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PREFACE

The following material comprises a transportable model pro-

gram for preparing occupational education leaders/administrators.

Although the model was primarily designed for and tested in Illi-

nois, it is believed that it has applicability in other states' as

well. The entire design is based on a comprehensive, in-depth

analysis of the occupational education leader/administrator

role and has subsequently been validated through implementation in

several Southern Illincii school systems and on the campus of

Southern Illinois University at Carbondale.

The designers intend this work to be used as a guidebook or

handbook for:

College and University departments and professors preparing

occupational educatien leaders/administrators,as a curriculum

guide and instructional resources manual.

Leaders /administrators in educational agencies that cooperate

in the preparation of occupational education leadership per-

sonnel. For them it outlines 159 essential leader/adminis-

trator performances students are to master and provides a be-

1
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fore and after assessment technique and recording system use-

ful in monitoring student ability to perform.

Occupational 'education leaders' administration students in

classroom/laboratory settings and/or internship situations.

Students are provided an outline of performances to be mas-

tered, lists of appropriate learning resources and samples

of activities, the mastery of which serves as evidence of the

specific level of learning attained.

Materials are organized into four sections. Section I is an

introduction to the model and sets forth the model's overall

framework and structure. Section II provides a brief discussion

of some of the rationale, philosophy, and foundations that support

the model and a complete bibliography of resources. Section III

provides samples of activities, for all 159 performances, success-

ful mastery of which is indicative of a specific learning profi-

ciency level and selected instructional materials for each of the

model's 27 performance clusters. The final section, Section, IV,

is an individual portfolio assessment system complete with direc-

tions for use.

The materials included 'in this model can be used in a great

variety of ways. For example, section III and IV can be combined

as a rather complete syllabi of curriculum units and references

for pre and/or inservice instruction; applicable sections can be

fused into graduate level courses; and individual sections can be

used independently for planning or reference purposes.

...



3

What It Is Not: The guidebook is not designed to be a text-

book for any one course or a series of graduate courses for adop-

tion by an occupational education administration department or

program. Although certain sections might find such use the de-

signers' believe that graduate level professoii and entrepreneurs

generally would want to design a preparation program that best

fits their own professional and institutional needs and expecta-

tions. Further, professionals being the creative group that they

are it is probable that they would reject anything that was com-

pletely packaged and securely tied as not allowing for the asser-

tion of their own special genius and insight. Therefore, what we

have provided is a guidebook that a user can employ as a resource

from which to pick, choose, combine, and structure learning ex-

periences as he/she sees fit.

What It Is: This work is designed to be a transportable

model adoptable by and adaptable to leader/administra-

tor preparation programs, particularly in the State of Illinois.

It is a handbook of useful helps and resources organized according

to a format that permits any section, sub-part, or combination of

parts and sections to be used by occupational education leader-

ship/administration program planners and/or implementers as they

see need.



BACKGROUND AND OVERVIEW

Expansion and broadening of vocational education in public

schools accompanied by a national concern for career education at

all levels of the educational system has created a need for profes-

sional personnel to lead viable occupational education programs.

Along with increased emphasis upon world-of-work education for all

students has come a realization that school leaders in general have

not been equipped by their programs of academic preparation to

deal with the myriad' problems that attend sound vocational program

planning, implementation and assessment.

He Is Responsible.

The school situation in regard to vocational education has

come :nto the spotlight because responsibility for decisions regard-

ing local vocational and/or career education programs has

been shifted from the state level and placed squarely on the local

school district. Generally school leaders in past years had merely

to follow the requirements promulgated by the designated state

vocational education official and the local program would be approv-

4
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ed to receive state and federal funds. In recent years because of

the press for accountability and better planning, school districts

have been required to develop appropriate local plans for vocational

education in grades K-12. One important feature of the typical

local plan is the requirement that one person be designated as

responsible for its implementation. In some cases where there is

no certified vocational director, the school superintendent has

accepted this responsibility as his own. In other cases he has

delegated the responsibility to someone, usually a building prin-

cipal or a curriculum director holding the appropriate administra-

tive credential. In still other situations the chief school admin-

istrator has assigned the duties related to managing the vocational

program to a promising vocational teacher who does the work but is

not given an administrative title because he does not hold the

administrative certification.

Innovation in Illinois

Against this background the Professional and Curriculum Devel-

opment Unit of the Illinois Division of Vocational and Technical

Education issued an RFP (Request for Proposal) for two teacher

education institutions to develop a model performance-based graduate

program which would lead to the preparation, certification and

employment of qualified leaders of vocational education programs.

in Illinois schools. A cooperative project was awtded to a con-

sortium composed of Illinois State University at Noftmal and South-

ern Illinois University at Carbondale.1 The model program that

was developed as a result of this effort was then made the basis
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for follow-up projects which required two universities to each

enroll qualified students in order to implement the previously
C

developed model performance-based graduate program in Occupational

Education.. Both institutions, that have worked together to develop

the performance-based model, continued with the implementation

phase.

THE MODEL

Through the work of Ramp and Anderson,2 performances have

been ideniified for the leader of occupational programs. These

Performances have been translated into specific behavioral state-

ments and organized into a taxonomy consisting of seven performance

areas:

1.0 Program Planning and Implementation

2.0 Staff Recruitment

3.0 Personnel Development and Management

4.0 Program Operation

5.0 Program Management

6.0 Management of Physical Facilities, Supplies and Equipment

7.0 Public Relations

These performance areas are the superstructure of the model and are

used as the broad parameters of instructionaj content (see Figure 1).

Figure 1

PROGRAM PLANNING AND IMPLEMENTATION - PERFORMANCE AREA 1

Occupational External Analyzing. Improving
Program Re rtes and . Operational Instruction and
Planning Planning Programs Curriculum

1.1 1.2 1.3 - 1.4

- continued -
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Figure 1 (continued)

STAFF RECRUITMENT - PERFORMANCE AREA 2

Writing Job Analyzing Interviewing Choosing

Descriptions Applicant Candidates Staff
Credentials Members

2.1 2.2 2.3 2.4
411MINMM.MIN

PERSONNEL DEVELOPMENT AND MANAGEMENT - PERFORMANCE AREA 3

Ne'W Staff Staff Organizational
Orientation In-serce Climate

3.1 3.2 3.3

.....---..................................................,

PROGRAM OPERATION - PERFORMANCE AREA 4

Scheauling Student Advisory Data

Staff Teachers Committes Collection
and Reports

4.1 4.2 4.3 4.4

Work Place
Safety

4.5

Curriculum/
Time

Evaluation
4.6

PROGRAM MANAGEMENT - PERFORMANCE AREA 5
.....---......__

Supervisory '.Occupational Management Complying
Functions Program Style With

Follow-Up Development Legislation

5.1 5.2 5.3 5.4

MANAGEMENT OF PHYSICAL FACILITIES, SUPPLIES AND EQUIPMENT -

PERFORMANCE AREA 6
-----------------......

Facility and Purchasing Utilizing
Equipment Equipment Physical
Budgeting Facilities

6.1 6.2 6.3
.

- contirueri
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Figure 1 (continued)

PUBLIC RELATIONS - PERFORMANCE AREA 7

Ascertaining Publicizing Working with
Public Occupational the Community
Opinion Programs

7.1 7.2 7.3
....................ab................

Within the model's superstructure, further suborganizing and

factoring of the performances into 27 clusters has been specified.

Each of these clusters consists of two parts: (1) a statement of

condition or situation, and (2) one or more of the 159 performance

statements. A typical cluster is the following one (cluster 2.1)

from the Staff Recruitment Performance Area. ti

Condition: Given a packet of job descriptions, and other
relevant data, the occupational education
leader will be able to:

Performances: a. determine sources from which applications may
be received, i.e., colleges and universities.

b. determine alternate sources of employees
such as neighboring schools and industry.

From the preceding description, it can be seen that the model

not only organizes the 159 performances into a taxonomy but also

specifies in behavioral terms the basis on which to assess a given

performance.

IMPLEMENTATION

Besides the rather standard graduate school activities of

registering for course hour credits, pursuing readings and taking

examinations, three rather unusual aspects have been and are hall-

marks of the Leadership Development Program explicated in this

15
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model: (1) a tri-partite educational network, (2) a portfolio of

proficiency development, and (3). a comprehensive, full year intern-

ship in a cooperating educational institution (see Figure 2).

Figure 2
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Tri-Partite Educational Network

Through a Memorandum of Agreement signed by both the cooperat-

ing educational institution and the university, an educational lead-
\

ership development endeavor combining the efforts of a practicing

educational leader, an occupational education intern, and university

professors is established. This means that practicing vocational

leaders and interns are admitted formally as co-operators of the
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program. Daily internship supervision is the role of a cooperating
,g.

leader who arranges organizational participation for and proficiency

development by an intern. A cooperating education institution pro-

vides an intern with an average of two hours per day when he pursues

activities which relate to proficiency development as outlined in

the portfolio.

Provided by the university are weekly classroom instruction

sessions and internship coordindtion by a professor. The classroom

sessions include discussions of pertinent reading materials, work-

shops and seminars by state office personnel and private sector

IP personnel, simulations of administrative performances, and inter-

vention strategies for organizational development. These sessions

are built basically upon the model's 159 performance statements

and related internship concerns as reported by university coordina-'

tors. Thus, the program including classroom sessions is linke'

1\---.c

both to professional leadership requirements through the portfo 'o

performance statements, and to actual on-the-job occurrences through

the university internship coordinator.

Portfolio of Proficiency Development
!N

The blueprint for the entire program of leadership development

is the individual's portfolio. It outlines for the three parties

involved in the educational network the framework in which at least

159 performances are to be developed. Included for each of the

performance statements are a pre-assessment and a post-assessment,

both of which are similar in format. An assessment system based

on Bloom's taxonomy3 and Gronlund's application4 is used. Basic-

17
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ally, for each-performance statement the intern assesses his level

of cognitive proficiency development at (1) None, (2) Knowledge,

(3) Comprehension, (4) Application, (5) Analysis, (6) Synthesis, and

1,7) Evaluation.= The date of the pre-assessment (beginning of

program) and the date ofttra post-assessment(s) are entered as

well as the methods of attainment. Signatures by the cooperating

leader and university coordinator indicate that they concur with

the marked level of proficiency. Guidance to the three parties

in marking the appropriate level of proficiency achieved is given

in an accompanying section of this book which suggests a typical

performance at each proficiency level for each performance state-

ment. Affective domain assessments are also made in a similar

manner.

A humanizing and individualizing provision of this performance-
,

based assessment system, however, is the encouragement of student-

suggested criteria upon which to judge proficiency achievement.

In other words, the suggested typical performances for each level

of proficiency are indicators, not rigid ends in and of themselves.

For purposes of the program, competence (a minimally acceptable.

proficiency) is designated a;\at least the Comprehension level of

cognitive proficiency and the Receiving level of affective profi-

ciency in 90% of the performances.

The portfolio also places squarely on an intern the onus of

competency development. Since the performances (including those

suggested by the intern) are clearly outlined at the beginning of

the program, their successful accomplishment becomes the intern's
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basic responsibility. Yo achieve a necessary competency, he/she

can pursue internship activities, relay (through a university

coordinator) competency development concerns into the classroom

setting for resolution, attend workshops; and if the internship,

classroom activities, and other planned experiences fail to develop

competency, he/she can design his/her own activities for competency

development. Continuing periodic post-assessments at lower levels

of proficiency than program expectations, i.e., lower than the

"Comprehension" and "Receivine levels of proficiency, indicates

that'an intern is in need of help in competency development.

Daily Internship

Theory meets practice in the internship. Because of the tri-

partite educational network mentioned earlier, all participants be-

come learners.. Thus, the flow of information is not just university

outward to another educational institution: a reverse flow to the

university is at a high level and is a mechanism for the continued

adjustment of the program.

University coordinators visit the intern in his/her internship

setting on a regular schedule. Discussions are held concerning the

intern's progress as well as his/ter problems, and many ideas and

solutions are suggested on the spot. Proficiencies that need

strengthening and intern concerns that cannot be resolved during

a visit are communicated in writing by university coordinators to

the education staff members who in turn design, apOopriate class-

room activities (simulation, etc.) aimed at common problems.

Experience to date indicates that the beginning (or motivating)
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idea and place of proficiency development may be different for each

intern. For instance., some interns gain new knowledge in classwork

discussions of theory which when applied in internship practice

become the springboard of growth. Others on the same performance

find internship practice or a coordinator's visit to be the begin-

ning of growth later tested and verified by a study of t eory in

the classroom.

CONCLUSION

The validity of the original performance-based model seems to

be supported by the experience of those who have participated. All

student participants thus far have secured leadership positions in

occupational education. Types of positions range from a local

directorship, through a junior college deanship, to an assistant

superintendency for occupational programs. Comments from cooperat-

ing administrators and university personnel support the model's

validity.6 . 4(

Co-operators of the project believe that both classroom and

internship experiences are necessary components to successfully

implement the model. A "best fit" of internship and classroom is

difficult to assign because of individual intern differences.

Given the opportunity to develop proficiency in both classroom and

internship, the two seem to reinforce each other.

A program depending heavily on internship experiences must

select the cooperating leader with care. A knowledgeable, cooper-

ative, and concerned leader/supervisor who is in daily contact

with the intern is of critical importance to a successful individual

iGQ
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internship. In addition, the intern and his cooperating supervisor

expect to be visited by university personnel, appreciate it, and

are apt to express resentment if they believe they have not recieved

their share of the visitation schedule. The visitation conveys to

them that they are important cooperators of the program and that

time an resources are being expended by the university for'their

benefit.

The Division of Vocational-Technical Education State office

is so important to the operation of occupational programs state-

wide and in the services available to schools thatjt is a require-

ment that each occupational education leadership intern spend time

there. A Division of Vocational-Technical Education organization

chart and personnel roster come to life as the intern connects

. personalities with programs and services.

The ultimate existence of a performance-based program such as

the one described herein will depend upon rather flexible certifi-

cation criteria. For example, provision will probably need to be

made for proficiency development outside the usual university

campus-based course requirements.

InNgeneral, those who have worked with the model are of the

opinion that the outcomes to date have been most worthwhile.

Participants who have completed the program have been launched into

new careers, and because .of the internship are able to function as

leaders of occupational education with almost no lost time for

orientation. Personnel in educational institutions who have worked

with.the project are enthusiastic about the program, and several

. have requested that they be included in other cooperative arrange-
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meets at a future time. Campus professors exhibit a new awareness

of, and respect for, a performance-based curriculum for all school

personnel.

lEdward Anderson and Wayne S. Ramp, A Com etenc Based Model

Graduate Pro ram in Occupational Education dministratlon. A report

on a joint project between Southern Illinois University at Carbondale

and Illinois State University at Normal; Project Funding Agency:
Board of Vocational Education and Rehabilitation, Division of Vo-
cational-Technical Education, Project numbers PD CA2-126 and PD CA2-157,

Springfield, Illinois, June 30, 1972. (Eric No. ED 066-566)

2lbid.

3Benjamin S. Bloom, Editor, Taxonomy of Educational Objectives.
New York: David McKay Company, Inc., 1956 and 1964.

4John Gronlund, Stating Behavioral Objectives for Classroom
Instruction. New York: MacMillan and Co., 1970.

5Bloom, op.cit., 1956:

6Wayne S. Ramp and James C. Parker, The Implementation of a

Model Competency Based Graduate Program in Occupational Education

Administratioh. A Final Report; Project Funding Agency: Board of

Vocational Education and Rehabilitation, Division of Vocational-

Technical Education, Project numbers PDT-A3-083 and PDT-A3-084,

Springfield, Illinois, September 15, 1973, pp. 28-37.



FOUNDATIONS & PHILOSOPHY

torainPlarnlementation:P.rformance Area 1

Before an Occupational Education Leader can consider program

Planning and implementation, he must consider the over-all program

Figure 3
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as well as the various parts. In other words, he must provide a

final series of goals, and, at the same time, provide a "road map."(

Quality education is the logical super-highway to run across the I

map.

Most persons would agree that numerous problems-differing

widely in content, scope, types of people to whom they are import-

ant, and in the intensity with which people complain about them

face the nation's schools today. Some of these problems may embody

extremely serious concerns and might well result in great setbacks

in the educational opportunities that the schools provide students

unless time and money are allocated for their soliition. Other pro-

blems, even though the subject of frequent complaints, may not be

as serious as some of those with which they compete for resources.

And still other problems may not even be valid for some school

districts, despite complaints. Perhaps because of the perplexity

which such a profusion of problems creates, many schools try to

pinpoint causes of problems and look for solutions before the

problems themselves are well understood. Now can instructional

planners rationally determine which of the many problems that they

face most deserve their attention? One approach is to reflect a

few critical issues that face any program dedicated to successful

education. Some of these are:

(A) Providing the necessary culture:

A student needs to learn the language and culture of society,

and the school needs to learn about and appreciate the language

and culture of the student.

(B) Providing individual opportunities:

24
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One of the primary goals toward which the educational system

must address itself is to provide every student an opportunity to

acquire the skills, knowledge and values that will enable him to

earn a livelihood for himself, regardless of. the level at which he

exits from the educational system. Such skills must not be con-

fined solely to manipulative skills but must include the various

activities that will contribute to his personal and societal devel-

opment as well.

(C) Providing the necessary financial means for change:

Despite the large numberi of people and expenditures involved,

there is no formai economic policy that formulates decisions regu-

larly made about education, nor is complete data available to help

address the many specific questions involved, including those

havingeto do with efficiency and equity in the allocation of edu-

cational resources.

(D) Providing clearer understanding of potential conflicts:

The planning of the vocational education leader is significant

in providing paths to
.

avoid potential conflicts. A teacher needs

an awareness of and a sensitivity to those things about each indi-

vidual that will most affect his educational development. Many

influences besides an individual's abilities, interest, and know-

ledge of occupations affect how he views the compromises required

in making an occupational choice, and many times these influences

are so subtle that the individual is not even aware they exist.

For example some of the most powerful of these influences are home

and cultural setting and availability of employment.

(E) Providing for mobility through vocational education:

The fact that today's pace of technological programs sometimes

25
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results in skills and whole occupations becoming obsolete as soon

as they are mastered i5 almost certainly a major cause of current

social fragmentation and frustration. Vocational education's cur-

rent trend towards the preparation of students for careers not

just jobs, probably holds the potential to result in occupational

education being a solution to such problems rather than a cause.

In conclusion, vocational education has a much broader scope

than training people for jobs. While one of its most worthy func-

tions is preparation for and/or increase of proficiency within an

occupation, vocational education also has the potential to help

solve societal problpma and serves as a transmitter of cultures,

skills, knowledge, and values.

Recruitment: Performance Area 2

In the selection of personnel, school philosophy is an import-

ant ingredient. Before there can be a "meeting of the minds" among

various groups of school personnel in a given district, it is

important to formulate a common philosophy. Such philosophy

should be developed cooperatively among hoard of education members,

administrators, teachers, nonprofessional personnel, community

repr<tatives, and students. It should be not only broad in

ref4ctin*Nhe desires and aspirations of tf4 community but also

unique to the individual school district.

Supporting an educational institution's philosophy should be

purposcul and unambiguous school policies. As persons apply for

positions in a given school district, an administrative consider-

ation will be whether or not each individual applicant can relate

satisfactorily to established policies. Implied is that the duties
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and functions of the person who is to fill- a post be analyzed and

clearly set forth as a part of the district's policies.

BEST CCPY AVAILABLE

.Figure 4

A factor that should be considered is the idiosyncratic nature

of the personnel coming into the organization. Studies of organ-
/

izations show rather conclusively that an organization, if it

wants to make optimal use of its professionals, must structure

itself freely enough to capitalize upon the aspirations of indivi-

duals and encourage exceptional performance. Discrimination that

affects the freedom of the mind is not conducive to exceptional

performance.

In addition, organizational opportunities and expectations;

2.7
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must b thoroughly explained to all new members. The areas covered

shoul,dinclude organizationai goals and objectives, contracts, and

policy for promotion and transfer, dismissal and retirement.

Particularly when the turnover is great within a given year,

the first order of business once school commences is to develop an

orientation workshop for new teachers. During orientation a dis-

cussion, of the current school philosophy and policies, the curric-
Ia

ulum, and administrative procedures should be carefully explained.

Experienced teachers can ably help conduct such a work-shop. Com-

munity personnel can also participate, because it is essential for

new teachers to learn how outside resources may be adapted for the

benefit of education.
0

The early months of the first year of teaching in a given

institution are quite often a desirable time for a teacher seminar.

Sometimes a planned set of meetings are appropriate while at other

times a more informal arrangement subject to call by interested

individuals is best. The informal phase often renders opportunities

for ascertaining leadership abilities and at the same time stimu"-

lates experimentation.

The first few months of employment of new teachers are probably

the most important in developing positive attitudes toward the

educational institution. Many constructive things can result from

programs that integrate persons into a system. There is no single

program that is perfect, but a positive program will do much toward

making new teachers an integral part of the organization. 'Quite

often new teachers make mistakes because they are not aware of

current practices and many hours of valuable time are lost when

new teachers are required to "find their way around" in carrying
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out the expected program of the school. A printed set of rules

and regulations and a list of appropriate consultants are basic

in pointing new teachers in desired directions.

It is highly advisable for new teachers to develop friendly

relationships with each other. More experienced teachers within

the district are in a position to give much help to the new teachers.

Some school systems appoint an experienced teacher as advisor for

each new teacher.

From the moment of a teacher's employment, his professional

development requires that he be concerned with his relationships

with others. Ideally a teacher should be involved in school activ-

ities so that his interests and his voluntary and creative efforts are

enlisted from the start. The new teacher needs to develop a sense

of timing in order to determine the appropriate point at which to

assume the responsibilities of his role.

Personnel Development and Management: Performance Area 3

Personnel development, and personnel administration are key

considerations in this section. Chris Argyris believes there is

an inherent conflict between a healthy human personality and the

demands made upon him by organizational life if organizations are

administered according to traditional "principles of organization."

Argyris finds that three mechanisms through which the organization

frustrates thg.mature employee, and encourages immature ones to

stay that way, are (1) the formal organization structure, (2) direct-

ive leadership, and (3) managerial controls. By imposing uniformity

of action and limiting freedom of behavior, Argyris claims managers
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are using human potential inefficiently and are paying a heavy

price in terms of absenteeism,turnover, apathy, gold-bricking, and

other forms of covert rebellion against the dependency imposed by

formal authority and control.

BEST CGPY AVAILABLE

Thus, the occupational education leader should generally be

aware of the patterns sought for his institution. Some a f these

are:

: (A) The role of vocational education:

Vocational education is part and parcel of all societies.

)ecause it is basic, widespread, and multidemensional, it is some-
-

times poorly understood even by those who associate closely with it.

Vocational education is so important that it cannot be left to

3O
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professionals alone.

(B) The role of the teacher

Teachers are becoming more professional. Professionals keep

abreast of new techniques and practices and adjust delivery systems

for individual clientele. Not only the day-to-day experience of
O.

students but also the kinds and characteristici of delivery systems

will vary according to individual short and long-range plans.

School assignments need to be made clear and each individual

should be placed in a job where his training and experience is the

greatest. Good personnel relations require the assignment of

teachers to their major fields of study and State departments of

education have aided by requiring each teacher to have a certificate

for the type of position in which he/she is teaching. When there

are several instructors teaching the same subject, it is desirable

to consider the preferences of the teachers involved. Other things

being equal the teacher who is assigned to the job he requests, in

line with his/her qualifications and experience, produces the best

results. 4

The second consideration must be to give each teacher a just

work load. Some major considerations of a teacher's work load are,

(1) class size, (2) type of class, and (3) number of similar

different classes. Major consideration must also be given to the

number of hours per week required of each teacher, in the class-

room as well in extra curricular actives. There are some assign-

ments in which the paper-work is much heavier than in others, and

there are other assignments where laboratory work is tire-consuming,

and these factors should be considered. It is important that the
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principle of equal pay for equal work be maintained.

Teacher relationships need to be clearly understood. These

include dealings with the board of education, the administration,

and the community.

1) The Board of Education

The relationsLps of teachers to boards of education vary

greatly throughout the nation, and two of the major reasons are the

size of the school district and the community involved. Neverthe-

less, boards of education are the legally responsibl4bodies for

developing local educational policies and programs. In carrying

out these policies and programs, boards employ agents, teachers

and administrators, to fulfill their goals herefore, teachers

have a direct and contractual relationship with the board to carry

out specified programs.

2) The Administration

4
The board of education is mentioned more frequently in state

statutes than any other group or person in the operation and main-

tenance of public schools. Next in frequency is the superintendent.

He has some duties spelled out for him by statute and other duties

delegated to him as the executive officer of the school system.

Teachers work through and with one.superintendent in designing

and operating educational programs. Good personnel relations call

for a partnership and cooperative effort between admistration and

teachers.

3) The Community

American pub..ic schools belong to the people because they were

established by them for the purpose of serving the educational

needs of youth. To carry out this public ownership principle is to

3Z
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accept the responsibility that the schools should reflect the best

aspects of the community. This principle also carries with it the

communiLy's responsibility for an interest in its school system

and the teaching profession in bringing forth the best possible

program of education.

(C) The Employer and Employee:

The need for a "meeting of minds" or commonality of educational

positions is based on the belief that to be effective, (1) organi-

zations should be directed by explicit goals and (2) persons in

organizations should identify psychologically and behaviorally

with the stated goals. Every organization needs creative variance

but each organization must also move toward certain commonly held

ends or goals. If subgroups (e.g., administrators and teachers)

are at odds over a long period of time about the purposes of the

organization, purposeless drift probably will occur, or worse,

destructive conflict will rip the organization apart. Vocational

leaders will need to spend much time stating, modifying, clarifying

and restating the goals of vocational programs. Not only must the

teacher subgroup be a part of the goal-setting process but also

other significant subgroups (e.g., parents, students, employers,

boards of education) must be a part of the process. Without con-

census among significant consituencies regarding organizational

goals and in this case vocational goals, there can be little ration-

ality about program thrusts, little group identification with pro-

gram results and little group and personal

pro-

.
in the

organization's various vocational programs.

(D) The need to provide job satisfaction:

According to Herzburg's two-factor theory of job satisfaction
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the primary determinants of job satisfaction are intrinsic aspects

of the job, called motivators (e.g., achievement, recognition, the

work itself, responsibility, and advancement), whereas the primary

determinants of job dissatisfaction are environmental factors,

called hygienes (e.g., company policy and administration, super-

vision, salary, interpersonal relations with co-workers and work-

ing conditions).) Researchers and managers alike are increasingly

attending to the way jobs are designed as an important aspect in

determining the motivation, satisfaction, and performance of ; ,

employees at work.

(E) The need for experimentation:

The attitude the employer takes in encouraging experimentation

and the response to that encouragement taken by the employee are

two essentials to examine when assessing the level of experiment-

ation in a given school system. For tAample, if accountability

becomes so rigid that little or no experimentation is encouraged

or unuertaken, then educational progress will have been dealt a

setback.

In summary, personnel development and management depends upon

interrelated sets of legal, psychological, and operational variables.

Occupational education leaders would be well advised to be c.igizant

of these varibles and to exercise them in the best interests of a

school's pupils and educational programs.

Program Operation: Performance Area 4

The development of operational competency requires that Educat-

ion provides for various students more voluntarism, more options,

less time for some and more time for others who want to fuse educa-
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ti on more organically with their lives1Vombinations of general

education and professional training are shifts in the ecology of

learning away from solely the classroom teaching and into a variety

of problem areas and learning centers augmentted by electronic media.

BEST COPY AVAI.ABLE Figure 6
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Vocational education has never been operated as a "required"

part of American education. Instead, from the time of the Smith-

Hughes Act in 1917, vocational education has always been pictured

as one of several educational alternatives from which individuals

could choose. This has been true whether such education has been

offered as part of a comprehensive educational institution or in a

separate vocational school.
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New directions in organization development depeid upon a

critical assessment of the present. One method of conducting such

11 an analysis is illustrated by the following six step process:

1. Identify the specific major developmental needs facing the

organization and its employees.

2. Be ready to achieve a more complementary relationship between

formal and informal organization during organizational devel-

opment.

3. Stress a closer integration of diagnostic and action-oriented

role models so that one "looks while he leaps," and continues

looking as he acts.

4. Place emphasis on the task concerns of managers while educating

them in behavioral processes.

5. Achieve a collaborative planning and problem-solving relation-

ship between experts and managers in designing programs.

6 Improve the integration of packaged materials with the unique

demands of each organizational situation.

It has been demonstrated that behavior change depends upon

more than knowledge, that training the mind does not necessarily

influence management behavior or practice. The emphasis in manage-

hient development is shifting away from giving a person the tradi-

tional intellectual experiences of new knowledge, toward more ego

involvement of the management student or trainee. Numerous methods

have been developed to give a vicarious experience, such as case

study, the incident method, role-playing, and simulation exercises.

Beyond such intellectual and vicarious experiences are attempts to

improve management behavior directly by helping the manager develop
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greater self-awareness and social sensitivity..

Current experiments in using laboratory training among selected

groups of actual or potential managers indicate a cautious movement

by industrial organizations and educational institutions toward

influencing management behavior directly. Starting with the exper-

imental programs of the aatiOnal .Trainin9.1ahulto7Y.fPr, Group

Development in Bethel, Maine, in 1947, there has accumulated an

impressive amount of experience and research data which suggests

that laboratory training may be a major forward step in bridging

the gap between behavioral science knowledge and management practice.

If opportunities to experiment with new forms of interpersonal

behavior are needed for the manager to become effective in modern

organizations, laboratory training, in its many forms and dimensions,

may be used as a tool.for such development.

One of the most important concepts in vocational education is

that everyone needs preparation for employment. To an increasing

degree, schools are expected to provide preparation for the world

of work as an important part of the curriculum from kindergarten

through adulthood. The needs of individuals in the world are as

broad in scope as life itself.

If the school is a community committed to the growth of all

its members, deliberate opportunities must be made for utilizing

the problems that inevitably arise for growth rather than sweeping

them aside as hastily as possible. The conflicts and crises that

crop up naturally when groups of people, particularly those repre-

senting several cultural backgrounds, must work together should be

confronted and examined to see what can be learned from them.
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One can easily agreee with Dr. Norman Vincent Peale on the

desirability of being positive at all times, but mankind often is

weak here--to the degree of being negative. Negative climate can

do great injury to program operation.

Finally one must insure that long-range goals will be consid-

ered as well as short-range ones. It should be recognized by both

faculty and others that goal setting is a contribution wnich perhaps

can best be made by carefully defining the roles of various persons

in the planning process and by limiting the decisions which are

required of the different groups. The occupational education lead-

er must organize and guide his staff in the formulation of goal-

supporting objectives. Having set up the machinery for this purpose,

he should devote much of his time to the effective implementation

of objectives.

The leader desiring realistically to shape administrative

effort to improve and maintain progress in staff relations should

take more than a cursory look at the staff problems and scheduling

difficulties. He must scrutinize not only the actual work but also

the reasons for any burdensome difficulties.

One of the main difficulties that the occupational education

leader encounters in introducing improvement measures is the belief

of many teachers that new methods are more burdensome than tradi-

tional ones. He should consequently show willingness to discard

outmoded procedures and to provide extra time and new facilities

that innovative practices may require. Improved procedures, in

short, should, replace, not simply add to, outworn methods and

materials.
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The occupational education leader must provide the necessary

materials and equipment for his teachers. School schedules usually

assume that classes will be approximately uniform in size. Arrange-

ments* may be made, howt.ver, for special classrooms. This can help

both the teacher, and students, and result in a better product.

Permission for teachers to utilize flexible and creative scheduling

makes it possible to include special activities in the school day.

The end result should result in more uniformity in total staff loads,

broader planned methods, better scheduling, and a more complete

educational product.

A significant aspect of assisting new and experienced teachers

concerning a more complete understanding of policies, regulations

and institutional objectives is for the occupational education

leader to "bridge the gap" between (1) current policy and practices

and (2) the goals of the future. It is thus essential to provide

an environment that will stimulate scholarship and encourage experi-

mentation.

A school derives its existence and lifeblood from the.community.

Yet the school is still obliged to re-emphasize and point out the.

leadership part it plays in the community. This means that it must

constantly capitalize on its close relationship with the community

in order to improve its fixed goals. The occupational education

leader must, thus devote much of his time to recruiting labor and

business officials in addition to professional and technical experts.

The establishment of advisory committees and the effective utiliza-

tion of them is another important assignment the occupational lead-

er must assume.
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........sProramMarnanceAarek

Management of an occupational education program requires that

administrators consistently provide leadership and teachers consist-

tently teach in accordance with a meaningful value system that re-

flects the best of a community's character. Once this occurs and

faculty, staff, and students are all tuned tka common frame of
.)

reference, an occupational education leader can plan to meet educat-

ional goals in an efficient yet mutually acceptable manner.

Figure 7

BEST COPY AVAILABLE

Educational management is cqrrently undergoing a change that

some refer to as a "revolution." This managerial revolution has

emerged from at least two powerful trends. There is and has been

an increasing tendency towards state and federal control in the
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form of financial arrangements and an emerging reliance on business

management theory techniques and tools such as the computer, cost

benefit analysis, performance budgeting, systems approach and organ-

izational development. In combination, these factors have resulted

in program management now being more complex but, in some ways, also

more effective than in the past.

In conclusion, program managment requires that (a) administra-

tion, faculty, staff, students. and community function as a team ac-

cording to a mutually acceptable philosophical base, (b) managers be

aware of and operate within governmental guidelines, and (c) they

have a working knowledge of modern managerial theory, tools and

techniques.

MaunanentolPhysisalfAcilitielljapats_Sent:
Performance Area 6

During the past fifty years there have appeared many far-reach-

ing educational changes that resulted in an astronomical increase in

school costs. In many respects these changes began long before this4

period, b,c their impact was not sufficiently strong to force marked

changes until after the Second World War. This is especially true

of concepts such as equalization of educational opportunity and the

need for supplementing property tax by means of other newer forms of

taxation;

Because education has become big business, being an occupation-

al education leader has become an increasingly more complex task.

While a generation ago almost any experienced and successful teacher

could be promoted to a vocational managment role, picking up what-

ever knowledge he needed on the job, that is no longer the case.

His successor of today must study school managment and finances as a

part of his professional education before becoming a vocational
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director; and he must make it a continuing study during his service

if he is to be able to successfully carry out his work.

Figure 8 .

BEST COPY AVAILABLE

Financial management is one of the areas which has developed

along with the growth in the education sys'tem., A beginning of

budgetary procedure may be found in some rather vague laws that

prescribe purchasing guidelines for a fiscal period. This situat-

ion has led to the creation of several different approaches to

paying current expenditures and has resulted in cases in which the

public has occasionally become so critical as to delay and /or

destroy good vocational programs. It is thus essential for the

vocational director to maintain an adequate record'of all purchases

and assignments. It is now generally recognized that a well -planned
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and well-administered budget is essential.

Because buildings and equipment are the most visible signs

a taxpayer has that tell how wisely his dollars are being spent,

the planning for construction and management of existing facilities

is an area of major concern to educational administration. Control

of temperatures, ventilation, and relative humidity; uniform,

shadow-free, and glare-free illumination; adequate toilet facilities

and sewage disposal, good quality water for drinking and washing:

sound control that results in avoidance of undue noise; and safety

needs, are just some of the practical considerations that must be

taken into account and adequately provided for. Occupational edu-

cation has a unique status in the community. One major/role of

the occupational education leader is, therefore, to justify this

unique position to the public through 'proper management of physical

facilities, supplies, and equiprent.

Public & Publicity: a n e Area

In a public address (Feburary, 1971) soon after taking office

as U. S. Commissioner of Education, Sidney P. Marland, Jr. said

his number one priority was going to be the restoration of public

confidence to public education. He pointed to the increasing

frequency with which local taxpayers were rejecting bond issues

for school expenses as evidence that too many people were dis-

enchanted with the public school system. Community involvement,

along with more equitable schoill financing and other innovations,

can help to alleviate such dlsonchantment.

In the minds of many citizens, schools have traditionally

been a hands-off domain. The public has trusted professional

teachers; teachers, in turn, felt competent and secure in their
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positions. Unfortunately, as Sputnik orbited in the Mid-1950s,

there was suddenly a rash of publicity about how far American schools

were behind those of other nations. Even more frightening were

statistics which indicated that many children simply weren't learn-

ing. As researchers attempted to determine why children were-or

were not-learning, they hit upon a number of variables: poor pre-

paration for school, lack of motivation, irrevelancy, high teacher-

pupil ratios, and so forth. There was no single reason, or single

answer to the problem. But researchers also discovered some posi-

tive indicators of academic achievement, some things that seemed

to contribute to success in school. Among these was community

involvement, not only of parents, though student's parents must be

viewed as important community members, but the involvement of

parents along with other community members.

Figure 9

BEST COPY AVAILABLE
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A basic reason for the importance of total community involve-

ment is the fact that parents with school-age children usually do

not comprise the majority of citizens in a community. Hundreds

and thousands of other persons are also involved with the school

system. They pay taxes, have neighbors attending school, may hire

students or graduates, or they may live across the street from

a school. In addition, the fact remains that many persons in this

nation have a deep seated belief that education is the great equal-

izer that will enable their children to achieve the good life they

were never able to obtain for themselves. Whatever the case, most

citizens have some contacts with the schools--if only from reading

in the newspapers, and for education to be successful the support

of all the citizens of a community is a must.

On the other hand, parents are the citizens most personally

involved with public education, and parental involvement offers the

school administrator a number of ways for improving public confi-

dence. For example, it gives parents an opportunity to see first-

hand the real problems school officials facer The more knowledge-

able they are about the problems d needs of the schools, the

more likely they are to support fun o meet those needs.

Furthermore, parents and other community members, as taxpayers,

have a duty to hOld the schools accountable. They have a right

to see that funds for education are well spent. Moreover, as they

become involv'4 in decision making, they must also be willing to

accept a sham the responsibility for the success or failure of

school and home; such a partnership can be a first step toward

increasing public confidence in public education.

4S
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To be effective, such a partnership needs active involvement

by persons that represent the majority of a community's constituen-

cies.

For example, a Vocational Director should realize that parents

in economically depressed and culturally deprived areas may be un-

willing to support and reinforce vocational and career education

efforts for their children. Some such parents do not understand

the overall logic behind providing such programs for their children ,

and believe that career and vocational education are simply a plot

to force and then lock their children into jobs they consider to be

menial and low-class. Dispelling such misconceptions can be one of

the major benefits of an effective public relations program.

Good public relations are not the result of any "overnight"

program, but requires whole-hearted and conscientious support of

the entire school faculty and staff over an extended period of

time. It is a simple fact that effective parental or community

involvement is impossible without the cooperation of teachers and

administrators. They have the responsibility for educating child-

ren 'n the public shcool system. While 'some faculty and staff no

longer fear such participation, others still do, and, in such

schools, advance conferences and workshops are probably a necessity

before a good public relations program can become a reality.

The success of a community relations program depends upon

many little things rather than on any single factor. The following

are some of the "little things" that make a difference:

1. A teacher in the classroom doing an excellent job with all

levels of students.,

2. A custodian who keeps the heat re iIi-iproperly day in
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and day out.

3. A maintenance department that keeps the restrooms in work-
ing order throughout the school.

4. Service center truck drivers who deliver materials on time.

5. A school secretary with a pleasant telephone voice--as she
is the first one to tat to parents.

6. A lunchroom manager who does the job efficiently.

7. A principal who communicates his problems as well as his
successes to the proper person in the central office.

These are just some of the indices of a school public relations

program which will reflect credit on all those who form the admin-

istrative team in a school district.

The parental support that results from a school's public

relations program can have many facets--and many benefits. Tradit-

tionally such groups as parent-teacher associations and home and

school associations offered support, both financial and moral, to

individual schools. Recently many parents are beginning to take a

more active role in the school system. Some are employed as office-

workers or teacher aides. Others volunteer their services to help

in the classroom, correct papers, or supervise lunchroom or play-

ground activities. Such help lowers the student-teacher ratio,

thus providing for more individualized attention, and also frees

teachers for those tasks which only a professional teacher can

perform.

Whatever the type of parental involvement, the end result

should be furthering the educational opportunities and achievement

of students. This is possible because parents have such an in-depth

and long-term knowledge of their own children--their strengths and

weaknesses, their needs, and their problems. The exchange of such
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information with trained professionals can help educators in planning

a more relevant school program.

There is a subsidiary asset of parental involvement as well,

one which deals with the age-old problem of motivation. As children

see their own parents more involved in school affairs, they tend to

be encouraged to take a more active interest in school themselves.

They will have less opportunity for playing home against school and

vice versa.

Of course, tradiyonal formalized community-school interaction

mechanisms such as the PTA still are effective public relations

media as they expose teachers and administrators to parents and

other community members in situations where all are on equal foot-

ing and where there is a real opportunity for discussion. Such an

exchange is possible through an extended conference or a series of

meetings. Examples of appropriate agenda for such meetings might

include:

;

1. Examination of the literature indicating the positive
effects of parental and community involvement on student
achievement.

2. A discussion of parental and teacher concerns for the stu-
dents, ie. career decisions, work training and job placement.

3. Speeches on the legal responsibilities of school officals
and parents in providing for the education of their
children.

4. A discussion of the role of compensatory education within
the school system.

5. A presentation of examples of parental involvement.

Actual classroom demonstrations involving community
volunteers, e.g. career information sessions.

Some schools have organized workshops and conferences. Some

are limited to a series of speeches at PTA meetings; others have

4s
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a retreat atmosphere where teachers and parents meet on neutral

ground, away from the school environment.

In conclusion, many activities in a school system have a well-

defined and clearly circumscribed function. The person responsible

for school-community reations is rarely so fortunate. He finds

himself, from time to time, working in all areas of school admin-

istration. To be successful in his assignment he must shave the

right to cross lines, cooperatively, with various heads of divisions

throughout the system, have the cooperative effort, goodwill, and

understanding of all other members of the organization and he must be

thoroughly conversant with school policy and consistently operate

within that policy as he moves from area to area to improve commun-

ications, to enlist cooperation, or to convey understanding of what

the school system is seeking to do. He must be able to conduct

both unadvertized and publicized compaigns while at times, bearing

tremendous burdens in confidence. He is happiest when he.has

earned and therefore enjoys the complete confidence of the super-

. intendent and other administrators.
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PERFORMANCE INDICATORS & SELECTED REFERENCES

Recognition of when an intern has attained a specific level

of performance and identification of appropriate instructional

resources has the potential to be a problem for interns, cooperat-

ing local administrators, and university supervisors. Accordingly,

the following outline has been provided to help prevent such an

occurance. Student mastery of perforrjances similar to the sample

indicators listed on the following pages will provide examples of

the type of student accomplishments thet will serve as evidence

interns are able to perform at specific stated levels of ability.

Selected references are provided at the end of each of the follow-

ing performance clusters.

1

PROGRAM PLANNING & IMPLEMENTATION

Objective: Be responsible and accountable for promoting, developing,
sustaining, and evaluating vocational education programs for a com-
prehensive high school system, an area vocational center, or a com-
munity college.
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OCCUPATIONAL PROGRAM PLANNING 1.1

IDEAL CONDITION: Given the tasks of planning a total vocational
program, the occupational education leader will be able to:

Performance:

a. prepare a short-range and a long-range program plan for
vocational education in the school.

Sample Indicators:

Knowledge- select short-range and long-range program
plans for his school.

Comprehension- summarize the ingredients needed for short-
range and long-range programs.

Application- prepare detailed short-range and long-range
programs for his school.

Performance:

b. determine the occupati

fo
r. which training is to be

offered in the vocational o m.

Sample Indicators:

Knowledge- select the appropriate occupations for his
vocational program.

Comprehension- explain the reasons for the selection of the
curricula offerings.

Application- show why he made his selections of curricula
offerings.

Performance:

c. analyze long-range course needs for the vocational pro-
Otm.

Sample Indicators:

Knowledge-

Comprehension-

Appliption-

describe the long-range needs for vocational
education in his school based on standards.
predict the local need for his vocational
program and plan a long-range plan to meet
this need.

produce a tailor-made program that will meet
the long-range needs of the area.

Performance:

d. identify the competencies for entry into an occupation.



Sample Indicators:

Knowledge- identify the major competencies that each
candidate must possess to succeed in an occu-
pation.

Comprehension- give examples of all the major competencies
needed and how they relate to the assignments.

Application- predict the success or failure of the candi-
date based on his competencies for the assign-
ment as the result of appropriate tests.

57

Performance:

e. secure assis
of the local plan.

Sample Indicators:

Knowledge-

Comprehension-

Application-

nce from staff members in the preparation

solicit the aid of his staff in listing all
the major ingredients needed for developing
the local plan.
rewrite the plan after careful review of the
suggestions from the various staff members.
modify the existing plan, or proposed plan,
to insure that the local plan meets the needs
of the community and is acceptable to the
authorities.

Performance:

f. submit a proposed program plan to the local administra-
tion based upon results of a vocational education survey.

Sample Indicators:

Knowledge- outline the findings of the vocational edu-
cation survey.

Comprehension- convert the results of the survey to a
proposed program.

Application- submit the proposed plan to the local adminis-.
tration and predict its workability.

Performance:

g. analyze job market, student interests, initial cost, and
ongoing cost related to existing or proposed specialized
vocational programs.

Sample Indicators:

Knowledge- define in appropriate terms "job market,"
"student interests," "initial cost," and
"ongoing cost."
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Comprehension- estimate how significant each of the major
ingredients is for a successful program in the
specialized vocational areas.

Application- prepare a vocational plan that will include
the ingredients of job market, student
interests, initial cost, and ongoing cost that
will indicate success.

Performance:

h. write general objectives for a vocational education pro-
gram.

Sample Indicators:

Knowledge-

Comprehension-
Application-

Performance:

identify and define general objectives
%
for a

vocational education program.
explain the apparent value of each objective.
modify and prepare final objectives
appropriate for a vocational plan.

i. determine manpower implications for vocational education.

Sample .

Knowledge- list the manpower implications for a voca-
tional program.

Comprehension- summarize the list and explain how each part
is essential for the plan..

Application- produce an acceptable manpower utilization plan.

Performance:

j. verbalize the economic implications for vocational edu-
cation.

Sample Indicators:

Knowledge- state those .economic implications affecting
a specific vocational program.

Comprehension- explain what those economc implications
are that have been stated.

Application- produce and demonstrate the importance of
selections by writing a position 'paper.

Performance:

k. secure the services of federal and state agencies for
program development.
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Sample Indicators:

Knowledge-

Comprehension-

Application-

4

Performance:

1. identify employment trends at the local, state, regional
and national level.

59

select and interest qualified federal and
state officials to help develop a program.
summarize the opinions of the officials who
help develop ttie plan.
modify the suggested plan that developed from
outside help and prepare a final draft utiliz-
ing the best parts.

Sample Indicators:

Knowlebge-

Cothprehension-

Application-

list the major employment trends at the venous
levels.
explain these trends and attempt to predict
the outcome.
produce a plan that will use all the major
employment trends in a field for the local,
state, regional, and national levels.

Performance:

m. identify changes in technology and equipment in industry
relating to existing vocational programs.

Sample Indicators:

Knowledge- define the meaning of changes in technology and
eouipment in industry.

Comprehension- give examples of changes in technology and
equipment in industry relating to his sug-
gested plan.

Application- show how the necessary changes are discovered,
created, modified, and produced to fit the.
needs of a local vocational program.

Performance:

n. design relevant programs and courses that are reflective
of constantly changing occupations.

Sample Indicators:

Knowledge-

Comprehension-

define and outline the relevant programs and
courses needed.
explain the choicesmade.



Application- modify the suggested program and prepare a
final draft.
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Performance:

o. provide leadership in the identification of the vocational
education purposes and how they .relate to the objectives of
the institution.

Sample Indicators:

Knowledge- list the purposes sought and state how they
relate to a specific school system.

'Comprehension- reunite the purposes based on the best
research on hand.

Application- demonstrate how their purposes relate to a
specific school system and show their importance.

Performance:

p. develop programs geared to the disadvantaged and special
needs students.

Sample Indicators:

Knowledge- define who constitute "disadvantaged and
special needs students."

Comprehension- extend his vocational program to include appro-
priate activities for those disadvantaged.

Application- discover the needs of the disadvantaged

4 through experimentation and related research
and prepare a program built around thebe needs.

Performance:

q. develop and present a program to prospective students and
the community which explains the vocational program available
to them.

Sample Indicators:

Knowledge-

Comprehension-

Application-

list an available program and outline it to
students, parents, and other interested
persons.

explain the published listing and explain how
each phase may be utilized.
produce the final program and predict the
utilization.

Performance:

r. apply the knowledge of state and federal legislation
and its impact upon program,planning.

tot
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Sample Indicators:

Knowledge- match what is known in related legislation
with a specific local program.

Comprehension- distinguish what is relevant for a locally
planned program.

Application- show, by producing achievable objectives, how
le 'jislation may be used effectively on the
local level.

Selected References:

Raymond E. Bittle, Larry J. Kenneke, Dennis C. Nystrom,
and Ronald W. Stadt, Mana in Career Education Pro rams (Englewood
Cliffs, N. J.: Prentice-Hall, Inc., 1973 pp. 21-46.

Joseph A. Borgen and Dwight E. Davis, Illinois Occupa-
tional Curriculum Project.(Springfield, Ill.: Division of Voca-
tional and Technical Education, 1972), 1.1; 1.2; 1.3; 1.4; 1.5;
1.6; 2.1; 2.2; 2.3; 2.4; 2.5; 2.6; 2.7; 2.8; 2.9; 2.10; 2.11;
2.12; 3.1; 3.2; 3.3; 3.4; 3.5; 3.6; 3.7; 3.8.

Joseph A. Borgen and Dwight E. Davis, Planning, Implement-
ing, and Evaluating Career Preparation ProgramsTroomington, Ill.:
McKnight, 1974), IDT1; IDT2; IDT3; IDT4; IDT5; !DU; DEVI; DEV2;
DEV3; DEV4; DEV5; DEV6; DEV7; DEV8; DEV9; DEV10; DEV11; DEV12;
IMPl; IMP2; IMP3; IMP4; IMP5; IMP6; IMP7; IMPS.

Fred C Finsterbach and William C. McNeice, Creative
Facilities Planning for Occupational Education (Berkeley Heights,
N. J.: Educar6 Associates, 1969), pp. 1:1-5:11.

Verne C. Fryklund, Analysis Technique for Instructors
(Milwaukee, Wis.: Bruce Publishing Co., 19561-.

Larry J. Kenneke, Dennis C. Nystrom, and Ronald W. Stadt,
Plannin and Or anizin Career Curricula: Articulated Education
New York: Howard W. Sams & Co., nc., 973 pp. 31-3 3.

Robert F. Mager and Kenneth M. Beach, Develo in Voca-
tional Instruction (Palo Alto, Calir.: Fearon Publis ers, 967 ,

pp. 1-83.

Richard F. Meckley, Plannin Facilities for Occu ational
Education Programs (Columbus, hio: harlels E. Merrill Publishing
Co., 1972), pp. 1-84.

Homer C. Rose. The Develo ment and Supervision of Trainin
promars (Chicago: American Technical Society, 1964 Part I,
PP. 105-171, Part II, pp. 55-77.

M. J. Ruley, pALLg,tpLeadershiThriSuervision in Industrial

Education (Bloomington, Ill.: McKnight & McKnight Publishing Co.,
1971), pp. 56-100.
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State of Illinois, Board of Vocational Education and Re-
habilitation, gqp.xp22/a14ar__IdFinar-iteriaforProramArlciaiSuortpp__
for the Administration of Occu ational Education in Illinois
Springfield, Ill.: Division of Vocational an' Technical Educa-

tion, 1973).

State of Illinois, Board of Vocational Education and
Rehabilitation, Guidelines and Format for Pre arin Local District
One and Five Year Plan for Occu ational Education Sprifigf eld, I
Division of ocationa on Tec nica E ucation,

1.:

Western Illinois University, AlarpForecaitiritowerNeeds.

(Springfield, Ill.: Division of Vocational and Technical Education,
n.d.).

EXTERNAL RESOURCES AND PLANNING 1.2

IDEAL CONDYTION: Given the need for using external resources in
program planning, the occupational.education leader will be able to:

Performance:

a. enlist the aid of state employment office personnel, key
figures in business and industry, state staff, and teacher-
training institutions for program planning purposes.

Sample Indicators:

Knowledge- identify the various sources of aid for
program planning purposes.

Comprehension- estimate the sources of the aid he needs in
program planning purposes.

Application- produce a finished product of program planning
by the use of the various sources of aid.

Performance:

b.. consult the local office (' the U. S. Employment Service
to obtain infollation on manpower trends and needs.

Sample Indicators:

Knowledge -

Comprehension-

Application-

identify the information available from the local
agency.

convert the data into locally usable manpower
information.

use the manpower data in relation to manpower-
trends and needs.
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Performance:

c. identify the role and function of advisory committees
and orient committee members to that role and function.

Sample Indicators:

Knowledge- define the role and function of the advisory
committee.

Comprehension- give examples of how the committee can be
oriented to its proper role.

Application- orient the committee to function properly,
for example: prepare a guide, organize a
meeting, make committee assignments.

Performance:

d. obtain school board authorization for organizing an ad-
visory committee.

Sample Indicators':

Knowledge- outline the procedures for obtaining school
board authorization.

Comprehension- convert procedures into a usable program of
action and justify such authorization.

Application- attain authorization by following the outlined
program of action:

Performance:

e. establish the criteria for and select advisory committee
members.

Sample Indicators:

Knowledge- list the selection criteria that are consis-
tent with school board approval.

Comprehension- explain the criteria used.
Application- select. advisory committee members.

Performance:

f. establish a working relationship with advisory committee
members.

Sample Indicators:

knowledge- list the ingredients for a successful working
relationship.

Comprehension- explain how each ingredient works.
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Value/Application- works well with advisory committee members,
for example, few advisory committee members
are inactive.

Performance:

g. enlist advisory committee aid for long-range program plan-
ning.

Sample Indicators:

Knowledge-

Comprehension-

Application-

define the goals of the long-range program
plan.

give examples of how the committee can help
in achieving thd- purposes.
demonstrate the proper utilization of the
committee by seriously considering 4aeptance
of committee recommendations.

Performance:

h. use the expertise of the advisory committee in making
an analysis of an occupational field.

Sample Indicators:

Knowledge-
Comprehension-

Application-

Performan

identify the expertise of each member.
generalize the manner in which the expertise
of each member contributes to the complete
analysis:
show a complete picture of the field by put-
ting the parts together utilizing the collec-
tive expertise .in assembling the completed
occupational analysis.

enlist the assistance of management.and labor repre-
sentatives to identify a variety of occupational opportunities.

Sample Indicators:

Knowledge- identify key groups and people from various
appropriate groups.in occupational opportuni-
ties.

Comprehension- rewrite these lists and combine into a com-
prehensive one assigning these council members
to appropriate positions.

Value/Application- demonstrate commitment to the increased
opportunities by providing the list and
means of utilization.
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ANALYZING OPERATIONAL PROGRAMS 1.3

IDEAL CONDITION: Given an operational occupational education
program, the occupational education leader will be able to:

Performance:

a. develop a procedure for keeping all staff members
informed about all vocational programs and courses.

Sample Indicators:

Knowledge- list procedures for briefing of staff
members.

Comprehension- give examples of *actual working procedgres
to attain the goal, i.e. a procedure for

. keeping all staff members informed.
Application- apply the working procedures and insure

that the vocational programs and courses
data are kept current.

Performance:

b. provide leadership for redesigning programs and courses
as a result of an administrative edict.

Sample Indtcators:

Knowledge-

Comprehension-

Application-

describe the types of leadership available
for revision of programs and courses.
explain how the goals may be attained by use
of selected leadership patterns-
demonstrate leadership programs and courses.

Performance:

c. schedule staff and facilities for maximum program
uti lization.

Sample Indicators:

Knowledge-

Comprehension-

Application-

I

list criteria that indicate maximum program
utilization.

distinguish scheduling techniques for
achieving the criteria.

prepare actual plans and schedules that will
achieve maximum program utilization.

Performance:

d. seek agreements with community sources for providing
additional program opportunities.
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Sample Indicators:

Knowledge- identify additional program opportunities in
the community which can help the program.

Comprehension- estimate the time and cost to the community
for providing these extra opportunities.

Value/Application- prepare materials acceptable for verbal
and/or written agreements with the community
in achieving these goals.

Performance: "\

e. evaluatealternative instructional avenues in terms of
benefit vs. cost.

Sample Indicators:

Knowledge-.

Comprehension-

Application-
Analysis-

Syntheses-

Evaluation-

Performance:

f. build flexibility into the vocational schedule so that
students can change their level of training if justified.

AP

identify alternative instructional approaches.
give examples of these instructional
approaches.
Prepare guidelines to achieve the goal.
illustrate the evaluation approach to the
prohlem.

devise ways these qpproaches may be converted
to benefits.
interpret the costs and value of the benefits.

Sample Indicators:

Knowledge-

Comprehension-

ApPlication-

Performance:

describe the meaning of flexibility and level
of training as they relate to vocational
schedules.
generalize how this flexibility will allow
change in the level of training for students.
produce actual schedules that improve the
flexibility of training.

g. identify specific legal limitations affecting vocational
students in hazardous occupations.

Sample Indicators:

Knowledge- list the sources for legal limitations in
this; area.
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Comprehension- give examples of how courts have operated
in these areas.

Application- predict how courts will react and prepare
avenues to avoid areas where vocational
students are endangered.

Performance:

h. analyze current and projected instructional needs.

Sample Indicators:

Knowledge-
.Comprehension-

Application-

Analysis-

Selected References:

identify these needs.
generalize how these needs will change the
instructional program from its current
status.
show what the current needs are and what
they will be in the forseeable future.

break-down current instructional needs and
projected instructional needs.
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3.2; 3.3; 3.4; 3.6; 3.7; 3.8; 4.2; 4.3.
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Bill Wesley Brown, Casebook on Administration and
Supervision in Industrial and Technical Education (Chicago:
American. Technical Society, 191D).

Fred C. Finsterbach and William C. McNeice, Creative
Facilities Planning for Occupational Education (BerkeTets,
N.J.: Educare Associates, 1969), pp. 1:1-3:22.

Larry J. Kenneke, Dennis C. Nystrom, and Ronald W.
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Education ,(New York: Howard Sams R Co., Inc., 1973), pp. 30-312.

homer C. Rose, The Development and Supervision of Train-
ing (Chicago: American Technical Society, 1964), pp.
75-171.

M.J. Ruley, LeaderstsiThrouoincJiistrigi
Uucation (Bloomington, Ill.: ranight u Haright Pub. Co., 1971),
pp. 56-1:5.

IMPROVING INSTRUCTION AND CURRICULUM 1.4

IDEAL CONDITION: Civen the need to improve instruction, and mod-.
ify program components, the occupationel education leader will to
able to:

Performance:

a. assess prograri direction in light of criteria provided
through organizational patterns at the state and federal
level.

Sample Indicators:

Knowledge- match local program components against state
and federal guidelines.

Comprehension- distinguish program components that.do not
meet state and federal criteria.

Application- prepare an evaluation instrument for assess-
ing procran direction in terms of agreed
upon criteria.

Performance:

b. involve employers and labor representatives whet- eval-
uating vocational courses and programs.

Sample indicators:

Knowledge-

Comprehension-

Application-

identify appropriate er;ployers are labor
representatives fcr the ta0.
explain how employers anc: labor rpresEta-
tives will function in the evaluaticr
process.

operate an advisory coi'mittee composed of
employers and labor representatives. ,

Performance:

c. involve students, staff members, administrators and
outside agencies in the evaluation of the vocational
program.

'?6
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Sample Indicators:

Knowledge- select students, staff members, administra-
tors and outside agencies to assist in the
vocational progam.

Comprehensiontf explain how the evaluation team will be
i organized.

Application- use students, staff members, a nistrators,
and outside agencies in the evalua on of the
program.

Performance:

d. develop and implement a procedure for evaluating the
total vocational program.

Sample Indicators:

Knowledge -

Comprehension-

Application-

describe methods and procedure for evalu-
ating the total program.
explain in detail, giving examples of
specific activities, how the program
evaluation procedure will be accomplished.
use the evaluation procedures to assess
program outcome.

Selected References:

Joseph A. Borgen and Dwight E. Davis, Illinois Occu-
Rational Curriculum projecL{Springfield, Ill.: Division of
Vocational and Technical Education 1972), 4.1; 4.2; 4.3.

Joseph A. Borgen and Dwight E. Davis, Plannin Im le-
menting_Ind Evaluatin Career Preparation Programs oomington,

1461619&, 19 EVL1; EVL2; EVL3.

Larry J. Kenneke, Dennis C. Nystrom and Ronald W. Stadt,
Planning and Organizing Career Curricula: Articulated Education
(New York: Howard W. Sams & Co., Inc., 1973), pp.30-312.

J. Marvin Robertson, Facilities Evaluation .1 Vocational
and Technical Education, Information Series No. 100 (Columbus, Ohio:
The Center for Vocational and Technical Education, The Ohio State
University, 1973).

Homer C. Rose, The Development AELiOnia19121±._
Training Programs. Chicago: American Technical Society, 1964),

M. J. Ruley,leagershipThrough Supervision in Industrial
Education. (BloomingtacTILTManight & McKnight Pub. Co., 1971),
pp. 144-145.
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2

STAFF .RECRUITMENT

Objective: Analyze from a base of knowledge), sources of applicants
'and the requirments of each position, in terms of job specifications,
professional preparation and interpersonal relations needed for a
position.

WRITING JOB DESCRIPTIONS 2.1

IDEAL CONDITION: Given a packet of job descriptions, and other
relevant data the occupational leader will be able to:

Performance:

a. Determine sources from which application may be re-
ceived, i.e., colleges and universities.

Semple Indicators:

Knowledge-

Comprehension-

Application-

identify those institutions that provide
preparation that meets the legal criteria
for certification.
match job descriptions to appropriate
sources of educational staff personnel.
prepare a valid list of potential sources
of new staff members.

Performance:

b Determine alternative sources of employees such as
neighboring schools and industry.

Sample Indicators:

Knowledge-

Comprehension-

Application-

explain the reason for selecting each of
the alternative sources of employees
identified.
identify neighboring schools and industrial
sources that employ persons with professional
experience and preparation commensurate with
that needed by your staff.
compile a list of alternative sources of
staff employees.

t

Selected Referenc s:

Joseph A Bergen and Dwight E. Davis, Illinois Occupa-
tional Curriculum Pro'ect (Springfield, Ill.: L;ivision cf Voca-
tional and Technical Education, 1972), 2.8; 3.7.
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Joseph A. Borgen and Dwight E. Davis, Planning4Implaient-
ingiand Evaluatin Career Preparation Programs (Bloomington,
Ill.: McKnight, 9 4 , DEV8;

M. J. Ruley, Leadership Through Supervision in Industrial
Education (Bloomington, Trr.7 McKnight & McKnight Pub. CC77-
1971), p 134-135.

ANALYZING APPLICANT CREDENTIALS 2.2

IDEAL CONDITIONS:Given a set of credentials and data relevant
to the position to to filled the occupational education leader
will be able to:

Performance:

a. Determine which person can meet present instructional
needs.

Sample Indicators:

Knowledge-

Comprehension-

Application-

Analysis-

Evaluation-

identify those tasks a specific instructor
must be able to perform.
convert the identified tasks into a series
of performance statements that spell out
the minimum competency level essential
for satisfactory instruction.
write a job description suitable for use
in advertising for a new instructional
staff member.
relate applicant credentials to instructional
needs of the position to be filled.
discriminate between those applicants who
do or do not meet the minimum competency level.

Performance:

b. Predict candidate ability to meet future instructional
needs.

Sample Indicators:

Knowledge- identify those tasks a specific instructor
will need to be able. to perform in light of
probable changes likely to occur in the
future.

Comprehension- convert the identified tasks into a series
of performance statements that spell out



Application-

Analysis-

Evaluation-
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the minimum competency level that will be
essential for satisfactory instruction in
light of probable changes likely to occur
in the future.
add the performance statements identified
as being essential to allow for future
change to the job description written for
objective 2.2 a.
relate applicant credentials to probable
future instructional needs of the position
to be filled.

discriminate between those applicants who
do and do not meet the minimum competency
1eVel indicated by probable future change.

Performance:

c. Determine the stability of the candidate, and the
likelihood of providing stability t'o the staff.

Sample Indicators:

Knowledge-

Cbmprehension-

Application-

Selected References:

select that data foundon credentials
that is likely to serve as an indicator of
applicant stability.
explain why each item selected as a
stability indicator has been chosen.,
rank applicants in order of their like-
lihood of being stable and providing
stability to the staff by comparing their
credentials.

Dale L. Bolton, ed., The Use of Simulation in Educational
Administration (Columbus, Ohio: Charles E. Merrill Put ,Co..,

T9 T5788-148.

Joseph A. E3orgen and Dwight E. Davis, Illinois Occupa-
tional Curriculum Project (Springfield, Ill.: Division of
Vocational and Technical Education, 1972), 2.8; 3.7.

Joseph A. Bergen and Dwight E.
lementing Career Pre

(Bloomington, 1974

Davis, Planning,
ation Programs,

V8; IMP7.

=egir-a

Rose, The
Devee=leg(rili=iieot; :1964),Training

pp. 136-142.

M.J. Ruley, Leadership Through Supervision in Industrial
Education (Bloomington, Ill.: NcKnight & McKnight Pub. Co.,
'71), rp. 134-137.
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INTERVIEWING CANDIDATES. 2.3

IDEAL CONDITIONS: Given traintrg in the interview process the
occupational education leader will be able to:

Performance:

a. Determine an applicant's perception of his role as an
instructor.

Sample indicators:

Knowledge-

Comprehension-

Analysis-

define the applicant's philosophy of
education as it specifically pertains to
instruction.
predict the effect of different philosophies
of education on instruction.
relate the applicant's instructional
philosophy to that of a specific institu-
tion.

Evaluation- ascertain whether or not the applicants
philosophy of instruction compliments that
of a specific institution.

Performance:

b. Depict the instructional responsibility of an open
position.

Sample Indicators:

Knowledge- identify instructional and all other duties
considered to be part of an open position.

Comprehension- explain the implications of the assigned
duties.

Application- prepare a presentation that illustrates the
pertinent aspects of an open position.

Performance:

c. Assess an applicant's attitude toward himself during
the interview.

Sampleincisators:
Knowledge- identify those aspects of self concept

that are likely to affect performance as
an instructor at a specific school

Comprehension- construct questions, the answers to which
will assist in identification of essential



Applicatioq-
Analysis-

Evaluation-
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self concept characteristics.
question the applicant
analyze the applicant's responses for
indicators of the essential self concept
characteristics necessary to funtion as. an
instructor.at a specific 'school.
appraise whether or not the candidates self
concept is compatible Att the reguirements
of the open position.

Performance:

d. Evaluate the feelings of the applicant about the
importance of the position he seeks.

Lsple Indicatorsi.

:nowledge- iCEntify indicators that will provide
clues about the importance that an

*I applicant assigns to a position he

seeks.
construct questions designed to elict
applicant responses that incorporate..
indicators of the importance which he
places upon the position he seeks.
conduct an actual or simulated interview
that employs the questions developed
to identify applicant feelings about
the importance of the position he seeks.
isolate the applicants responses that
indicate the applicants feelings about the
importance of the position he seeks.
appraise the applicants feelings about the
importance of the position that he seeks.

Comprehension-

Application-

Pnalysis-

Evaluation-

Selected References:

Dale L. Bolton, ed., M _-4g of Sim lation in Educa-

tional Admintstration (Columbus, o: Charles E. Merri ub.

Co., 1971), pp. 82-11-8.

Joseph A. Borgen and Dwight E. Davis, Illiriois Occupa-e
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TEloomington, McKnight, 1974 , DEV8;
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Training Programs (Chicago: American Technical Society,1964),

pp. 136-142.

hZ



M. J. Ruley, LgadershiL tfrcugh Supervision in
Irdustrial Education (Bloomington, Ill.: McKnight & McKnight
Put. Co., 1971), pp. 134-137.

CHOOSING STAFF MEMBERS 2.4

IDEAL CONDITIONS After evaluating credentials and inter-.
viewing the applicant, the occupational education leader will
be able to:

Performance:

a. Choose the job applicant whose temperament, academic
preparation, and professional attitude best suit the position
open.

Sample Indicators:,

Knowledge-

Comprehension-

Application-

Analysis-

Synthesis-

Performance:
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describe the temperament, academic pre-
paration, the professional attitude
that will best suit a specific position.
explain why the temperament, academic
preparation, and professional attitude
described are best suited to the position
selected.

match characteristics that will be needed
by a new staff member who fills the
selected position.
determine the degree to which each.candi-
date exhibits the specific characteristics.
an individual will need to successfully
fill the selected position.

construct a composite diagram for each
candidate that compares the degree to which
he exhibits each of the essential char-
acteristics with the degree exhibited by
each other candidate.
select the candidate whose temperament,
academic preparation, and professional
attitu4 best suits the position open.

b. Hire paraprofessional staff members.

Sample Indicators:

Knowledge- outline the steps in the process one.
must follow in order to hire a new staff
member.
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Comprehension- convert each step of the hiring process
into a short written procedure statement.

Application- demonstrate use of the written procedure
by hiring an actual or simulated new
staff member.

Selected References:

Dale L. Bolton, ed., The Use of Simulacion in
Educational Administration (Columbus, Ohio: Charles E.
Merrill PL7B7767,7971i, pp. 88-148.

Joseph-A.--bor-f, J:- Night E. Davis, Illinois
Occu ational Curriculum (Springfield, Ill.: Division
of Vocations and Ti nic tom, Ition, 1972), 2.8; 3.3; 3.7.

Homer C. Rose, 4.,a De.A:flopment and Supervision of
Training Programs, Chicago: ligerican Technical SoFET
1964), pp. 136-142.

M. J. RulO, Leadership Through Supervision in
Industrial Education (Bloomington, Ill.: McKnight & McKnight
Pub. Co., 1971), pp. 134-137.

PERSONNEL DEVELOPMENT & MANAGEMENT

Objective: Stimulate the development of, establish, and evaluate
the criteria and the processes by which faculty members may be
evaluated:spromoted, disciplined, and released through due process
in order to assure the quality of the faculty and high faculty
morale.

NEW STAFF ORIENTATION 3.1

Ideal Conditions: Given a group of new staff members the
occupational education leader will be able to:

Performance:.

a. help new staff members acclimate themselves to the
job and the community, especially the first few days.

9



Sample Indicators:

Knowledge-

Comprehension-

Application-.

Performance:

identify job and community dimensions
which 1 new employee needs to know.
convert information new employees need
to know into an orientation procedure
and written orientation guide for new
employees.

conduct the orientation of a new or
simulated new employee.
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b. assist new staff members to understand the policies
and.regulations of the new institution.

Sample Indicators:

Knowledge- secure copies of the employing institu-
tions policies and regulations.

.Comprehension- justify the employing institution policies
and regulations.

Application- relate to a new employee so that the new
employee will be able to explain institu-
tional rules and regulations in light of
his own circumstances.

Sel ected References:

Robert G. Owens, Organizational Behavior in Schools
(Englewood Cliffs, N.J. Prentice-Hall, Inc., 1970),'45-65.

M.J. Ruley, Leadership Through Supervision in Indus-
trial Education (Bloomington, McKnight & McKnight Pa.
Co., 1071), pp. 146-147.

STAFF IN-SERVICE 3.2

IDEAL CONDITIONS: Given staff needs, individual staff.character-
istics, a description of the educational enviornment and its
budget, the occupational education leader will be able to:

II.
Performance:

V

a. ovide in-service training to serve individual needs of
those being trained.



Sample Indicators:

Knowledge-

Comprehension-

Application-

Performance:

b. develop and implement,an in-service program for all staff
members with speciaj activities for beginning teachers.
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identify those staff iecds that can only be
met through individualized in-service education.
match individual learning needs to appropriate
learning activities.
initiate an actual or simulated' individualized
in-service education program.

Sample I ators:

Knowledge-

Comprehension-

Application-

Performance:

c. promote among staff members the desire for constructive
inter-relationships wit students.

identify the needs of.new and continuing staff
that can be met through an in-service education
rog ram.

m ch staff needs with appropriate learning
activities.
oper. e an actual or simulated in-service pro-
gram r all staff members with special
activi les.for beginning teachers.

Sample Indicators:

Knowledge- describe the characteristics of constructive
staff-student relationships.

give examples of constructive staff-
student relationships developed by spec-
ific teachers.

Application- demonstrate commitment to developing a
specific plan that will result in the
provision positive,reinforcement to those
staff members who do so.

Comprehension-

Performance:

d. encourage staff members to pursue academi.c and work
experience to develop or update skills.

. Sample Indicators:

Knowledge- identify, the categories of performance
that are essential for effective occupa-
tional instruction.
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Comprehension- explain the need for competency in each
of the essential performance areas.

Application- propose practical means of providing
psychological and.concrete incentives
to those staff members who actively
pursue academic and work. experience to
develop or update skills.

Performance:

e. explain to staff members in an objective manner where
they are most qualified and'where they are most lacking.

Sample Indicators:

Knowledge- identify means of providing positive and
negative feedback regarding staff per-
formance.

Comprehensten- explain how such feedback can be provided
in a nonthreatening manner.

Application- provide actual or simulated staff with
Positive and negative feedback as to
where they are most qualified and where
they are most lacking in a nonthreatening
manner.

Performance:

f. plans with staff members-for their continued profes-
sional growth through specific academic and nonacademic
experiences.

Sample Indicators:

Knowledge- help a staff member identify the specific
academic nonacademic experiences needed
for continued professional growth.

Comprehension- give examples of means of obtaining the
needed experiences.

Application- plan with P-ctaff member for their con-

tinued professional growth through
specific academic and nonacademic growth.

Selected References:

Joseph A. Borgen and Dwight E. Davis, Illinois Occupa-
tional Curriculum Project (Springfield, Ill.: Dfaiiiii7Tf
Vo'cational and Technical Education, 1972); 2.8; 4.2.

Joseph A. 'Borgen and Dwight E. Davis, Planning,
Implementing and Evaluating_ Career Preparation Programs
(B1Joomington; Ill.: McKnight, T974), DEV8; EVL2.
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Rupert Evans, Foundations of Vocational Education

(Columbus, Ohio: Charles E. Merrill Pub. Co., f971),

pp. 235-264.

Homer C. Rose, The Development and Supervision of

Training Programs (Chicago: Americari-Yechnical Society,

1964), pp. 172-203.

M. J. Ruley, Leadershi fhrou h Su erVision in

Industr 1 Education (Bloomington, I .: McKnight McKnight

Pub. ., 1971 pp. 134-153.

Adolph Unra and Harold E. Turner, Supervision for

Change and Inovation (Boston: Houghton Mifflin Co., 1970),

pp. 91-125.

ORGANIZATIONAL CLIMATE 3.3

IDEAL CONDITIONS: Given individual performances and accomp-
e lishments Wid the personality of staff members, the occupa-

tional education leader will be able to:

Performance:

a. identify factors which provide staff members with

job satisfaction and dissatisfaction.

Sample Indicators:

Knowledge- describe the factors that provide an
employee with job satisfaction and dis-
sati sfacti on.

Comprehension- explain how each of the identified fac-
tors exists within a specific school
setting.

Application- identify the factors which have a signifi-
cant influence on job satisfaction and
dissatisfaction within a specific school

setting.

Performance:

b. state legal requirements for dismissal or failure

to grant tenure to a staff member.



Sample indicators:

Knowledge-

Comprehension-

Application-

identify the specific sections, within
your official state school code, that
pertains to dismissal or failure to
grant tenure to a staff member.
explain how the provisions stated in the
scho? code have been applied in common
cour cases.
state the legal requirements for disnissal
or failure to grant tenure to a staff
member that apply in a specific school
setting.

Performance:

c. inform a person when he is in danger of being dis-
missed and give him the opportunity to take steps to
avoid dismissal.

Sample Indicators:

,r-
Knowledge- in a tactful yet unmistakable way

inform an actual or simulated person
4 that he is in danger f being dismissed

and identify the cause for dismissal.

Comprehension- give examples of how you vould use the
means identified in a sp ific situation
and outline the steps onelmight take to
avoid dismissal for the causes identified.

Application- inform a person that he is in danger of
being dismissed and describe to him the
steps he might take to avoid dismissal.

Performance:

d. inform a person who is not to be rehired of specific,
concrete reasons for his dismissal.

tin12 Indicators:

Knowledge-

Comprehension-

Application-

state the actions for which a staff member
may be dismissed.
convert the stated reasons for dismissal
into specific and concrete written state-
ments.
use the specific and concrete statements

to inform a person or simulated person
who is not to be rehired of the reasons
for his dismissal.
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Performance:

e. criticize a staff men ber without stripping him of

nis dignity.

Sample Indicators:

Knowledge- describe several nondestructive 'means ,f
giving constructive criticism.

Corprehension- explain how the methods of providing
constructive criticism can sucessfully
used with specific individuals.

Application- demonstrate conmitment to the preserva-
tion of human dignity by using the methods
of constructive criticism described to
criticize an actual or simulated staff
member in a humane manner.

Performance: Ve

f. supply another hiring official an objective account
of your reasons for disrissins a former staff member

if that official contacts you.

Sample Indicators:

Knowledge-

Cerprehension-

Application-

list the legal guidelines within which
one rust operate when supplying references

en a dismissed employee to a potential

employer.
paraphrase, in an objective and legal
manner, the reasons for which an employee

disrissed.

use the paraphrased reasons to provide

a potential employer of a dismissed staff
member with an objective account of the

reason the for r employee was dismissed.

Performance:

g. determine staff members' interests before establish-

ing an in-service training program.

Sam-le Indicators:

Knowledge-

Comprehension-

identify the perceived needs for in-

service training of educational staff

members.
estimate a specific'staff member's-per-

ceived neec's for in-service training.
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Value/Application- propose an in-service training program
which you believe will meet specific
staff members needs while being ready
to modify your plan in order to better
bring it in line with staff members'
interests should the need arise.

Performance:

h. maintain staff morale particularly when there is
disagreement among staff members concerning one or more
aspects of the existing prcgram or new programs being
proposed.

Sample Indicators:

Knowledge- identify the viewpoints of staff members
on some controversial aspect of an
existing on proposed program.

Comprehension- convert the various viewpoints into
objective,statemepts that express the
opinion of the various staff members.

Value/Application.- describe ways in which decisions that
are likely to create divergent.staff
member viewpoints can be made without
causing loss of staff morale.

Organization- initiate a policy of due process designed
to resolve staff disagreement with a
minimum of morale loss.

Characterization- display commitment to the maintenance
of staff morale by adhering to a policy
Which results in staff members always
receiving due process even though there
is disagreement as to the.direction to be
taken.

Performance:

i. foster a climate where teachers look for ways to
cooperate with other disciplines in providing broader
experiences for students.

Sample Indicators:

Knowledge- describe ways in which teachers can
cooperate with other disciplines so as
to toaden the learning experiences.

Comprehension- convert the se 'ed means of coopera-
tion into statements of practical applic-
ation.
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ValUe/Application- propose the initiation of the cooper-
ative procedures which you have selected.

Organization- arrange a cooperative procedure that is
acceptable to the majority of teachers.

Characterization- display belief in the desirability
of cooperation by cooperating with other
teachIrs and by rewarding staff members
who practice cooperation with other

disciplines so as to broaden learning
experiences for students.

Performance:

j. create a climate in which staff members believe that
their inquiries are welcomed by colleagues and support
personnel alike, and do not represent shortcomings but
a desire to learn.

Sample Indicators:

Knowledge- list the factors which affect the climate
in which inquiries are interpreted by
colleagues and support personnel.

Comprehension- give examples of ways to alter the climate
in which inquiries ere interpreted by
colleagues and support personnel.

Value/Application- initiate a procedure designed to create
a climate in which staff members believe
their inquiries are welcomed.

Performance:

k. explain the position(s) of administrative bodies
to staff members who resent or disagree with the pos-
ition(s) taken.

Sample Indicators:

Knowledge- outline the position(s) tha, staff members

resent,or disagree with.

Comprehension- give examples that illustrate the reasons
for the position(s) that staff members
resent or disagre-: with.

Value/Application- justify the pusition(s) of administra-
tive bodies to staff members who resent
or disagree with the position(s) taken.

Selected References:

Bill Wesley Brown, Casebook on Administration and

Supervision in Industrial aria-Technical Education. (Chicago:

American Technical Society, 1970), pp. 1-66.
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Homer C. Rose, The Development and Supervision of

Training Programs (Chicago: American Technical Society, 1964),

PP-

M. J. Ruley, Leadership Through Supervision in Indust-

rial Education (Bloomington, Ill.: McKnight & McKnight Pub.

Co., 197171317. 151-153; 190 -197; 48-53.

Ronald W. Stadt, Raymond E. Bittle, Larry J. Kenneke
and Dennis C. Nystrom, Managing Career Education Programs

(Englewood Cliffs, N.J. Prentice-Hill, Inc., 1973T, pp. 75-96.

State of Illinois, The School Code of Illinois(Spring-

field, Ill.: Office of the Superintendent of Public Instruc-

tion, 1974).

Adolf Unruh and Harold E. Turner, Supervision for

Change and Inovation (Boston: Houghton Mifflin Co., 1970),

pp. 9-17T7

4

PROGRAM OPERATION

Objective: Place in operation all program 9omponents, staff, stu-
dents and all other resources to provide a)functional program
which meets the needs of students and the community.

SCHEDULING STAFF 4.1
.

IDEAL CONDITIONS: Given knowledge of staff problems and
sceduling difficulties the occupational education leader will

be able to:

Performance:

a. identify methods of securing assistance from your
staff in problems arising in program operation.

Sample Indicators:

Knowledge- list techniques for securing staff assis-
tance concerning program operation, e.g.,
personal interview, written opinionnaire,
suggestion box.
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Comprehension- estimate the effectiveness of identified
techniques for securing staff assistance.

Application- apply technique chosen to assess effec-
tiveness.

Performance:

b. provide a safe, healthful environment,which is con-
ducive to staff members work._ 11

Sample Indicators:

Knowledge- identify local, state, and federal stand-
ards which affect the workplace.

Comprehension- extend standards to include an assessment
of perceived local environmental deficien-
cies.

Application- demonstrate his (affective) commitments
to a safe, healthful environment by point-
ing out workplace deficiencies and pro-
posing necessary remedies.

Performance:

c. balance work loads of staff rembers.

Samples Indicators:

Knowledge-

Comprehension-

Application-

outline control impinging upon staff
work loads (e.g.,'schoel board policies,
contract provisions) and describe indivi-
dual staff-members job interests and
targets.
estimate individually and collectively
the time requirements of each aspect of
the staff membtrs job.
demonstrate to the satisfaction of the
staff members involved that the staff
loads are balanced and make public in
writing the job assignments.

Performance:

d. utilize effective scheduling of stuff members and
facilities to afford maximum-benefits.

Sample Indicators:

Knowledge=-

1.6

state his own personal and the local

school district's standards concerning

maximum benefits, e.g., cost-benefit

data. .
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Comprehension- estimate potential output from staff and
usage of facilities.

Application- compute least cost-maximum benefit ratio
based on objective (organizational)
and subjective (human) factors.

Selected References:

Raymond E. Bittle, Larry J. Kenneke, Dennis C.
Nystrom, and Ronald W. Stadt, ......aagareei_..ELIucatiManairon Pro-
gram (Englewood Cliffs, N. J.: Prentice-Hall, Inc., 10117
pp. 97-161.

Joseph A. Borgen and Dwight E. Davis, Illinois Occu-
pational Curriculum Project (Springfield, Ill.: Division of
Vocational and Technical Education, 1972), Ll; 1.2; 1.6;
2.9; 2.11; 3.1; 3.3.

Joseph A. Borgen and Dwight E. Davis, Plannin Imple-
mentin and Evaluating Career Preparation Programs ooming-
ton, I .:Nk. McKnight, T97477TDT1; IDT2; IDT6; DEV9; DEV11;
IMP1; IMP3.

Bill Wesley Brown, Casebook on Administration and
Supervision in Industrial and TechnicaWicago:
American Technics Society, lOUTTF. 1-91

-- Robert G. Owens, Organizational Behavior in School
(Englewood Cliffs, N. J.: Prentici=017-Inc., 1970), pp.89-117.

Homer C. Rose, The Development and Supervision of
Training,Program (Chicago: American Technical Society, 1964),
pp. 74-104; 136-171.

'Adolph Unruh and Harold E. Turner, Supervision for
Change and Inovation (Boston: Houghton Mifflin Co., 1976),
pp. 236-275.

STUDENT TEACHERS 4.2

IDEAL CONDITIONS: Given information on student teaching,
policies, regulations, and institutional objectives, the
occupational education leader will be able to:

Performance:

a. assist supervising teachers in interpreting policies
and regulations of the institution to student teachers.
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Sample Indicators:

Knowledge- identify applicable policies and reg-
ulations of the institution(s) which
have student teachers in the local
system and applicable policies and regut-
lations of the local system.

Comprehension- convert internal and external policies
and regulations into a workable student
teaching policy handbook.

Application- produce for supervising teachers' use
student teaching handbook and demon-

.

strate its use.

Performance:

b. evaluate classroom instruction of the student teacher
based on stated goals within the framework of the
philosophy and goals of the institution.

Sample Indicators:

Knowledge-

Comprehension-

Application-

Analysis-

Synthesis-

Evaluation-

identify philosophy and goals of the
institution and the instructional goals
of occupational programs.
infer appropriate processes and outcomes
from philosophy and goals.
'identify processes and outcomes actually
being achieved by supervising teachers
and student teachers.
identify processes and outcomes which
are not meeting the philosophies and

goals of the cooperating institutions.
devise a plan which will bring processes
and outcomes in line with philosophies
and goals.
appraise the overall adequacy of student
teachers' classroom instruction.

Performance:

c. identify performance standards for each task in an
occupation with the staff members training students for

that occupation.

Sample Indicators:

Knowledge-

Comprehension-

list techniques and sources for analyzing
tasks of various occupations.
summarize essential tasks in each occupa-
.tional area for which tLe system is
preparing prospective teachers.
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Application- prepare these summaries for use by teachers
and student teachert.

Selected References:

Joseph A. Borgen and Dwight E. Davis, Illinois Occupa-
tional Curriculum Project (Springfield, Ill.: FIVT77fsior
Vocational and Technical Education, 1972), 2.2; 2.3; 2.4; 2.11;
4.1; 4.2; 4.3.

Joseph A. Borgen and Dwight E. Ovis, Planring Imple-
pentin2_#nd Evaluatina_Carrer PreparationjrogramS7Bloomington,
111.: McKnight, 1974), DEV2;.DEV3; DEy4; DEV11; EV1.1; EVL2; EV1.3.

Bill Wesley Brown, Casebook on Administration and :
Supervision in Industrial and Technical Education (Chicago:.
American Technical Society,.1970), pp. 58-66.

Homer C. Rose, The Development and Supervision
Tra.;:iihg Program, (Chicago: American Technical Society,
1964j, pp- 172-203.

M. J. Ruley, Leadership Through Supervisior in Indus-
trial Education (Bloomington, Ill.:. McKnight StOicKnight Pub.
TETITIT, pp.. 134 -174.

Adolph Unruh and Harold E. Turner, Supervision for
Change and Inovation (Boston: Houghton Miffrin Co., 1910),
pp. 276-298.

ADVISORY COMMITTEES 4.3

IDEAL CONDITIONS: Given knowledge of working with advisory
committees, institutional or community professionals, the

occupational education leader will be able

Performance:

a. recruit businessmen, professionals, and technicians
as.wresource persons for vocational classes.

Sample Indicators:

Knowledge- identify occupational .clusters as a
basis for forming advisory committees
and .potentially available committee

\ members:

,



Comprehension-

Application-
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convert need for advisory committees in
various occupational clusters and poten-
tial committee members into a proposal
for board of education approval.
recruit appropriate personnel for approved
advisory committees.

Performance:

b. establish working relationships with advisory com-
mittee members.

Sample Indicators:

Knowledge-

Comprehension-

Application-

state basis for effective advisory commit-
tee/occupational education lead.Aft relationships.
generalize basis for effective relation-
ships to specific advisory committees and
committee members.

work and operate effectively with advisory
committee members.

Performance:

c. supervise the advisory committee in conducting a
vocational education survey.

Sample Indicators:

Knowledge- define available survey techniques to
advisory committee.

Comprehension- explain applicability of a given tech-
nique to a particular survey and give
examples of its use.

Application- use selected survey techniques with
advisory committee in conducting a vocational

education survey.

Performance:

d. indicate resource persons who can p-ovide consultation

service to the advisory committee.

Sample Indicators:

Knowledge-

Comprehension-

Application-

identify advisory coTmitteess function

and list knowledgeable consultants for

each of functions listed.
explain contributions a consultant could

make to an advisory committee.
produce a list of consultants and their

services for an advisory committee.
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Performance:

e. communicate the date, place, and agenda of an advisory
committee meeting to all persons concerned.

Sample Indicators:

Knowledge-

Comprehension-

Application-

select with advisory committee chairman's
advise and consent the time, place, and
agenda of a meeting.
explain time, place, and agenda choice for a
meeting.
communicate in writing time, place, and
agenda choices to all persons concerned.

Performance:

f. collect occupational data from employers to identify
vocational education needs.

Sample Indicators:

Knowledge-

Comprehension-

Application-

list sources of occupational data and
identify employment manpower needs of
the larger community.
interpret data available from pertinent
sources, e.g., Department of Labor,
student surveys, etc.
estimate need for vocational programs
based on occupational manpower inform-
ation and student interest.

Selected References:

Joseph A. Borgen
ae4riirgrglEd,

Davis, Illinois Occu a-
tional Curriculum Project

Vocational and Technical Education, 1972), 1.1; 1.3; 1.4; 4.2.

Joseph A. Borgen and Dwight E. Davis, planning,
Im lementin and Evaluating Career Preparation Program

loomington, McKnight;MTIVIDT1; IDT3; IDT4; EVL2.

Bill Wesley Brown, Casebook on Administration and
Su ervision in Industrial an"--"Td.TecliireiTregafrarrthicago:
merican Technics SoCTFETTOUTFP. 971:11er:

Fred C. Finsterbach and William C. McNeice, Creative
Facilities PlanningforOccupational Education (Berkeiel
heights, N.J.: Educard' Associates, 1969), pp. 1:19-1:24.
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State of Illinois, Board of Vocational Education and

Rehibilitation, Advisony_ Committees Organization and Use in

Vocational and Technical Education (Springfield, 11'1.:

Division of vOTICWO-57d7FIEFilical Education, n.d.).

DATA COLLECTION AND REPORTS 4.4

IDEAL CONDITIONS: Given a knowledge of-special reports, data
collection and educational surveys, the occupational education
leader will be able to:

Performance:

a. organize reports into a concise form so that only the

data related to the subject of the report is printed.

Sample Indicators:

Knowledge-

Comprehension-

Application-

match subject of report with supporting

data.
interpret relevance of data to report
subject through charts, graphs, tables,

and written materials.
manipulate data and interpretations
into a concise written report.

Performance:

b. accumulate data of vocational reports required by

the state department of education.

Sample Inlicatot's:

Knowledge-

Comprehension-

Application-

Performance:

list date required on current report
forms.
generalize the importance and implica-
tions of data required for current
reports and possible other reports.
prepare data that current report forms

require in an accessible file.

c. obtain administrative approval for a vocational

education survey.
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SAEple Indicators:

Knowledge- outline proper route for obtaining admin-
istrative approval.

Comprehension- explain to administrators at various
levels the need for a vocational education.

Application- modify survey based on purposeful admin-

istrative suggestions and procure the
necessary administrative approval.

Performance:

d. design a concise, clear follow-up instrument which
will furnish neededudata and that is brief enough that
participants will complete and return the instrument.

Sample Indicators:

Knowledge describe the characteristics of an
efficient and effective vocational
follow-up instrument.

Comprehension- extend the generalizations above (know-
ledge level) to instrument being prepared.

Application- change instrument being prepared so that
it conforms to the criteria for an
efficient and effective follow-up
instrument.

Selected Reference:

Max F. Baer and Edward C. Roeber, Occupational
Information (Chicago: Science Research AssTefiaisr=c.,
1758), pp. 227-308.

Joseph A. Borgen and Dwight E. Davis, Illinois
Occupational Curriculum Project (Springfield, IlT7TUTVIsion
eitocatiORWTETIMERKTUTMaation, 1972), 1.1; 1.2; 1.3;
1.4; 1.5; 2.1.

Joseph A. Borgen and Dwight E. Davis, Planning,
Implementing and Evaluating Career Preparation Programs
TOBBiViTon, I11.: McKnight, 19741, IDTIT-IbT2; IDt3;
IDT5; DEV1.

Robert Hoppock, agaturdgnaljaiwatasta, (New
York: McGraw Hill Book Co., Inc., 1963), pp. 202-222.
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WORK PLACE SAFETY 4.5

IDEAL CONDITIONS: Given a knowledge of accident prevention,
legal requirements, and student special needs, the occupa-
tional education leader will be able to:

Performance:

a. develop and connunicate a safety orogram based nn

legal requirements and safety standards which will permit

optimum utilization of equipment.

Sample Indicators:

Knowledge- reproduce all applicable legal and rating
agency standards for workplace safety.

Comprehension- convert the standards into a workable

safety program.
connunicate and use the safety program
in vocational education places of instruc-

tion.

Performance:

b. adapt existing instructional programs to students

with special needs.

Sample Indicators:

Knowledge-

Comprehension-

Application-

identify through survey of cumulative
records, teacher recommendations, student

comments, and other sources those special

needs students.
summarize the special needs students and

translate these into programs.
modify curricula and instructional pro-
grams to accomodate the special needs

students.

Selected References:

Rupert N. Evans, Foundations of Vocational Educa-

tion (Columbus, Ohio: Charles E. Merrill Pub. Co., 1971),

pp. 145-162.

Larry J. Kenneke, Dennis C. Nystrom and Ronald W.

Stadt, Planning and Or anizin Career Curriculula: Articu-

lated Education New or oward W. Sams & Co. Inc., 1973),

pp. 263-311; 390-407.
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Homer C. Rose, The Development and Supervision
of Training Programs (Chicago: American Technical Society,
1964), pp. 15-33; 203-227.

P1. J. Ruley, Leadership Through Supervision in Indus-
jkion (Blooming, Ill.: McKnight & McKnight Pub. Co.,

1971), pp. 100-106; 122-125.

CURRICULUM/TIME EVALUATION 4.6

IDEAL CONDITIONS: Given knowledge of vocational programs%
scheduling of faculty and students the occupational education
leader will be able to:

Performance:

a. evaluate content and time allotted for present
courses nd programs.

Sample Indicators:

Knowledge -

Comprehension -

Application-

Analysis-

Synthesis-

Evaluation-

match complexity of courses and programs
with assumed time requirements for teaching--
daily, weekly, monthly, quarterly, yearly.
convert each occupational area taught
into proposed instructional segments,
courses, sequences, etc.
compare proposed teaching time require-
ments with actual time allocated in the
schedule.

point out discrepancies between proposed
requirements and actual allocations.
propose new schedule(s) to more nearly
meet time requirements of all vocational
offerings.

appraise the adequacy of new schedule(s)
in meeting time requirements of all
vocational offerings.

Selected References:

Joseph A. Borgen and Dwight E. Davis, Illinois
Occupational Curriculum Pro ect (Springfield, ITT7TTivision
of Vocational Technical Education, 1972), 3.1; 3.2; 3.3.
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Joseph A. Borgen and Dwight E. Davis, Plannin ,Imple-

menting, and Evaluating Career Preparation Programs oomIngton,
McKniiETTU74 IMP2: IMPS.

Larry J. Kenneke, Dennis C. Nystrom, and Ronald W.
Stadt, Plannin and Or anizin Career Curricula: Articulated
Education New York: Howard W. Sams & Co. Inc., 197 pp.
245-359.

Homer C. Rose, The Development and Su ervision of
Training Programs (Chicago: American Technical Society, 1964),
pp228-251.

M. J. Ruley, Leadership Through Supervision in Indus-
trial Education (Bloomington, Ill.: McKnight & McKnfFE1577
Co., 19715-, pp. 100-125.

Adolph Unruh and Harold E. Turner, Supervision for
p tiange, and Inovaon (Boston: Houghton Mifflin CZ7, 7§-707
pp. 276-284.

5

PROGRAM MANAGEMENT

Objective: Apply management techniques to all aspects of a total
vocational program utilizing external and internal resources.

SUPERVISORY FUNCTIONS 5.1

IDEAL CONDITIONS: Given the knowledge of supervisory, dele-
gative, and cooperative responsibilities and the means of their
effective application with staff personnel, the occupational
education leader will be able to:

Performance:

a. identify those staff members who are capable and will-
ing to accept and carry out responsibilities delegated
to them.

Sample Indicators:

Knowledge- identify the responsibilities desired
of staff members.
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Comprehension-

Application-

Performance:

b. incorporate controver I issues when making a
decision on one particular .bsue.

98

explain why specific individuals are
capable and willing to accept respons-
ibility.

list those specific staff members who
are capable and willing to accept res-
ponsibi lity.

Sample Indicators:

Knowledge-

Comprehension-

Application-

outline how to incorporate controversial
issues as ingredients in decision making.
explain the significance of each ingred-
ient.

predict how incorporation of controver-
sial issues will affect the final out-
comes.

Performance:

c. utilize the skills of staff members in solving pro-
blems related to the vocational programs, and give due
credit to the individuals involved.

Sample Indicators:

Knowledge-

Comprehension-

Application-

state how to utilize the skills of staff
members in solving these problems.
give examples how to utilize staff mem-
bers' skills and how to give the proper
credit.

solve problems relating to effective work-
ing relationships by fact and the trial
and error.

Performance:

d. establish an effective chain of command with a
responsible supervisor at each level.

Sample Indicators:

Knowledge-

Comprehension-

Application-

draw an organizational chart that reflects
the organizational pattern of a specific
school.

distinguish how each billet functions in
the organization outlined.

operate an effective chain of command with
responsible supervision at each level.
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Performance:

e. keep staff members clearly informed as to what is
expected of them.

Sample Indicators:

Knowledge- identify the duties and responsililities
of vocational education staff.

Comprehension- explain the information needs of each
billet.

Application- outline a means of insuring that each
staff member has the information ne-
cessary to function.

PLrformance:

f. inform staff members of the accepted methods to be
used in the resolution of grievances.

52ampleIndicators:

Knowledge- list means of settling grievances
Comprehension- explain how the process works.
,Application- demonstrate the resolution of an actual

or simulated grievance.

Performance:

g. settle grievances quickly after listening to all
issues and positions.

Sample Indicators:

Knowledge- outline a grievances procedure.
Comprehension- explain how the procedure works.
Application- settle actual or simulated grievance.

Performance:

h. secure maximum performance from staff members.

Sample Indicators:

Knowledge- list habits to follow in securing the
most efficient performance from the staff.

Comprehension- explain how to achieve the maximum per-
formance from his staff.

Application- use the procedures describe to motivate
staff.

Performance:

i. assist staff members in defining goals, task, and
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purposes of new programs as well as developing new
approaches to instruction (team teaching, modular schedul-
ing, etc.).

Sample Indicators:

Knowledge- identify the goals, tasks, and purposes
of developing new approaches to ':nstruc-
tion.

Comprehension- defend his selection.
Applicatic4- prepare team teaching and modular sched-

uling that gives the members an improved
new program.

Selected References:

Raymond E. Bittle, Larry J. Kenneke, Dennis C. Nystrom,
and Ronald W. Stadt, Managing Career Education Programs
(Englewood Cliffs, N.J.: Prentice-Hall, Inc., 1973), pp.47-96.

Joseph A. Borgen and Dwight E. Davis. Planning,
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ationalCurriculum Pro ect (Springfield, Ill.:717WSion of

Votationirand-Tianial-Eaucation, 1972), 1.1; 1.2; 2.6; 2.7;
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Bill Wesley Brown, Casebook on Administration and
Supervision in Industrial and Technical Education (Chicago:
American Techn'caSoci ety, 13767,155718 -717--

Homer C. Rose, Ibg....gg1919ATEILATAIDYYWALY..
Training Program (ChicagoiAnifeitinTe-ChifialSticieti;1964),
W-1-104.
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Change and Inovation (Boston: Houghton Mifflin Co., 1970),
pp. 1-90.

OCCUPATIONAL PROGRAM FOLLOW-UP 5.2

IDEAL CONDITIONS: Given a school program and the procedures
involved to effectively guide the student's learning and meet-
ing of his goals, the occupational education leader will be
able to:
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Performance:

a. apvaise the value of general education to vocational
education.

Sample Indicators:

Knowledge-
Comprehension-

Application-

define general education.
explain the various schools of thought
in general education.
show how general education relates to
vocational students and study how to

use data.

Performance:

b. appraise the value of various testing methods as a
basis for counseling students.

Samale Indicators:

Knowledge- list the major testing methods for coun-
seling students.

Comprehension- predict the value of testing methods as
a basis for counseling students.

Application- illustrate the validity of various testing
methods as a basis for counseling students.

Performance:

c. evaluate programs on the basis of the progression
of student behavior toward established goals.

Sample Indicators:

Knowledge- list the suggested goals of the various
programs under consideration.

Comprehension- give examples of how to evaluate these

goals.
Application- predict the outcome of the evaluation

based on recognized measurement.

Performance:

d. determine the reasons students drop out of the voca-

tional program.

Sample Indicators:

Knowledge-
Comprehension-

Application-

outline reasons for dropouts.
explain these reasons based on the
vocational field.
show the findings based on a representa-
tive sample study and explain how
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improvements may be made.

Performance:

e. determine the need for follow-up study questionnaires.

Sample Indicators:

Knowledge- define the need for graduate follow-up
study.

Comprehension- summarize the current status of graduate
follow-up study and explore its validity
in some specific school.

Application- discover the degree of validity after
checking findings and interpreting their
importance.

Performance:

f. devise a system for continual follow-up information
on the placement, employment, and training status of each
graduate of the vocational program.

Sample Indicators:

Knowledge- categorize and label the types of follow-
up information needed.

Comprehension- give examples of the various types of
information related to each category.

Application- prepare and produce a system that will
provide even-flowing follow-up information
in the various categories.

Performance:

g. motivate staff members to provide information to
prospective students for all vocational offerings.

Sample jndicators:

Knowledge-

Comprehension-

Application-

state the desirability of encouraging
staff members to perform in indicated
manner.
explain how this motivation can be
achieved.
produce positive ways to achieve this
motivation.

Performance:

h. work with guidance personnel to develop occupational
information describing local and national opportunities.
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Sample Indicators:

Knowledge-

Comprehension-

Application-
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identify what occupational information

is needed.
give examples cf how there can be a

"meeting of the minds" with guidance

personnel in this goal.
discover the proper working relationships

and produce the necessary documents.

Performance:

i. suggest to teacher-coordinators methods of improving

in-school and on-the-job cooperative vocational education

instruction.

Sample Indicators:

Knowledge-

Comprehension-

Application-

identify the major methods of improving

in-school and on-the-job cooperative

vocational education instruction.
explain, in detail, to the teacher-

coordinator the goals sought and suggest

ways of achieving these.

demonstrate methods of improving in

school and on the job cooperative voca-

tional education.

Performance:

j. interpret the role of guidance, counseling, and

placement in vocational education.

Sample Indicators:

Knowledge-

Comprehension-

Application-

Selected References:

state the role of guidance counseling

and placement in vocational education.

give examples of what the stated role

actually means in practice.
produce an in-depth analysis of the

end results of this role.

Max F. Baer and Edward C. Roeber, Occupational

Information (Chicago: Science Reasearch Associates, Inc.,

Joseph A. Borgen and Dwight E. Davis, Illinois

Occupational Curriculum Project (Springfield, Ill.: Civision

ET-VocationalaRTeChnical Education, 1972), 1.1; 2.10;

3.8; 4.2.
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Joseph A. Borgen and Dwight E. Davis, Planning,
Implementin% and Evaluatin Career Pre aration Programs
(Bloomington, Il1,i Mc mg t, 1974), DI 1 OEVi1 O; IMPS;
EVL2.

Henry Borow, Career Guidance for a New Age, (Boston:
Houghton Mifflin Co., TO1).

Robert Hoppock, Occupational Information (New York:
McGraw-Hill Book Co., 193).

Ralph E. Mason and Peter G. Haines, Cooperative
Occu ational Education and Work Experience In turrfculum
Danvi e, I1 .: The Interstate printers f-R117-11R71965)

Willa Norris, Franklin R. Zeran, Raymond N. Hatch
and James R. Engel, The Information Service in Guidance for
Career Development andWnya (Chicago: Rand McNally and
Co., 1972).

Herman J. Peters and James C. Hansen, (eds.), Voca-
tional Guidanc3 and Career Development (New York: The
Iii6WiTtErn., 1966).

M. J. Ruley, Leadershi Through Su ervision in Indus-
trial Education (Cloomington, I .: McKnight & McKnight Pub.
Co., 1971). pp. 84-93.

State of Illinois, Board of Vocational Education,
An Articulated Guide for Coo erative Occupational Education
Tpringfie)d, Ill.: Div sion 717EaTional and Technical
Education, 1974).

MANAGEMENT STYLE DEVELOPMENT 5.3

IDEAL CONDITIONS: Given the knowledge of management techniques
the occupational education leader will be able to:

Performance:

a. define background information concerning controversial
issues which require decisions.

Sample Indicators:

Knowledge- list the ingredients that might develop
background information that may be used
with controversial issues.



Comprehension- estimate the adequacy of the background
information produced.

Application- demonstrate how the background informa-
tion is obtained.

Performance:

b. interpret and apply federal legislation related to
vocational education.

Sample Indicators:

Knowledge- list the significant federal legislation
related to vocational education.

Comprehension- distinguish how significant legislation
applies to specific problems at hand.

Application- show how to relate each piece of legis-
lation to the specific problems at hod.

Performance:

c. correlate job market, student interest, initial
cost and ongoing cost related to existing or proposed
specialized vocational programs within the vocational
education program.

Sample Indicators:

Knowledge- estimate the job market, student interest,
initial and ongoing cost for a specific
program.

Comprehension- explain the derivation of the estimates.
Application- compute the relationship among job market,

student interest, and costs in the area.

Performance:

d. delagate authority to units or individuals nearest
the point where the action takes place.

S#19111acitUllai

Knowledge-

Comprehension-

Application-

identify that authority which can and
cannot be delegated.
describe how authority can be delegated
to units or individuals in specific
situations.
delegate authority as needed for a specific
situation.
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Performance:

e. perceive evaluation of the program as the responsi-
bility of students, staff members, administrators and
outside agencies.

Sample Indicators:

Knowledge-

Comprehension-

Application-

list the responsibility each group has
in evaluation .

explain the duties of students, staff
members, administrators and outside
agencies.
modify the evaluation pattern so as to
achieve efficiency in each specialized
area.

Performance:

f. express and demonstrate a philosophy consistent with
the objectives of vocational education.

Sample Ingicators:

Knowledge- identify the objectives of vocational
education.

Comprehension- distinguish between actions that are
consistent and inconsistent as related
to the objectives of vocational education.

Application- design a vocational program that has the
potential to meet the objectives of
vocational education.

Performance:

g. realize when he has made a mistake and profit from
the experience.

Sample Indicators:

Knowledge-

Comprehension-
Application-

identify past mistakes that have been
made.
explain why the mistake occured.
plan a course of action to be undertaken
if the situation resulting in a mistake
being made reoccurs.

Perfomance:

h. examine controversial positions, make a decision and
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justify the position taken.

Sample Indicators:

Knowledge-

Comprehension-

Application-
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list controversial topics that have
recently arisen and which have potential
to affect a specific school.
give examples of various positions that
can be taken in a specific situation.
select a position most likely to result
in a desired outcome and justify the
choice of position.

Performance:

i. maintain ethical standards expected of a professional
educator.

§sTyllginitisaars1

Knowledge-

Compreh3nsion-
Application-

define "ethical standards" for a pro-
fessional educator.
defend the definition.
prepare a code of ethical standards that
a professional educator can live with.

Performance:

j. devise a plan for survey staff to follow in conduct-
ing a vocational education survey.

Sample Indicators:

Knowledge-

Comprehension-
Application-

list the steps necessary for the devel-
opment of a vocational education survey.
give examples of pertinent factors.
prepare a comprehensive guide for staff
to use in conducting a vocational educa-
tion survey.

Ferformance:

k. cooperate with fellow administrators in educational
planning and decision making at the local level.

larmle Indicators:

Knowledge- describe what type of cooperation is
desirable and possible.



108

Comprehension- explain the level and types of decisions
that are desirable and possible.

Application- produce a dialog that includes all parties
and simulates their actions.

Performance:

1. select the most appropriate systems or procedure for
each problem with which he is faced.

Sample Indicators:

Knowledge-

Comprehension-

Application-

lable the various problem solving systems
that are available in this situation.
defend selections made in the classifica-
tion.

predict from among the list, the one
system that is most desirable and state
why.

Selected References:

Raymond E. Bittle, Larry J. Kenneke,
and Ronald W. Stadt, Managing Career Education
(Englewood Cliffs, N. J.: Prentice-Hall Inc.,
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'Nils C. Nystrom
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Bill Wesley Brown, Casebook on Administration and
Supervision in Industrial and Technical d (Chicago:
American Technical Society, 1970 pp. 1-101.
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Stadt, Plannin and Organizing Career Curricula: Articulated
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Dennis C. Nystrom, Occupational and Career Education
Legislation (New York: Howard W. Sams o.,

Hoffer C. i"ose, The Development and Supervision of
Irgaingatorams.(Chicago: American Technical Society, 1964),
pp. 1-104; 204-231.
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Co., 1971), pp. 30-55; 144-145; 198-225.

Adolph Unruh and Harold E. Turner, alatailimuat
thalcanjkatInovation(Boston: Houghton Mifflin Co., 1970),

pp. 1-90; 276-298.

COMPLYING WITH LEGISLATION 5.4

IDEAL CONDITIONS: Given the procedures for establishing public
relations and the ability to interpret and comply with legis-
lation at the local, state and federal levels, the occupational
education leader will be able to:

Performance:

a. utilize state office personnel anytime their expertise
can assist in any facet of the vocational program.

Sample Indicators:

Knowledge-

Comprehension-

Application-

list how state office personnel can assist
in various facets of the vocational program.
distinguish the various types of services
that can be conducted by state office
personnel.
predict the efficiency and adequacy of
services by state office personnel.

Performance:

b. plan, schedule, execute and evaluate in-service training

systematically.

Sample Indicators:

Knowledge-

Comprehension-

Application-

identify the important ingredients of a
desirable in-service program.
explain the functioning of the plan and
how the schedule works.
produce an in-service program and illustrate
its evaluation.

Performance:

c. cooperate with state staff members in promoting, developing,

sustaining and evaluating vocational programs.
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Sample Indicators:

Knowledge-

Comprehension-

Application-
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outline a program for promoting, developing,
sustaining, and evaluating vocational
programs in cooperation with state staff
members.

distinguish the functions of promotion,
development, sustaining, and evaluation--
in the building of a working relation-
ship with state staff members.
produce a working document that will
provide the necessary cooperation and
produce successful results.

Selected References:
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Nystrom and Ronald W. Stadt,limagingLCareer Education Pro-
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ill

Evaluation of Occupational Education Programs (Springfield,

I117:TigfiTon of Vocational and TechnicirEaUcation, n.d.).

Adolph Unruh and Harold E. Turner, Supervisior for

Change And Inovation (Boston: Houghton Mifflin Co., 1970),

pp. 91-1777a72 77

MANAGEMENT OF PHYSICAL
FACILITIES, SUPPLIES, AND EQUIPMENT

Objective: Prepare budgets and acquire and utilize facilities, sup-
plies and equipment to their greatest advantage for the institution.

FACILITY AND EQUIPMENT BUDGETING 6.1

IDEAL CONDITIONS: Given the current budget, an inventory of

present physical facilities and the curriculum, the occu-

pational education leader will be able to:

Performance:

a. specify the long-range (5-year projection) facility,

equipment and supply needs for the vocational education

program.

Sample Indicators:

Knowledge-

Comprehension-

Application-

Performance:

list the facilities, equipment and sup-
plies necessary to conduct each course
offering.
estimate the long-range facility, %lop-
ment, and supply needs.
prepare a long-range plan for facilities,

equipment and supplies.

b. prepare a long-range (5-year projection) budget

which projects the financial needs of the total vocational

education program.

Samph_Indicators:

Knowledge- out the long-range requirements for

the total occupational education program.



Comprehension-

Application-

Performance:
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estimate the cost of instructional materials
and instructional equipment; staff;
instructional facilities; ancillary
services.
compute real cost and differential cost
for the total occupational education
program.

c. plan an operating budget proposal for consumable
supplies, services and materials needed in a vocational
course.

Sample Indicators:

Knowledge- identify the sources of information that
can supply accurate cost estimates for
each course.

Comprehension- estimate the total cost of consumable
supplies, services, and materials for

each course.

Application- prepare an operating budget for consumable
supplies, services, and materials for each
course.

Performance:

d. prepare a capital outlay proposal for the vocational
program.

Sample Indicators:

Knowledge- identify the sources of information that
can supply accurate cost estimates.

Comprehension- summarize cost estimates for the total
vocational program.

Application- compute a capital outlay budget for the
total vocational program.

Performance:

e. prepare budgets based on anticipated income from
federal, state, and local sources.

Sample Indicators:

Knowledge-
Comprehension-
Application-

identify sources of anticipated income.
give examples of funding formulas.
compute anticipated income from available
sources.
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Performance:

f. file reimbursement claims with the Division of Voca-
tional and Technical Education.

Sample Indicators:._

Knowledge- describe reimbursement claim procedures
used by the Division of Vocational and
Technical Education.

Comprehension- summarize data required in filing reim-
bursement claims.

Application- prepare reimbursement claims to be filed
with the Division of Vocational and Tech-
nical Education.

Performance:

g. analyze capital outlay and projected funds needed
to begin and continue a new vocational course or program.

Sample Indicators:

Knowledge- list the capital hardware, software,
and facilities required for a new course.

Comprehension- estimate the cost of operating a new
course.

Application- prepare a budget based on the cost
estimates for the new course.

Performance!

h. allow for flexibility in a budget for price changes,
enrollment changes and new products.

Swale Indicators:

Knowledge- identify budget items that may vary
in price and know legal restrictions.

Comprehension- give examples of budget items price var-
iance.

Application- predict the percentage the budget may
vary.

Performance:

i. develop and implement a procedure for establishing
priorities for use of funds and other available resources.

Sample Indicators:_

Knowledge- describe a procedure for establishing
priorities for the use of funds.

1;40
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Comprehension- give an example of a method for estab-
lishing priorities for the use of funds.

Application- prepare a list of priorities for the use
of funds.

Performance:=11...1 -
j. verbalize and substantiate budgeting priorities,
property, and accountability decisions you have made to
appropriate persons at any time.

Sample Indicators

Knowledge- state the meaning of the terms: budgeting
priorities, property, and accountability.

Comprehension- give examples of how budgeting priorities,
property, and accountability may be used.

Application- prepare a statemeot explaining how decisions
were made and what guidelines were followed
concerning budgeting priorities, property,
and accountability.

Selected References:
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Homer C. Rose, The Development and Su ervision of
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P. Co., WIT, pp. 57; 130 -132.

State of Illinois, Board of Vocational Education and
Rehabilitation, State Plan for the Administration of Vocational
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State of Illinois, Office of the Superintendent of
Public Instruction, The School Code of Illinois (Springfield,
Ill.: Office of the Superintendenr77011ZWstruction,
1974).

PURCHASING EQUIPMENT 6.2

IDEAL CONDITIONS: Given budgeting information and present
needs of the vocational program, the occupational education
leader will be able to:

Performance:

a. identify financial requirements for purchasing needed
equipment.

Sample Indicators:

Knowledge-

Comprehension-
Application-

list new equipment required to conduct
the vocational program.
estimate the cost of the new equipment.
write general bid conditions for the new
equipment and secure estimates from sev-
eral suppliers.

Performance:

b. arrange for additional vocational facilities to accono-
date expanded enrollments and technological advancements
related to the vocational program.

1.2Z



Sample Indicators:

Knowledge-
Comprehension-

Application-

Performance:
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identify areas that need to be expanded.
give examples of changes that require
additional facilities.
prepare a plan for expanding facilities.

c. identify various sources of securing needed equipment.

5Amle Indicators:

Knowledge- list the equipment needs of the vocational
program.

Comprehension- give examples of how to obtain needed
equipment.

Application- prepare a plan to identify various sources
for securing needed equipment.

Performance:

d. design a procedure for acquiring the supplies and
equipment needed in each vocational course.

Sample Indicators:

Knowledge- identify the local institutional policies
relative to purchasing needed equipment.

Comprehension- estimate the amount of supplies and equip-
ment needed in each vocational course.

Application- prepare purchase specifications for needed
supplies and equipment.

Performance:

e. identify new tools and equipment for the vocational
programs during the current academic year.

Sample Indicators:

Knowledge- outline a technique for analyzing new
tools and equipment needs.

Comprehension- explain how the technique for analyzing
new tools and equipment needs is used

Application- develop a procedure for identifying
new tools and equipment needs.
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and Technical Education SpringfielciffiliVn Vo
FrOifirinnechnical education, 1974).

State of Illinois, Office of the Superintendent of
Public Instruction, The School Code of Illinois (Springfield,
Ill.: Office of the SiiiiiiiTiiiiTOIOTNETTErnitruction,
1974)
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UTILIZING PHYSICAL FACILITIES 6.3

IDEAL CONDITIONS: Given the floor plan of physical facilities
the occupational leader will be able to:

Performance:

a. plan vocational laboratory layouts to gain maximum
benefits from available space.

1412ple Indicators:

Knowledge-

Comprehension-

Application-

identify laboratory activities for each
of the occupational program offerings.
estimate the laboratory space required
for each course.
produce a laboratory layout scale drawing
with pertinent information noted.

Performance:

b. equip teaching stations to achieve the stated objectives
for each program.

Sample Indicators:

Knowledge-

Comprehensinn_
Application-

list equipment necessary to equip teach-
ing stations to achieve program objectives.
estimate the cost of required equipment.
purchase and install equipment in the

teaching stations.

Selected References:

Joseph A. Borgen and Dwight E. Davis, Illinois Occupa-

tional Curriculum Project (Springfield, Ill.: Division of

Vocati.501WaTechnical Education, 1972), 2.7; 2.9;.3.4; 3.5.

Joseph A. Borgen and Dwight E. Davis, Planning, Imple-

mentin and Evaluatin Career Pre aration Pro rams (Wlocmington,

.: rc n g t, V9; M ; .

Bill Lsley Brown, Casebook on Administration and
Supervision in Industrial aria-Technical Education (Chicago:
American Technical Society, 1970), pp. 67-71.

Fred C. Finsterbach and William C. McNeice, Creative
Facilities Planning for Occupational Education (Berke57-----

Heights, N.J.: Educare'Associates, 1969), pp. 4:1-4:8; 7:1-7:20:

8:1-8:51.
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Richard F. Meckley, Planning Facilities for Occual_
tional Education Programs (Columbus, Ohio: C ar es E. Merrill.
Pub. Co., 19721, pp. 85-127.

M.J. Ruley, Leadership, Through Supervision in Indus-
trial Education (Bloomington, Ill.: McKnight & McKnight Pub.

Co., -1971), pp. 77-84.

7

PUBLIC RELATIONS

Objectives: Analyze the overall structural aspect of the public
relations and publicity network in order to: a) better evaluate
sources and kinds of information available, b) better utilize the
communication media to convey vital information to the various
situatiorelly involved groups and individuals throughout the com-
munity, and c) become personally involved in service groups.

ASCERTAINING PUBLIC OPINION 7.1

IDEAL CONDITIONS: Given the objectives of a community relations

program and a number of general problems associated with occupa-

tional education, the occupational education leader will be

able to:

Performance:

a. identify the makeup of the community before planning

a program of school community relations.

Sam212.,..prgiatmil

Knowledge-

Comprehension-

Application-

list the various groups, (for example!

civic, social, business, ethnic and

industrial), which are present in the

community.
explain the backgrounds and functions

of these groups.
predict the possible contributions of

community groups and procedures for

publicizing these contributions.

LZG
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Performance:

b. obtain informal feedback on the vocational program
through contacts with individuals in the school and
community.

Sample Indicators:

Knowledge- list target groups useful for the develop-
ment or modification of a course or pro-
gram.

Comprehension- give examples of the information which
will be gathered and explain its validity.

Application- produce the results.

Performance:

c. evaluate the degree to which the objectives of com-
munity relations program have been met.

Sample Indicators:

Knowledge-

Comprehension-

Application-

identify the objectives and acceptable
standards of sucess.
explain how student, faculty, and advisory
committee evaluations will be utilized
in preparing the overall report.
demonstrate how the results of evaluation
may be used in assessing the degree in
which the objectives have been met.

Performance:

d. ascertain and evaluate public opinion about vocational

programs.

Sample Indicators:

Knowledge-

Comprehension-

Application-

knows the opinions voiced by persons in
the community regarding local vocational
programs.
explains the implications of voiced
opinions.
determines the extent to which persons
in the community are willing to back
up their voiced opinions with action.

Selected References:

Joseph A. Borgen and Dwight E. Davis, Illinois
Occupational Curriculum Project (Springfield, Division

of Vocational and TecTiiicai Education, 1972), 1.1; 1.2; 1.3;
2.1; 2.2; 4.2.

17
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Joseph A. Borgen and Dwight E. Davis, Plannin Im le-
mentipg_and Evaluating Career Pre aration Programs oomlngton,
III.: McKnight, 104), I011; I0T2; IDT3; DEV ; DEV2; EVL2.

Bill Wesley Brown, Casebook on Administration and
Supervision in Industrial anTr-75Techt771Criucatioricago:
American Technical Society, 10775772:78174:T00.

Richard F.Meckley, Plannin Facilities for Occupational
Education Programs (Columbus, 10,4 Charles E. Merrill, Pub.
Co., 1972), pp. 32-34.

Robert E. Norton, "Using Community Resources in Career
Education: An Imperative, " in A.M. Gorman, M.S. Anderson and
J. F. Clark (eds), Seventh Annual National Vocational and
Technical Teacher alcation: SeMi57775Ceedinos (Columbus,
Ohio: The Center for Vocational and Technical Education, 1974),
pp. 59-69.

M. J. Ruley, Leadershi Through Supervision in Indus-
trial Education (Bloomington IlT : McKnight & McKniFFFJub.
TO":77§71r,767 154-163.

Doris W. Ryan, John C. Walden, and Troy V. McKelvey,
Monroe City; Its Settin and Demography (Columbus, Ohio:
UniversityCounci for ucational Administration, n.d.)
Book 2.

Ronald W. Stadt, Raymond E. Bittle, Larry J. Kenneke,
and Dennis C. Nystrom, Managing Career Education Programs
(Englewood Cliffs, N.J.: Prentice-Hall, Inc., i'73), pp. 145-148.

PUBLICIZING OCCUPATIONAL PROGRAMS 7.2

IDEAL CONDITION::: Given an outline of the purposes of occupa-
tional education and a description of the community, the occupa-
tional education leader will be able to:

Performance:

a. speak to school and community groups about the voca-
tional program.

§41121tIngiEttors:

Knowledge- identify target community groups.
Comprehension- summarize your thoughts and ideas about

1.28
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the vocational program while organizing a
speech text.
present your speech to school and com-

munity groups.

Performance:

b. publicize the establishment of the advisory committee,

its members and its function to the school and community.

Sample Indicators:

Knowledge- identify publicity targets and material

to be publicized.

Comprehension- explain your selection and procedure
to be invoked.

Application- implement the publicity program.

Performance:

c. communicate what is going on in business and industry

to the school staff.

Sample Indicators:

Knowledge-

Comprehension-

Application-

identify what is going on in business
and industry.
explain why what is going on is signifi-
cant to the school.
relate to the school staff what is going
on in business and industry and the signifi-

cance of these events to them and their

vocational programs.

Performance:

d. publicize the purposes and objectives of a vocational

education survey.

Sample Indicators:

Knowledge- identify the purposes and objectives of
a vocational education survey.

Comprehension- explain publicity methods to be used.

Application- put into operation the publicity program
designed above.

Performance:

e. use a variety of communication techniques on a care-

fully planned basis to influence public opinion.



Sample Indicators:

Knowledge-

Comprehension-

Application-

123

identify suitable communications tech-
niques.
explain your means of deciding which
techniques are best suited to the pur-

pose.
demonstrate these techniques by operating
the public relations program so as
to influence public opinion.

Performance:

f. conduct public relations activities to reach deal
publics (merchants, businessmen, community organizations,
professional organizations, etc.)

Sample Indicators:

Knowledge- identify persons knowledgeable about
target groups and persons who have
conducted similar activities.

Comprehension- consult with the people identified.

Application- plan and conduct PR activities aimed to
reach specific external publics.

Performance:

g. conduct public relations activities to reach internal

publics (school administrators, teachers, guidance staff,

and students).

Sample Indicators:

Knowledge- identify persons knowledgeable about
target groups and.persons who have con-
ducted similar activities.

Comprehension- consult with the people identified.

Application- plan and conduct th PR activities aimed
to reach specific internal publics.

Performance:

h. write articles about newsworthy activities being

carried on in the vocational program, for the news media.

Sample Indicators:

Knowledge-
Comprehension-

Application-

identify newsworthy activities.
explain why these activities are news-

worthy.
write the articles, have them approved
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by appropriate administrators and then
submit them to appropriate news media.

Performance:

i. conduct an open house to familiarize members of the
school and community with activities of the vocational
program.

Sample Indicators:

Knowledge-
Comprehension-

Application-

Performance:

j. provide brochures to acquaint the school and com-
munity with various aspects of the vocational program.

Sample Indicators:

Knowledge-

Comprehension-

identify the objectives of an open house.
explain your selection of activities
to be conducted during the open house
and follow through the planning stages.
conduct the open house.

Application-

identify the various aspects of a voca-
tional program which may be included in
a brochure.
consult with people who have been in-
volved in the production of similar types
of publications.
write brochures, have them approved
by the appropriate administrators and
then submit for printing.

Selected References:

Joseph A. Borgen and Dwight E. Davis, Illinois Occupa-
tional Curriculum Project (Springfield, Ill.: Division of
Wailiiiii72717aWical Education, 1972), 1.1; 2.1; 2.2; 2.3;
2.4; 2.9; 3.8.

Joseph A. Borgen and
menting and EvaluatimCarper
Ill.: McKnight, 1974), IDT

Dwight E. Davis, Planning, Imple-
Ereargionprograms (Bloomington,

1 DEVI' DEV2;DEV3; DEV4; DEV9; IMPS.

Bill Wesley Brown, Casebook on Administration and
Supervision in Industrial anUIRTifral Education (Chicago:
Amerfcan'TechnicalM11137131707471778-7----

Fred C. Finsterbach and William C. McNeice, Creative.
Facilities Planning for Occupational Education.(Berkeley Heights,
N. J.: Educare"Associates, 1969), pp. 1:1-1:24.
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Robert E. Norton, "Using Community Resources in
Career Education: An Imperative," in A. M. Gorman, M.S.
Anderson and J. F. Clark (eds.), Seventh Annual National
Vocational and Technical Teacher Education Seminar Proceedin s
(Columbus, Ohio: WItTtAr for Vocation .1 a Technical
Education, 1974), pp. 59-69.

M. J. Ruley, Leadership through Supervision in Indus-
trial Education (Bloomington, I11.: McKnight & McKnight,
Pub. Co., 1971), pp. 1-29; 154-163.

WORKING WITH THE COMMUNITY 7.3

IDEAL CONDITIONS: Given the description of the formal and
informal power structure of the community, the occupational
education leader will be able to:

Performance:

a. identify ways staff members can achieve community
involvement which may build better public relations for
vocational education.

Sample Indicators:

Knowledge-

Comprehension-

Application-

list activities which may improve the
community relations of vocational educa-
tion.

explain how these activities may improve
community relations.
select several activities and prepare
the framework of a PR program based
around these activities.

Performance:

b. work with different racial and ethnic groups within
the community.

Sample Indicators:

Knowledge-

Comprehension-

define the racial and ethnic groups within
the community.
explain the present and potential involve-
ment of these groups in relationship to
vocational education programs.

isZ
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Application- work with the groups to prepare a plan
specifically designed to fulfill the
PR (e.g. recruiting publicity) needs in
this area.

Performance:

c. describe to the vocational education staff how they
can improve their image by productively participating
in community, civic, service, or social organizations.

Sample Indicators:

Knowledge- list community, civic, service, or social
organizations.

Comprehension- explain the functions of the various
groups.

Application- assist staff members to participate in
appropriate organizations (extra-school).

Performance:

d. assist with community, business, and industry sponsored
activities.

Sample. Indicators:

Knowledge-

Comprehension-

Application-

Performance:

e. identify supportive community service groups.

Sample Indicators:

Knowledge-

Comprehension-

Application-

list activities in which participation
by vocational staff may serve the community,
while acting as a PR function for the
vocational program.
explain the functions of general or
specialized voluntary community organiza-
tions.

participate in community, business, and
industry sponsored activities.

list the various supportive community
service groups.
estimate the support of related com-
munity service groups.
describe the advantages of the activities,
and merits of these groups.

133
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Selected References:

Joseph A. Borgen and Dwight E. Davis, Illinois Occupa
tional Curriculum Project (Springfield, Ill.: Diviseirof
Vocational Tartechnical Education, 1972), 1.1; 1.4.

Joseph Z. Borgen and Dwight E. Davis, Planning, Imple-
mentin and Evaluatin Career Pre aration Programs (Bloomington,

.: Knight, 1974 , ID ; ID 4. .

Bill Wesley Brown, Casebook on Administration and
Supervision in Industrial aarTeEERTE3T-Education
AmeRan-Yechnical Society, 19701, pp.77-77117

Fred C. Finsterback and William C. McNeice, Creative
Facilities Planning for Occu ational Education (Berkelii-Bergits,
N771764aTTATaTaii771969 pp.-17ITTEM

Robert E. Norton, "Using Community Resources in Career
Education: An Imperative," in A.M. Gorman, M.S. Anderson
and J. F. Clark (eds.), Seventh Annual Vocational and Technical
Teacher Education Seminar 15FoCiTa"7"nsOrsiTtsiErd7rWo The
Ciiie7fFr76Fiffanirre-EFrnfFirroucation, 1974), pp. 59-69.

Robert G. Owens, ormizatleallehavior in Schools
(Englewood Cliffs, N.J.: Prentice-Hall, Inca, 19701, pp.140-166.

M. J. Ruley, Leadership Through Supervision in Indus-
trial Education (Bloomingtont Ill.: manight717WEIVETAY7
C-677-1§,11W-154-163.

Adolph Unruh and Harold E. Turner, Supervision for
Chan e and Innovation (Boston: Houghton Mifflin Co., 19/0,
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OCCUPATIONAL EDUCATION ADMINISTRATION PROJECT: A performance-based
program designed to preparc occupational education leaders conducted
at Southern Illinois University, Carbondale in cooperation with the
State of Illinois Division of Vocational and Technical Education.
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Preface

This portfolio is intended to serve
as a blueprint for the future administrator
as he studies and learns to master the 159
performances herein. Included are directions
for use, a means of adapting this portfolio
to an individual intern's unique learning
situations, and a pre- and postassessment
rating system designed to monitor student
mastery of Occupational Leadership Perform-
ances.
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INTRODUCTION

Each internship has as its foundation a cooperative effort of a coop-
erating administrator, an occupational education administration intern, and
a supervising university professor. Daily supervision is the role of the
cooperating administrator who arranges participation for the intern's devel-
opment of performance proficiency. The university provides classroom in-
struction and the supervising university professor provides coordination.
In this way administrative theory is realistically integrated with admin-
istrative practice on a day to day basis.

The unique nature of each internship requires that a means for adapting
the program to actual circumstances be provided. This portfolio helps re-
alize that task by furnishing a framework of performance statements, a de-
scription of "ideal conditions" under which performances would ideally be
learned, space for a cooperating administrator and intern to describe actual
conditions as they exist, and a statement of the learning experiences which
the intern has completed.

As part of a preassessment and postassessment system the intern indi-
cates whether cognitive ability at the knowledge, comprehension, application,
analysis, synthesis, or evaluation level (see page 2 for definitions of these
terms) and effective learning at the receiving, responding, valuing, organi-
zation, or characterization level (see page for definitions of these terms)
exists at the beginning of the internship or has been attained during the
internship by writing the appropriate terms in the spaces provided. The date
of preassessment is entered on the portfolio's first page (beginning of the
program) and the date(s) of postassessment(s), mode of attainment, and im-
portance to the intern are entered. The cooperating administrator certifies
his concurrence by signing his name. Signature by the supervising university
professor at the end of each block of instruction indicates that he concurs
with the intern and cooperating local administrator regarding the student's
having attained the stated level of performance proficiency.

An example of how this portfolio is designed to be used follows:

2.1a determine sources from which applications may be received,
i.e., colleges and universities.

Actual Conditions:

C21.7 Cral-41Q1144: ". "I' C? vie ,A.C°1 4."`"Ii"-r- err Aex:Ve
Actual Performance: C4., e;,,w a /0.141".

ela teco41-75-cps.se..4* 1-1.7 e44. ("<"1:7i 411-).

Preassessment: Cognitive .4....:itz."(:...44egffective

Certification 9 0r Mode 07-1.7",-..iee
Postassessment: Cognitive Ace-IA-4.4e,, Affective ..-0r2Aw..),,

Date Achieved 7.-/i= 79 Certification
Modem64...44,1,L, Importance 1 2 4

none very

(continued)
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2.1b determine alternate sources of employees such as neighboring
schools and industry.

Actual Conditions: drass. 4.1 / '2.

Actual Performance: .,......0440.4,r;rie41,...,,oiet.l..",;.;;IH,,4.x4f.:/.?/6%,)0

a 0? .."/ jet it' A s.001e, ei 0".40frA e.," w ev Co . JtJ P.. 4
Preassessment:

Pottassessment:

Cognitive Affective
Certification (-107,4S Mode
Cognitive ,:-.:94.A,,,:,..."Affective

Date Achieved -7. g 79Certification
Mode Importance 1 2 4

none very

A portfolio such as this squarely places the onus of competency develop-
oent on the intern. Since the performances are clearly outlined at the
beginning of the program their successful accomplishment becomes the intern's
basic responsibility. To achieve a necessary competency, he can pursue in-
ternship activities, transfer (through a supervising university professor)
competency development concerns into the classroom setting, attend workshops,
or design his own activities for competency development. Continuing post-
assessments at levels of proficiency lower than application or valuing
levels indicate that an intern is in need of help in competency development.

The following definitions are provided as an aid to interns, local
cooperating administrators, and the supervising university professors as
they evaluate and record an intern's progress in developing the necessary
performance proficiencies.

Taxonomy of Cognitive Behaviors

KNOWLEDGE - Knowledge is defined as the r*lembering of previously learned
material. This may involve the recall of wide range of material, from
specific facts to complete theories, but aii that is required is the bring-
ing to mind of the appropriate information. Knowledge represents the lowest

level of learning outcomes in the cognitive domain.

COMPREHENSION - Comprehension is defined as the ability to grasp the meaning
of material. This may be shown by translating material from one form to
another (words to numbers), by interpreting material (explaining or summari-
zing), and by estimating future trends (predicting consequences or effects).
These learning outcomes go one step beyond the simple remembering of material,
and represent the lowest level of understanding.
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APPLICATION - Application refers to the ability to use ',earned material in

new and concrete situations. This may include the application of such things

as rules, methods, concepts, principles, laws, and theories. Learning out-

comes in this area require a higher level of understanding than those under

comprehension.

ANALYSIS - Analysis refers to the ability to break down material into its
component parts so that its organizational structure may be understood.
This may include the identification of the parts, analysis of the relation-
ships between parts, and recognition of the organizational principles in-
volved. Learning outcomes here represent a higher intellectual level than
comprehension and application because they require an understanding of both
the content and the structural form of the material.

SYNTHESIS - Synthesis refers to the ability to put parts together to form
a new whole. This may involve the production of a unique communication
(theme or speech), a plan of operations (research proposal), or a set of
abstract relations (scheme for classifying information). Learning outcomes
in this area stress creative behaviors, with major emphasis on the formula-
tion of new patterns or structures.

EVALUATION - Evaluation is concerned with the ability to judge the value of
material (statement, novel, poem, research report) for a given purpose.
The judgments are to be based on definite criteria. These may be internal
criteria (organization) or external criteria (relevance to the purpose) and
the student may determine the criteria or be given them. Learning outcomes
in this area are highest in the cognitive hierarchy because they contain
elements of all of the other categories, plus conscious value judgments
based on clearly defined criteria.

Taxonomy of Affective Behaviors

RECEIVING - Receiving refers to the student's willingness to attend to
particular phenomena or stimuli (classroom activities, textbook, music,
etc.). From a teaching standpoint, it is concerned with getting, holding,
and directing the student's attention. Learning outcomes in this area
range from the simple awareness that a thing exists to selective attention
on the part of the learner. Receiving represents the lowest level of
learning outcomes in the affective domain.

RESPONDING - Responding refers to active participation on the part of the
student. At this level he not only attends to a particular phenomenon but
also reacts to it in some way. Learning outcomes in this area may emphasize
acquiescence in responding (reads assigned material), willingness to respond
(voluntarily reads beyond assignment), or satisfaction in responding (reads
for pleasure or enjoyment).

VALUING - Valuing is concerned with the worth or value a student attaches
to a particular object, phenomenon, or behavior. This ranges in degree
from the more simple acceptance of a value (desires to improve group skills)
to the more complex level of commitment (assumes responsibility for the
effective functioning of the group). Valuing is based on the internaliza-
tion .t set of specified values, but clues to these values are expressed
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in the student's overt behavior. Learning outcomes in this area are con-
cerned with behavior that is consistent and stable enough to make the value
clearly identifiable. Instructional objectives that are commonly classified
under "attitudes" and "appreciation" would fall into this category.

ORGANIZATION - Organization is concerned with bringing together different

values, resolving conflicts between them; and beginning the building of an

internally consistent value system. Thus the emphasis is on comparing,

relating, and synthesizing values. Learning outcomes may be concerned with

the conceptualization of a value (recognizes the responsibility of each

individual for improving human relations) or with the organization of a

value system (develops a vocational plan that satisfies his need for both

economic security and social service). Instructional objectives relating

to the development of a philosophy of life would fall into this category.

CHARACTERIZATION [By a Value or Value Complex] - At this level of the

affective domain, the individual has a value system that has controlled

his behavior for a sufficiently long time for him to have developed a

characteristic "life style." Thus the behavior is pervasive, consistent,

and predictable. Learning outcomes at this level cover a broad range of

activities, but the major emphasis is on the fact that the behavior is

typical or characteristic of the student. Instructional objectives that

are concerned with the student's general patttrns of adjustment (personal,

social, emotional) would be appropriate here.'

Modes of Delivery

ACADEMIC - course work, simulation, workshop

PRACTICAL - internship, on-the-job

1Gronlund, Norman. Stating, Behavioral Objectives for Classroom
Instruction. (Toronto, Canada: McMillan Company, 1970), p. 20.
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PROGRAM PLANNING AND IMPLEMENTATION

Be responsible and accountable for promoting, develop-
ing, sustaining, and evaluating vocational education
programs for a comprehensive high school system, an
area secondary vocational center, or a community col-
lege.
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1.1

OCCUPATIONAL PROGRAM PLANNING

IDEAL CONDITION: Given the task of planning a total
vocational program, the occupational education leader
will be able to:

UNIVERSITY SUPERVISOR, COMMENTARY/CONCURRENCE:

137
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1.1a nrepare a short-range and a long-range program plan for vocational
education in the school.

Actual Conditions:

...................

Actual Performance:

Preassessment: Cognitive, Affective,

Certification, Mode,

Postassessment:Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4
none very

1.1b determine the occupations for which training is to be offered in
the vocational program.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive, Affective,

Certification, Mode,

Postassessment:Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4
none very
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1.1c analyze long-range course needs for the vocational program.

Actual Conditions:

139

VIIIIMMINSP....10.140=1MMORIONIMMONNIINNWIII,,/,..,_..

Actual Performance:

.1101111.111it

Preassessment: Cognitive, Affective,

Certification, Mode,

Postassessment:Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4
none very

1.1d identify the competencies needed for entry into an occupation.

Actual Conditions: .....11.1.1111111MMIIONPIIIM.

Actual Performance:

Preassessment: Cognitive, Affective,

Certification, Mode,

Postassessment:Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4

none very
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1.1e secure assistance from staff members in the preparation of the
local plan.

Actual Conditions:

140

Actual Performance:

Preassessment: Cognitive, Affective,

Certification, Mode,

Postassessment:Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4
none very

1.1f submit a proposed program plan to the local administration based
upon the results of a vocational education survey.

Actual Conditions:

Actual Performance:

11.011./....Mo
Preassessment: Cognitive, Affective,

Certification, Mode,

Postassessment:Cognitive,

11.11.1Im

Affective,

Date Achieved,

Mode ,

Certification,

Importance, 1 2 3 4

none very



1.1g analyze job market, student
cost related to existing or

Actual Conditions:

141

interests, initial cost, and on-going
proposed specialized vocational programs.

NMIMMPANWi

Actual Performance:

111111.01.11ft

Preassessment: Cognitive,

Certification, Mode,

Postassessment:Cognitive, Affective,

Date Achieved, Certification,

Mode,

Affective,

Importance, _,,1 2 3 4
none very

1.1h write general objectives for a vocational education program.

Actual Conditions:

Actual Performance:

VMIDNIRI=M.MINMMMIDI..MM.

Preassessment: Cognitive, Affective,

Certification, Mode,

Postassessment:Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4

none very

=1,11NOW.Mfewe
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1.1i determine manpower implications for vocational education.

Actual Conditions:

142

Actual Performance:

Preassessment: Cognitive, Affective,

Certification,

Postassessment:Cognitive,

Date Achieved,

Modes

Affective,

CertificatiofisMINNO.1......IMM111

Mode, Importance, 1 2 3 4
none very

1.1j verbalize the economic implications for vocational education.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive, Affective,

Certification, Mode,

Postassessment:Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4

none very

19



1.1k secure the services of Federal and State agencies for program
development.

Actual Conditions:

143

Actual Performance:
....1.100110101111111NOMMOIIIMO00.11100....

Preassessment: Cognitive, Affective,

Certification, Mode,

Postassessment:Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4
none very

1.11 identify employment trends at the local, state, regional and national
level.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive, Affective,

Certification, Mode,

Postassessment:Cognitive, Affective,

Date Achieved, Certification,

Mode, _Importance, 1 2 3 4

.150

none very



144

1.lm identify changes in technology and equipment in industry relating
to existing vocational programs.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive, Affective,

Certification, Mode,

Postassessment:Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4
none very

1.1n design relevant programs and courses that are reflective of con-
stantly changing occupations.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive, Affective,

Certification,

Postassessment:Cognitive, Affective,

Date Achieved, Certification,

Mode,01.001
Mode, Importance, 1 2 3 4

none very

1 51



145

1.10 provide leadership in the identification of the vocational education
purposes and how they relate to the objectives of the institution.

Actual Conditions:

Actual Performance: MNIMMINIMINMMWVIIINPM/MMO.

OMMIMMOWII
Preassessment: Cognitive, AffetAive,

Certification, Mode,

Postassessment:Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4

none very

1.1p develop programs geared to the disadvantaged and special needs
student.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive, Affective,

Certification, Mode,

Postassessment:Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4

none very

152



14f

1.1q develop and present a program to prospective students and the
community which explains the vocational program available to them.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive,

Certification, Mode,

Postassessment:Cognitive,

Affective,

Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4

none very

1.1r apply the knowledge 'If state and federal legislation and its impact
upon program plann.g.

Actual Conditions:

Actual Performance:

111111.....111.1=.111....

Preassessment: Cognitive,,

Certification,

Postassessment:Cognitive,

Affective,

Mode,

Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4

none very

153



1.2

EXTERNAL RESOURCES & PLANNING

IDEAL CONDITION: Given the need for using external re-
sources in program planning, the occupational education
leader will be able to:

UNIVERSITY SUPERVISOR, COMMENTARY/CONCURRENCE:

147

164



148

1.2a enlist the aid of state employment office personnel, key figures
in business and industry, state staff, and teacher-training insti-
tutions for program planning purposes.

Actual Conditions:

Actual Perforilence:

Preassessment: Cognitive,

Certification, Mode,

Postassessment:Cognitive, Affective,

Date Achieved, Certification,

Mode,

Affective,

Importance, 1 2 3 4
none very

1.4) consult the local office of the U.S. Employment Service to obtain
information on manpower trends and needs.

Actual Conditions:

IrIMIM.M.111111111111

Actual Performance:

.1111
011111.0MEN1.1=011....

Preassessment: Cognitive, Affective,

Certification, Mode,

Postassessment:Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4

none' -vey



1.2c identify the role and function of advisory committees and orient
the committee -to that role and function.

Actual Conditions:

149

Actual Performance:

Preassessment: Cognitive, Affective,

Certification,

Postassessment:Cognitive,

Date Achieved,

Mode,

Mode,

Affective,

Certification,

Importance, 1 2 3 4

none very

1.2d obtain school board authorization for organizing an advisory
committee.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive, Affective,

Certification, Mode,

Postassessment:Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4

FOR very

156



150

1.2e establish the criteria for and select advisory comittee rerbers.

Actual Conditions: airl
Actual Performance:

Preassessment: Cognitive,

Certification,

Pcstassessment:Cognitive,

Date Achieved,

Affective,

Mode,

Affective,

Certification,

Irportance, 1 .2 3 4

none very

1.2f establish a working relationship with advisory committee reNt'ers.

Actual Conditions:

Actual Performance:

01.

Preassessment: Cognitive, Affective,

Certification, Mode,

Postassessment:Cognitive,. Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4

FIEF very

157



1.2c enlist the aid of the advisory committee for long-range program
planning purpoes.

Actual Conditions:

151

Actual Perfomance:

Preassessr:er.t: Cognitive, Affective,

Certification, Mode,

Postassessrent:Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4._

ENV very

1.2t use the expertise of the advisory committee in waking an analysis
of an occupational field.

Actual Conditions:

Actual Perforr ance:

Preassessrent: Cognitive,

Certification,

Postasscssrent:Cogpitive, Affective,

Date Achieved, Certification,

Mode,

Affective,

Mode,

158

Ir4portance, 1 2 3
...OW

none very



1.2i enlist the assistance
identify a variety of

Actual Conditions:

of management and labor representatives to
occupational opportunities.

152

Actual Performance: .
Preassessment: Cognitive, Affective,

Certification, Mode,

Postassessment:Cognitive, Affective,

Date Achieved, Certification,

Mode,

1.59

Importance, 1 2 3 4

none very



1.3

ANALYZING OPERATIONAL PROGRAMS

IDEAL CONDITION: Given an operational occupational
education program, the occupational education leader
will be able to:

UNIVERSITY SUPERVISOR, COMMENTARY CONCURRENCE:

153



1.3a develop a procedure for keeping all staff members informed about
all vocational programs and courses.

Actual Conditions:

154

Actual Performance:

Preassessment: Cognitive,

Certification,

Postassessment:Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4

Wire very

Affective,

Mode,

1.3b provide leadership for redesigning programs and courses as a result
of an administrative edict.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive, Affective,

Certification, Mode,

Postassessment:Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4

none very

161



1.3c sdedule staff and facilities for maximum program utilization.

Actual Conditions:

155

Actual Performance:

Preassessment: Cognitive, Affective,

Certification,

Postassessment:Cognitive,

Date Achieved,

Mode,

Mode,

Affective,

Certification,

Importance, 1 2 3 4

none very

1.3d seek agreements with community sources for providing additional pro-
gram opportunities.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive, Affective,

Certification,

Postassessment:Cognitive,

Date Achieved,

Mode,

Mode,

Affective,

Certification,

1.62

Importance, 1 2 3 4

Torre very



156

1.3e evaluate alternative instructional avenues in terms of benefit
vs. cost.

Actual Conditions:

Actual Performance:

ft%

Preassessment: Affective,

Certification, Mode,

Postassessment:Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3

none very

1.3f build flexibility into the vocational schedule so that students
can change their level of training if justified.

Actual Conditions:

.111.P.M114...011
Actual Performance:

*=1.

Preassessment: Cognitive,

Certification,

Postassessment:Cognitive,

Date Achieved,

Affective,

Mode,

Affective,

Certification,

Mode, Importance, 1 2 3 4

1 6 3



157

1.3g identify specir:c .kirl ?imitations effecting vocational students
in hazardous occupations.

Actual Conditions:

.1.1171011111.1.011=1111.1MINIIIIIMMEIIIIIIMOMI.MMINIVOMMINPNIMINOIIMI111111.

Actual Performance:

Preassessment: Cognitive, Affective,

Certification, Mode,

Postassessment:Cognitive, Affective,

Date Achieved,

Mode,._

Certification,

Importance, ,1 2 3 4

none very

I.3h analyze current and projected instructional needs.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive, Affective,

Certification, Mode,
410

Postassessment:Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4

none very

164



1.4

IMPROVING INSTRUCTION & CURRICULUM

IDEAL CONDITION: Given the need to improve instruction
and modify program components, the occupational educa-
tion leader will be able to:

UNIVERSITY SUPERVISOR, COMMENTARY/CONCURRENCE:

158

165



1.4a assess program direction in light of criteria provided tnrough
organizational patterns at the state and federal level.

Actual Conditions:

159

Actual Performance:

Preassessment: Cognitive, Affective,

Certification, Mode,

Postassessment:Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4
none very

1.4b involve employers and labor representatives when evaluating vo-
cational courses and programs.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive,

Certification,

Postassessment:Cognitive,

Affective,

Mode,

Aftective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4
none very

166



$60

1.4c involve students, staff members, administrators and outside agen-
cies in the evaluation of the vocational program.

Actual Conditions:

Actual Performance:

111111MW

.1111....

Preassessment: Cognitive, Affective,

Certification, Mode,

Postassessment:Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4
none very

1.4d develop and implement a procedure for evaluating the total voca-
tional program.

Actual Conditions:

Actual Performance:
411110.0..

Preassessment: Cognitive, Affective,

Certification, Mode,

Postassessment:Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4
none very

167



2

STAFF RECRUITMENT

Analyze from a base of knowledge, sources of applicants
and the requirements of each position, in terms of job
specifications, professional preparation and interperson-
al relations needed for a position.

161

168



2.1

WRITING JOB DESCRIPTIONS

IDEAL CONDITIONS: Given a packet of job descriptions,
and other relevant data, the occupational education
leader will be able to:

UNIVERSITY SUPERVISOR, COMMENTARY/CONCURRENCE:

162

169



1E3

2.1a determine sources from which applications may be received, i.e.,
colleges and universities.

Actual Conditions:

Actual Performance:
.11111.0.

Preassessmert: Cognitive, Affective,

Certification, Mode,
Postassessment: Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4
none very

2.1b determine alternate sources of employees such as neighboring schools
and industry.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive,

Certification,

Postassessment: Cognitive,

Date Achieved,

Mode,

Affective,

Mode, III...e.I..DMN.....IwIAI.G.6

Affective,

Certification,

1:20

Importance, 1 2 3 4

none very



2.2

ANALYZING APPLICANT CREDENTIALS

IDEAL CONDITIONS: Given a set of credentials and data
relevant to the position to be filled the occupational
education leader will be able to:

UNIVERSITY SUPERVISOR, COMMENTARY/CONCURRENCE,

164

171



2.2a determine wnich person can meet present instructional needs.

Actual Conditions:

165

Actual Performance:._

Preassessment: Cognitive,

Certification,

Postassessment:Cognitive,

Date Achieved,

Mode,

Affective,

Mode,

Affective,

Certification,

Importance, 1 2 3 4

Ore very

2.2b predict candidate ability to meet future instructional needs.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive, Affective,

Certification, Mode,

Postassessment:Cognitive, Affective,

Date Achieved, -Certification,

Mode, Importance, 1 2 3 4

none very

172



2.2c determine the stability of the candidate, and the likelihood of
providing stability to the staff.

Actual Conditions:

Actual Performance:

166

Preassessment: Cognitive, Affective,

Certification, Mode,

Postassessment:Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, _,1 2 3 4

none very

1'73



2.3

INTERVIEWINA CANDIDATES

IDEAL CCNDITIONS: Given training in the interview
process the occupational education leader will be able
to:

UNIiEPSITY EUPERVISOR, COMMENTARY/CCNCURRENCE:

1E:7

174



168

2.3a determine an applicant's perception of his role as an instructor.

Actual Conditions:

Actual Performance:

Preassessment: Cogni ti ve,

Certification,

Postassessment:Cognitive,

Affective,

Mode,

Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4

none very

2.3b depict the instructional responsibility of an open position.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive,

Certification, Mode,

Postassessment:Cognitive, Affective,

Date Achieved, Certification,_

Mode, Importance, 1 2 3 4
none very

Affective,

175



169

2.3c assess an applicant's attitude toward himself during the inter-
viewing.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive, Affective,

Certification, Mode,

Postassessment:Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4
none very

2.3d evaluate the feeling of the applicant about the importance of the
position he seeks.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive, Affective,

Certification, Mode,

Postassessment:Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, ,,2 3 4

none very

1.76



2.4

CHOOSING STAFF MEMBERS

IDEAL CONDITIONS: After evaluating credentials and
interviewing the applicant, the occupational education
leader will be able to:

UNIVERSITY SUPERVISOR, COMMENTARY/CONCURRENCE:



2.4a choose the job applicant whose temperament, academic
professional attitude best suit the position open.

Actual Conditions:

171

preparation, and

Actual Performance:

Preassessment: Cognitive, Affective,

Certification, Mode,

Postassessment:Cognitive, Affective,

MINOMIMMOMinipimaNIII.MM

010....,,=11.
Date Achieved, Certification,

Mode, Importance, 1 2 3 4
none very

111

VP.

2.4b hire paraprofessional staff members.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive, Affective,

Certification, Mode,

Postassessment:Cognitive, Affective,

Date Ashieved, Certification,

Mode, Importance, 1 2 3 4

none very

178



3

PERSONNEL DEVELOPMENT AND MANAGEMENT

Stimulate the development of, establish, and evaluate
the criteria and the processes by which faculty members
may be evaluated, promoted, disciplined, and released
through due process in order to assure the quality of
the faculty and high faculty morale.

172

179



3.1

NEW STAFF ORIENTATION

IDEAL CONDITIONS: Given a group of new staff members
the occupational education leader will be able to:

UNIVERSITY SUPERVISOR, COMMENTARY/CONCURRENCE:

173

130



3.1a help new staff members acclimate themselves to the job and
the community, especially the first few days.

Actual Conditions:

174

AS.P....1..........=11111

Actual Performance:

Preassessment: Cognitive, Affective,

Certification, Mode,

Postassessment: Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4

none

3.1b assist new staff members to understand the policies and regulations
of the institution.

't

Actual Conditions:

Actual Performance:

ereassessment: Cognitive,

Certification,

Postassessment: Cognitive,

Date Achieved,

Mode,

Affective,

Mode,

Affective,

Certification,

181

Importance, 1 2 3 4

none very



3.2

STAFF IN-SERVICE

IDEAL CONDITIONS: Given staff needs, individual charac-
teristics, a description of the educational environment
and its budget, the occupational education leader will
be able to:

UNIVERSITY SUPERVISOR, COMMENTARY/CONCURRENCE:

175

182



3.2a provide in-service training to serve individual needs of
those being trained.

Actual Conditions:

176

Actual Performance:

Preassessment: Cognitive, Affective,

Certification, Mode,

Postassessment: Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4
none very

3.2b develop and implement an in-service program for all staff members
with special activities for beginning teachers.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive, Atfective,

Certification, Mode,

Postassessment :Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4
none very

183



3.2c promote among staff members the desire for constructive
interrelationships with students.

Actual Conditions:

177

Actual Performance:

Preassessment: Cognitive, Affective,

Certification, Mode,

Postassessment: Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4
none very

3.2d encourage staff members to pursue academic and work experience
to develop or up-date skills.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive, Affective,

Certification, Mode,

Postassessment: Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4

none very

14



3.2e explain to staff members in an objective manner where they are
most qualified and wnere they are most lacking.

Actual Conditions:

178

Actual Performance:

Preassessment: Cognitive,

Certification,

Postassessment: Cognitive,

Date Achieved,

Affective,

Mode,

Affective,

Certification,

Mode, Importance, 1 2 3

none very

3.2f plan with staff members for their continued professional growth
through specific academic and non-academic experiences.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive,

Certification,

Postassessment: Cognitive,

Affective,

Mode,

Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4
none very



3.3

ORGANIZATIONAL CLIMATE

IDEAL CONDITIONS: Given staff performances and accom
plishments and the personality of staff members, the
occupational education leader will be able to:

UNIVERSITY SUPERVISOR, COMMENTARY/CONCURRENCE:

ffle

179

186
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180

3.3a identify factors which provide staff members with job
satisfaction and dissatisfaction.

Actual Conditions:

Actual Performance:

ONM.111wORMIMMEN11Ma. =11,MMMIMIIMPINIMESIIIMIlr

Preassessment: Cognitive, Affective,

Certification, Mode,

Postassessment: Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4
none very

3.3b state legal requirements for dismissal or failure to grant
tenure to a staff member.

Actual Conditions: IMM.0.111104.1

Actual Performance:

Preassessment: Cognitive, Affective,

Certification, Mode,

Postassessment: Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4
none Wye

187



3.3c Inform a person when he is in danger of being dismissed and give

him the opportunity to take steps to avoid dismissal.

Actual Conditions:

181

Actual Performance:

Preassessment: Cognitive,

Certification,

Affective,

Mode,

1111.1110

Postassessment: Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4

none very

3.3d inform a person who is not to be rehired specific, concrete reasons

for his dismissal.

Actual Conditions:

Actual Performance:

OYINIIIIRIMINOM111,0111011
Alyw10111410.4111111MMESIMMI.M.M.......p...

Preassessment: Cognitive,

Certification,

Postassessment: Cognitive,

Date Achieved,

Mode,

Affective,

Mode,

Affective,

Certification,

188

Importance, 1 2 3 4

none very



3.3e criticize a staff member without stripping him of his dignity.

Actual Conditions:

Actual Performance:

vreassessment: Cognitive,

Certification,

Postassessment: Cognitive,

Date Achieved, Certification,

Mode,

Affective,

Mode,

Affective,

Importance, 1 2 3 4
none very

3.3f supply another hiring official an objective account of your reasons
for dismissing a former staff member if that official contacts you.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive, Affective,

Certification, Mode,

Postassessment: Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4
none very

189



3.3g determine staff members' interests before establishing an in-
service training program.

Actual Conditions:

183

Actual Performance:
ollIMIMP141.

Preassessment: Cognitive,

Certification,____________

Postassessment: Cognitive,

Date Achieved,

Affective,

Mode,

Affective,

Certification,

Mode, Importance, 1 2 3 4

none very

3.3h maintain staff morale particularly when there is disagreement among
staff members concerning one or more aspects of the existing program
or new programs being proposed.

Actual Conditions:

Actual Performance:

Preassessment:
t
Cognitive, Affective,

Certification, Mode,

Postassessment: Cognitive, Affective,

Date Achieved,

Mode,

Certification,

190

Importance, 1 2 3 4

none very



3.3i foster a climate where teachers look for ways to cooperate with
other disciplines in providing broader experiences for students.

Actual Conditions:

184

Actual Performance:

MMNOMMOMftWIMMON.M.01M1,.....4.*
Preassessment: Cognitive, Affective,

Certification, Mode,

Postassessment:Cognitives Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4

none very

3.3j create a climate in which staff members believe that their inquiries
are welcomed by colleagues and support personnel alike, and do not
represent shortcomings but a desire to learn.

%

Actual Conditions:

Actual Performance:

Preassessment: Cognitive,

Certification,

Postassessment:Cognitive,

Date Achieved,

Affective,

Mode,

Affective,

Certification,

Mode, Importance, 1 2 3 4

none very

191
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3.3k explain the position(s) of administrative bodies to staff members
who resent or disagree with the position(s) taken.

Actual Conditions:

=m1PINIININNIIMMWMOMIMIGNIIMIMINIMONOIN.11116

Actual Performance:

Preassessment: Cognitive, Affective,

Certification, Mode,

Postassessment:Cognitive, Affective,

CDate Achieved, Certification,

Mode,, Importance, 1 2 3 4
none very

192



4

PROGRAM OPERATION

Place in operation all program components, staff, stu-
dents and all other resources to provide a functional
program which meets the needs of students and the com-
munity.

186

193



4.1

SCHEDULING STAFF

IDEAL CONDITIONS: Given the knowledge of staff problems
and scheduling difficulties the occupational education
leader will be able to:

UNIVERSITY SUPERVISOR, COMMENTARY/CONCURRENCE:



188

4.1a identify methods of securing assistance from your staff in
problems arising in program operation.

Actual Conditions:

.en...
Actual Performance:

Preassessment:Cognitive,

Certification,

Postassessment:Cognitive,

4111011MINIImmr.

Affective,

Mode,

Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4

none very

4.1b provide a safe, healthful environment which is conducive to
staff members work.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive,

Certification,

Postassessment:Cognitive,

Affective,

Mode,

Affective,

Date Achieved, Certification,

Moae, Importance, 1 2 3 4

none very

195



4.1c balance work loads of staff members.

Actual Conditions:

189

AOMIMIN101411=111101101.1/=111.1111.1111M1110

Actual Performance:

Preassessment: cognitive, Affective,

Certification, Mode,

Postassessment: Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4

none very

4.1d utilize effective scheduling of staff members and facilities
to afford maximum benefits.

Actual Conditions:

Actual Performance:

MOIMIMM11!IMISM.111111101011101410,

.111111=1111

Preassessment: Cognitive, Affective,

Certification, Mode,

Postassessment: Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4

none very



4.2

STUDENT TEACHERS

IDEAL CONDITIONS: Given information on student teacher
policies, regulations, and institutional objectives, the
occupational education leader will be able to:

UNIVERSITY SUPERVISOR, COMMENTARY/CONCURRENCE:

M IMMO M1A Mow VPmMM

111.1MENIIIIMIMMIIMM

IMIninr...MIE,,Sag..1116I
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4.2a assist supervising teachers in interpreting policies and
regulations of the institution to student teachers.

Actual Conditions:

191

Actual Performance:

Preassessment: Cognitive, Affective,

Certification, Mode,

Poste.sessment:Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4
none very

4.2b evaluate classroom instruction based on stated goals within the
framework of the philosophy and goals of the institution.

Actual Conditions:

MOMEMO011eMEMI

Actual Performance:

Preassessment: Cognitive, Affective,

Certification, Mode,

Postassessment:Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4

none very

19t
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4.2c identify performance standards for each task in an occupation to
the staff members training students for that occupation.

Actual Conditions:

IIMMION110611.1111INIONNIIIIORINIFII

Actual Performance:

10MWRIMMIIIMEMINIOINSINIP..

Preassessment: Cognitive,

Certification,

Postassessment:Cognitive,

Date Achieved,

Mode,

Affective,

Mode,

Affective,

Certification,

199

Importance, 1 2 3 4
none very

4f



4.3

ADVISORY COMMITTEES

5
IDEAL CONDITIONS: Given knowledge of working with ad-
visory committees, institutional or community profession-
als, the occupational education leader will be able to:

UNIVERSITY SUPERVISOR, COMMENTARY/CONCURRENCE:

+.111=rell.a.......=1IIMMI!1010.0811,100.

)

IIIIMOMIOMMEMI

41011.0.141=014
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4.3a recruit businessmen, professionals, and technicians as resource
persons for vocational classes.

Actual Conditions:

194

MIlk
Actual Performance:

NINNeMmil~lawria,

Preassessment: Cognitive, Affective,

Certification, Mode,

Postassessment:Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4

none very

4.3b establish working relationships with advisory committee members.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive,

Certification,

Postassessment:Cognitive,

Date Achieved,

Mode,

Affective,

Mode,

Affective,

Certification,

Importance, 1 2 3 4
none very
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4.3c supervise the advisory committee in conducting a vocational educa-
tion survey.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive,

Certification, Modes__

Postassessment:Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4
none very

Affective,

4.3d indicate resource persons who can provide consultation service to
the advisory committee.

Actual Conditions:

Actual Performance:
0.1.111111111M..111.1MIN01.=111.11111111MOP.1=1111

Preassessment: Cognitive, Affective,

Certifications_ Mode,

Postassessment:Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4
none very
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4.3e communicate the date, place, and agenda of an advisory committee
meeting to all persons concerned.

Actual Conditions:

Actual Performance:

wmaaamMrNWIVmWwOwimmWMWMAMIWIMINoPOIII

Preassessment: Cognitive, Affective,

Certification, Mode,

Postassessment:Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4
none very

4.3f collect occupational data from employers to identify vocational
education needs.

Actual Conditions:

IMMININIMMmo~raft.40....M.P

Actual Performance:

Preassessment: Cognitive,

Certification,

Postassessment:Cognitive,

Date Achieved,

Affective,

Mode,

Affective,

Certification,

Mode, Importance, 1 2 3 4

none very

%03



4.4

DATA COLLECTION & REPORTS

IDEAL CONDITIONS: Given knowledge of special reports,
data collection and educational surveys, the occupational
education leader will be able to:

UNIVERSITY SUPERVISOR, COMMENTARY/CONCURRENCE:

.MMII.11=11111.11

197

204
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4.4a organize reports into a concise form so that only the data related
to the subject of the report is printed.

Actual Conditions:

Actual Performance:emsWemaslallmwwwwWww=ftws....ft.amespomm

Preassessment: Cognitive,

Certification,

Postassessment:Cognitive, Affective,

Affective,

Mode,

Date Achieved, Certification, .11101

Mode, Importance, 1 Z 3 4
none very

4.4b accumulate data of vocational reports required by the state de-
partment of education.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive, Affective,

Certification, Mode,

Postassessment:Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4
none very
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4.4c obtain administrative approval for a vocational education survey,

Actual Conditions:

01111111111001,111=0.1411011.011010.

Actual Performance:

.....011May...11MIMM.1110.11.111

Preassessment: Cognitive, Affective,

Certification Mode,

Postassessment:Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4
none very

4.4d design a concise, clear follow-up instrument which will furnish

needed data and that is brief enough that participants will complete

and return the instrument.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive,

=maeomenimroseMimmlona*

Certification,

Postassessment:Cognitive,

Date Achieved,

Mode,

Affective,

Mode,

Affective,

Certification,

206

NONIVIIIMENNOWIIM11=110

Importance, 1 2 3 4

none very



4.5

WORK PLACE SAFETY

IDEAL CONDITIONS: Given a knowledge of accident preven-
tion, legal requirements, and student special needs, the
occupational education leader will be able to:

UNIVERSITY SUPERVISOR, COMMENTARY/CONCURRENCE:

..birmww..mmelmaaon.

...=..mmniiREMN.AINNOb.

IPP...=NNwPFm.sIMOWNI

OVIIPI.1.NOMMP.I.MMrMIMMINIM,..11

200

207
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4.5a develop and communicate a .safety program based on legal require-
ments and safety standards which will permit optimum utilization
of equipment.

Actual Conditions:

11WOMINM.
Actual Performance:

Preassessment: Cognitive, Affective,

Certification, Mode,

Postassessment:Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, .,,_1 2 3 4
none very

4.5b adapt existing instructional programs to students with special needs.

Actual Conditions:

Actual Performance:

1.1IMIUR001PMWmwommbNPM

Preassessment: Cognitive, Affective,

Certification, Mode,

Postassessment:Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4

208

none very



4.6

CURRICULUM/TIME EVALUATION

IDEAL CONDITIONS: Given a knowledge of vocational pro-
grams, scheduling of faculty and students the occupational
education leader will be able to:

UNIVERSITY SUPERVISOR, COMMENTARY/CONCURRENCE:

.1.110.0.1111..110
otwarowoorrasw.awn!

.1101111.111111.=11.

111.1M

ere=illia...

202
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4.6a evaluate content and time allotted for present courses and programs.

Actual Conditions:

Actual Performance:

MIN.e1M.

Preassessment: Cognitive, Affective,

Certification, Mode,

Postassessment:Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4

none very



5

PROGRAM MANAGEMENT

Apply management techniques to all aspects of a total
vocational program utilizing external and internal re-
sources.

204
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5.1

SUPERVISORY FUNCTIONS

IDEAL CONDITIONS: Given the knowledge of supervisory,
delegative, and cooperative responsibilities and the
means of their effective application with staff person-
nel, the occupational education leader will be able to:

UNIVERSITY SUPERVISOR, COMMENTARY/CONCURRENCE:
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E.la identify those staff members who are capable and willing to accept
and carry out responsibilities delegated to them.

Actual Conditions:

Actual Performance: =11romaftw.r

Preassessment: Cognitive, Affective,

Certification, Mode,

Postassessment:Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4
none very

5.1b incorporate controversial issues when making a decision on one
particular issue.

Actual. Conditions:

Actual Performance:

wwwssowswmmiNkommMesrums....wwwwwwwasalPagsawwwliwwwaimmwwwww

Preassessment: Cognitive, Affective,

Certification, Mode,

Postassessment:Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4

none very

213
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5.1c utilize the skills of staff members in solving problems related
to the vocational programs, and give due credit tc the individuals
involved.

Actual Conditions:wM MIMMEIWN.1.111011ORINww/.
1AYMOOMMWMIUMMMMOYOMONMO.M

Actual Performance:

ww.WWW04W4IMMUMWYMOMMWYM1
Preassessment: Cognitive,

Certitication,

Affective,

Mode,

Postassessment:Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4

num vgry

5.1d establish an effective chain of command with a responsible super-
visor at each level.

Actual Conditions:

Actual Perfcrmance:

.1.110..11/MINVNIIMINONO.P.

Preassessment: Cognitive,

Certification,

Postassessment:Cognitive,

Date Achieved,

Mode,

Affective,

Mode;

Affective,

Certification,

PL

Importance, 1 2 3 4

Very
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5.1e keep staff members clearly informed as to what is expected of them.

Actual Conditions:
AMMIMEMEMM.IMMINI

Actual. Performance:

Preassessment: Cognitive, Affective,

Certification, Mode,

Postassessment:Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4
one very

5.1f inform staff members of the accepted methods to be used in the
resolution of grievances.

Actual Conditions;

illOmMINNIONI1Imsma

Actual. Performance:

Preassessment: Cognitive, Affective,

Certification, Mode,

Postassessment:Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4
ITNE VerY

215



5.1g settle grievances quickly after listening to all issues and
positions.

Actual Conditions:MOMO.M...011MIOMMMM

209

AMP

.11WEIMIIMENNOMMmINMM1011M111,1M.W

Actual Performance:

wea.,===MINI41,verg..../..

Preassessment: Cognitive, Affective,

Certification, Mode,

Postassessment:Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4
WETTe very

5.1h secure maximum performance from staff members.

Actual Conditions:

,..0.0.1........

Actual Performance:

Preassessment: Cognitive, Affective,

Certification, Mode,

I

Postassessment:Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4

none very
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5.1i assist staff members in defining goals, tasks, and purposes of new
programs as veil as developing new approaches to instruction (team
teaching, modular scheduling, etc.).

Actual Conditions:

Actual Performance:

Preassessment: Cognitive, Affective,

Certification, Mode,

Postassessment:Cognitive, Affective,

Date Achieved, Certification,

Mode,

217

Importance, 1 2 3 4

none very



5.2

OCCUPATIONAL PROGRAM FOLLOWUP

IDEAL CONDITIONS: Given a school program and the pro-
cedures involved to effectively guide the student's
learning and meeting of his goals, the occupational educ-
ation leader will be able to:

UNIVERSITY SUPERVISOR, COMMENTARY/CONCURRENCE:

0 0060*.

01=1

.-
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5.2a appraise the value of general education to vocational students.

Actual Conditions:

212

Actual Performance:

111Mr.111141011, AlminumlUINNIIIma .0111100411
Preassessment: Cognitive, Affective,

Certification, Mode,

Postassessment:Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4
none very

5.2b appraise the value of various testing methods as a basis for
counseling students.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive,

Certification,

Postassessment:Cognitive,

Affective,

Mode,

Affective,

Date Achieved, Certification,

Mode,

.....=4.

Importance, 1 2 3 4

none very



5.2c evaluate programs on the basis of the progression of student
behavior toward established goals.

Actual Conditions:

213

.=1.=rwwIwmwamrmllemyoaIIWIIIrONWWMIInoimrOIa.Nplimmnilmmenomm.immMilm.N11

Actual Performance: .111ww AINSM11

Preassessment: Cognitive, Affective,

Certification, Mode,

Postassessment:Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4
none very

5.2d determine the reasons stmdents drop out of the vocational program.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive, Affective,

Certification,

Postassessment:Cognitive,

Date Achieved,

Mode,

Mode,

Affective,

Certification,

220

Importance, 1 2 3 4

none very



5.1e determine the need for follow-up study questionnaires.

Actual Conditions:

214

Actual Performance:

Preassessment: Cognitive, Affective,

Certification, Mode,_ --.
Postassessment:Cognitive, Affective, --......--

Date Achieved, Certification,
11101111MIIIII

Mode, Importance, 1 2 3 4
none very

5.2f devise a system for continual follow-up information on the place-
ment, employment and training status of each graduate of the
vocational program.

Actual Conditions: 1111M..

Actual Performance:1111111111
....41...11.0.=1.

Preassessment: Cognitive,

Certification,

Postassessment:Cognitive, Affective,

Date Achieved, Certification,

Affective,

Mode,

Mode, Importance, 1 2 3 4

none very

221



5.2g motivate staff members to provide information to prospective
students for all vocational offerings.

Actual Conditions:

215

Actual Performance:

1111111111011.111101.1110

Preassessment: Cognitive, Affective,

Certification, Mode,

Postassessment:Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, ,_,,,1 2 3 4
none very

5.2h work with guidance personnel to develop occupational information
describing local and national opportunities.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive, Affective,

Certification, Mode,

Postassessment:Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4

none very

222
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5.2i suggest to teacher-coordinators methods of improving in-school
and on-the-job cooperative vocational education instruction.

Actual Conditions:

11111.111.1111
Actual Performance:

=01MMINNI=OMMMIMMamm.....=.1MBIN

Preassessment: Cognitive, Affective,

, Certification, Modet

Postassessment:Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4
none very

5.2j interpret the role of guidance, counseling and placement in
vocational education.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive,

Certification,

Postassessment:Cognitive,

Date Achieved,

Mode,

Affective,

Mode,

Affective,

Certification,

223

Importance, 1 2 3 4

none very



5.3

MANAGEMENT STYLE DEVELOPMENT

IDEAL CONDITIONS: Given the knowledge of management
techniques, the occupational education leader will be
able to:

UNIVERSITY SUPERVISOR, COMMENTARY/CONCURRENCE:

217

224
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5.3a define background information concerning controversial issues which
require decisions.

Actual Conditions:

Actual Performance:

smoiMINIMOINIONWINIMININNEM11.11111111/111141M1111111.

Preassessment: Cognitive, Affective,

Certification, Modes

Postassessment:Cognitive, Affective,=1.MNI110110111

Date Achieved, Certification,

Mode, Importance, 1 2 3 4

none very

5.3b interpret and apply federal legislation related to vocational educa-
tion.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive, Affective,

Certification,

Postassessment:Cognitive,

Mode,=www........m.....
Affective,

Date Achieved,

Mode,

Certification,

225

Importance, 1 2 3 4
none very
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5.3c correlate job market, student interest, initial cost and on-going
cost related to existing or proposed specialized vocational pro-
grams within the vocational education prAram.

Actual Conditions:

Actual Performance:

Predssessment: Cognitive, Affective,

Certification, Mode,

Postassessment:Cognitive, Affective,

Date Achieved, Certification,

Mode,, Importance, 1 2 3 4

none very

5.3d delegate authority to units or individuals nearest the point where
the action takes place.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive,

Certification,

Affective,

Mode,

Postassessment:Cogniti ve, Affective,

Date Acnieved, Certification,

Mode, Importance, 1 2 3 4

none very

226
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5.3e perceive evaluation of the program as the responsibility of stu-
dents, staff members, administrators and outside agencies.

Actual Conditions:
11111=11111=11111=EMIONSIMINIUMINDOIMMUNII11111MOMMIIIMINIMMIIMMEMMIMMIUMPINIONIMMINWIMMINNIMIMMIMENIm

Actual Performance:
11II1711.1111111MNO.MMINNINIVNIMM.INIMINIMMIIIND

1.
Preassessment: Cognitive, Affective,

Certification, Mode,

Postassessment:Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, i 2 3 4

none very

5.3f express and demonstrate a philosophy consistent with the objec-
tives of vocational education.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive, Affective,

Certification, Mode,

Postassessrient:Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4

none very
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5.3g realize when he has made a mistake and profit from the experience.

Actual Conditions:

Actual Performance:

......rwelmwar.emmamwmomwAMMPIMI
11111M.11.11MONONIMM.,

Preassessment: Cognitive, Affective,

Certification, Mode,

Postassessment:tognitive, Affective,

Date Achieved, Certification,

;lode, Importance, 1 2 3 4

none very

5.3h examine controversial positions, make a decision and justify the
position taken.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive,

Certification,

Affective,

Mode,

Postassessment:Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, `1 2 3 4

none very



5.3i maintain ethical standards expected of a professional educator.

Actual Conditions:

222

11111.4*01111.1111.111.1.4.04111.

eNmly...,W1600 .10 ....111MNINMIMIegw..+11111.MMYMNIonmilIVMNONDIO..

..1=111.r44

Actual Performance:

Preassessment: Cognitive, Affective,

Certification, Mode,

Postassessment:Cogniti'e, Affective,

Date Achieved, Certification,

Mode, Importance 1 2 3 4
none very

5.3j devise a plan for survey staff to follow in conducting a vocational
education survey.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive, Affective,

Certification,

Postassessment:Cognitive,

Date Achieved,

Mode,

Affective,

Certification,

Mode, Importance, 1 2 3 4
none very

2Z9
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5.3k cooperate with fellow administrators in educational planning and
decision making at the local level.

Actual Conditions.

ACtual Performance:

Preassessment: Cognitive, Affective,

Certification, Mode,

Postassessment:Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, 1 .2 3 4
none very

5.3.1 select the most appropriate system or procedure for each problem
with which he is faced.

Actual Conditions:

Actual Performance:aMON.M.M.IsownnimmoilIMEIONEMMIIIMMIIMOIlawnwom

01.111MIIIiIMMOIMIII411 ...01.1.

Preassessment: Cognitive, Affective,

Certification, Mode,

Postassessment:Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4

none very

111110111/1/1.

2330



5.4

COMPLYING WITH LEGISLATION

IDEAL CONDITIONS: Given the procedures for establishing
public relations and the ability to ir:erpret and comply
with legislation at the local, state, and federal levels,
the occupational education leader will be able to:

UNIVERSITY SUPERVISOR, COMMENTARY/CONCURRENCE:

ftOOMMINNIIMMW

224
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5.4a utilize state office personnel anytime their expertise can assist
in any facet of the vocational program.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive, Affective,

Certification, Mode,

Postassessment:Cognitive, Affective,

Date Achieved, Certification,

Mtde, Importance41 2 3 4
none very

5.4b plan, schedule, execute and evaluate in-service training system-
atically.

Actual Conditions:

Actual Performance:

01111..011111011=r

Preassessment: Cognitive, Affective,

Certification, Mode,

Postassessment:Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4
none very
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5.4c cooperate with state staff members in promoting, developing, sus-
taining and evaluating vocational programs.

Actual Conditions:

Actual Performance:
NIMOIMIIIMIPIM.M.M111011M1.1111.1111101/i.1111NIMMIIIIIMb

-11111111.1m,
Preassessment: Cognitive, Affective,

Certification, Mode,

Postassessment:Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance,...) 2 3 4
none very



6

MANAGEMENT OF PHYSICAL
FACILITIES, SUPPLIES AND EQUIPMENT

Prepare budgets and acquire and utilize facilities,
supplies and equipment to their greatest advantage for
the institution.

227
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6,1

FACILITY & EQUIPMENT BUDGETING

IDEAL CONDITIONS: Given the current budget, an inven-
tory of present physical facilities and the curriculum,
the occupational education leader will be able to:

UNIVERSITY SUPERVISOR, COMMENTARY/CONCURRENCE:

)

01,111111MIMOMMOIgn +1111110411.1.1M.M

228
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6.1a specify the long range facility, equipment and supply needs for
the vocational education program.

Actual Conditions:

229

110.......IMIII110

Actual Performance:

Preassessment: Cognitive, Affective,

Certification, Mode,

Postassessment:Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4

none very

6.1b prepare a long-range budget which projects the financial needs of the
total vocational education program.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive, Affective,

Certification, Mode,

Postassessment:Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4

none very
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6.1c plan an operating budget proposal for consumable supplies, services
and materials needed in a vocational course.

Actual Conditions:
.191111.1111111111OMFMMIIIIIIIII....111...111111401111=11MINIIM,

Actual Performance:

Preassessment: Cognitive, Affective,

Certification, Mode,

Postassessment:Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4

none very

6.1d prepare a capital outlay budget proposal for the total vocational
program.

Actual Conditions:

Actual Performance:

.11110.......
Preassessment: Cognitive, Affective,

Certification, Mode,

Postassessment:Cognitive, Affective,

Date Achieved, Certification,_

Mode, Importance, 1 2 3 4
none very



6.1e prepare budgets based on anticipated incomes from federal, state
and local sources.

Actual Conditions:

231

11
Actual Performance:

Preassessrent: Cognitive,

Certification,

Postassessment:Cognitive,

Date Achieved,

Mode,

Affective,

Node,

Affective,

Certification,

Importance, 1 2 3 4

none very

6.1f file rcimburserent claims with the Division of Vocational and Techni-
cal Education.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive, Affective,

Certification, Mode,

Postassessment:Cognitive, Affective,

Date Achieved, Certification,

node, Importance, 1 2 3 4

none very



6.Ig analyze capital outlay and projected funds needed to begin and
continue a new vocational course or program.

Actual Conditions:

232

Actual Performance:

Preassessment: Cognitive, Affective,

Certification, Mode,

Postassessment:Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4
none very

6.1h allow for flexibility in a budget for price changes, enrollment
changes and new products.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive, Affective,

Certification,_ Mode,

Postassessment:Cognitive, Affective,

Date Achieved,, Certification,

Mode, Importance, 1 2 3 4
none very
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6.11 develop and implement a procedure for establishing priorities for
the use of funds and other available resources.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive, Affective,

Certification, Mode,

Postassessment:Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4

none very

6.1j verbalize and substantiate budgeting priorities, property and ac-
countability decisions you have made to appropriate persons at
any time.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive, Affective,

Certification, Mode,

Postassessment:Cognitive, Affective,

Date Achieved,

Mode,

Certification,

Z40

Importance, 1 2 3 4

none very



6.2

PURCHASING EQUIPMENT

IDEAL CONDITIONS: Given the necessary budgetary inform-
ation and present needs of the vocational program, the
occupational education leader will be able to:

UNIVERSITY SUPERVISOR, COMMENTARY/CONCURRENCE:

1110./.1M111.101.1=111...

OMMIMMINNIMMUMI.MMIIIMMENEMM=11/111111110110,1101
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6.2a identify financial requirements for purchasing needed equipment.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive,

Certification,

Postassessment:Cognitive,

Date Achieved,

Affective,

Mode,

Affective,

Ceti fi cation,

Mode, Importance, 1 2 3 4
Ririe very

6.2b arrange for additional vocational facilities to accommodate expanded
enrollments and technological advancements related to the vocational
program.

Actual Conditions:

.1111.1...1......M.11....

40=101101M11111.10=11111110111011111111

Actual Performance:

Preassessment: Cognitive,

Certification,

Postassessment:Cognitive,

Affective,

Mode,

Affective,..

Date Achieved, Certification,

Mode, Importance, 1 2 3 4

Fohe very
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6.2c identify various sources of securing needed equipment.

Actual Conditions:

236

Actual Performance:

Preassessment: Cognitive,

Certification,

Postassessment:Cognitive,

Affective,

Mode,

Date Achieved,

Mode,

Affective,

Certification,

Importance, 1 2 3 4
none very

6.2d design a procedure for acquiring the supplies and equipment needed
in each vocational course.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive,

Certification,. Mode,

Postassessment:Cognitive, Affective,

CDate Achieved, Certification,

Mode, Importance, 1 2 3 4
none very

Affective,
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6.2e identify new tools and equiphant needed for the vocational program
during the current academic year.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive,,

Certification,

Postassessment:Cognitive,

Affective,

Mode,

Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4
none very
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6.3

UTILIZING PHYSICAL FACILITIES

IDEAL CONDITIONS: Given the floor plan of physical fa-
cilities the occupational education leader will be able
to:

UNIVERSITY SUPERVISOR, COMMENTARY/CONCURRENCE:

238
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6.3a plan vocational laboratory layouts to gain maximum benefits from
available space.

Actual Conditions:il
Actual Performance:

IMMORIII
IIMI

Naaa.maNMMO=.610.M.MININ

Preassessment: Cognitive,

Certification,

Postassessment:Cognitive,

Affective,

Mode,

Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4

none very

6.3b equip teaching stations to achieve the stated objectives for each
program.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive, Affective,

Certification, Mode,

Postassessment:Cognitive, Affective,

.10111

Date Achieved, Certification,

Mode, Importance, 1 2 3 4

Tone very
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7

PUBLIC RELATIONS

Analyze the overall structural aspect of the public
relations and publicity network in order to: a) better
evaluate sources and kinds of information available,
b) better utilize the communication media to convey
vital information to the various situationally involved
groups and individuals throughout the community, and c)
become personally involved in service groups.
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7.1

ASCERTAINING PUBLIC OPINION

IDEAL CONDITIONS: Given a number of general problems
associated with occupational education, the occupational
education leader will be able to:

UNIVERSITY SUPERVISOR, COMMENTARY/CONCURRENCE:

241
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7.1a identify the make-up of the community before planning a program of
school-community relations.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive, Affective,

Certification,

Postassessment:Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4

none very

Mode,

7.1b obtain informal feedback on the vocational program through contacts
with individuals 4 the school and community.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive,

Certification, Mode,

Postassessment:Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4

none very

Affective,
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7.1c evaluate the degree to which the objectives of the community re-
lations program have been met.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive, Affective,

Certification,

Postassessment:Cognitive,

Date Achieved,

Mode,

Mode,

Affective,

VellIMOINFINIVIP.P.

Certification,

Importance, 1 2 3 4

none very

7.1d ascertain and evaluate public opinion about vocational programs.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive, Affective,

Certification, Mode,

Postassessment:Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4

none very



7.2

PUBLICIZING OCCUPATIONAL PROGRAMS

IDEAL CONDITIONS: Given an outline of the purposes of
occupational education and a description of the com-
munity, the occupational education leader will he able
to:

UNIVERSITY SUPERVISOR, COMMENTARY/CONCURRENCE:

.1........mareamerwEramarmwomowasawaw
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7.2a speak to school and community groups about the vocational program.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive, Affective,

Certification, Mode,

Postassessment:Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4
none very

7.2b publicize the establishment of the advisory committee, its members
and its functions to the school and community.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive, Affective,

Certification, Mode,

Postassessment:Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4

none very
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7.2c communicate what is going on in business and industry to the
school staff.

Actual Conditions:

246

Actual Performance:

Preassessment: Cognitive, Affective,

Certification,

Postassessment:Cognitive, Affective,

Date Achieved, Certification,

Mode,

Mode, Importance, 1 2 3 4

none very

7.2d publicize the purposes and objectives of a vocational education
survey.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive, Affective,

Certification, Mode,

Postassessment:Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, _1 2 3 4

none very
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7.2e use a variety of communication techniques on a carefully planned
basis to influence public opinion.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive, Affective,

Certification, Mode,

Postassessment:Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4
none very

7.2f conduct public relations activities to reach external publics
(merchants, businessmen? community organizations, professional
organizations, etc.).

Actual Conditions:

Actual Performance:11MM
Preassessment: Cognitive, Affective,

Certification, Mode,

Postassessment:Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4

none very
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7.2g conduct public relations activities to reach internal publics
(school administrators, teachers, guidance staff, and students).

Actual Conditions:

248

Actual Performance:

Preassessment: Cognitive,

Certi fi cation,

Postassessment:Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4
none very

Affective,

Mode,

7.2h write articles about newsworthy activities being carried on in the
vocational program, for the news media.

Actual Conditions:
........-.,...................

Actual Performance:

Preassessment: Cognitive,

Certification,

Postassessment:Cognitive,

Affective,

Mode,

Affective,

Date Achieved,

Mode,

255

Certification,

Importance, 1 2 3 4
none very



7.2i conduct an open house to familiarize members of the school and
the community with activities of the vocational program.

Actual Conditions:

249

Actual Performance:

Preassessment: Cognitive, Affective,

Certification,

Postassessment:Cognitive,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4

none very

Mode,

Affective,

7.2j provide brochures to acquaint the school and community with various

aspects of the vocational program.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive, Affective,

Certification, Mode,

Postassessment:Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4

none very
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7.3

WORKING WITH THE COMMUNITY

IDEAL. CONDITIONS: Given the description of the formal
and informal power structure of the community, the oc-
cupational education leader will be able to:

UNIVERISITY SUPERVISOR, COMMENTARY/CONCURRENCE:
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7.3a identify ways staff members can achieve community involvement
which will build better public relations for vocational education.

Actual Conditions: 0111

Actual Performance: rtwmINmwmllwwwwmwmwwomnmmwrnnwymwIw..MMIIMIIMOP

Preassessment: Cognitive, Affective,

Certification, Mode,

Postassessment:Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4

none very

7.3b work with different racial and ethnic groups within the community.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive, Affective,

Certification, Mode,

Postassessment:Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4

none very
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7.3c describe to vocational education staff members how they can improve
their image by productively participating in community, civic, ser-
vice or social organizations.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive, Affective,

Certification, Mode,

Postassessment:Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4

none very

7.3d assist with community, business and industry sponsored activities.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive, Affective,

Certification, Mode,

Postassessment:Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4

none very



7.3e identify supportive community service groups.

Actual Conditions:

25.3

Actual Performance:

Preassessment: Cognitive, Affective,

Certification,

Postassessment:Cognitive,

Date Achieved,

Mode,

Affective,

Certification,

Mode, Importance, 1 2 3 4

none very


