To plan education
and training programs to meet tomorrow's manpower5 needs, planners must
have projections of tomorrow's manpower requirements. Such projections
should also prove useful in the vocational guidance of young people and
the structurally unemployed. To the extent that education, training,
and vocational guidance accurately reflect manpower requirements, im-
balances between manpower needs and labor supp-,y can be reduced; the
productivity, and thus the earning power of workers, enhanced; and
structural unemployment, minimized.

We used as a basis for our projections of employment in Arkansas,
Tomorrow's Manpower Needs, a Bureau of Labor Statistics, U.S. Department
of Labor publication. Rather than read to you from the BLS study, how-
ever, I will simply state for those of you whc lre not familiar with
the publication, that it was designed to aid in the preparation of state
and area projections of manpower requirements by local people. It is

presented in four volumes:

Developing Area Manpower Projections

National Trends and Outlook: Industry Employment and
Occupational Structure

*Dr. Troutman is Herld of Employment and Income Studies Section,
Industrial Research and Extension Center, University of Arkansas, Little
Rock, Arkansas.
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National Trends and Outlook: Occupational Employment

IV. The National Industry-Occupational Matrix and Other Manpower
Data

Included are detailed instructions on how to use the study as well as

an example of how one state, New York, actually did use it.

I
will limit my discussion to how it was used here in Arkansas--

a much less developed state than New York--the problems we encountered

id our solutions. This will, in my opinion, have greater application
for area planners and for representatives from sparsely populated states
in the Midwest, as you will encounter many of the same problems in data
deficiencies that we did.

Employment Projections by Industry

Industry employment statistics used were in two somewhat different
forms, each of which was related to a different series of employment
data.

First, quarterly employment data by industry was obtained from the
Arkansas Employment Security Division (ESD) and was used for projecting
employment. These data represent the number of jobs in the economy and

show only waae and salary workers. (In Arkansas, all employers not in
an exempted industry, must provide workmen's compensat!on coverage for
their workers; and therefore, Arkansas' ESD estimates may be better
than in some states without this requirement.) Excluded from these
industry data, but represented as a separate cateaory of workers, are
the self-employed, unpaid family workers and domestics in households.
Also, the data on government employment covers all civilian employ-
ment in government, regardless of service function. The ESD data are
available in greater industry detail and for more past years than any
other annual employment series and are, therefore, the best available
statistics on which to base projections.

Second, census of population employment statistics were used in

order to obtain an occupational matrix. These industry data cover all
workers including wage and salary employees, self-employed, unpaid
family workers and domestics. In addition, the data for government
covers only those workers in public administration, i.e., the worker'
engaged in activities that are uniquely governmental in nature.
Government employment in functions other than public administration is
classified in the appropriate industrial classification. For example,
government education workers are included in educational services,
government hospital workers are included in health services, and
government construction workers are included in the construction
industry.

The dual presentation of what is essentially the same information
is required by the fact that the only available industry-occupational
matrix is based on census statistics. At Lhe same time, the ESD
estimates are the best available continuous industry data, and are the
series labor analysts are most familiar with.
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Bureau of Labor Statistics Concept of Industry Employment

We obtained complete quarterly ESD data from 1950 through 1967 for
approximately 55 industries, including the work force, total manufac-
turing (durables and nondurables), totai services and other major non-
manufacturing industrial categories.

The first step in our methodology was to make descriptive computer
runs from this quarterly data. Linear trends were then plotted for all
series to provide reference points in identifying breaks in the series.
From these initial runs, points were selected from which to begin the
various projections.

The second step consisted of projecting the quarterly data from
the selected beginning points by initially fitting the four trend types:

(a) linear, yc = a + bx

(b) log linear, log yc = log a + log b(x)

(c) Gompertz growth curve, yc = kabx

(d) Pearl-Reed growth curve, yc = kA bx)]
l + e('

Of the four, the Gompertz is probably the most valuable because
the curve shows upper and lower asymptotes which indicate when a popula-
tion is reaching the peak of an increase or the bottom of a decline. All
populations (by populations, we do not mean just people) will eventually
level off; they don't disappear completely or increase into infinity.
Therefore, there is a curve which is either increasing or decreasing at
an increaling rate, which moves into a curve that is changing at a de-
creasing rate, and then the curve tends to level off.

The Pearl-Reed growth curve was the least useful of the foe: trends;
I were doing these projections over, I would not run it. We did not

use this trend for any of our projections.

From the resu1t1 of the three trends usea, the projection providing
the "best fit" for each industry was selected. In many instances the
results of the three trends were very close, so the three projections
were averaged. Each industry was projected independently including
total employment and total work force. The totals and major industry
groups were adjusted first and served as parameters for adjusting th,t
sum of all industries.

The results of this operation -ere then compared to the national
projections given in Tomorrow's Manpower Needs. Modifications were
made industry by industry in view of the national trends, as well as
past experiences in ArkansaG and other developing states in the South
of indust-ies such as textile and garment manufacturing, which are
declining kionally.

Also, in undeveloped areas such as Arkansas, there will be certain
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new industries which will not have a historical series as a basis for
projections. Such industries will have to be studied closely and their
trends will need to be extrapolated back, using the nationi -rends as
a guide, so that growth factors can be applied. In Arkansa. we paid
particular attention to transportation equipment manufacturing. We
were experiencing fairly rapid growth in boat building and repairs with
little no expected growth in the other three- or four-digit SIC 37
sectors. In addition there was predicted growth in river transporta-
tion under the broad industrial category of Transportation, Communication
and Public Utilities due to the development of the Arkansas River as a
navigable stream. There was virtually no employment in these industries
in Arkansas in 1960.

Another example in Arkansas was the mining industry. Crude
petroleum has been declining and will continue to decline in the future,
but the,-e is some growth in natural gas and there should be growth in
coal mining. Each was projected independently to give a truer picture
of the situation.

Because of discrepancies such as these, we were not able to project
employment by just the broad industry groups. This will be true for any
small area projection. Forecasts of employment must be broken down into
many sectors so as to give as true a picture as possible as to what
future employment will be.

I must mention again that the broad industrial classifications
served as parameters; and even though the minor sectors were projected
independently and changed individually, we had guides to bring them into
line.

These data were tPen adjusted downward to fit independently pro-
jected population and work force data for Arkansas, and became the first
approximations for a forecast.

A careful review and further comparison with national trends were
made at this point by the IREC staff members, and by the staff of the
Research and Statistics Section of the State ESD. The end results
were projections which conformed to the BLS concept of industry
employment.

Bureau of the Census Concept of Industry Employment

The next step was to convert these BLS employment projections to
the Bureau of the Census concept. There were two methods involved. In

Method A we used the percent distribut:cn of government workers and self-
employed and unpaid family workers by industry (Table 129, 1960 Census
of Population, Arkansas). The result was a redistribution of 1960 ESD
employment which conformed to the Census. In 1975, we assumed that
Arkansas' distribution would bear the same relationship to the 1975
national distribution as the State's 1960 distribution did to the 1960
national distribution. In other words, to obtain 1975 Arkansas employ-
ment, we determined the rat'o between the 1960 Arkansas and national
distvibutions and applied this ratio to the 1975 U.S. employment dis-
tribution. When we were satisfied with the 1975 employment distribution
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for Arkansas, we simply interpolated on a straight line trend to obtain
1965 and 1970 and extrapolated to get 1980. These percent distributions
were then applied to projected total employment for each Year and adjusted.
As guides we used actual 1965 and 1968 ESD employment estimates.

Method B involved using the differences between ESD and Census
employment by industry to project to 1975. We asumed that th,. dif-
ferences in Arkansas would change at the same rat' s the U.S. dif-

ferences. Stating it another way, the percent chany,, from 1960 to 1975
in the differences in the nation were applied to the 1960 differences
in Arkansas and the result was the 1975 difference between ESD and Census
employment in Arkansas. Again_ adjustmonts were made, the in-between
years were interpolated, 1980 was extrapolated, and the differences were
applied to the ESD projections. Thus we had another set of industry
employment projections by Census definitions.

The two methods were closely examined. There were only minor
differences in most instances, so it was decided to average Methods A
and B to obtain the employment projections by industry for the Census
concept.

However, there was much reviewing and many changes to be done with
:he assistance of the staff of the Research and Statistics Section.

Arkansac SD. In all, five attempts were made before the final pro-
jectio, are prepared. Each industry was examined thoroughly and some
subjective judgments were made. Again the totals served as parameters,
and the minor sectors were adjusted to them.

The final forecasts were made incorporating adjustments developed
from the reviews, but remaining within the confines of projected labor

force data. These final data are considered a best estimate of the
employment by industry that can be expected in Arkansas in 1980.

The employment projections for Arkansas are based primarily on
historical data and assumptions similar to those used for the national
projections. Thus relative comparability with national date is achieved.

The general assumptions providing the parameters for the industry
projections were:

(1) That general economic progress in both Arkansas and the
Nation will continue as in the recent past.

(2) That the State will continue to exert strong efforts
toward expanding and diversifying its economy, with
continued emphasis on manufacturing and new emphasis on
the leisure industry.

(3) That the State will continue to become more like the Nation
in its industri.91 mix and structure.

(4) There will be a continuation of scientific and technoloclical
advances.

170



(5) That no major nat--:,1 catastrophe, social upheaval, or
war of significant intensity 3nd duration will upset the
State's lon9-term development.

Employment Projections by Occupation

Significant changes hay& occurred and can be expected to continue
in the occupational structure of Arkansas' labor force. Certainly the
most drastic change since 1950 has been the decline of farmer and farm-
worker employment. Because farmers and farm workers made up nearly 35
percent of total employment in Arkansas in 1950, the rapid decline in
these occupations caused a decline in total employment that was not
reversed until 1958; in fact, total employment in Arkansas did not re-

gain its 1950 level until 1964. In addition there were substantial
losses in employment of nonfarm laborers; however, all other occupations
experienced rapid growth.

These dramatic changes have resulted in an occupational employment
structure for Arkansas that is more similar to the Nation's. The State
is moving toward a national pattern in the managerial, clerical, crafts-
men, service and farm ccytegories; but there still exist notable differ-
ences from the national distribution for the professional and technical,
sales, operative and labor occupations.

Developing an Occupational Matrix

Although many factors influence the occupational structure of the
work force, the two most important ones for any area are: (1) the
different rates of employment growth among industries, e.g., as an area
changes from a predominantly natural resour-e-based economy to a more
diversified economy, and (2) the changing occupational patterns within
separate industries, as a more diverse, complex, and sophisticated
industrial structure is built.

Therefore, it was necessary to project changes in occupations by

two- and three-digit SIC industry codes, because Arkansas is undergoing
rapid structural change.

The base-year matrix was developed from basic data taken from
Table 125, 1960 Census of Population, Arkansas. A breakdown of
occupations by industries was given in thls table and we planned to
project the occupational breakdown for each one.

Acter several false starts of trying to sum individual industries
to an overall employment by oc-..upation, we reversed the procedure. We
took the overall employment by occupations and examined it for errors--
we found several:

(1) We found an extraordinary numh,,- r-,f truck drivers for Arkansas.
By guery..g the Census Bureau, we found Lhere was no place on the Census
form for listing farm tractor drivers, harvesting machine operators, etc.
By examin:ng the agricultural industry, we were able to reduce truck
drivers in Arkansas by some seven thousand and to reallocate them to
farm machinery operatives.
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(2) Through examination of occupations by educational level, we
found too many (as compared to the Nation) professional people with
less than a high school education; this was most apparent in engineers
and was due to the fact that many people, such as janitors, classified
themselves as engineers.

There were a nu,nber of other areas where adju5tments were made,
but these two are sufficient to illustrate the problem.

In addition, as I mentioned before, Arkansas is a relatively
undeveloped state, so we now have numerous occupations which were not
present in the state in 1960. Therefore, we had to take a subjective
look at these and estimate, according to recent trends, how many people
might have been employed in these occupations so that we could apply
growth factors.

As the data for two- and three-digit industry breakdown were
extremely skimpy, we first determined and adjusted broad occupational
categories by industry and the total detailed occupational employment
for the entire economy, we distributed detailed employment by occupation
by industry using the national distribution. Thus we developed a
detailed occupational matrix by two- and three-digit industry w-oups
for the State.

Projectng the Occupational Matrix

The preparation of Arkansas' occupational projections was accom-
plished tnrough use of the national industry-occupational matrices
publisher; in Tomorrow's Manpower Needs; the method used was BLS "Area
Projection Method B. '

There were five basic steps used in the preparation of employment
projections by occupations7

(1) Obtaining ESD estimates of employment by industry, and
making employment projections.

(2) Converting the ESD estimates to Census definitions.

(3) Developing a 1960 occupational matrix using Census
definitions.

(4) Applying the National BLS changes by occupation by
industry to obtain state projections by occupation.

(5) Reviewing and changing the basic projections.

The first thr,ie steps have already been discussed.

After the development of the base-year matrix, a target-year (1975)
matrix was then computed by applying the trends (1960-1975) projected
or industry-occupational structures at the national level to the cor-
responding industries in the state base-period (1960) matrix.
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The first attempt included the projection of 186 occupations for
13 major industries: agriculture; durable goods manufacturing; non-
durable goods manufacturing; m'ning; construction; transportation;
communication; public utilities; wholesale trade; retail trade; finance,
insurance and real estate; services; and public administration. Our
methodology was to apply the national percent char a betweet 1960 and
1975 to the 1960 percent distribution of Arkansas' employment by occupa-

tion. This gave us a 1975 unadjusted percent distribution for Arkansas,
which we then reallocated to equal 100 percent. The in-betAeen years
were interpolated and 1980 was extrapolated; then the three years were
also adjusted to equal 100 percent.

These distributions of occupations were then applied to the
employment projections by industry and summed for total employment by

occupation. In developing the occupational projections, we again had

parameters in the major occupational classifia-Oons within which we

made our adjustments. Careful study and rev is made in connection
with each industry to be sure of the most reas, -ole results.

!n a second attempt, we used the same process as before, but this
time we projected the 186 occupations for some 50 industries. The main

purpose of these projections was to f111 in occupational detail within
the first set of industry-occupational projections. The detailed pro-
jections were summed to industry totals by occupations and were compared
to the totals obtained in the first attempt. The results were sur-
prisingly close.

In many instances we surveyed to obtain an estimate from various
employers as to their expected employment; this was particularly nec-
essary in the professional and technical fields, e.g., air traffic
controllers and school teachers. We also contacted railroads to d_r r-
mine the expected employment changes in conductors, engineers and fire-

men. Another example was sailors, deckhands, officers, pilots, akd
engine.ers on ships. According to the national trends, these occupations
are declining, but in Arkansas they are expected to show considerable
growth.

The first attempt resulted in projectior,s by industry by occupation
for 1975 which we labeled Method I. However, it was decided to obtain
another set of projections as comparison, Method II prciections were
obtained by assuming that the ratio of Arkanses to the United States in
1960 would remain constant in 1975. Stating it another way, the ratio
between Arkansas and the nation in 1960 was applied to the 1975 United
States employment distribution by occupation. The result was a 1975
Arkansas occupational cl!tribution which WAS epplied to our estimates
of total employment and adjusted to our parameters--the brc.ad occupa-

tional categories.

Our final 1975 projections of employment by o_oupations were
lly an average of the t rnethods with :ctive changes made

in in( ividual categories, sucI-4 those menC-- previously. The

"other" and "n.e.c." occupationE were ,e!-,idual categories.
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As in all the previously mentioned projections, the distributions
for 1965 and 1970 were interpolated and 1980 was .-.:xtrapolated. The
distributions were adjusted to equal 100 percent and applied to the
total employment projected for each year.

Replacement of Workers

The need to replace experienced workers who die, retire or leave
the labor force for other reasons is an even more important determinant
of worker requirements in some occupations than are expansion needs.
Therefore, some estimate of these replacement needs had to be made. The
method we useu is considered quite conservative; it was simply to assume
a normal working life of 40 years for all presently employed persons.
Thus a 2.5 percent average annual replacement rate was used. This
assumpticn is considered valid for men, but few females actuaily work
this .any years. In addition to retirements and deaths, females with-
draw from the work force as a result of marriage, cnildbearing, presence
of young children in the home, etc. Therefore, somewhat higher female
worker replacement needs should cause the total estimated replacement
needs to be conservative.

There are other methods of obtaining replacement needs, but as
these are discussed in the BLS study, I will not dwell on them here.

I realize that many of you may feel that the results we obtained
appear crude and inaccurate. However, constant checking and reviewing
by knowledgeable people in the manpower field, makir :-... surveys to deter-
mine what has actually happened in the area, and comparing with the
national patterns mitigate tne inaccuracies. Furthermore, the resources
available in vocational-technical training are so meager in relation-
ship to the needs for such training, that we really do not need
completely acc,rate numbers by occupation; rather, we need to know w: -t
pccupations are or will become critical in the economy, what occupations
offer the best future to students, and which offer the poorest future.
And, 9nally, we do not accept these projections as the final answer,
but constantly review them, use other methods such as the skill survey
and Mr. Medvin's job vacancies technique, which you will hear more
about later, An:, .i.my other available data to initiate change in our
training programs.

Surmary and Conclusions

In summary, let me again mention the basic f.teps involved in
projecting employment by industry and occupation:

(1) Projecting employment by industr using ESD data

(2) Converting the ESD employment projections to Census defini-ions

(3) Developing a base-year occupational matrix for the State

(4) Applying tle National rLS changes from Tom::-..rrow's :Lanpower
Needs by occupation by industry to the base-year matrix to
obtain stat projections
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(5) Reviewing, changing, and adjusting the basic projections

However, industry and occupation employment projections are not a matter
of five easy steps. It would be virtually impossible to do the pro-
jections one time and expect them to be accurate estimates of future
employment. There is some trial and error and a lot of -eview and

change.

The final projections are not precise to the extent that employment
of individual workers can be determined, but they do show consistency
between the determination of past measures and future forecasts. And,
we have recommended that revisions of both the industry and occupational
employment projections be prepared shortly after data from the 1970
Census of Population becomes available so that related planning efforts
may be as realistic and accurate as possible.
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A VIABLE JOB FORECASTING APPROACH: THE UNFILLED OPENINGS
MATRIX TECHNIQUE

by

Nc,rman Medvin*

(The following article reflects the judgments of the
author and is not necessarily tke views of the U.S.
Department of Labor.)

One of Lne major problems in the manpower field has been the

challenge posed by the Vocational Education Act of 1963 which charged
the Department of Labor with providing forecast data on occupational
oprortunities to the vocational education system. After approximately
20 years of intense activity, more than half of it preceding the legis-
lation, the accomplishment in this difficult field has still fallen
shon_ of requirements. While many manpower economist: in the country
have devoted their energies and talents to th,s ,:ask, they find them-
selves conceding that the final answer is still Far c:own the road. Is

there any onus attached to them? Obviously not when one examines com-
para'-le efforts to forecast the future in business, the stock market,
social and political trends, population growth and a host of otht-r
phenomena. In all of these, success is muted. Can we expect anything
more in the manpower -Feld? Perhaps if we face up to the elusiveness
of this goal, we might be more apt to limit our ambitions and be in a
better position to achieve a working solution.

The earliest efforts to derive a viable technique in the Department
of Labor, where the main thrust is concentrated, are known to the writer
as far back as 1951 when the Bureau of Labor Statistics began to develop
its matrix approach. Only relatively recently--some 18 yea:-s later--
did the Bureau of Labor Statistics feel ready to release its product
for use by states to make statewide projections. Basically, the tech-
nique works best in a national application but has been adopted tz.i apply
to a state, and least satisfactorily to a local area.

Beginning around 1954, the Employment Service developed its area
skill survey approach. This was a highly sophisticated system because
it attempted to make occupational projections, taking into consideration
not only what the demand for workers would be but also to determine the
elements of supply, a major ingredient in vocational education planning.

In 1967, the Employment Service came up with a simplified technique
to occupational forecasting c:,11ed the ES unfilled openings-BLS outlook
handbook approach, more populorly known as the openings-matrix approach.

*Mr. Medvin is a Manpower EconomiFc and Assistant Chief of the
Division of Manpower Matching SNit,:ms, Manpol6er Administration, U.S.
Department of Labor, Washington, C.C. 20210.
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The concept:on received its impetus from the fact that the Department
of Labor had not yet provided the vocational education authorities

with usable forecast data. Specifically, (1) the BLS matrix was still

several years awe': from practical application and even when ready,
would be so flawed with respect to lack of supply data that it raised
substantive questions of applicability; (2) the are skill survey tech-

nique was flawed because it was very expensive, .-ook too long to con-

duct, and was of dubious value because it based its forecast on employer
judgments which were notably unreliable; and (3) lead;ng imiversities
and other nonprofit institutions under contract to the Department of
Labor or otherwise were labo-ing mightily and had little to show for

their efforts.

The attraction of the unfilled openinals-matrix approach was that

it utilized currently availabl, "ata in the Employment Service, was
easy to understand and inexpen to conduct, and be updated
frequently at virtually no cost, gt..gardless of the size of city or

state. Its major weakness was that it did not provide a specific fig-

ure on a projected occupational need; instead it provided a specific
current riced supported by a future need in vocabulary terms. it also

called for job market information such as wages, other conditions of
work, and local job requirements with each occupational forecast. For

example. a typical entry would be that occupation "X" in a city had
beer experiencing a shortage of 30-50 workers over a period of 3 years,

that the shortage had a "high" or "low" intensity (the shortage was a

i .qh, or a low, proportion of the needs for that occupation in the area)
and that the 10 year national projection for that occupation was:

Rapid over 25 percent increase
Moderate - 15 to 25 percent increase
Slow - 5 to 15 percent increase
No change
Decline 5 percent or more decrease

The comments miaht indicate that the shortage was due to low wages
attached to the occupation, no ladder of promotion, etc.

Immediate'y after its introduction, Labor Department officials
ordered tests of the newest technique in a number of cities. The theory
of the openings-matrix approach is described in the Employment Service
Review, January-February 1967. The report on test results in several
cities is detailed in a vocational and technical education conference
report at Ohio State University, June 12-13, 1969. Both of these
articles have been repri,,ted Lnder one cover by the Department of
Labor's Manpower Admiristratioi, identified by the Litle "Forecasting
Occupation Job Requirements: 1 - A Short-Cut Approach to Long-Range

Forecasting; and II - Report on Test Results in Several Cities."

Current Usane

In May 1970 the Manpower Administration sent to all State Employ-
ment Security Agencies an instrucL'on "to establish a systematic basis
for transmitting manpower and occupational projections information to



the vocational education system in accordance with the ./iocational
Education Amendments of 1968."1

The basic manpower projection techniques, after a winnowing out
of less acceptable methods, were described in this instruction and the
states have been given the option of selecting onE or more methods.
According to information available as of September 15, 1970, admit-
tedly incomplete, the selection choices wer 65 follows:

Selection of:

Matrix Method
Unfiiled Openings-

Matrix Method Other

California
Iowa
Louisiana
Maine
Maryland
Michigan
Nevada
New Hampshire
Utah

Alabama
Alaska
Delaware
D.C.
Idaho
Kansas
New York
Oklahoma
South Dakota
Texas
Virginia
Wet Virginia
Wisconsin

Washington
Montana

Thus it will be seen that the matrix method is in use in at least
9 states and the unfilled opengs-matrix in at least 13 states.2

Simplification vs. Sophistication

A dominant consideration in the effort to prc a usable
forecasting system--and rightly so--is the goal of producing a profes-
sionally adequate technique which meets the requ?rements of th( voca-
tional education system and other pianning authorities. But it is

also legitimate to ask, given the vagaries and uncertainties of peering
into the future, whether the proluction of precise figures ol job
opp ,rtunities 5 to 10 years hence does not import a spurious accuracy
either unjustified by facts or even by needs of the useirs. It may be
that given a choice between highly scdhisticated and less sophisticated
systems, the limitations of each may be so overwhelming that the
simpler method may recommend itself until better methods can be devised.

1Reports and Analysis Letter No. 635.

2To the author's knowledge, at least 5 other states--Arkansas,
Connecticut, Illinois, Minnesota, and Missouri--have used the openings-
matrix technique although he has no ioformation on their cu-rent
practice.
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The J.S. Department of Labor funded the Wisconsin State Em7loyment
Service in 1967 to make a critical rev:ew of five alternative methods
of forecasting lab)r supply and qemand in an urban labor market area.
The name of the effort was "Projet Vision," an acronym for Vocation-,l

Information Systew Involvi Is, Occupational Needs. Its assessment was
in terms of the Ccngressional mandate that "persons of all ages in all

communities of the State . . . will haVe ready access to vocational
training or retraining which is of high quality, which is realistic in

the light of actual anticipated opportunities for gainful employ-
ment, and which is suited to their needs, interests, and ability to
benefit from such training."3 After three years of exhaustive experi-

mentation in the city of Milwaukee, Project Vision came to the conclu-

sion that no one of the five projection technques can fully satisfy

the conditions as stated.'l It is well to keep in mind that the
techniques tested represented the leading contenders in the field oF

occupational forecasting. Although the Project Vision said ic

would appear that the occupational information needs of the vocaLiJnal
education system probably can besL: be served by a simplified and modi-

fie. area skill survey techn:que,5 it is interesting to note that less
than a handful of state employment security agencies has selected the
approach either 'pecause of exp.nse, inaccuracy, or other factors

resulting in general disencha,itment.

Next Steps in Providing a Viable Occupational Information System

Since even a casual reading or the Project Vision report reveals

that no recognizable system toda} can provide a ready-made package for
the vocational educational system, the inevitable question then is

"What next?" The purpose of what follows will be to offer some con-
structive guides on how the preIlem might be resolved satisfactorily.

The great danger ih the evaluation of an approach is that the
purists will be so intent on achieving the "perfect" system that they
will waste endless years before they put any available system into

practical use. We consider that such a wasteland was the period 1967-
1970 when it was held that we were on the verge of a "breakthrough"
which would provide the technique for the needed answers. It was

apparent Lo this author in 1967, examining the concepts behind those
budding developments, that the confidence was misplaced. This earlier-
day judgment, it turns out, was fully supported three years later by

the conclusions of Projec,:t Vision by a number of other professional

manpower economists, and perhaps pragmatically by the vocational
education authorities themselves.

There is no implicat'on here that experimentation should not have

gone forward. The mistake simply was that while waiting for these
anticipated developments to occur, little or no effort was made to use

already available and reasonabl adequate techniques that could haie

3Vocationa1 Education Act of 1963, Part A, Sect on 1.

4Project Vision, Wisconsin State Employment Service, June 1970, p. 5.

51bid , p. 6. 179
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provided the vocational education system with the information it so

so-ely needed. It was not until mid-1969 that draft instructions
were provided to the employment security iystem on the openings-matrix
technique, some 2 1/2 years after i-s publication. And even today,
many states are awaiting completed developments on the matrix method
which, in tile author's opinion, will fall short of the promise held for

it.

It appears thaL an immediate approach to satis'ying vocational
education needs is a combination of the BLS matrix and the unfilled

openings-matrix techniques. At the Ohio State University Conference
on Vocational Education in Columbus on May 12-13, 1969, the State
Director of Vocational Education for Minnesota indicated that he oas
using a combitation of the two approaches which in turn were provided
him by the Minnesota State Department of Employment Security.0

The industry-occupation matrix provided employment levels in
Minnesota for some 50 dr-oft3ssiona; and 90 other occupaticns based on
census occupational classifications. The employment levels were the
actual census count in 1960 plus extrapolations for 1968 and 1975.
When new bench marks such as the 1970 Ccnsus counts are available,
these periods will probably be adjusted accordingly.7

The obvious value of such figures is that they provide a clean
level of actual and .e,ntictpated employment over a loe- :7,eriod of time.
All one needs to do is to subtract two terminal points to achieve growth
or decline and a rate of change. The matrix method also provides a
figure on average annual openings which combines growth and replace-
ment openings. But unfortunately, any vocational expert quickly per-
ceives certain inherent dangers. A growth in employment of 1,000 metal
heaters, for example, would not call for 1,000 trainees in the voca-
tional education or other training systems; perhaps as many as half
might be promoted into the occupation within the plant, an unspecified
number of job-ready might come into the area or leave it, and there are
the inevitable deaths and retirements. Then again, an increase of 1,000
electronic technicians or cosmetologists might all be supplied by local
private technical institutes. In short, the BLS matrix deals with em-
ployment levels; supply information on manpower is lacking. There are,
of course, c_her difficulties such as the limitation of the census data
in terms of occupational classification, the long intercensal periods
in which major changes can be expected to occur, and the problem of
applying the matrix method to smaller cities. On balance, however, the
matrix supplies local employment bench mark data and these are oasic to
any vocational education planning.

The --eT,-matrix approach is the second component in this array

6Letter of June 2, 1969, from G. J. Vavoulis, Commissioner, _
Minnesota Department of Employment Security to Marq.ower Aomiinistrator,
.S. Department of Labor.

7The Bureau of Labor Statistics has just developed a comprehen-
sive set of projections for the economy of 1980 with a base employment
year of 1968. ISO
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of vocational information. This is a system whereby information is

provided on all occupations in a community for which employers place
orders with the local public employment service office. it is not the

number of such openings which the employment service garners but the

relationship, for each occupation, betwrten those jobs which are hard to

fill as a percent of all such jobs in the employment service. To this

shortage study is added the national BLS matrix projection for each
of these occupations and where available, a state projection is a wel-

come addition. We suggest both, in fact, because a state's projection

can be unduly influenced by a single plant's demis whereas a national

projection would more truly reflect the non-local range of opportunity.
The matrix method produces a state as well as a national projection.

The hard-to-fill figur-e also embodies a concept of sur)ly so
sorely lacking in some other techniques. The unfilled one-month-or-
more figure reflects, in one concept, the total of several job market

phenomena. It represents shortage after taking in-migration and out-

migration into consideration. It represents shortage after considera-
tion is given to promotions into the job and those leaving the job.

It is a direct measure of failure to meet demand after exposure to
available supply--i.e., the unemployed and those presumably qualified

in the occupation. In short, the hard-to-fill figure represents the

net inability of the community to find workers, the residual after all

the various manpower actions have occurred in the market place.

New Source of Unfilled Openings Data

There are sev-, ' developing sources of information for shortage
occupations on a regularized and current basis.

Until recently, the best such source was a quarterly reporting
program on unfilled openings, by 3-digit Dictionary of -ccupational
Titles (DOT), for 77 Standard Metropolitan Statistical Areas (SMSA).
These cities account for some 50-55 percent of the total United States

work force.

A second source, still in the developmental stage, is the
Department of Labor's job vacancy program. Under this program, data
collected for any city is very complete in occupational detail be-
cause they represent the universe of jobs in the area. The unfilled

openings data are ie,,,ss complete in occupational detail because they
reflect only those jobs coming into the employment service. The
limitation of the vacancy data, however, is that the collection pro-
gram is operable on a detailed occupational basis for only 18 areas and
it will be many years before such information is available on a wide-
spread and current basis. Nevertheless, these data are highly useful
and should be used as a substitute for unfilled openings where available.

Perhaps the greatest promise for obtaining Information on hard-to-
fill jobs is the current employment serNice program of installing job
banks in local employment offices around the country. These banks are

computerized listigs n a daily basis of all unfilled openings in the
employment service wizh, among other things, the number of days these
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jobs have gone unfilled. Job banks are already operating in 52
metropolitan areas and the plans call for a total of 111 areas to be

operating by June 30, 1971. In the following year it is planned to
cover all areas in the United States on a statewide basis and that
would ensure quick and ready access to all ES occupational information
for any area or combination of areas.

The openings-matrix approach, including the vocabulary long-renge
forecast, can be easily programmed into the computer and produced with
machine-like ease. In fact Wisconsin, which uses the unfilled openings-
matrix technique on a statewide basis to service the vocational educa-
tion system, ha5 already programmed this information on the computer
and produces it in camera-ready form for reproduction and widespread
distribution.

Experimentation and Demonstration Needed

We believe that satisfactory methods of forecasting occupatoriai
needs are already sufficiently advanced to take care of vocational edu-

cation requirements. Additional research should continue and of course
it will.

There is a great immediate need in our judgment, namely an experi-
mental project which will provide answers on how the vocational educa-
tion authorities and the employment service can work together at the
local level. For example, means must be established on how the two
groups can open a cooperative and continuing dialogue. A special effort
should be made to experiment with methods of overcoming mutual distrust
where it exists. Employment service staff must have a package of avail-
able forecast data, placement opportunities for part-time jobs, and an
aggressive program of manpower services for vocational school students.
School authorities should be apprised of the kind of services which a
competent employment service can provide. Various state employment
service agencies should be canvassed for histories of success in working
with the vocational school systems and these ideas should be collated
and exported to other states.

After this experimental project is completed, the findings should
be applied to one or more local areas on a demonstration basis. An
evaluation design should be installed in advance so that measures of
success and filure can be obtained at the completion of the demon-
stration. It would be hard to conceive of experimentation and demon-
stration dollars better spent than in a project of this nature.
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FOCUSING ATTENTION UPON VOCATIONAL EDUCATION

PROGRAMS AND THEIR RELATIONSHIP TO MANPOWER,

EMPLOYMENT, AND POVERTY IN URBAN CENTERS

by

Joseph H. Stephenson*

A Position on Vocational Education

THIS WE BELIEVE:

. . WE BELIEVE that vocational education is based on the need of

every individual for economic security.

. WE BELIEVE that all people, of all aaes, in all locations, should

have the opportunity to prepare for, enter into, and advance in all

occupations of gainful employment.

... WE BEL:EVE properly funded vocational education programs on the

local high school, adult, and junior college levels can meet, today,

and tomorrow, the needs of pre-employment, under-employment, re-

employment and unemployment.

. . WE BELIEVE that local school district control of vocational edu-

cation program3 is mandatory in order to avoid the tremendous politi-

cal pressure inherent in federal and L:tate agency control.

. . WE BELIEVE that vocational education must be properly articu-

lated with the elementary and junior high schools on the one hand and

the four-year colleges on the other.

. . WE BELIEVE that the objectives cf vocational education programs

determine the needs for instructional staff, facilities, equipment,

and materials.

. . WE BELIEVE that cooperative and meaningful instructional rela-

tionships between the school and community groups and aaencies are

the basis for effective vocational education.

. WE BELIEVE that vocational education must meet quality standards

of occupational preparation and job placement and yet should be flex-

ible enough to meet changing needs without being structured by arbitrary

requirements of scheduling and programming.

. . WE BELIEVE that adequate student personnel services, involving

*Mr. Stephenson is a Vocational Education Consultant in San Diego,

California. He is a retired vocational educator and was Director of

the California Major Urban Centers Vocational Education Project,

University of California, Los Angeles, California.
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trained counselors with adequate current oc-upational knowledge and
experience, is an important part of vocatioAal education.

. . WE BELIEVE that researcn and evaluation are an integral part

of the design for the improvement of vocational education.

This in essence is the philosophy of Vocational Education of the

five large Urban Centers of California.

Introduction

Mr. Chairman, Ladies and Gentlemen, it gives me a great deal of
pleasure to be with you durin, this, the tenth and final institute of

the series, and to share with you some of the highlights of the think-
ing of a very dedicated group of educators from the far West.

In order to clarify semantics during this presentation we will
agree that the following titles are used synonymously:

Vocational Education and Occupational Training
Junior College and Community College
Human Resources Development and State Employment Serv!ce

We will also agree that wherever adult education is used it refers

to that part of education which has to do with short-unit skills pro-
grams preparing persons for entry into the labor market or for upgrading
workers_

For the past many years the Urban Centers of California have, to
the best of their knowledge, been serving the vocational needs of each

of their respective communities. The programs have grown somewhat like
Topsy, with each segment of the schools attempting to meet the chal-
lerges involved in developing a total educational program.

No one has had the time, or taken the time, to stop and evaluate
what has been happening.

Realizing the need for a much closer inventory and evaluation of
programs offered, and the urgent need to do something about the obvious
unmet needs for training of disadvantaged youth and adults, the
California State Department of Education and the University of
California at Los Angeles collaborated in the development of the
California Major Urban Centers Project. The purpose of this project
was to focus attention upon vocational education and its relationship
to manpower, employment, and poverty in the five large cities of
California: Long Beach, Los Angeles, Oakland, San Diego, nd

San Francisco.

I had the honor to be selected to direct the first phase of the
total study.

Through the courtesy of the State Department and U.C.L.A., I was
able to obtain fifty copies of the report to distribute at this con-
ference so that I will not bore you with reams of charts and statistic',
which are included in the Urban Centers Report, except to illustrate a
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point or an interesting fact, but will spend the next little while
in discussing some of the techniques used, some of the highliOits,

some of the problems encountered, and in making recommendations. I

will also mention a few of the exemplary programs I visited both in
California and other p1-ts of the country during the course of the

project.

The Purpose

One of the greatest problems in vocational education as in many
other fields is that of communications. We therefore decided that if
the project was to succeed, as many persons as possible on all levels
of state and local educational government must not only be kept in-
formed of our progress, but must be part of the action. This resulted
in a rather impressive structure of committees:

First, a State Committee made up of Bureau Chiefs and other
selected top officials to solicit their support

Second, an ad hoc committee made up of superintendents of schools

and the directors of Vocational Education from each of the Urban

Centers for administrative backing

Third, an action committee composed of school officials, appointed
by the superintendents and directed to act for them in decision-making.
This, the California Urban Centers Vocational Education Committee, was
the working committee which was responsible for establishing the philos-
ophy and a tentative outline for the development of a basic master plan

for vocational education.

The unique feature of this group was that
the superintendents for their authority to act
knowledge of vocational eraication. ConsequentI
members of the committee were not vocationally
this appeared to be a distinct disadvantage, in
a very fine relationship.

y were selected by
ler than for their
,ight of the sixteen

-iented. At first,
it turned out to be

This has convinced us that if we expect to succeed in

an all-round program of vocational education, we must work
with the rest of the disciplines within the schools.

State-Level Procedure

developing
more closely

The Urban Centers Vocational Education Committee, hereafter called
the Committee, was charged with the responsibility of developing guide-
lines for the development of a sequential, organized program of voca-
tional education based on a master plan for vocational education in
the five large urban areas, and tailored to the needs of each of the

local areas. Of particular concern was the planning for programs not
now being offered in the large cities, which are necessary to provide
a better relationship among unemployment, employment demand and the
supply of trained persons, with special emphasis on the problems of
disadvantaged youth and adults.
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The Committee developed a list of eighteen common concerns re-

lated to occupational education including:

1. The need to bolster the image of vocational education

2. The inadequacy of fiscal support

3. The fuzzy employment picture

4. The insufficiency and inadequacy of vocational guidance

5. The lack of articulation with the total program of education

6. The need for vocational education to become more greatly con-
cerned with placement and follow up of students 'leaving the
school program (whether through completion or dropout)

7. The need to take a more realistic approach to curriculum and

program development

8. The need to emphasize the training of disadvantaged youth
and adults

9. The need to define the disadvantaged more clearly

10. The need to tie education, business, and industryincluding
labor--and the community closer together

11. The need to consider wore aggressive and persistent promotion
of vocational education

12. The need to develop vocational education programs around the

needs of the individual

13. The need to involve the total community, including prospective
trainees, in the planning of vocational education programs

14. The need to involve area planning to include areas on the

perimeter of the urban centers

15. The need to develop a blueprint for the future in vocational

education

16. The need to constantly stress communications

17. The need to develop a realistic teacher recruitment and
development program and avoid the tendency to substitute
degrees for experience

18. The need for the master plan to include all phases of voca-
tional education on the elementary, secondary, community
colleges, and adult levels

The Committee also discovered that (1) there was no single source
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where an inventory of vocational education offerings in any of the

cities involved was available; (2) there was no way of measuring

the nature and extent of vocational education--its success and posi-

tive factors as well as its shortcomings; (3) there was no way of

determining the overall vocational education needs of youth and adults

in the urban areas, especially those disadvantaged persons, be they

black, brown, or white, who without adequate occupational preparation

have little or no possibility of 5.uccess.

Tentative Outline for the Development of a Master Plan for Vocational

Education

In order to coordinate the thinking of the Committee, it was

necessary to develop a list of the elements of a master plan for vo-

cational education. The following tentative set of ten guidelines

wec approved by the Committee as a nucleus for a master plan around
which each local area would develop its own plan:

First: A statement of philosophy of the school district--point of

view--objectives which I used as the opening for this pre-

sentation

Second: A description and analysis of student needs, interests, and
abilities, as well as numbers and distribution of all students

including the disadvantaged, dropouts, potentially unemploy-

able, etc.

Third: Description and analysis of community needs, opportunities,
and interests including a projection for the future

Fourth: Description of the educational and guidance programs presently

serving the community, including private as well as public

Fifth: Identification of educational programs and guidance services

which are needed but which are not presently provided, in-
cluding needs projected for the future created by growth,

technological change, etc.

Sixth: Identification of additional data necAed including:

Research
Curriculum development needs
Development of guidance services for placement and follow-up

Teacher recruitment and education

Seventh: Organizational changes needed

Eighth: Plans for community involvement and for public information

services

Ninth: Determination of probable costs and plans for financing (in-
cluding federal, st:Ae, and local sources of revenue)

Tenth: Plans for continuing program evaluation and provision for

change as needs are identified
187
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Local Procedure

Realizing that no single plan would work for all urban centers,
each center also organized a three-committee structure for local

planning involving: (1) leaders of the various divisions and disci-
plines within the district, .s well as lay persons from the com-

munity; (2) vrcational supervisors and administrators, bid (3) a
representat:Ne task force to gather and evaluate statistics. This

task force was made up of supervisory school personnel released from
other duties to devote full time to this important task.

Each city appointed one person, who is also a member of the

five urban centers committee, to act as chairman and the contact
person for the local district. He also acted as leader for the
local task force.

As a basis for research by the local task force, the gathering

of the following data was suggested. (These data are divided into
five categories. Category 111, The Current Status of Vocational
Education,*.becomes rather long and involved, but I'll try to be as
explicit as possible).

Category I: Profile of Each Center

A. The population in each
B. Ethnic distribution in each
C. Labor statistics in each
D. Profile oF education in each
E. Student population
F. Number of persons reaching employable

age annually
G. Distribution of potential workers by age,

sex, and ethnic count

Category II: Technology and Manpower Needs

A. Areas of high employment
B. Areas of over supply of persons seeking

employment
C. Employment needs
D. Shortage occupations

Category III: The Current Status of Vocational Education

A. The Programs Offered
1. Diversity of vocational offerings
2. Distribution in terms of pre-employment

and upgrading in high school,,junior
college, adult and specia; programs

3. Distribution of vocational centers in
relation to areas of unmet needs

4. Percentage of employment represented
by the vocational programs for each
region
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5. Establishment of the need for present
programs and their continuation

6. The status of apprenticeship
7. Length of training versus entry job needs

8. Admission requirements--are they realistic

or discriminatory
9. Local effnrt in terms of supervision and

coordination, secretarial, library, main-
tenance, parking, counseling, cooperative
training, placement and follow up of

graduates and dropouts
10. Attitude of other disciplines toward

expanded vocational education

B. The Students Served
1. Distribution of vocational students in the

eight occupation categories: office
occupation, technical, trade, etc.

2. Percentage of vocational students in

relation to the total student population
3. Total student hours of vocational enroll-

ment by categories
4. Offerings for women exclusive of office,

distribution, and health
5. Offerings for the disadvantaged
6. Dropouts
7. Graduates

C. The Facilities and Personnel
1. Utilization of present facilities
2. Cooperative use of facilities
3. Use of off-campus facilities
4. Number and types of schools in each city
5. Number of "competing" private schools
6. Inservice training for teachers
7. Selection of teachers and recognition of

occupational training on salary schedules
8. Acceptance of vocati-mal instructors by

academic members of the faculty
9. Problems of recruiting instructors on the

high school level
10. Adequacy of present staff--i.e., instructors,

aides, advisors, counselors, coordinators
and/or supervisors

11. Cost of public school training versus private
schcol in MDTA and NAB-type programs

12. Financial accounting of vocational education
13. Vocational education student accounting and

reporting

Category IV: Vocational Education and the Community

A. Attitude of community groups toward occupational
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education, labor, management, minority
groups, state employment service, etc.

B. Effect of recent school offerings on the

War on Poverty
C. Community participation through advisory

committees
D. Length of time required between recogni-

tion of a training need and the start of

a program
E. Indications that the school district is

accepting responsibility for educating
persons not eligible for MDTA or other
federally-aided programs

Category V. Vocational Education Trends and tha Future

A. Trends in labor needs
B. Number of new types of offerings added in

past five years
C. New areas of training needed to adequately

take care of emerging occupations
D. Anticipated new fields to take care of in-

dicated necds
E. Addf-ional enrollment to be generated based

on indicated needs
F. Additional facilities needed
G. Transportation
H. Programs offered in other urban centers that

should be considered
Programs which should be phased out due to
their obsolescence

One of the items listed in the tentative outline for a Master

Plan was: "organizational changes needed".

Recently, state legislation made it mandatory to separate the
community colleges from the K through 12 school districts and to es-
tablish the Junior college under the control of its own board of edu-

cation within each school district.

The reorganization started on the state level with the establish-

ment of a Board of Governors for California Community Colleges of
which there are over 90 in the State. All Vocational Education on the
Junior College level was transferred to the Bureau of Community Col-

lege Vocational Technical Education. Ali other vocational education
remained with the State Department of Education, Division of Vocational

Education, which has undergone considerable reorganization.

California has recently abandoned the project method of reim-
bursement and has developed a new method of distributing funds under

Part B of the Vocational Education Act. They have worked out a sys-

tem of entitlement based on a rather complicated formula which you
will find on Page 67 of the California Plan available with other ma-

terial I brought.
190

20 /



Each of the urban centers has also made ,'rastic reorganiza-
tional changes. In each center the community college has been
separated from secondary education and now functions as a separate
entity, in some cases under its owr board, but in all cases as a
separate function from K through 12. It has been left up to the
local distrir:t to determine what happens to adult vocational educa-
tion. This has resulted in some rather interesting developments:

LOS ANGELES has tied all adult and secondary education together
and organized the vocational education program under the direc-
tion of a director of occupational education. VocationAl educa-
t ion on the junior college level is undr the direction of a
coordinator of occupational education.

LONG BEACH has a separate community college but has divided the
adult vocational programs on the basis of where the classes are
offered, either at the community college or high school campuses.
All vocational pt-ograms are under the director of occupational
preparation who, in effect, receives his salary from two sources,
high school and community college.

SAN DIEGO has made adult eeication a part of the community col-
leges. A director of vocational education is administratively
r,!sponsible for all post high vocational education and is also
cooperatively responsible for the high school program.

OAKLAND has combined adult with secondary education under the

t itle of Oakland Public Schools with a coordinator of vocational
education respo.,sible. Peraita Junior College District in
Oakland functions separately from K through 12 and adult. So

far each college is responsible for its own vocational program.

SAN FRANCISCO, last but far from least, has combined adult educa-
tion with the community college district, but so far runs voca-
tional education as a separate entity under the direction of an
assistant superintendent of adult and occupational education.
The secondary vocational program is under a director of occupa-
t ional preparation.

I would like to make two comments. First, this r.estructuting
is in its infancy and will be subject to many c..hanges. Second, the
use of the term "occl....pational" in the administrative titles is an
attempt to raise the image of vocational education.

The committees in their research activities uncovered some
rather interesting and disturbing facts, for instance:

The total population of San Francisco has only increased 2 per-
cent since 1960, but the Chinese population has jumped from 36,000
to 62,000. The total non-white population has increased 36 percent
up to 201,000 or approximately 28 percent of San Francisco's total
population. In addition, the percentage of persons with Spanish
surnames has increased 29 percent. For the first time the Chinese
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are becoming a serious civic problem in San Francisco.

The racial characteristics of Oakland are also undergoing a
drastic change. In the six years prior to 1966, 36,000 whites moved
out of the central city and 33,500 non-whites moved in. This move-
ment has even accelerated since then.

Unemployment

The percentage of unemployed untrained youth in the five centers
is deplorable! The latest figures available showed: Long Beach, 30
percent; Oakland, 41 percent; Los Angeles, 30 percent; San Francisco,
35 Percent, and San Diego, 15.5 percent.

School Enrollment

Statistics showed that the program of vocational education in
the five urban centers is much less than it should be compared with
employment figures for the same areas. The five urban centers employ
31 percent of the California labor force, while only 16 percent of
those enrolled in vocational education in the state are enrolled in
courses in the five urban centers.

Also statistics show that less than 18 percent of the school
youth of California are involved in vocational education. This figure
is much too low. Because of its practical nature in a job-oriented
society, especially in the urban centers, this figure should reflect
an involvement of closer to 60 or 70 percent of the total secondary
and community college student population.

Statis ealed the enormous investment involved in
school plan- Luntinuing need for mo' and better facilities,
and better use w acilities to serve the growing population.

While I have been using the five California Urban Centers as
illustrations or examples, I am sure that each of you, in your mind's
eye, have been reiating the procedures and problems to your own situa-
tion.

The rest of the presentation will focus on some of the apparent
trends in vocational education, some of the innovative programs, and
some observations and recommendations made by the Committee. Because
of its importance and because I have just mentioned facilities, I am
going to reverse the order and make some recommendations first.

Strong consideration shoula be given to innovative ways of coping
with this never-ending cry for more facilities. A greater use of
off-campus locations in industry and business establishments is to be
encouraged. Not only will this relieve the districts of much capital
expense, but it is in these establishments that realistic industry-
business oriented training on modern equipment can take place. Closer
coordination between all levels of vocational education should take
place in all of the districts for the joint use of facilities. A
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contractural agreement between schools and districts, for the mutual

use of facilities, could be prepared outlining a detailed schedule
of usage. Future facilities developed by the districts should avoid
the connotation of preparing trainees in narrow, dead-end curriculums,
but instead should be designed as area vocational centers which would

serve several comprehensive high schools as well as serve as an adult
occupational ce:Iter, either concurrently with the high school program

or in the evening. The facilities should be designed around multi-
service shops and labs to serve not only high school but also adult
and junior college recipients on a six-days-a-week, twelve-months-a-
year schedule. As an integral part of any facilities program, the
transportation of students to and from the site is an obligation
that should be undertaken. Transportation is high on the list of
items that will improve the educational opportunities of those con-
sidered to be disadvantaged.

Follow-up of Vocational Education Students

Placing students on the job after completion of training and the
follow up of students, be they completion or dropout, is most impor-
tant and yet it is one of the weakest phases of the total vocational
educational program. Some of the problems encountered when attempting

to establish meaningful statistics for students who have terminated,
include the fact that there is a definite need for a better way of
determining what happens to dropouts once they leave school. The
attrition rate between initial enrollment and graduation from voca-
tional programs needs to be studied.

The job placement program must be seen as a continuous process.
Many students, particularly in the inner city, will need post school
assisfance if they are to adjust successfully to the world of work.

I was privileged to attend the Cleveland Conference on Voca-
tional Education held in July 1968, at which time placement and follow
up was considered by some fifty leaders of vocational education in
the great cities of the United States. Their findings and recommenda-
tions were so important that I included them in detail in the Urban

Centers Report.

Voc4tiona1 Education Future Trends for the Urban Centers

When vocational education is considered in relation to (1) the
changing economy, (2) the urban problems of unemployment and under-
employment brought about by lack of skills, (3) the increasing need
for special preparation for entrance into the labor market, (4) the
war on poverty, and (5) the numbers of youth who are graduating
from school or who are returning from the armed services in antici-
pation of entrance into the labor market, the urban centers must
realize that vocational education must increase in scope. It must
provide more and diverse programs, meet the needs of more of the
population, and raise the ability of its recipients to a meaningful

level in our mechanized, automated society.

Vocational leaders must look to the future if they expect to be
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able to assert leadership in developing new and revitalized programs
of vocational education. They must be backed by educational adminis-
tration, otherwise the structure of public vocational education will
be continually weakened by urgings of such organizations as the
Department of Labor and the National Alliance of Businessmen who assert
that private schools and private industry should be used whenever
possible and that the public schools have proved that they !lave a
limited function.

The program of vocational education has, by passage of the
Vocational Education Act of 1963, expanded to include more emphasis on
the secondary schools. Under the Vocational Education Act of 1968,
this trend is continuing with this expanded program being supplemented
by adequate career counseling and work experience. Preparation for the
secondary program needs to be accomplished in the late elementary and
junior high schools in the form of career experiences, field trips,
and information. The program offered in the community colleges will
become more technical and degree oriented, with more emphasis on the
traditional trade program on the secondary and adult levels. The
adult division will provide intensive short unit of pre-employment
training for immediate job placement and upgrading courses for
employed workers.

Trends indicate that the curriculum in the future will include
modular scheduling of students to allow for programming in patterns
other than the usual two to three hours a day, five days a week. A
vocational student would be able to attend an occupational center a
full day for one, two, or three days a week. Scheduling 4ould be
accomplished on an individual student computer programming basis. The
curriculum will include the development of business-industry coop-
erat;ve programs at the high school level, and "student intern" pro-
grams at the junior college level in order to provide a relevant
program of occupational preparation. Flexible scheduling, incor-
porating transportation to the occupational center or the businoss or
industry site from the resident school, will be proviri," '" ulum
and curriculum guides will be developed around the sp Ader
approach utilizing a cluster of occupations and thus providing every
student the chance to go as far as he can, and then become skill-
fully employed at his maximum capability.

These are some of the trends for a revitalized program of
occupational education in the Urban Centers and the indications of
the direction of the future. In the effort to find new and innovative
ideas and programs, let us not forget that we are operating and have
operated an enviable program of vocational education, and that we
have not met our potential level of accomplishment in our old stand-
by programs.

One of the rewards of the Urban Centers assignment was the privi-
lege of visiting schools and programs, not only in the five California
centers but in large urban areas throughout the country. Since this
subject is covered in detail in the Urban Centers Report, I will
mention only a few of the unique projects.

1914



LONG BEACH: Long Beach is placing heavy emphasis on counseling
in the lower grades as a means of assisting students to make a voca-

t ional choice. A plan has been devised which is heavily advice-
oriented and aimed at students in grades below the high school level.
The director of occupational preparation, working closely with busi-
ness and industry, has organized work experience programs for occupa-
t ional counselors and advisors. One-third of the total counseling
staff is participating in the program each summer.

Long Beach has also developed occupational cluster charts showing
the various types of entry jobs which are available upon completion
of certain segments of the occupational cluster, and the level of
training required for each job. Training is correlated between the
high schools and the community college.

LOS ANGELES: Los Angeles is undoubtedly cne of the foremost
d istricts in the nation regarding the total field of vocational educa-
t ion and specifically innovative and exemplary programs. An exam7le
of this is the high school occupational skills program. This program
provides special and intensive train!ng in specific job entry level
skills in a wide variety of occupations with the objective of imme-
diate employment at the completion of -ne course. Classes meet at
times which do not conflici- with the usual school hours, such as
Saturdays from 9:00 a.m. until 3:30 prri. and weekdays between 4:00
and 7:00 p.m. Programs in more than r_hirty occupational areas are
offered.

Two regional occupational centers, West Valley and Central City,
regularly serve the educational need!, of large numbers of adult stu-
dents. In addition, selected 16 and 1--year-old students are referred
to the centers for occupational traihing and an opportunity to com-
plete nigh school graduation requirements.

The division of adult and vocational education offers an exten-
sive program of basic and vocational education in the target areas.
Fourteen of the twenty-eight adult schools, ot of the two regional
occupational centers, and all four skills centers are located in dis-

advantaged areas. In addition, the other adult schools and regional
occupational centers serve many students who are culturally and eco-
nomically disadvantaged.

OAKLAND: With the emphasis being placed on occupational prep-
aration, the high schools in Oakland are becoming area vocational

cL.nters. According to the director of vocational education, a five
hindred percent increase in enrollment for occupational training for
the next school year will result from the decision of the board of
education to furnish free transportation to and from each of the
three schools involved in the regional centers training area.

The ladder skills program on the community college level is de-
signed to train students for job entry and job advancement positions
in the medical and legal clerical emplc 'merit areas. Training could
be continuous. A student who reaches the qualifications for a medical

or legal clerk-typist and obtains employment can return to the
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day program for advanced training.

SAN DIEGO: The use of industry, business, and public service
facilities as extra classrooms and 1Fbs have been developed to a
high degree by the San Diego Community Colleges with more than two
thousand students attending classes in such "off-campus" locations.
In every instance where this cooperative agreement exists, the board
of education officially declares the location to be an extension of
the campus.

The use of the junior college shop and lab facilities by high
schools, as a vocational area center for high school students who
are preparing for immediate employment in a skilled occupation upon
graduation, has been working successfully for many years with a static
enrollment of three hundred. It is anticipated that this number will
double or triple now that transportation from the school of residence
to the vocational center is provided by the school district. In the
past, students have been required to pay their own transportation
from their school of residence to the center. Since this costs the
student as much as sixty cents per day, it has prevented m-any deserv-
ing and interested students from t,king advantage of the training.

SAN FRANCISCO: Project Feast (Foods, Education, and Service
Technology), a good example of the ladder approach, is starting to
receive national recognition. San Francisco City College has had
one of the most outstanding hotel and restaurant programs on the
junior college level. Project Feast moves the food preparation and
service down into the high school, with preparation for a job attained
after the first semester, at the same time making it possible and
desirable for the more capable students to continue through junior
college and even through a four-year program.

The programs at John O'Connell Technical Institute are an
excellent example of multi-use of facilities and staff. The facili-
ties house daytime vocational high school, adult day school, adult
evening school, and apprenticeship students, and serves as an occupa-
tional center for several high schools. Vocational students attend
their high school of residence for general education subjects and use
the shops and labs at O'Connell for vocational training.

MINNESOTA: Minneapolis plans to make all high schools compre-
hensive either through inclusion of occupational programs "on campus"
or in occupational centers serving other high schools.

Another interesting project is the development on the state
levei of a procedure for evaluating vocational schools, administration,
teachers, and programs. The evaluation involves a team of staff, admin-
istration, and two persons from industry. The evaluation questionnaire
is based on a scale of five and is completed individually by each of
the evaluatcrs. It covers everything from administration to place-
ment and follow up. Since evaluation is an integral part of any
vocational program, this instrument would appear to be a valuable
guide.
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DETROIT: A recent innovation in Detroit is a new program sponsored
jointly by the United Auto Workers Union and the Detroit Puolic Schools,
which takes advantage of the highly developed skills of retired crafts-
men by using them as teacher aides in large shop classes. Each United
Auto Worker retiree working with the students is under the supervision
of a regular vocational instructor. He is hired for approximately
eight hours a week.

WASHINGTON, D.C.: Washington Te tical Institute is a federal
school organized under a federal act ,

higher education for the
District of Columbia. The federal government appropriated $18,000,000
for its construction. (This was approxinately the same amount as all
federal vocational reimbursement for the state of California last
year.) Several innovations are worthy of consideration:

- No certification for instructs3rs is necessary.

- The counseling staff has a ratio of one to thirty students or
approximately the same number of counselors as instructors.

- There is less szress on entrane requirements.

- More stress is placed on individual student objectives.

The program is lengthened if remedial or pre-college work is
necessary.

- The period of training is shortened when the student has reached
his occupational objective.

- More stress is placed on occupational advisements.

- There is more involvement with industry and the community in ar-
organized program of cooperative education.

Over 90 percent of the students are black.

PHILADELPHIA: Philadelphia is presently divided into eight semi-
autonomous high school districts with several high schools in each
district. There are three vocational centers developed and functioning.
Their immediate plans are to build five more, one in each of the high

school districts. Each of these centers will become the vocational
division for a oroup of high schools as well as an adult vocational
school. These centers will be part of the local school district. Each

student's schedule will be individually programmed by computer. They
will attend their residence school two or three days a week and the
vocational center for the balance of the five days. When they are
ready to go to work on the cooperative program, they will attend the
residence school three days a week, the vocational center one day,
and work under a cooperative program one full day per week. This
system is being considered in several of the schools since it reduces
the problem of transportation considerably. The employer can also
depend upon a boy or girl for a full day's work.
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An innovative way of providing career exploration for younger
:7tudents is to develop a career center in connection with each vo-
cational center. Junior high (middle school) students, through the
counselor, are scheduled and assigned to an advanced student on a
one-to-one basis for a full day. During this day they follow and
observe the types of skills and jobs encountered in a given occupa-
tion. The student-to-student communication is provino far superior
to short class field trips. The young students are rotated through
several occupations.

The vocational centers are open daytime, evening, and on Satur-
days, twelve months a year.

NEW YORK: In New York, nine high schools are following a corre-
lated program or team-teaching approach, which is designed to take
care of the high school student who has not decided upon a college
program and has not made an occupational choice. The main features
of the program are:

1. Exploration courses in the areas of business, health, and
industry in the ninth and tenth years;

2. Specialization in ore broad occupational area in grades
eleven and twelve;

3. Preparation of those students who "find themselves" and
who wish to continue their education beyond high school
for a career program during the thirteenth and fourteentn
y-ars, in a community college or in an urban center;

4 New cur.--1101,1- materiat i each is wr st-en oy a
on ui experts with the aid of consultants and
advisory committees from industry. (Projects cal-ried out
in one classroom are "correlated" or reinforcei in other
classrooms or labs);

5. An emphasis is placed on the improvement of s c skills.
(The English teacher cooperates with teacherE in other sub-
ject areas in helping the student improve in hi ability to
read and write);

6. Teacher time is provided so that English, matleatics,
science, and shop or laboratory tc7.achers can 7-7-at daily as
a team to plan their work coopera-tively. (A i-,ck-of-time
arrargement keeps teachers and stclents toget+.--.A- for se-
ected subjects).

Thls program is a modification of the Richmond Plan f-7hm California.

Su-alary -arvi Re7-ommendations

The szudy of vocational education in the five la je cities of
Ca-ifornia and its relationship to manpower, employme-r:, and poverty
pT_ced an emphasis upon fact finding as the major thr4-st of Phase 1
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of the total study.

One of the highlights of the study was the opportunity For the
vocational education and academic leaders in the large cities to be-
come better acquainted with each other and to disr_uss common problens.
During the year, the group had many opportunities to share their
knowledge about these problems and to reach tenable conclusions. Ac-
cordinoly, the recommendations represent botF a consensus and a major
step toward concerted action for the future. A recap or partial
summary of fifteen of these recommendations includes:

1. A method of determining employment statistics and trends in

an area coterminous with school districts should be worked
out between each school district and the local office of
the department of employment.

2. More accurate employment statistics should be developed for
each of the school districts.

3. A greater number of industry-school cooperative programs
should be developed in the urban centers to offset the astro-
nomical cost of modern equipment and facilities.

4 Transportation should be provided for occupational student-
from resident school to area technical school or from r 41

dent school to a cooperative industry site.

5. A standard method of accounting for vocational education en-
rollments and the follow-up of students should be developed.

6. The state and federal accounting forms should be clarii-ied
and revised, and state-sponsored clinics or work.;hops should
be offered to all those who will be working with these forms
in an effort to provide uniformity between districts with
regard to vocational education statistics.

7. A department of inter-districts coordination of vocational
education should be organized in each of the cities that have
both a unified and a junior college district.

8. Each district should develop procedures whereby a vocational
education program (course) could be initiated within a short
period of time after receiving a request from an agency or
industry.

9. Each district should develop articulation procedures whereby
credit can be given to the student for beginning courses
taken in either the secondary, junior college, or adult divi-
sions without requiring the student to retake them.

10. Each district should organize a central clearinghouse for
ideas, information,and statistics.

11. Selected part-time designated subjects credentialed
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instructors should be allowed to teach in the secondary occu-
pational education program.

12. The state department of education and the school districts
should entitle the program "Occupational Education" as one
means of image improvement.

13. Emphasis should be placed on follow up of all pre-employment
enrollees.

14. The use of selected retired craftsmen as teaching assistants
should be encouraged.

15. More use of teacher aides of varying ethnic backgrounds
should be adopted especially in large classes where a great
deal of paper work is involved. This is an excellent oppor-
tunity to add black or brown employees to the teaching
staff.

Conc usion

The Urban Centers Report, which you will receive, is not a copy
of a five-year plan but the basis for developing a short and long term
plan of vocational education in each of the urban centers. I have
brought with me samples of plans from some ci the centers which will
be available for you to study if you wish. I have also included a
copy of the California Plan for Vocational Education.

My present plans are to stay in this beautiful city for the next
few days and I

will welcome the opportunity to discuss any phase of
this project with you.

One last thought - I've stressed ladder approach, spin-off,
cluster scheduling and transportation to help take care of individual
differences and individual needs. Perhaps e very old fable by
Dr. Reavis might illustrate my concern:

"Once upon a time, the animals decided they must 4:1,- -omething
heroic to meet the problems of a 'new world'. So they organized a
school.

They adopted an activity curriculum consisting of running,
climbing, swimming and flying. To make it easier to administer the
curriculum, all the animals took all the subjects.

The duck was excellent in swimming, in fact, better than his
instructor, but he made only passing grades in flying and was poor
in running. Since he was slow in running, he had to stay after school
and also drop swimming in order to practice running. This was kept
up until his web feet were badly worn and he was only average in
swimming. But average was acceptable in school, so nobody worried
about that except the duck.
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The rabbit started at the top of the class in running, but had a
nervous breakdown because of so much make-up work in swimming.

The squirrel was excellent in climbing until he developed frustra-
tion in the flying class where hi F. teacher made him start from the
ground up instead of from the treetop down. He also developed 'charlie
horses' from overexertion and then got 'C' in climbing and 'D' in

running.

The eagle was a problem child and was disciplined severely. In

the climbing class he beat all the others to the top of the tree, but
insisted on using his own way to get there.

At the end of the ycir, an abnormal eel that could swim exceed-
ingly well and also run, climb, and fly a little had the highest
average and was valedictorian.

The prairie dogs stayed out of school and fought the tax levy
because the administration would not add digging and burrowing to the

curriculum. They apprenticed their child to a badger and later joined
the groundhogs and gophers to start a successful private school.

Does this fable have a moral?"
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SOURCES AND UTILIZATM OF DEMOGRAPH;C DATA FOR
!DENTIFICATION OF TARGET POPULATIONS FOR

VC-ATIONAL EDUCATION

by

Forrest H. Pollard*

Purpose of Presentation

tiy objective in making this presentation is twofold; first, to
cite various demographic data Eources that can be used to identify the
target populations of vocational education, and second, to briefly
discuss the utilization of the respective data sources in identifying
specifir: target populations.

Delimitation of l-resentation

This presentation shall be limited primarily to a discussion of
existing secondary data sources, with emphasis on the 1970 Census of
Population, and of the use of surveys, where needed, to supplement or
take che place of secondary data in preparing annual estimates of
target populations.

However, reference shall also be made to the use of demographic
projections in long-range vocational educational planning.

The demographic data sources will be discussed as to both subject
content and geographic area of availability (for example, state, county,
metropolitan and other urban areas, rural areas, townships, and enu-
meration districts).

In the effort to identify the several target populations, each
data source will be discussed in terms of one or more of the following
characteristics; color or race, sex, age, educational attainment, labor
force status (employment and unemployment), occupation and industry of
employment, health and/or physical handicaps, and income level.

This presentation is not intended to be a listing of all available
data sources for use in identifying the various target populations, nor
are the sources suggested for use in identifying the several groups
necessarily the best. However, the author has cited what he assumes
to be the best from those data sources of which he has knowledge.

Target Populations

The vocational education target populations are enumerated in

*Dr. Pollard is Head of Population and Household Studies, Industrial
Research and Extension Center, University of Arkansas, Little Rock,
Arkansas
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Public Law 90-576.1 These target populations are as follows:

1. those persons representing all ages and geographic areas and
who desire and need trainit,g;

2. those students presently enrolled in high school;

3. those persons who have either been graduated from high school
or have dropped out of the program;

4. those persons presently in the labor force and who are in need
of training or retraining (adult education);

5 those persons who have academic, socioeconomic, or other
type': of disadvantages and who need special training; and

6. those persons who have either physical or mental handicaps
or both.

Identifying the Target Populations

Those students enrolled in high school. To adequately identify
high school students of a particular area for vocational-education pur-
poses, it would seem that one would need to know, in addition to total
enrollment, the following characteristics of those students enrolled:
age, color or race, sex, and grade attainment.

The 1970 decennial census of population contains enrollment totals
by level and type of school and by age-groups. Level of school is de-
fined as nursery school, kindergarten, elementary, high school, or
college and type of school re_fers to ownership (public or private).

High school enrollment is reported as a single number, representing
four years or grades 9 - 12. This enrollment total is reported by color
(white or nonwhite), but not by aoe, sex, or grade attainment. The data
are available for census tracts, urban places of 10,000 or more population,
for counties, and for states. The state totals are further subdivided
into state totals for the urban, rural nonfarm and rural farm population
sectors.

School enrollment data is reported by age groups for the population
ages 3 through 34. The age groups reported are 3 and 4, 5 and 6 years
old, 7 to 13, 14 and 15, 16 and 17, 18 and 19, 20 and 21, 22 to 24, and
25 to 14. These data are not cross-classified by level of school, color
or race, sex, and grade attainment. The data are available for census
tracts, urban places of 10,000 or more population, for counties, and
for states. The state totals are shown separately for urban, rural
nonfarm, and rural farm population sectors.

1US Congress, Vocational Education Amendments of 1968, Public
Law 90-576, 90th CongT-T-71-ja, p. 9.
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Another source of secondary data and one that I am certain that
you have used is the annual enrollment reports of the state departments
of education. In these reports enrollment is usually reported at the
county level, by grade and sex and in some instances by color. It is

assumed that you could secure from this same source unpublished data
at the school distr7ct level and for individual schools within the
district. A possible weakness of this data source is that enrollment
statistics for your state may be gathered for the public school sector
only and, therefore, to have a complete count you would have to collect
the data from the private school sector.

It would seem that the enrollment data gathered by the state
departments of education provide a more suitable base from which to
derive this target population than that taken during the decennial
census, even after taking into account the previously described
possible weakness of the data source.

The fact that the education department enrollment statistics:
1) are classified by grade, sex, and in some instances by color; 2)
are available annually as contrasted decennially; and 3) can be secured
for the individual school, are the reasons this data is considered
superior to the census data.

Furthermore, because the education department data is published
annually and includes grades 1 through 12, it provides an excellent
base for making annual eight-year projections of this target population.

Those persons who have either been graduated from high school or
have dropped out of the program. To determine the number of vocational
education students that could be expected from an annual group of high
school graduates, it seems that the following information would be re-
quired; total number of potential post-secondary vocational education
student enrollees, classified by sex, place of residence, curriculum
preference, and identity of school preference by geographic area.

This type of date is not collected by the Bureau of the Census,
either through its censuses or its surveys.

However, it is my understanding that surveys providing this
information as part of a more inclusive data gathering function are
being conducted by various educational units, one being the Indiana
Vocational Technical College.

An annual survey would be the only method of securing this
information unless a state department of education could secure the
cooperation of its high schools and thus collect the data as a part of
its annual statistical program.

To effectively identify and render an educational service to school
dropouts would require information that would provide us with annual
data on the total number of dropouts, classified by sex, age, color,
place of residence, school grade completed and employment status.

The population census will show for those persons 16 21 years
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old, the number of high school and non-high school graduates and the
employment status of each of these groups. This data will be classi-
fied by color and sex, Summaries will be available for the following
geographic areas: census tracts, minor civil divisions, places, SMSA's,
counties, and states. The state data will be cross-tabulated by urban,
rural nonfarm, and rural farm residence. Specifically, the information
will be reported as follows:

Not enrolled in school and not high school graduate
Employed or in Armed Forces
Unemployed and not in Armed Forces

Not enrolled - high school graduate
Employed or in Armed Forces
Unemployed and not in Armed Forces

This data source provides an outstanding measure of the number,
characteristics, and employment status of dropouts for the more signifi-
cant geographic areas.

However, there is a major problem connected with the utilization
of this information. Since it is published only at ten-year intervals,
there is a need to be able to update the data if one is to effectively
utilize it for the entirety of the time interval. If dropout statistics,
by county, are available annually or could be made available by the
state departments of education, it is my opinion that this data could be
updated during the intercensal interval.

Those persons who are presently in the labor force and who are in
need of training or retraining (adult education). This target population
is comprised primarily of those persons in the labor force (16 - 64 years
old) who are either unemployed, underemployed, or underutilized. To
adequately identify the persons comprising these three labor force cate-
gories, a cross-classification of each group by age, sex, color, year
of school completed, and occupation is needed.

The Census Bureau does not, nor to my knowledge does any organiza-
tion, gather this information nationally, by county, for all of the
groups (the unemployed, the underemployed, and the underutilized).

It is my opinion that the cost of gathering this data through a
random household sample survey to serve this one objective is prohibitive.
However, it may be that a state organization within your state is collec-
ting this data. In Arkansas, the Arkansas Employment Security Division
through its Smaller Communities Program has collected this data for
certain of the State's counties as a part of its county manpower resources
report series.

Because the data is not available in the statistical format required
for identifying this target population, possibly the opinion of a commit-
tee consisting of persons knowledgeable concerning employment, occupation,
industry structure, educational attainment, and income levels could be
utilized to estimate the vocational education needs of this group in a
particular area.
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Those persons who have academic, socioeconomic, or other types of
disadvantages and need special training. Information reflecting the
years of school completed by persons 25 years old and over, cross-
classified by sex and color is shown in the 1960 Census. These data
are available for census tracts, minor civil divisions, places, SMSA's
counties, and states. The state data will be cross-tabulated by urban,
rural nonfarm, and rural farm residence. Since this information was
also reported in 1960, changes over the ten-year period in educational
attainment by grade level and for a specific area can be computed.
These data should provide a good measure of those with academic
disadvantages.

An excellent socioeconomic measure of the well-being of the
population is the income of families and unrelated individuals by
income size, clPss, nd cc_ or as shown in the c_.-nsus. Income eata is
available for tne sare are:1s as that stated for data reflectinc year
of schcol completed.

Those persons who 1-1. a either physical or mental handicaps or
L,oth. The 1970 Census wi contain a question pn the presence and
duration of disability. 1iestions of this nature have not been in-
cluded in a census during the 20th Century. The question will refer
to the disability and employment status of persons 16 to 64 years old
not inmates and not attending school, by sex and color. This disa-
bility data will also be available for census tracts, minor civil
divisions, places, SMSA's counties, and states. This information
will provide a factual basis on which to ascertain the need for voca-
tional education programs for the disabled. The disability data will
be reported in the following tabular form:

Not disabled or handicapped
in labor force
Not in labor force

Disabled or handicapped
Employed
Unemployed
Not in labor force:

Able to work
Unable to work:

Disabled less than 6 months
Disabled more than 6 months

An additional source of vocational training information that could
be of considerable value in locating facilities and determining the
need for various programs is a question on vocational training included
in the census for the first time in 1970. The information will be
collected by sex and color and for the geographic areas enumerated in
the preceding paragraph. The question is divided into two parts; 1) has
this person ever completed a vocational training program and 2) if so,
what was his main field of training?

Utilization of Target Population Data

Emphasis on this presentation has been placed on the utilization of

206

223



secondary source statistical data in identifying vocational education
target populations. Thus the identification approach has been an
aggregativc or numerical analysis as contrasted to an in-depth analysis
of individual behavior, even though there has been an effort to identify
the major relevant demographic and socioeconomic characteristics of each
of these target groups.

For the majority of the date =ources described, the smallest
geographic unit for which the dat- available is the census tract
(an area averaging approximately 4,0U.f. i'labitants).

Therefore, the information resu-tir= fro- an analysis of this
nature should be used in a determina-Lion need for vocational
education facilities and general or z-Daz area:: of program need, bu-T
obviously the data are not suitable :Dr Lie in specific curriculum
programming.

Conclusion

Little attention has been given du---ig V-'s presentation to possible
methods of either updating or supplem7 ng th-s- decennial census data
in order to utilize this data source e'-ectively throughout the inter-
censal interval. It is my belief tha7- various of these data sources are
subject to updating and that if you d:p not have the required expertise
within your organization,that this know-how is available to you within
the public sector of your state.
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PROGRAM EVALUATION AND BUDGETING

by

Charles 0. Hopkins*

Program evluation appears to be an area in vocat-onal and technical
education in which everyone is grasping for a ready-ma system for
accomplishment. Program evaluation is not that simplt_. There are many
aspects to evaluation; however, if one is to measure soni,thing, there
must be a yardstick or standard by which to measure it. Many persons
are trying to evaluate programs of vocational and technical education
without the slightest idea as to what the current programs are accom-
plishing or what the actual costs are of the programs being offered.

Every program in vocational and technical education should be
based primarily on two needs--these are individual needs and manpower
needs. The combination of these make up societal needs. Manpower
information can be obtained from occupational surveys. Individual
needs can be determined by knowing something about the characteristics
of the individuals to be served by vocational and technical education.

I-he theory that an optimum condition must be reached to allocate
the scarce resource--money--is something that will take years to
accomplish in vocational education, if it can ever be accomplished.
The term "cost-benefit" is being written about and tossed around in
vocational education today, as if it is something that educators can
reach up and pluck out of the air. A review of literature reveals
that some leading economists admit that producers of goods are operating
at something less than an optimum condition. These economists propose
that stockholders are willing to take an amount somewhat above the
cost in order to gain their share of the market. Producers must know
the market and give the quality of product the consumer wishes to
purchase, at the price they are willing to pay.

The same principle can be applied in vocational education. There
is a certain quality of product produced by vocational education that
business, industry, and government services wish to acquire. It costs
a specific amount to produce the product to the specifications required.
Not all the trainees can reach the same level of performance at the
end of a given time period. If the current conditions relating to an
occupational offering can be considered as the current objectives, a
cost can then be associated with the accomplishments of that vocational
training program. If the objectives are raised or lowered, it should
reflect a change in the cost associated with those changes. The

*Dr. Hopkins is Planner, Division of Research, Planning, and
Evaluation, Oklahoma State Department of Vocational and Technical
Education, Stillwater, Oklahoma.
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current level of objectives being achievd by a single program, by a
school, by the state, or by all the states reflect the budget to
accomplish the objectives. Neither the objectives nor the budget are
fixed items. As one changes, the other usually changes w:th it.

If the objectives of schools warrant change, the administration
should evaluate the total vocational program by looking az the achieve-
ments and costs of each individual program. 7he local financial effort
to support new programs usually is the obstac-e that prevents more
vocational courses from being offered. If new occupational courses are
needed by business, industry, or government services and the student
body shows a need and an interest in new vocational offerings, then
the administration is obligated to make the best use of the funds
available to meet the need.

The status of every program will change from year to year because
there is little control over the inputs; i.e., the student characteris-
tics will change, the economy will change, there may be a change of
instructors, etc. This means that evaluation has to be a continuous
process. As a school system changes its objectives, in or6er to place
a greater number of students and/or to reach a greater number with
special problems, the budget will likely have to be adjusted to reflect
this change in objectives. The level of change made is directly
affected by dollars that decision makers or society are willing to
contribute to this change.

An attempt will be made to explain how to evaluate a program of
vocational and technical education, tie this into a total school
system of vocational and technical education then into a state system
of vocational and technical education.

The carpentry program existing in the school had 30 students
enrolied in the training program. The length of the training program
was two years. At the end of the second year of training it was found
that 80 percent of the students completing the program had a marketable
skill. Figure 1 gives an example of how this program compares to the
state average.

OCCUPATIONAL AREA CARPENTRY
School State

% Disadvantaged 31 28
% Non-Completers 22 25
% Employed in or Related 25 28
% Employed Other 37 18
% Available - Seeking Employment 0 1

% Continuing Education 12 36
% Armed Forces 25 9
% Not in Labor Force 0 0
% Unknown 1 8

Figure 1: Comparison of a carpentry program of a school to the state
averages.
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Many conclusions may be drawn from a comparison suc as th-s.
Decision makers can use this kind of material to de--..enr:. ,e strong or
weak areas within an occupational program. This gives lescri-ption
of a typical training area in vocational educaticn. It is necessary
for the program to be analyzed to determ'ne the actual 'sting
objectives. These objectives must be acceptable or the -tuation
%,could be changed to meet the expectation_ of the teacher pr the admin-
istration. Whatever the objectives are found to be, .7: c,:sst is associ-
ated with th e. occupational offerings.

The following is a procedure to show how an annual 4,---ar-st lent
cost may be associated with an occupational offering:

BUDGET PROCEDURE FOR CARPENTRY COURSE

Expense Areas

A. Salary of Instructor

B. Ancillary Cost

Dcllars

8 350.00

1. Salary of Administration and Counseling l232.00
2. Depreciation of Equipment 269.00
3. Depreciation of Facilities 933.00
z+. l_surance of Equipment 35.00
5. Insurance of Facilities 84.00
6. Operation and Maintenance of Plant 1,240.00

C. TOTAL ANNUAL COSTS $11,343.00

D. TOTAL ANNUAL COST PER STUDENT 394.77

The procedures used to derive these costs are presented in Tables 1

through 8, pages 212-219.

The budget reflects that it costs $394.77 Per student annually
for an enrollment of 30 students. Figure 1 showed that 25 percent of
the graduates were employed in the area for which they were trained
or in a related area. Information acquired from the school system
indicates that 15 students completed the program. This means that
approximately 4 students were employed in the area for which they were
trained or in a related field. The annual placement cost of these 4
students in the school was $2,960.75. By considering those students
employed in non-related jobs, there was a total of 10 students place,
in related and non-related employment. This constitutes an annual
placement cost of $1,184.30 to the carpentry program. Many more cost
analyses can be made from the data presented, but this should provide
a basis for a better understanding of the importance of program
evaluation and budgeting.

The secondary student body is compofsed of 1,462 s=udents.
Examination of student characteristic information of t--e schools shows
approximately 40 percent of its student body coming fr.-_,m economically
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deprived homes, 20 percent from minority groups, 30 percent are
educationally disadvantaged, and 1 percent have some kind of physical
handicap.

Auto mechanics, carpentry, commercial arts, cosmetology, drafting,
electronics, home economics, industrial cooperative training, coop-
erative office education, graphic arts, and health service careers make
up the 12 vocational programs offered by the school. Approximately 38
percent of the secondary population were enrolled in vocational courses.
A comparison of the school's total vocational education program to the
state-wide averages is shown in Table 9. The budget procedures and the
annual cost related to each of the programs are presented in Tables 1

through 8, pages 212-219.

The aggregation of all the vocational programs in the state
composes the state's current vocational achievements. The dollars
expended reflect the state's cost in accomplishing the achievements.
The same analogy can be made to the national vocational program and
l-adget.

The primary purpose of tnis paper was to give a practitioner's
approach to program evaluation and budgeting, and to introduce some
factors that may be considered important to program evaluation and
budgeting. The methods used to derive the budget may not exactly fit
every situation. Accomplishing effective program evaluation and
budgeting necessitates starting at some known point and progressing
from there.
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TABLE I

SALARIES OF INSTRUCTORS

OCCUPATIONAL AREA
SALARY OF
INSTRUCTORS

Agriculture $10,250.00

Auto Mechanics 9,150.00

Carpentry 8,050.00

Commercial Art 7,950.00

Cosmetology 7,950.00

Drafting 9,250.00

Electronics 9,650.00

Home Economics 8,800.00

Industrial Cooperative Training 9,550.00

Cooperative Office Education 8,500.00

Graphic Arts 9,250.00

Health Service Careers 8,000.00
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TABLE II

ANCILLARY COST FOR VOCATIONAL PROGRAMS

ANNUAL PERCENT PRORATED SALARY TO
SALARY VOCATIONAL VOCATIONAL EDUCATION

PERSONNEL (DOLLARS) ENROLLMENT (DOLLARS)

Administrator
Principal
Counselor
Counselor
Business Manager

16,000
12,000
10,000
10,000
12,000

$22,800 Amount Prorated to Voc. Ed.

555 - Total Vocational Enrollment

. 38 6,080
. 38 4,560
.38 3,800
. 38 3,800
. 38 4,560

$22,800

$41.08 Per Vocational Student
Enrollment

OCCUPATIONAL AREA

COST
STUDENT
(DOLLARS)

NUMBER OF
STUDENTS ENROLLED

COST/
PROGRAM
(DOLLARS)

Agriculture 41.08 60 2,465
Auto Mechanics 41.08 32 1,315

Carpentry 41.08 30 1,232
Commercial Art 41:08 60 2,465
Cosmetology 41.08 40 1,643

Drafting 41.08 60 2,465
Electronics 41.08 50 2,054
Home Economics 41.08 112 4,601
Industrial Coop. Trng. 41.08 40 1,643
Ccoperative Office Educ. 41.08 41 1,684
Graphic Arts 41.08 20 822
Health Service Careers 41.08 10 411
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TABLE III

ANNUAL DEPRECIATION COST OF EQUIPMENT
(10 Years @ 20 Percent Salvage Value)

OCCUPATIONAL AREA

VALUE OF
EQUIPMENT
(DOLLARS)

SALVAGE
VALUE

(DOLLARS)

VALUE MINUS
SALVAGE VALUE

(DOLLARS)

DEPRECIATION
COST (ANNUAL)

(DOLLARS)

Agriculture $ 6,482 1,296 5,186 519

Auto Mechanics 14,037 2,807 11,230 1,123

Carpentry 9,618 1,923 7,695 769

Commercial Art 7,855 1,571 6,284 628

Cosmetology 7,651 1,330 6,321 632

Drafting 8,945 1,789 7,156 716

Electronics 34,000 6,800 27,200 2,720

Home Economics 12,875 2,575 10,300 1,030

ICT 2,480 496 1,984 198

COE 17,678 1,536 16,142 1,614

Graphic Arts 39,475 7,895 3I,580 3,158

Health Service Careers 8,260 1,652 6,608 661

ANNUAL DEPRECIATION COST Value of Equipment Salvage Value=
Life Expectancy of Equipment
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TABLE IV

(30 Years @ No Salvage Value)

VALUE OF ANNUAL DEPRECIATION
FACILITIES LIFE COST

OCCUPATIONAL AREA (DOLLARS) EXPECTANCY (DOLLARS)

Agriculture 21,320 30 710

Auto Mechanics 73,500 30 2,450

Carpentry 28,000 30 933

Commercial Art 17,654 30 588

Cosmetology 21,350 30 711

Drafting 19,600 30 653

Electronics 16,800 30 560

Home Economics 19,600 30 653

ICT 16,800 30 560

COE 12,600 30 420

Graphic Arts 90,468 30 3,015

Health Service Careers 21,000 30 700
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TABLE v

ANNUAL INSURANCE cosT OF EQUIPMENT

EQUIPMENT
SALVAGE
vALuE

VALUE oF EQUIPMENT
4. SALVAGE VALUE

OVERALL
VALUE

RATE OF
INSURANCE

ANNUAL
INSURANCE
COST

$ 6,482 $1,296 $ 7,778 $3,889 .006 $ 23.33

14,037 2,807 16,844 8,422 .006 50.53

9,618 1,923 11,541 5,770 .006 34.62

7,855 1,571 9,426 4,713 .006 28.28

7,651 1,330 8,981 4,490 .006 26.94

8,945 1,789 10,734 5,367 .006 32.20

34,000 6,800 40,800 20,400 .006 122.40

12,875 2,575 15,450 7,725 .006 46.35

2,480 496 2,976 1,488 .006 8.93

17,678 1,536 19,214 9,607 .006 57.64

39,475 7,895 47,370 23,685 .006 142.11

8,260 1,652 9,912 4,956 .006 29.74

ANNUAL INSURANCE COST = AVERAGE VALUE X .6%

VALUE OF EQUIPMENT 4. SALVAGE VALUEAVERAGE VALUE
2
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TABLE VI

ANNUAL INSURANCE OF FACILITIES

OCCUPATIONAL AREA
VALUE OF
FACILITIES

AVERAGE
VALUE OF
FACILITIES

INSURANCE
RATE

ANNOTE
INSURANCE

COST

Agriculture $21,320 $10,660 .006 $63.96

Auto Mechanics 73,500 36,750 .006 22.05

Carpentry 28,000 14,000 .L.;6 84.00

Commercial Art 17,654 8,827 .006 52.96

Cosmetology 21,350 10,675 .006 64.05

Drafting 19,600 9,800 .006 58.80

Electronics 16,800 8,400 .006 50.40

Home Economics 19,600 9,800 .006 58.80

ICT 16,800 8,400 .006 50.40

COE 12,600 6,300 .006 37.80

Graphic Arts 90,468 45,234 .006 271.40

Health Service Career 21,000 10,500 .006 63.00
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TABLE VII

ANNUAL OPERATION AND MAINTENANCE OF PLANT

OCCUPATIONAL AREA
SQ. FT. OF

FLOOR SPACE
RATE/
SQ. FT.

ANNUAL
COST

Agriculture 2,380 .62 $1,476

Auto Mechanics 5,250 .62 3,255

Carpentry 2,000 .62 1,24o

Commercial Art 1,261 .62 782

Cosmetology 1,525 .62 946

Drafting 1,400 .62 868

Electronics 1,200 .62 744

Home Economics 1,400 .62 868

ICT 1,200 .62 744

COE 900 .62 558

Graphic Arts 6,462 .62 4,006

Health Service Careers 1,500 .62 930



TABLE VIII

ANNUAL COST PER STUDENT ENROLLED

OCCUPATIONAL AREA
ANNUAL
COST

TOTAL
STUDENTS

ANNUAL COST PER
STUDENT ENROLLED

Agriculture $15,507 60 $ 258.45

Auto Mechanics 17,336 32 541.75

Carpentry 11,843 30 394.77

Commercial Art 12,494 6o 208.23

Cosmetology 11,973 _. 299.33

Drafting 14,043 6-..: 234.05

Electronics 15,9oi 318.02

Home Economics 16,122 _ 143.95

Industrial Coop Trng. 12,754 ik.. 318.85

Coop Office Education 12,871 41 313.93

Graphic Arts 20,665 20 1,033.25

Health 10,797 10 1,079.70
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APPENDIX G

Work Group Reports
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REPORT OF GROUP 1

PART DNE - SUMMARIES OF DAILY DISCUSSIONS

Watk Se.siston N( . 1 Woith Sheet No. 2

Statement: The 1968 Vocational Amendments implies -hat it is impo :ant
to establish g,)als and objectives and in order to e-Itermine goats
objectives it is necessary to:

(No order of importance)

Have information relative to people needs and manpower needs (Lata).

Identify special needs target audiences.

Consider the accomplishments of regular ongoing programs of .foc.-

tional anc technical education.

Realize that a planning model can be used as a guide by planne s

at all levels.

Find a starting point and proceed from that point.

Begin at the local level and work up the hierarchy.

Associate goals and objectives with the accountability process

Realize that organized planning is the process to accomplish

this task.

Determine the priorities set forth by the administration at any
level

Wald?. Suzion No,. 3 WoAk Sheet No. 2

Statement: Participants in Group One feel that certain considerations
should be given to the erfects that technological changes have on
planning vocational education:

(No order of importance)

Good local advisory committees are a reliable source of information
concerning local emerging technological change.

A variety of resources (public and private agencies) should be
used to identify innovative trends.

Manpower data should be gathered at the national, regional, and
state levels and translated into meaningful manpower trend

indicators.
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-- State and :national data sources cannot be depended upon as the

only source.

-- Need f.-D- ri-aloDwer data that reflects actual jobs not just D.O.T.

type of i-fn-mation.

Knowedg of technological change is important to vocational
planning and therefore that knowledge must be considered for
planning ourp3ses.

Woez. Se46,Lcnk. olo. 2, 4, and 5 Woick Sheet No. 1

KINDS ANC SMT.OES OF DATA REQUIRED FOR VOCATIONAL PROGRAM PLANNING

I. Sources Data

A. Occupational Outlook Handbook (National)
B. Occupational Outlook Handbook (State)
C. Area Skill Surveys
D. Tomorrows Manpower Needs
E. MDTA S; -veys
F. Job Vacancy Statistics
G. Unfilled Job Openings
H. Advisory Councils

II. Kinds of Data

A. Existing and Projected Demand
1. National Trends
2. State
3. Local

B. Existing Supply
1. Private Schools

a. Set:ondary
b. Post Secondary
c. Adult

2. Public Schools
3. On-Job-Training Proorams
4. Manpower Training Programs (MDTA)
5. Apprenticeship Programs (JAC)
6. Governmental
7. Others

C. People Needing Training for Entry Upgrading or Retraining
Purposes
1. How many people
2. Age
3. Sex
4. Education Level
5. Training Experience
6. Job Experience
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e with Special Training Needs
misadvantaged
a. Economic
b. Social
z. Educational
Fandicapped

Physical
L. Mental - Emotional

Woxk S c No. 6 Woitk Sheet No. 1

As a ref_ -- -of discussing the topic of manpower forecasting through

use of ' 777.7.row's Manpower Needs" the following conclusions were

reached:-

-- , by local vocational educators, on the advice of bona fide

labc- ianagement committees, is more reliable than planning on the

basi- Lf large manpower survey data.

-- The document is useful at the state level.

-- The c:ument has limited use at the local level because of:

a. la of adequate staff
b. la=k of qualified staff
c. lack of financial resources
d. lack of local reliability

Wcoth. Se4441_,n No. 1 Woith. Sheet No. 1

As a resu,: of discussing the topic of manpower forecasting through

use of the "Unfilled Jobs Opening Approach" the following conclusions

were reazhed:

VOC,S7 ()nal educators should take the lead in establishing closer
rapport with manpower agencies, without sacrificing the integrity

of e,i7her group.

-- Forecasting is absolutely essential for planning.

-- From the information presented, the BLS Matrix combined with the
unfilled job openings appears to have merit for planning.
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PART TWO - PROGRAM PLANNING MODEL, GUIDELINES AND PROCEDURES

Gtuldatne4 and PADcedukez

1.0

Activities

1.11
1.12
1.13
1.14
1.15

Sources

AWARENESS OF PROBLEM

Local Administration
Community Groups
Labor and Management
Students
Local, State, and
Federal Agencies

1.1 Recognition of peficiences

1.16 Legislation
1.17 State and Federal

Councils

2.0 DETERMINE THE LABOR MARKET NEEDS

2.1 Survey of Labor Market Needs 2.11 Occupational Outlook
Handbook (National)

2.12 Occupational Outlook
Handbook (State)

2.13 Area Skill Surveys
2.14 Tomorrow's Manpower Needs
2.15 MDFA Survey
2.16 Job Vacancy Statistics
2.17 Unfilled Job Openings
2.18 Advisory Councils

2.2 Survey Groups 2.21 Advisory Committees
2.22 CAMPS
2.23 Employment Security
2.24 State Advisory Committees
2.25 Private Schools

3.0 DETERMINE POPULATION CHARACTER;STICS AND NEEDS

3.1 Survey of Total POpulation 3.11 School Survey
3.12 State Department of

Education

3.2 Survey of School Dropouts 3.21 School Surveys
3.22 Census Data
3.23 Migrant Worker Survey

3.3 Follow-up Survey 3.31 Individual Student
Accounting

3.32 Teacher Follow-Up
3.33 Student Follow-Up
3.34 Student Interview
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Activities Sources

3.4 Student Inventory Data 3.41 Tests (Interest)
3.42 GATB
3.43 Interest Inventory

3.5 Vocational Course Enrollment 3.51 School Records
Data

3.6 Industrial Training 3.61 Industry

3.7 Unemployed 3.71 Employment Security
3.72 Public Assistance
3.73 Community Service Groups

3.8 Underemployed 3.81 Employmen Security
3.82 Public Assistance
3.83 Community Service Groups

3.9 Social Data and Economic 3.91 U.S. Census Bureau
Status 3.92 Welfare Agencies

3.93 Urban League
3.94 School Records
3.95 Rehabilitation Agency
3.96 State Institutions
3.97 Veterans Administration

4.0 ESTABLISH GOALS

4.1 Establish Broad Goals 4.11 Results of Data

5.0 DETERMINE OBJECTIVES

5.1 Set Objectives 5.11 Staff Members
5.12 Board

6.0 PRIORITIES

6.1 Establish Priorities 6.11 Data Collected
6.12 Existing Laws
6.13 State Board of Education
6.14 State Legislature
6.15 State and Local Advisory

Councils
6.16 Business and Industry
6.17 Local Administrators
6.18 Local School Board
6.19 Licensing Agencies
6.20 Staff and Board
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7.0

Activities

ALTERNATIVE

Sources

IDENTIFY, ASSESS, AND DETERMINE PROGRAMS

7.1 Identify Staff 7.11 Education Agencies
7.12 School District
7.13 Business/Industry
7.14 Labor
7.15 Other Areas

7.2 Inventory Location and 7.21 Public Schools
Facilities 7.22 Private Schools

7.23 Business/Industry
7.24 Others

7.3 Identify Time Usage 7.31 Public Schools
Available and Needed 7.32 Private Schools

7.33 Business/Industry
7.34 Others

7.4 Cost Analysis 7.41 Finance Office
7.42 Suppliers
7.43 Employers within the Area
7.44 Consultants

7.5 Income Analysis 7.51 Federal Funds
7.52 State Funds
7.53 Local Funds
7.54 Private Funds (Donations)

(Cash Material)
7.55 Foundation Aid

7.6 Identify Constraints and 7.61 Concerned Organizations
Limitations 7.62 Legislation (Federal &

State)
7.63 State Plan
7.64 Other State Agencies

8.0 IMPLEMENT

8.1 Inservice Teacher Education 8.11 Local School District
8.12 Teacher-Training Institu-

tions
8.13 Business & Industry
8.14 State Staff

8.2 Scheduling 8.21 Local Staff
8.22 Trainee Availability

8.3 Select Advisory Committees 8.31 Labor & Management Groups
8.32 Licensing Agencies
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8.4

8.5

Activities

8.41
8.42
8.43
8.44
8.45
8.46
8.47

8.51
8.52
8.53

Sources

Recruitment & Selection of
Students

DevPlop Curriculum

Students
Counselors
Administrators
Instructors
News Media
Industry
Advisory Committees

Local Staff
Craft Committees
State Staff

8.54 Teacher-Training Institu-
tions

8.55 Private Agencies
8.56 Research Coordinating

Units
8.57 ERIC (Education Research

Information Center)

8.6 Develop Final Budget 8.61 Instructor
8.62 School Business Manager

8.7 Selection & Assignment of 8.71 Department Heads
Staff 8.72 Personnel Department

8,73 Principal
8.74 Advisory Committees
8.75 Colleges & Universities
8.76 State StafF
8.77 Local Board
8.78 Certifying Agency
8.79 Licensing Agencies

8.8 Secure Equipment & Instruc- 8.81 Instructor
tional Materials 8.82 Advisory Committees

8.83 State Staff
8.84 Purchasing Department
8.85 Suppliers
8.86 Publishers

8.9 Obtain Facilities 8.91 Lease
8.92 Purchase
8.93 Construct (New or Expan-

sion)
8.94 Existing Facilities
8.95 Business & industry
8.96 Other Educational

Facilities

8.10 Board Approval 8.101 Board
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Activities Sources

8.11 Obtain Approval of Funding 8.111 State Department
Agencies 8.112 Local Board

8.113 Federal Agencies
8.114 Foundations
8.115 Industry
8.116 Other Funding Agencies

8.12 Conduct Program 8.121 Instructors
8.122 Student Learners
8.123 Maintenance Staff
8.124 Administrative Staff
8.125 Craft Committees
8.126 Supervisors
8.127 Resource Personnel

9.0 EVALUATION

9.1 Measure Program Efficiency 9.11 Budget Staff
9.12 Student Performance Test
9.13 Facility Utilization

Study
9.14 Resource Utilization

Study
9.+5 Safety Records

9.2 Measurement Gc Program 9.21 Completion Date
Effectiveness 9.22 Student Follow-up

9.23 Class Records
9.24 Employers
9.25 Students who completed

program (Graduates)
9.26 Dropouts
9.27 Administrative & Instruc-

tional Staff
9.28 Evaluation Team
9.29 Advisory Committees
9.30 Advisory Council
9.31 Licensing Agencies
9.32 Cost-Effectiveness
9.33 Cost-Benefit

GROUP I PARTICIPANTS

Charles O. Hopkins, Leader
Louis J. Bazzetta
Jimmie B. Dyer
Malcolm Hunt
J. C. Levendowski
Richard Pulaski
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Chalmers Harris, Recorder
Marvin R. Rasmussen
Ralph Ross
Alfred B. Sibley
Louis O. Stewart



REPORT (J!' GROUP II

A MANAGEMENT SYSTEM FOR ANNUAL AND LONG-RANGE
PLANNING IN METROPOLITAN AREAS

I. PREMISE

With the advent of the vast technological changes in the past
decade which have resulted in achievements such as, landing on
the moon, the vocational education process as it now exists is
recognized to be approaching obsolescence. Contemporary man-
power projections at the national level indicate potential em-
ployment needs that cannot be met with programs which are in

existence.

In addition, national trends show that the emphasis for skill-
centered education is shifting from rural to urban locations in
order to reach student resources and job opportunity where greatest
concentrations of both exist.

It is further evident that the major human problems resulting from
urban sprawl cannot be effectively attacked in a fragmented manner.
The development of educational units has taken place in metropoli-
tan areas on a piecemeal basis with division of uthority for
policy making and evaluation of cause and effec,. Public school
systems, community colleges, private institutions, universities,
and technical institutes all have taken on the obligation of train-
ing for vocational education. The institutions are concucting
programs on an individual basis with little means for interaction
and communication resulting in wasted duplication of effort, facil-
ities and equipment, and ineffective use of limited resources
available to education.

More importantly, there is little possibility of a combined effort
to focus on problems which cross to educational levels. In the

same manner that air pollution is not confined to political bound-
aries, student motivation, illiteracy, dropout causes and self-
image are not confined to elementary, secondary, or post secondary
education. These are problems which are the responsibility of the
entire educational process and must be considered as the basis for
program development. Such an approach is not practical when under-
taken in an isolated school district, nor can it relate entirely to
state or national needs. A functional geographic area of respon-
sibility and authority must be identified.

II. GOAL OP GROUP II

Based on the forestated premise, the goal o( this final institute
is to recommend a procedure for development of a management system
for implementation of annual and long-range planning in metropoli-
tan areas.



III. RECOMMENDATIONS

The following recommendations are presented as a means for
satisfying the goal set forth for Institute X, Little Rock,
Arkansas, and should be submitted directly to the U.S. Office of
Education.

A. Establishment of SMSA Agency for Education

As a matter of national policy, all states draft necessary
legislation to establish a service agency for conducting and
coordinating educational planning on a metropolitan wide
basis with jurisdiction covering all educational institutions
within the geographic boundaries as set forth by the Standard
Metropolitan Statistical Areas (SMSA).

The agency will be staffed by professional planners, econo-
mists, sociologists and other disciplines relating to problems
which should be attacked by the educational process.

Th acy staff will be charged with the task of collecting
and interpreting a central data bank and will provide a means
for interfacing data that is available through private and
public organizations. The agency will develop and make recom-
mendations for program development to an advisory committee
and provide consultative services to institutions for imple-
mentation and evaluation of programs. The agency will further
be responsible for coordinating all resources available for
education in the metropolitan area, including moneys, facili-
ties, and equipment.

Immediately upon establishment of the metropolitan planning
agency, the Program Planning Budgeting System (PPBS) for plan-
ning will be initiated by legislative action.

The Office of Education will set a deadline after which all
federal funding of facilities and equipment for educational
purposes will be terminated. To meet this deadline, the metro-
politan area plan must be submitted to Washington. This plan
shall include as a minimum information level, the following:

1. Complete evaluation of existing facilities with a listing
of studies already completed by other organizations which
relate to the educational system of the SMSA.

2. Complete articulation of needs, problems, and objectives
of education in the SMSA.

3. An evaluation by a panel of community leaders and edu-
cators as to the inadequacies of the present educational
program.

4 A student-centered, comprehensive one-year plan for the
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educacional system, as a unit, with guidelines for estab-
lishing programs and continuing evaluation.

5 The Office of Education will provide consulting personnel

to the SMSA's for implementing the Program Planning Budget

System.

6. An organizational structure which will provide a mechanism

for continuous evaluation and feedback by students, com-
munity, and educational institutions; readjustment for
long-range planning will be initiated.

7. Establish an advisory committee consisting of citizens re-
presenting a cross section of the SMSA and including re-
presentatives of minority, handicapped, and disadvantaged
groups, and one representative from each educational unit
(private and public) in the SMSA.

The purpose of this committee will be to recommend policy for
directing education programs for the SMSA. The director of
the metropolitan planning agency will function as the liaison

between the advisory committee and the educational units.

B. Development of Pamehlat

The function of planning is basic to the vocational education
management system. We who have been involved in this workshop
have gained an insight that must be transmitted to the voca-
tional education leadership at large. A detailea report of
the conference would be an inadequate instrument for mass dis-

tribution. It is therefore recommended that an at,ractive,
graphic, and concise pamphlet be developed that will serve as

an administrative training instrument to be distributed for

follow-up semrnars in tile participating states.

IV. PLANNING AND MANAGEMENT MODEL (Chart 1)

The following model was developed in an attempt to organize a
complex relationship between numerous factors that must be taken
into consideration by a vocational education leader in planning.

The basic flow of planning will consider a linear flow within the
confines of the school system. In addition, the environment will

be considered as a part of the information flow system on a non-

linear basis.

Advisory committees are considered an integral part of all phases
of the planning and management function.

As a means of further defining the basic elemencs of the planning
process, the following outline for each category within the chart

is given. These topics are presented for illustration only and

do not include all subject matter to be considered in implementing

this plan.
233
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1.0 CURRENT SITUATiON INVENTORY AND DATA (Chart 2)

1.1 POPULATION DATA

a. Disadvantaged
b. Handicapped
c. Hard-core unemployed
d. Unemployed youtn
e. Underemployed
F. Secondary and post-secondary students
g. Public and private schools
h. Adult-supplementary, preparatory, and retraining
i. Resident and non-resident
j. Consumer education
k. Cradle to grave

1.2 MANPOWER DATA

a. Local economy structure
b. Existing jobs
c. Emerging occupations
d. Fading occupations

1.3 SOURCES OF MANPOWER DATA

a. Advisory committees
b. CAMPS - Cooperative Area Manpower Planning System
c. Local surveys - personal interviews, telephone

surveys and written reply
d. Chamber of Commerce
e. Trade associations
f. For:cw up of graduates and school leavers by local

shooi district
g. Occupational Outlook Handbook
h. Bureau of Labor Statistics
I. MDTA Manpower Administration
J. Sta,te Employment Service

1.4 STUDENT ',ATA

a. Ability and aptitude
b. Basic education needs
C. Interests
d. Self-image
e. Occupational information
f. Financial needs

1.5 SOURCES OF POTENTIAL STUDENT DATA

1. School enrollment and dropout from schools and
colleges

2. Employment Security Office
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a. Dropouts looking for jobs
b. Unemployed
c. College dropouts
d. W.I.N. Program

3. Veterans Administration Office

4. Employed who need retraining and upgrading

5. Welfare rolls for disadvantaged

6. Vocational rehab:Iitation

1.6 EXISTING PROGRAMS

An inventory of all programs being conducted by public
schools, junior colleges, community colleges, universities,
private institutions, and organizz,tions, and all manpower
development, Office of Econ.)mic Opportunity, and other
projects for training in the area.

1.7 EXISTING GOALS AND POLICIES

Each educational unit has undertaken planning on a frag-
mented basis and goals have been established as a result.
These goals and pclicies for training should be gathered
together and analyzed on a comprehensive basis in order

to determine how these relate to the overall problems
in the urban center.

2.0 PPBS MANAGEMENT SYSTEM (Chart 3)

PPBS is a system aimed at helping management make better
decisions on the allocation of resources among alternative
ways to attain the objectives. Its essence is the develop-
rent and presentation of relevant information as to the
full implications--the costs and bcnefits--of the major

alternatives courses of actions. PPBS hopes to minimize
the amount of piecemeal, fragmented and last minute,
program evaluation which tends to occur under present
planning and budgeting practices.

2.1 CURRENT SITUATION AND NEEDS

1. Review current situation and identify needs based

on Items 1.0 to 1.7

2.2 STATEMENT OF PROBLEMS

1. Define the problems concisely that affect vocational
education

a. What is the real problem?
b. What is the cause of the puoblem7
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c. What are the population groups affected?
d. What is the magnitude of the problem?

2.3 GOALS AND OBJECTIVES

1. 6oals are statements of long-range accomplishment
for broad areas of activity

2. Goals need not be stated in mea;urable terms

3. Goals should be based on evaluation of existing
programs

4. Objectives are statements of measurable outputs or
accomplishments to be achieved indicating quantity
and time

5. Objectives are derived from long-range goals

6. Objectives should incude statements about:

a. What the program is trying to accomplish
b. How the planned program accomplishments fit

in with what other governmental agencies or
private institutions are doing in the same
area

c. Who the program intends to reach--target group
d. When it will be accomplished

2.4 PROGRAMS

1. Briefly describe the program

2. Program structure

2.5 ALTERNATIVES

1. identification and description of the key features
as well as the bad features of the alternative ways
of attempting to meet the objectives

2. Estimates of the total program costs for each alter-
native, to include future as well as immediate cost

3. Estimate the full effects (both social and economic)
of each alternative (relative to each of the criteria
identified as being important) to include future as
well as immediate implications

4. Identification of the major assumption and uncer-
tainties

2.6 PRIORITIES
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1. Identify critical needs and list them in order of
priority

2. Set standards and criteria

2.7 PROGRAM SELECTION AND IMPLEMENTATION

1. Choose the e.ppropriate alternatives based in rela-
tionship to financial economic and political con-
straints

2. Criteria for selection of alternatives

a. Cost analysis
b. Cost benefit analysis
c. Cust effectiveness analysis

3. Implementation

2.8 EVALUATION

1. Describe methods and criteria of evaluation

a. Cost analysis
b. Cost benefit analysis
c. Cost Pffectiveness analysis

2. Evaluation to be continuous process

3.0 COORDINATION OF EXTERNAL RESOURCES (Chart 4)

1. Present legislation - Federal, state and local

2. Coordination with other training institutions both
public and private

3. Counsel with local advisory committees

4. Leadership of state vocational staffs

5. Available analysis and forecasting material for
local, state, and national level published by
governmental and private institutions

4.o STUDENT-ORIENTED PROGRAMS (Chart 5)

The student-oriented program should be structured to
meet or assist in meeting the needs of students as
indicated in th list identified as problems of voc,-,-
tional education in metropolitan areas.

4.1 GOAL STATEMENT

Provide vocational education for all students and
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develop a favorable image toward the world of work.
Provide all students with opportunities to become
familiar with and explore all types of careers to
prepare for employment and advanced training in the
career field of their choice.

4.2 PROBLEMS IN VOCATIONAL EDUCATION

1. Motivation

2. Image of work

3. Dropouts

4. Illiteracy

5. College dropout

6. Self-image

7. Lack of skill

8. Knowledge of the world of work

9. Relevant education

10. Mid-career needs

11. Discrimination

12. Hunger

13. Handicapped anl disadvantaged

14. Image of vocational education

5.0 EVALUATION (Chart 6)

Evaluation is a multi-layered, multi-faceted ,roject in-
volving internal and external factors. Internal factors,
such as teaching/learning effectiveness, course length,
and administrative procedures are matters within the
local domain.

External evaluation is a commonality to ail communities.
Follow up of graduates thrcragh at least a 1:hree-ye-,1r
cycle is considered mandatcry. This follow-up pro, Aure
shuu1 ' include both employer 1 graduate ;rip=;t , be

meanii gful. Information deve, J can be mo-i- Hpful
in updating course content. maintaininr, J..e-

arl, training, and expanding or decrees, tudent en-

rollment. Each trade/speciality area of endeavor should,
where feasible, be represented by a steering committee
composcl of appropriate leaders representing business
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and labor, professional and skilled, minority and
general citizens who can supply guidance to course
content, assist in maintaining relevant curricula
and formulating short-term objectives and long-term
goals. Community involvement can range from a comple,:a
spectrum of community education services to involvement
in discussion groups, participation in local radio and
television programs and such other involvement that will
assist in involving the community and education as in-
tegral parts of the whole.

J. C. Ruppert, Leader .

Theo Beach
Clarence Bell
Kenneth Govaerts
Walter Labay

GROUP II PARTICIPANTS
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Warren Rathbun, Recorder
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REPORT OF GROUP III

LEARNER'S CAREER DEVELOPMENT: A MODEL

Introduction

Effective 'ong-range planning mandates a concise perspective of

the total planning process. The model herein described in simnle form

will assist the planner by providing the appropriate ov Yew.

Descriptive Guidelines

Development of the model for learner's career development revea's

the impac:_ of two major pressures. One might be classified as insti-
tutional and would include all those pressures and concerns of local,

state, and nati,:nal community agencies (e.g. social, industrial, edu-

cational). The other pressure encompass_s all of the nerds of file

individual. This is illustrated by a matrix which vertically di-ides

the model in terms of institutional and individual objectives.

Horizontally the model divides itself into three general cate-

gories. The first relates to program planning and provides informa-
tion, both institutional and individual, which will assist in

developing the short and long-ranye plans. Steps in the institutional
dimension will include a review or statement of phrlosophy, establish-
ment of goals, and an analysis of all resources, both public and
private, including area labor market, employment opportunities, com-
munity suppertive servicel.,, and advisory committees.

Once program planning has been completed the implementation
phase can begin and will involve the same two dimensions as in pro-

gram planning--institutional and individual. in this phase the
institutional considerations will include: Financial, physical,
and 45,ducationa1 resources; occupaticnal analysis and instructional
strategies; personnel development; advisory committees and other
supportive services. The individual dimension will include all c'
the various direct student needs and ancillary student services.

Further training or employment, Phase 3, is the culmination of
program planning and program implementation and provides the basis

for performance assessment.

Evaluation, a continuous process as seen in the model, is pro-
vided in all phases.
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I. Examples of Individual Needs - Information and Data Sources
Relating to Learner Needs

A. Life Support
1. Self-maintenance
2. Health
3. Nutrition
4. incor:.a

5. 'ransportation
6. Clothing
7. Housing
8. Supervised living
9. Institutional care

10. Love
11. Management

a. Time
b. Energy
c. Money

12. Self-discipline and personal life manz-.1ement
13. Consumer et.unomics
14. Leisure time recreation
15. Social mobility and upgrading self

B. Ability
1. Mental
2. Physical (dexterity)
3. Emot!onal
4. Social
5. Communication skills
6. Computation skills
7. Peripheral vision
8. Coordination
9. Spacial

10. Balance
11. Habits (selc-discipline and personal life management)

C. Interest
1. Play (avocational and recreational)
2. Past exper!ence
3. Part-time work
4. Occupational goal
5. Academic achievement profile
6. loral and political
7. Co-curricular activitias

D. Capabiii(ies
1. Employment I-Lc-3rd
2. Test results
3. Past educational achievement
4. Demonstrations
5. Motivatic.,1
6. Aspiration
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E. Other Data Sources
1. Juvenile court record
2. Peer and parental pressures
3. Soc!al agency records
L. Past inventories
5. Grade pattern (academic and citizenship achievement profile)

II. Sample of Institutional Needs

Informatien

A. Stable portion of the metro-
politan labor market (96%)

B. Dynamic portion of the metro-
politer labor market (4%)
1. Rapidly changing

occupetions
2. New and emerginsi

occupations

C. One and five year projection

D. Identification of geographic
area

E. Job description information

III. Suggested Success Mesuraments

Trade association, employer,
union-industry matrie. through
E.S.

Employers Chambers of Gc:Al-

merc e. unions, research groups,
(governments business), indus-
trial Oevelopment commission,
public utilities

Combination of resources A and

Local resoonsibility

National Manufacturers Asso-
ciation, National Alliance of
Businessmen, Foundations (such

as Upjohn and Ford), employers,
employees, apprenticeship coun-
cil, 3M Project (VIEW), private
schools, management consultant
firms, 0.E.O.

A. Percentage of learners who have met employment objectives

B. Percentage of learners employed outside of employment ob-

jectives
C. Percentage of graduate learners whn are unemployed and seek-

ing employment
D. Percentage of learners who did not complete a career develop-

ment program
E. oet-centage of araduate learners who are continuing education

toward a high employment objeetive
F. The number of times an employee changes employer
G. The number of times an employee changes jobs without further

training

249

266



Grant W. Smart, Leader
Dale E. Brooks
C. Norman Glattree
George H. Hollis
Grady Knight
Joseph Malinsk

GROUP III PARTICIPANTS

250

267

J Alan Duncan, Recorder
Monty E. tet'ltanen
A. Rex Redden
Earl J. Smith
Jack Sutton



REPORT OF GROUP IV

SHORT AND LONG-RANGE PLANNING FOR
OCCUPATIONAL EDUCATION IN METROPOLITAN AREAS

Introduction

The tempo of change is quickening. The relative compression of
time and space imposes new demands on man and his society. In this

last half of our century there is rapid industrialization and in-

creased emphasis upon materialism. There is an increasing rate of
scientific discovery and invention givir,g rise to a wide spectrum of

technological advances. Because of these changes, new demands are
imposed on education--demands which have far-reaching implications

for vocational education.

There is increasing evidence that education and training should

not only provide entry level skills and conceptualizations but also
should, in effect, be available to workers to keep abreast of the

myriad of changes in their world of work and to develop new skills

which enhance their productivity.

General Goal

Education, at the very center of life's activities, must be able

-) accommodate the changing needs of people by providing appropriate
I-arning experiences both in and out of school which gives personal
satisfaction, meet society's needs and expectations, and which pro-
vide employers effective and efficient workers. While vocational
educators have been naturally concerned with the planning of specific
occupational programs, their implementation, evaluation, and all of
the related processes, attention now must focus specifically on those
elements which will allow the determination among a variety of courses
of action that includes, but are not limited to, specific occupational

training. Implementation of these courses of action is the mechanism

by which educational services are delivered to people. Evaluation

determines the progress made by the selected courses of action and
should make visible any modifications or redirection that may be needed.

Figure I shows a visual concept of the relationship between plan-

ning, implementation, evaluation, and redesign.

Figure II details the significant elements of the planning process.

The material that follows contains a description of the purpose of each
element as well as data needed and sources for obtaining the data.

The activities of this group dealt with the planning process and

not with implementation, evaluation, or redesign.

A. Identify Population Needs

Three categories of population data should be available in order
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to determine t. fesibilitv of potential programs. (1) The
potential student to be trained. Data on the potential student
may be classified according to his expectations; i.e., aspira-
tions, interests, and abilities. (2) Public expectations data
will yield the social and financial attitudes and, (3) Parental
explctations data will reflect their support to the student
should he approach world-of-work studies.

Type of Information Source

1. Student expectations Results of student survey

2. Student interests School record folder

3. Student abilities Teachers
Tests and inventory
Special interest groups
(Community Action Program)
(Model Cities)

4. Public expectations Election results
Public opinion polls
Public hearing

5. Demographic CAMPS Plan
a. Age (school, adult) Almanac
b. Sex Department of Vital Statistics
c. Mobility School
d. Urban - rural Tax office
e. Education level attained SMSA
f. Socioeconomic

6. Parental expectations Results of parent survey

B. Identify Man ower Needs

The primary source for manpower needs, and required under the act
to provide, is the state employment service. In its research to
provide manpower need forecasts the employment service typically
uses known job openings, analyses of composition of unemployment,
measures of under-empioyment and under-utilization. Many other
primary sources of data, such as employers, labor unions, trade
associations and industrial development groups are surveyed in
arriving at the employment services forecasts. It would not be
necessary or practical in most cases for the local planner to try
to contact all sources if he can obtain these from the local em-
ployment office.

Good relationships and first-hand communication, however, is very
valuable. Local CAMPS committees should be broad enough to en-
compass all the crucial local persons representing primary sources
of data. Vocational education planners should certainly be par-
ticipants both to give input and to receive firsthand information
about emerging planning coming from all manpower agencies, such as
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C.A.P., Model Cities, city and county government, vocational
rehabilitation, etc. Advisory committees will probably overlap
this body to some extent, but this overlap should be of little
consequence when compared to gains to be realized from more
thorough communication.

The following listing suggests the principal national documents,
followed by state and local data needs and the sources from which

to obtain their descriptions:

1. National Trends Documents
a. Manpower Training Needs

for the 1970's
b. Tomorrow's Manpower Needs
c. Occupational Outlook Hand-

book
d. Decennial Census

2. State Data Needs
a. Labor force characteris-

tics (occupational distri-
bution am_ industrial compo-
sition)

b. Expanding and declining
occupations and industries

c. Inventories of job vacancies
d. Occupational matrix (where

available)

3. Local Data Ne 3

a. Inventor of job vacancies
b. Local ecc Ay structure
c. Expandin ,And declining

occupati is and industries
d. Occupati al matrix (where

e. Area skills surveys
f. Specific occupation in-

ventories

C. Identify Needed Program and Costs

Source
Bureau of Labor Sta:istics

Bureau of Labor Statistics
U.S. Government Printing
Office
Bureau of the Census

State Employment Service
Annual Manpower Report
Annual CAMPS Report

State Employvent Service
CAMPS
State Employment Service

State Employment Service

State Employment Service
CAMPS and Employment Service

CAMPS and Employment Service

Employment Service
Employment Service
Labor Unions
Trade Associations
Professional So4...ieties
Personnel Managers Associa-
tion

After the vocational training needs of the population and manpower
of the defined geographic area have been identified, a plan of
specific vocational programs should be prepared. In identifying
specific vocational programs, a summary statement of population
and manpower needs should be formulated and ranked from greatest
need to least need. An example of a "summary needs statement" for
manpower would be: 200 adult welders for the area served. The

needs outlined in each of the "summary needs statements" should
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be met by one of the proposed vocational programs. As each pro-
gram is planned, the number of instructional hours of training
should be stated, including the amount of funds necessary to im-
plement the program. The cost of the program should include direct
and indirect costs of instruction. A complete description of pro-
grams needed should include the program objectives and summary in-

formation, such as:

1. Level of program

2. Cost of program

3. Desired enrollment

4. Desired outcomes in terms of the learner's behavior

D. Inventory_and Evaluate L. 2rogiL s of Vocational
Education (Include Costs-)

A complete listing of current programs and services should be pre-
pared consistent with the established format used in !tem C. In-

formation must be prepared so that the information can be easily
compared to other significant elements of the planning phase. This
inventory shou3d reflect the effort of all occupational programs
operated by public schools (reimbursed or unreimbursed), parochial
schools, proprietary schools, training within schools, training
within industry and other governmental agencies.

E. Identify New Programs to Meet Unmet Needs (Include Costs)

Prepare a plan of vocational education programs and services needed
to meet all the program needs identified in Item C and not inven-
toried in Item D. The preparation of information should be con-
sistent with that established for Items C and D.

F. Determine Scope of Available Resources

Financial resources for the support of vocational education pro-
grams and services exist in many forms and come from a variety of
sources. The following list represents a partial list of informa-
tion needed and the source:

Information Needed Source

Local
Taxes
Student fee
Reallocation

Tax ofFice
Administrative decision

State Reimbursements and Funding State educational agency

Federal Funding
P.L. 90-576 H.E.W. and state educational

agency
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National Defense Education Act

Rehabilitation

Manpower development and training

Apprenticeship

Economic Development Agency
Regional Development Commissions
Public service careers
Model Cities

Work incentive prägram
National Alliance of Business-
men JOBS
Neighborhood Youth Corps

H.E.W. and state educational
agency
H.E.W. and/or state educa-
tional agency
State education agency or
state employment service
State education agency or
state emp.oyment service
Department of Commerce
Department of Commerce
City or county government
Housing and Urban Develop-
ment

State employment service

Department of Labor

Considerations for Determining Priorities -- Vocation Programs and
Services

Preface: The school district will provide opportunities for voca-
tional education to interested students within the fi-
nancial capability of the district; therefore, priorities
for vocational programs and services must be established.

General: Compare costs of all programs with all revenues to deter-
mine to what extent all programs may be implemented and
what priorities are necessary.

Specific Considerations:

1. Federal Regulations and Directives
Examples: Vocational Education Act of 1963 as amended by

Vocational Education Act of 1968 to serve dis-
advantaged and handicapped students through voca-
tional education

a. 15 percent of Vocational Education Act (Part B) funds
will serve disadvantaged students

b. 10 percent of Vocational Education Act (Part B) funds
will serve handicapped students

2. State Regulations and Directives
Example: States to establish standards for vocational edu-

cation :.-rograms and services

a. Quality of vocational instruction
(1) Organization and content
(2) Counsel and advise
(3) Program planning
(4) Duration and intensity
(5) Supervised practical experience
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3 Distinct Goals, Objectives, Regulations, and Directives
Example: Board of education priorities for the educational

system

a. Pre-school program to be started
b. Established baseline funding practice

4 Other Considerations

a. Industry (job market) influence
b. Community organizations or special interests groups
c. Legal aspects
d. Limitations of available resources

(1) Facilities
(2) Costs

e. Political influences
F. Social influences

(1) Public opinion
(2) Parental expectation
(3) Ethnic considerations

g. Cost/Benefit considerations -

h. Consider only programs and services that have bona
fide opportunities for employment after successful
completion of the program

i. A career ladder approach available to students who en-
roll in the program

Guidelines for Methods and Procedures (Outline of Overview)

A. Introduction

B. Goals

C. Objectives

D. Procedure (suggested)

1. Secure data and information in reference to student needs
for occupational education and interests.

2. Evaluate data and determine types of training needed.

3. Secure data and information in reference to manpower needs.

4 Evaluate manpower needs; compare with student heeds. Deter-
mine which types of training are appropriate.

5. Secure data and information in reference to,vocational educa-
tion programs existing and available.

6. Determine what additional programs are needed and what re-
sources are available.

7. Secure data and information regarding financial needs and
desired programs.
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8. Evaluate funds available and/or needed, then determine to
what extant desired programs can be implemented.

Footnotes Instructions

A. Steps 1, 3, 5, and 7 can be done simultaneously.

B. Steps 2, 4, 6, and 8 should be done in sequence.

C. Determinations should be reviewed after each step and altered,

if necessary.

Adc'endum

Following is the outline for an entire educational system consisting

of four phases--planning, action, evaluation, and redesign. Signifi-

cant actions are identified by sequence and relationship. Actions

have been charted to visually show the sequence and relationship of

elements.

PLANNING

Objective I To assess pupils interests, abilities, aptitudes, ex-
__ pectations and future needs in order to develop viable

learning programs for pupils.

Objective To assess parental and societal expectations which must
be considered before developing relevant programs for

pupils.

Objective 3 To assess manpower needs and employer expectations which
must be considered before developing occupationally
relevant programs for pupils.

Objective 4 To assess present and projected manpower training pro-
grams in industry and to evaluate the significance of
these programs on school-related programs.

Objective 5 To assess the need for special vocational needs for the
mentally and emotionally handicapped who are unable to

compete with the mainstream of students and to plan for
alternative programs for them.

Objective 6 To assess the impact of mobility of workers locally,
nationally, and internationally and evaluate the impact

of mobility upon the projected training programs for

the metropolitan area under consideration.

Objective 7 To assess the present school program and to evaluate its
capability for meeting manpower needs of industry.
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Ob'ective 8 To determine the local school district's goals and
priorities for vocational education.

Objective 9 To determine local, state, and federal funding com-
mi'.:ments for vocational education programs.

Objective 10 To determine present vocational program effectiveness
based on learning outcomes which are measurable.

Objective 11 To determine teaching and learning strategies needed
to meet individual differences.

Objective 12 To prepare evaluation plans commensurate with learning
outcome and consistent with program design.

Objective 13 To develop plans for liaison activities with industry,
state employment services, state departments of educa-
tion and other relevant government, social, ana educa-
tional agencies.

Objective 14 To determine "ideal mix" of in-school and out-of-school
education and training programs.

Obje-tive 15 To prepare plans for curriculum organization and content
as well as media, staff, facilities Emd space utilization.

Objective 16 To prepare plans for effective counseling and guidanre
through the use of in-school and industry counselors.

Objective 17 To prepare procedures for identifying pupils needing
specific voLational education programs.

Objective 18 To prepare plans for communicating with parents and
public regarding vocational programs.

PLANNING FOR IMPLEMENTATION OF VOCATIONAL EDUCATIONAL PROGRAMS

Objective 19 To provide for effective diagnostic and prescriptive
procedures useful in programming pupils in vocational
education programs.

Objective 20 To provide for a reasonable balance of learning activ-
ities in vocationa and academic programs.

Objective 21 To provide for effective interaction among pupils and
staff in order to enhance emotional, social and in-
tellectual growth of the pupil.

Objective 22 To provide for continuing vocational guidance and job
placement to meat the changing needs of workers and
changing r-leds of industry.
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PLANNING NEEDS OF INDUSTRY FOR EVALUATION

Objective :1 To provide for effective evaluation of pupils based on
qualitative and quantitative behavioral changes, con-
sistent with individual dif-izerences.

Objective 24 To provide for effective program evaluation based on
performance objectives of the schools that are confirmed
by effective and efficient work by the pupil on the job.

PLANNING FOR REDESIGN

Objective 25 To provide for program redesign through the use of ob-
jective and subjective data and information.

Objective 26 To provide for wide community and state involvement in
decision making relating to vocational education.
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REPORT OF GROUP V

MODEL FOR PROGRAM PLANNING

I. Review Previous Evaluations as Basis for Planning

The 1963 Vocational 11:ducation Act provided for making vocational
training and retraining accessible to all persons. Therefore, each
state and community will be obligated to plan its vocational education
program and still be conscious of what is happening in the vocational
world to be ready to make adjustments.

The plan for vocational education should include statements of
policy, philosophy, goals, and measurable performance objectives which
indicate evidence of broad administrative commitment to vocational
education. These statements should reflect sensitivity to local popula-
tion needs and the job-market needs of the area to be served.

Maintaining and expanding a program of public vocational educa-
tion depends greatly upon the proper utilization of reliable sources
of data and the sophisticated analysis of these data and consideration
of the other vocational education activities which are available. In

many public or private organizations the program -1s, the program
objectives, and the budget are expressions of -11., -nd program;
hence their preciseness may be a reflection of p_st derformance,
incl'iding both successes and failures.

Usually a considerable amount of confusion surrounds an area of
activity before it receives definitive attention such as the needs of

inner-city disadvantaged. Confusion may result when conditions change
from normal or static. Abnormal situations pressing on society may
bring proble,ls into sharp focus. Imagination, the ability to perceive
problems, and knowledge of problem areas are required before one may
begin to solve the problems to meet the needs of inner-city
disadvantaged.

Educational funds must be spent strategically with emphasis
given to programs that will yield the greatest benefit per dollar spent.
Some consideration should be given to training preferences and job
choices of students. However, the job approach should yield the
biggest payoff in terms of job creation and accelerat!on of economic
development.

Long-range forecasting of manpower skills requires that expecta-
tions of skill classifications by industries be determined, as well as
total employment in given industries. The forecast of total employ-
ment by industry is the basis for forecasts of numbers of employees
required in each skill classification by industry. Aggregating
similar skills over all industries, long-range forecasts by skills for
all industries are obtained.

In order for the Country to retain and develop its needed work
force, it is essential that some agency engage in large scale
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vocational and technical training activities. This not only requires
expansion of activities for needed skill training, but remedial educa-
tion as well. However, there must be an equally important commitment
of effort to trainee recruitment, especially among the disadvantaged,
and to job placement services for those completing their training.
The problem is that there are too few qualified job seekers. Serious
underemployment and underparticipation is wide spread throughout the
Country.

There is little evidence, based on the availability of current
techniques and known experimentation, that a viable method of long-
range forecasting of occupational requirements on a local basis will be
operational on a national basis soon. Excluded, of course, is the
skill-survey approach which is operational but which has been handi-
capped by a lack of funding. A new technique is needed to permit the
employment service to discharge its function of providing long-range
occupational information to the vocational education system that would
also serve the employment service itself in carrying out its responsi-
bilities under the Manpower Development and Training Act.

As a result of the study of previous evaluations, a basis is
established for reorganizing, redirecting, and renewing the planning
process of vocational education.

II. Goals and Policies

The strategy and procedures which are necessary for effective
program plan-ing in metropolitan areas involve an examination of goals.
Goals are statements of broad direction, purpose or intent which are
based on the identified needs of the person, group(s), or institution(s)
being served. Vocational education planning must not only identify
the goals of the population which it is serving, but also make sure
that its programs are implementing the public's goals.

Occupational education goals must be botc. consistent and in tune
with the overall goals of education. It must be a part of the total
educational program and not a separate entity unto itself.

Some suggestions for the vocational Aucation planner when
considering goals as a part of the planning procedure are:

A. Gather National, state, and local statements of educational
goals and philosophy
1. General and vocational education statements
2. Public and private organization's statements; e.g., state

and local school boards, Chambers of Commerce, labor
unions, professional teacher organizations, advisory
councils

B. Examine statements of educational goals and philosophy
1. Identify common elements in various statements in terms

of who is to be served and how the service will be
rendered.

2. Look at the priorities that are assigned to target
populations, programs, procedures, and allocation of
resources. 270
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3. Note any major differences that exist between statements
of various groups about B.1. or B.2. above.

C. Compile a summary of statements in terms of 8.1. and B.2.

1. Identify any major differences between group statements
relating to B.1. or 13.2.

2. Show any gaps in information which exist; e.g., if state-
ments do not give student needs.

D. Develop plan for acquiring any information about goals which

is needed.
E. Secure information needed.
F. Complete C by adding information gathered.

III. Assess Needs

The composition of any community is vital in terms of realisti-
cally determining Jle educational needs of its citizens. To prepare
individuals for gainful employment and to enable employed work(Irs to

advanr:e themselves on their jobs, it is also essential that the dimen-
sions, characteristics, and prospects for employment afforded by the
local employment market be clearly dfined.

Pertinent data gleaned from many sources are helpful in deter-
mining specific needs for annual and long-range program planning. The
following are necessary steps for obtaining the kind of data used in
program planning (Further suggestions are mentioned in Item IV):

A. Select Advisory Committee.
B. Analyze population to be served.
C. Analyze current and projected labor market.
D. Analyze present programs.

IV. Priorities

A. Target Groups
I. Handicapped: Those persons who are mentally retarded,

hard of hearing, deaf, speech impaired, visually handi-
capped, seriously emotionally disturbed, cripple, or other
health impaired persons who by reason thereof require
special education and related services.

2, Disadvantaged: Those persons (other than handicapped
persons referred to in A.1. above) who have academic,
socioeconomic, or other handicaps that prevent them from
succeeding in the regular vocational education programs
designed for persons without handicaps, and who for that
reason require specially designEd education programs or
related services. The term includes persons whose needs
for vocational programs or services result from poverty,
neglect, delinquency, cultural or linguistic isolation
from the community.

3. Regular: Those programs which are designed to prepare
high school students for advanced or highly skilled post
secondary vocational and technical education; and/or for
persons who have completed or left high school and who
are available for study in preparation for entering the
labor market. 271
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4. Adult: Those programs which are designed to provide
training or retraining to insure stability or advancement
in employment of persons who are about to enter, or who
have already entered, the labor market and who are either
employed or seeking employment.

B. Criteria for Determining Priorities
I. Manpower Needs and Job Opportunities

a. Manpower needs and job opportunities, both current
and projected, will be based upon the most recent
data available from:
1) The Department of Labor (local, state, and National)
2) Local surveys
3) The recommendations of state and local advisory

committees
4) And/or privately contracted surveys which the

governing board may deem necessary.
b. Identified areas of need and shortage will be considered.

Particular -;:onsideration will be given through the
weighing of terms in distribution and priority equa-
tions to those agercies whose proposed vocational
education programs are best designed to:
1) Fill the identified manpower needs, and
2) Fulfill new or emerging occupational needs at the

local and state levels.
c. The State Education Board, Department of Vocational

Education, shall use the results of periodic evalua-
tions of vocational programs at the state and local
level to:
1) Reduce the gap between trained manpower and job

opportunities,and
2) Modify programs to meet new and emerging needs and

opportunities.
2. Vocational education needs of the people served by a local

agency will be determined on the basis of:
a. Number of persons in the population group being served
b. Vocational programs conducted by the local education

agency which are best designed to
1) Fulfill current and projected manpower needs in

existing occupations at local and state levels
2) Meet the needs of the new and emerging occupations

at local and state levels
c. Periodic evaluation of programs in terms of program

objectives.
3. Due consideration will be given to the relative ability of

local agencies, particularly those in economically
depressed areas and those with high rates of unemployment,
to provide the resources necessary to meet the vocational
education needs of the areas served. The economic index
of a county or district will be judged by:
a. The number of Elementary and Secondary Education Act

Title I qualified students
b. The local unemployment rate
c. The mill levy (tax) assessed for support of local

education.
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4. Priority will be given to programs, services, and activi-
ties in local agencies having e:cessive vocational costs
because of:
a. The need for supplying special services other than

those necessary to meet the special vocational educa-
tion needs of certain population groups, such as
disadvantaged or handicapped persons

b. Bus transportation for students
c. Unusual and/or excessive maintenance costs of

buildings and facilities, which are not usually
part of the cost of education.

5. Other factors may increase benefits of vocational education
within a state or area:
a. The comprehensiveness of the total application
b. Previous evaluations of programs offered by the local

education agency
c. Evidence of total community involvement and support.

V. Objectives

Objectives are desired accomplishments which can be meacured
within a given time frame. Achievement of the objective advances the
system toward a corresponding goal. Accordingly, objectives that
support and contribute to the achievement of the established goals
must be developed.

A. In establishing objectives and developing programs, planners
should insure that the following elements are identified in
each individual objective.
1. Whose behavior is to be changed?
2. What type of behavior is desired?
3. What amount of change is desired?
4. The time period during which change is desired.
5. The manner in which change will be observed.

B. The end result of objectives should be:
1. To discover individual interests and abilities
2. To explore the many avenues of productive activity

that might challenge and enlarge their individual
talents.

3. To learn the wise exercise of freedom of choice, self-
direction, self-discipline, and responsibility.

VI. Strategies

To achieve stated objectives, vocational-technical programs must
be designed with the following characteristics:

A. Assure that all instruction is relevant to the real life con-
cerns of students so that they develop the basic skills,
knowledges, and values that are essential for success in any
career they might choose.

In order to engage the interest and desire to learn in all
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young people, ways must be found to make learning relevant.
To achieve relevancy, two things need to be emphasized:
1, It is necessary to give general education a massive

infusion of illustrations from the world of work in order
that the majority of students will have subject matter
related to what concerns them in real life.

2. Rather than requiring students to learn information or
facts that have been produced in each subject area, they
should be taught to use concepts and methods as tools to
solve problems and to fulfill responsibilities as citizens,
parents, breadwinners, and taxpayers.

B. Provide ample opportunities to explore the knowledge, skills,
technical requirements, working conditions, political and
social environments, and responsibilities for each of the
career fields that are open to them.
1. The knowledge, environmental factors, and skills common to

the occupations which comprise a broad family of occupa-
tions rather than a necessarily limited list of unrelated
occupations must be explored.

2. All students must be assisted in the selection of a broad
career-cluster goal appropriate to their interests,
abilities, and aptitudes.

3. Effective and extensive use must be made of business and
industry for exploration through selected work experience
and observatiun.

C. Provide guidance services adequate to assure that every young
person gains expert help in assessing his personal interests,
aptitudes, and abilities in making career choices and in
planning an appropriate educational program.
1. Place the major responsibility for orientation to the

world of work at the elementary level, with initial
emphasis on the development of positive attitudes toward
all occupations.

2. Place the major responsibility for helping all students
determine general but tentative career goals and life
styles at the junior high school level.

3. Place the major responsibility for suitable preparation
to take the next step after high school graduation at the
senior high school level, whether that step is post-high
school or college work, apprenticeship training, or an
entry-level job.

D. Provide a curriculum based on career goals that will allow a
student to prepare for the occupational fields of his choice
by acquiring skills and knowledges that will enable him to
obtain entry-level employment.
1. Curriculums must be built around the career cluster or

family of occupations concept so that students may select
a career goal at the beginning of their high school
experience and then tie a majority of their experiences
into this generalized goal.

2. More specific career education must be provided in the
eleventh and twelfth grades. The minimum requirements
to provide in-depth instruction necessary for effective
entry-level performance, and to meet state licensing
and/or certification requirements, must be observed.

274

291



VII. Identify Resources

The purpose of this section is to make provisions for obtaining
the necessary resources to be used in the improvement of existing
vocational programs as well as the development of new vocational educa-

tion programs.

Various sources are: textual materials, measurement devices,
equipment, physical plant and trained personnel. The development of
ancillary services is an important aspect of this item. These may be
provided through library services, inservice training programs, etc.

The following are suggested guidelines:

a. How is the need for this item being planned?
b. What are the planned activities?
c. What are the expected outcomes?
d. What questions should be asked to aid in determining effective-

ness?
e. What procedures will be established for developing, evaluating,

and revising curriculum guides, and other course materials?

f. Ancillary and supportive services
1. What are the planned activities?
2. What are the planned outcomes?
3. What are the district's commitments in terms of organiza-

tion for administration and supervision of vocational
education programs?

g. What practices and policies are used to assure adequate
professional and occupational competencies for instructional
personnel?

h. Facilities and equipment?

VIII. Program Planning and Review

This section is concerned with integrating information on popula-
tion needs and job opportunities in the light of the area manpower plans

and budget constraints to develop new and improved curricula so that a

proper assortment of programs is offered. Clearly this section, which
includes area planning, is of paramount importance to the success of
the system.

In preparing information for program planning review, the
following should be used as guidelines:

a. How is the need for program planning being met?
b. What are the planned activities?
c. What are the expected outcomes?
d. What types of questions should be asked to determine the

effectiveness of this activity?
e. Area planning

1. Multischool and multidistrict planning
2. Use of Cooperative Area Manpower Planning System (CAMPS)

f. Program Review
This item is included to represent the requirement for review
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of local district program plans. The existence of a decision-
making activity which may be beyond the control of the local
director is of concern in local-level evaluation. To a large
extent, however, the acceptance of a plan will be dependent
on the quality and completeness of the program planning
information, which provides an opportunity for a further
evaluation of that activity. In preparing information per-
taining to the review of the planned program, the following
guidelines should be used:
1. Description of the district review procedures of the

district plan.
2. What are the planned evaluative criteri for acceptance

of the plan.
3 Other.

IX. Ealuation

Sec...-Ccn 12 of California lrstructions for Preparing a District
Plan for 'Dcational Education is paraphrased in the following four
paragraph

Evaluation is the process of determining the degree to which a
system is meeting its objectives. The results of evaluation are used
as a part of the management information system as well as meeting the
requirements for periodic reporting set forth in P.L. 90-576.

Evaluation in vocational education is comprised of two primary
elements: (1) end-point (terminal) evaluation and (2) functional
(on-going) evaluation.

End-point evaluation is primarily concerned with how well and how
efficiently the system met its overall objectives as determined by follow-
up studies of dropouts and graduates; the number of students enrolled
versus the number of students who, according to stated goals, should be
enrolled and the comparative cost of achieving the stated objectives.

Functional (on-going) evaluation is directed at evaluating how
well each basic function is meeting its objectives, which are, in
essence, subobjectives of the overall system. Functional evaluation
should be carried out on a continuous basis, with results being used
for improvements in the system. The basic evaluation should be
periodic, with the results used to satisfy the annual reporting
requirements.

In planning the evaluation activities it is suggested that the
total system should be viewed as having four elements; (1) facilities,
(2) staff, (3) instructional program, and (4) students.

Possible elements for consideration in evaluation might be (a)
space adequacy; (b) degree to which equipment simulates current
industrial or business practices; (c) degree to which available student
stations in the several programs meet the needs of the total number
of qualified applicants; (d) degree to which facilities are attractive,
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safe, and well maintained; (3) and whether there is a formal policy,
adopted by and practiced by the governing board to regularly appro-

priate adequate funds for replacement and maintenance of the

facility.

It must be recognized that, currently, teacher orgenizations wish

to play a part in staff evaluation. Either by committee development

or as a part of - r-ontract, critria for individual evaluation and

method of eoplyin9 L,k,se criteria should relate to the goals and

objectives of the ea,...:he -training program and the inservice up-

grading program.

The evaluation pf itructional program s:tould be on a
continuing basis by .mc- advis-ory committee; on a -egular annual basis

by securing for a peric.d of f-ve years the opinions of graduates as a

part of the required fow-t= surveys; and an annual survey of

employers (foreman leT) opliions of the competencies of the gradu-

ates of the preceding /ear.

When evaluation c student population is considered, the
problem is one of drle1-7, form: Are the students enrolled capable
of meeting the object..\es of the individual programs? Or are the
objectives developed Jn a manner that permits the students enrolled

to achieve them in tne time allotted? (Placement records and with-

drawals from the program will reflect one or the other of the queries.)

Further, any evaluation of the student population must take into
consideration the degree to which the special programs covered by

P.L. 90-576 are in use: Part B, handicapped and disadvantaged; Part D,

exemplary programs; Part F, consumer-homemaking education prograws;

and Part H, work study.
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