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PREFACE

The following material comprises a transpertable mcdel pro-
grar for preparing occupational education leaders/administrators.
Flthough the mocel was primarily designed for and tested in I11i-
rois, it is believed that it has applicability in other states as
well.  The entire design is‘based oh a comprehensive, in-depth
analysis of the occupational education 1eader/admiﬁistrator
role and has subsequently teen validated through implementation in
several Southern I11incid school sysgems and on the camrpus of
Southern I1linois Uniyersity at Carbondale.

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

handbook for:

* Cél]ege and Univeréity departments and professors preparing
occupational educadien 1¢aders/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 performarnces stucents are tc master and provides a be~
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fcre and after assessment technique and recording system use-
ful in monitoring student ability to perform.

* 0ccupationa1'bducation 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 aciivities, 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 foréh the model's overa11_
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 IIl
provides samples of activities, for all 159 p;rformances, 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, 1V,
is an individual portfolio assessment system complete with direc-
tions for use.

The materials included in this model can be used in a great
variely of ways. For example, section III and IV can be combined
as a rather complete syllabi of curriculum units and references
for pre aﬁd/or inservice instruction; applicable sections can be

fused into graduate level courses; and individual sections can be

used independently for planning or reference purposes.

—
,
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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 professo?é and eﬁtrepreneurs
generall} would want to design a preparation program that best
fits their own professional and institutional needs and expecta-
tions. Further, professioqfls being the éreative 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 I1linois.

It is a handbook of useful helps and resources organized according
to a format that permit: 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
déal with the myriad'problems that attend so&%d 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 Tevel and placed squarely on the local
school district. Generally school leaders in past years had merely
to follow fhe requirements promulgated by the designated state

vocational education official and the local program would be approv-

4

11



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

the press fdroaccoqntability 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
Tocal 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 responsibi]fty 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 I1linois

Against this bachground the Professional and Curriculum Devel-
opment Unit of the Il1linois Division of Vocational and Technical
Education issued an RFP {Request for Proposal) for two teacher
education institutions to devalop a model performance-based graduate
program which would lead to the preparation, ceftification and
employment of qualified leaders of vocational education programs :
in I1linois schobls. A cooperative project was awfrded to a con-
sortium composed of I1linois State University at Nommal and South-
ern I11inois University at Carbondale.! The model program that

was developed as a result of this effort was then made the basis

/ , .12



!
for follow-up projects which required two universities to each
enroll qualified students in order to implement the previously
developed model performance-based graduate program in Occupational
Education.. Bbth institutions, thathave worked together to develop
the performance-based model, continued with the implementation
phase.
THE MODEL

Through the work of Ramp and Anderson,2 perforﬁances have
beer identified 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: B

1.0 Program Planning and Implementation R

2.0 Staff Recruitment S .

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 mode! and are
used as the broad parameters of instructiona] content (see Figure 1).

Figure 1

PROGRAM PLANNING AND IMPLEMENTATION - bERFORMANCE AREA 1

ﬁi“.
Occupational External Analyzing. Improving
Program Regeurces and .} Operational Instruction and
Pianning /’gganning Programs Curriculum
1.1 1.2 1.3 - 1.4

- continued -

\ , o



Figure 1 (continued)

STAFF RECRUITMENT -~ PERFORMANCE AREA 2

Writing Job
Descriptions

2.1 '

Analyzing
Applicant
Credentials
2.2

Interviewing
Candidates

2.3

Choosing
Staff
Members
2.4

PERSONNEL DEVELOPMENT AND MANAGEMENT - PERFORMANCE AREA 3

New Staff
Orientation

3.1

Staff
In—serK:ce

3.2

Crganizational
Climate

3.3

PROGRAM OPERATION - PERFORMANCE AREA 4

Scheauling Student Advisory Data
Staff Teachers Commi ttes Collection
and Reports
4.1 4.2 4.3 4.4
Work Place Curriculum/
Safety Time
Evaluation
4.5 . 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
- contirved -
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Figure 1 (continued)
PUBLIC RELATIONS - PERFORMANCE AREA 7

Ascertaining Publicizing Norkihg with

Public Occupational the Community
Opinion Programs
7.1 7.2 7.3

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. . 3

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

/]
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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

BEST COPY AVAILABLE

' Admmisirater 5

¢ / srifcate ) RS
H Leadershp Compatence \ ¢ u*’"?

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 endeavo; 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 y
leader who arranges organizational participation for and proficiency o
development by an intern. A conperating education institution pro;
vides an intera with an averzage 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 coordination by a professor. The classroom
sessions include discussions of pertinent reading materials, work~
shops and seminars by-state office personnel and private sector

< personnel, simulations of administrative performances, and inter-
vention strategies for organizational development. These sessiong
are built basically upon the model's 159 performance statements
and related internship concerns as reported by Univeréity coordigg:;n\\J/////

tors. Thus, the program including classroom sessions is 1inkek

-

both to professional leadership requirements through the portfolNo
performance statenentéxand to actual on-the-job occurrences through

the university internship coordinator.

Portfolio _of Proficiency Development

"
The blueprint for the entife 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.deve1oped. 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-

ERIC | 17
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ally, for each performance staterment the intern assesses his level
of cognitive broficiency develovment at (1) None, (2) Knowledge,
(3) Comprehension, (4) Application, (5) Analysis, (6) Synthesis, and
{7) Evaluation.® The date of the pre-assessment (beginning of
program) and the date of the post-assessment(s) are entered as
well as the methods of attainment. Siénatures by the cooperating
Teader 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 accompanyirg 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 individuqlizing provision of this performance-
based assessment system, howevg?, is the encouragement of student-
suggested criteria upon which to judge proficiency achievement.
In other words, the suggested typical perforﬁénces for each level
of proficiency are indicators, not rigid ends in and of themselves.
For purposes of the program, competence (5 minimally acceptable.
proficiency) is designated ag\at least the Comprehension level of '
cognitive proficiency and the Receiving level of affecgive proff-
ciency in 90% of the performances.
The portfolio alsg places squarely on an intern the onus of
. competency development.. Since the performances (inc]udingﬁthbsé
. suggested by the intemm) are clearly outlined at the bedinning of

the program, their successful accomplishment becomes the intern's

is
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basic responsibilfty. 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 ff the interaship,
classroom activities, and other planned experiences fail to develop
competency, he/she can design his/her own activities for competency
development. Continuing periodic post-assessmenis at lower levels
of proficiency than program expectations, i.e., lower than the
"Comb}ehension" and "Recéiving“ 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 anotper éducational institution: a reverse flow to the
university is at a high level and is a mechanism for the continued
adjustment of the pregram.

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/her 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 sgaff members who in turn design appropriate class-
room actfvities (simulation, etc.) aimed at common problems.

Experience to date indicates that the beginning (or motivating)

f

19



» 13

idea and place of proficiency developmenf may be different for each
intern. For instancey 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 theory in
the classroom.

CONCLUSION .

C

The validity ¢f 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 . ¢¢#! |

Co-operators of the project believe that both classroom and
internship experiences are necessary compoﬁents 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 s

with the intern is of critical importance to a successful individual

<0
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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 and 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 that it is a require-
ment thét 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 té be
made for proficiency development outside the usual university
campus-based course requirements.

Ingeneral, those who have worked with the model are of the
opinion ,that the outcomeé 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-

<1
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ments at a future time. Campus professorg‘exhibit a new 2wareness

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

personnel.

1Edward Anderson and Wayne S. Ramp, A Competency Based Model
Graduate Program in Occupational Education Administration. A report
on a joint project between Southern I11inois University at Carbondale
and I1linois State University at Normal; Project Funding Agency:
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Springfield, 111inois, June 30, 1972. (Eric No. ED 066-~566)
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z . FOUNDATIONS & PHILGSOPHY

Program Planning & Implementation: 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.ﬁ
Quality education is the logical super-highway to run across the
map. '

'Most persons would agree that numergus 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. Soqg of these problems may embody
extremely serious concerns and might Qéll result in great setbacks
in the educational opportunities that the schools provide students
unless time and money are allocated for their solution. Other pro-
blems, even though the subject of frequent compiaints, 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, despitelcomp1aints. Perhaps because of the perplexity
which such a profusion of brob1ems<creates, many schools try to
pinpoint causes of problems and look for solutions before the
problems themselves are well understood. How 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 i§5ues that face any érogram 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.

(B8) Providing individual opportunities:

<1
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One of the primary goals toward which the educational system
m9§t 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 coh-
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 numbers of people and expenditures involved,
thére is no formal 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
having«to do with efficiency and equity in the allocation of edu-
cational resources.

(D) Providina 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. Mﬁny
influences besides an individual's abilities, interest, and know-
1edgé of occupations affect how he views the compromises required
in méking 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 avai]abi]ity of émployment.
(E) Providing for mobility through vocational education:

The fact that today's pace of technological programs sometimes

2S5
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results in skills and whole occupations becoming-obsolete as soon
as they are mastered is almost certainly a major cause uf current
social fragmentation and frustration. Vocational education's cur-
rent trend towards the preparation of students for careers not
just jobs, probdbly ho\ds the potential to result in occhpational
eéucation being a solution to such problems rather than a cause.

In conclusion, vocational education has a much broéder scope
thah training people for jobs. While one of its most worthy func-
tions is preparation for and/qg increase of proficiency within an
occupatjon. vdcational education also has the potential to help
solve societal probbgms 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 persénnel ina biven district, it is
important to formulate a common philosophy. Such philosophy
should be developed cooperatively among hoard of education members,
administrators, teachers, nonprofess%onal pérsonnel, community
repq@gszfatives, and students. }t should be not only broad in
refléctigg‘the desires and aspirations of the community but also
unique to the individual school district.

Supporting an educational institution's philosophy should be
purposeTul 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

<6
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and -functions of the person who is to fill a post be analyzed and
cleariy set forth as a part of the district's policies.

‘ ‘ Figure 4 _
BEST CCPY AVAILABLE N\ .

3

A factor that should be considered is the idiosyncratic nature
of the personnel coming into the organization. Studies of organ-
izatjons show rather conclusively that an organizatié;, if it
wants to make optimal use of its pro;essionals, must structure
itself freely enough to capitalize upon thé aspirations of indivi-
duals and encourage exceptional performance. Discrimination that
affects the freedom of the mind is not conducive to exceptional

performance. \

In addition, organfzational opportunities and expéctationsi
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must b% thoroughly explained to all new members. The areas covered
shoubd’inc]ude organizaticnal 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
orienéation wbrkshop for new teachers. During orientation a dis-
cussion, of the cuﬁrent school philosophy and polifies, the curric-
ulum, and administrative procedures should be carefully explained.
Experienced teachers can ably help condugt such a workshop. 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. | '

The ea:1y months of the first year of té;ching in a given
institution are quite often a desirable time-for a teacher seminar.
Sometimes a planned set of meetihg; 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 1eadership abilities and at the same ;ime stimy-
| 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 rew teachers make mistakes because they are not aware of

- current practices and many hours of valuable time are iost when

new teachers are required to "find their way around” in carrying
Q 28
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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 poipting 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 ézw teacher needs to develop a Ssense
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 personngl 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 6rganizations are
administered according to traditional “principles of organization."
Argyris finds that three mechanisms through which the organization
frustrates the mature emp]byee, and encourages immature ones to
stay that way, are (1) the formal organization ;tructure, (2) direct-
ive leadership, and (3) managerial contfgls. 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, golid-bricking, and
other forms of covert rebellion against the dependency imposed by
formal authority and control.

Figure 5
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Thus, the occupational education leader should generally be
aware of the patterns sought for his institution. Some éf these
are:

(R) The role of vocational education:
Y, Yocational 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

i J0
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professionals alone.
(B) The role of the teacher .

Teachers are becoming more professional. Professionals keep
abreast of new techniques énd practices and adjust delivery systems
for individual clientele. Not oniy the day-to-day experience‘ of
students but also the kinds and characteristics of delive;y systems
will vary according to individual short and long-range plans.

School assignments need to be made clear and each individual
should be placed inra Job where his training and experience is the t
greatest. Good personnel relations require thq 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 teéching 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, préduces the best
results. . 2

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 time-consuming,

and these factors should be considered. It is important that the

- <% R
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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 relationships of teachers to boards of ;ducation vary
greatly throughout the nation, and two-;;izhe major reasons are the
size of the school district and the community invo]veq. Neverthe-
less, boards of education are the legally responsible bodies for
developing local educaticnal policies and programs. In éarrying
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
odf speéified programs.

2) The Administration

The board of educat;%n is mentioned more frequently in state
statutes than any other group or person in the operation and main-
tenance of public schovls. Next in frequency is the superintendent.
He has some duties spelied 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. Gopd 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
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accept.the responsibility that the schools should reflect the best
aspects of the community. This péinciple also carries with it the
communiiy'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 psychoiogically 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 subyroups (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, 1ittle group identification with pro-
gram results and little group and personal ﬁélongingness in the
organization's various vocational progféms.

(D) The need to provide job satisfaction:

According to Herzburg's two-factor theory of job satisfaction

[y
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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 poiicy and adhinistration, 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 -
detérmining the motivation, satisfaction; and performance of . .
employees at work. h

(E) The need for experimentation:

The attitude the employerﬂthkes 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 givéh school system. For ¢ ample, if accountability
becomes so rigid that little or no experimentation is encouraged
or unaertaken, then educational progress will have been dealt a
setback. '

In sumary, personnel development and managemént depends upon'
interrelated sets of legal, psychological, and operational variables.
Occubational edupation leaders would be wg]l advised to be cugizant
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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tion more organically with their livesty\ Combinations of general
education and professional training are shifts in the ecology of
learning away from solely the classroom teaching an& into a variety

of problem areas and learning centers augmeq;ed by electronic mediz.

-
/ BEST COPY AVA!‘AB!.E Figure 6

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
of fered as part of a comprehensive educational institution or in a

separate vocational school.
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New directions in organization dé&elopment depend upon 2
critical assessment of the present. One method of conducting such
e;f an analysis is illustrated by the following six step prdcess:
1. Identify the specific major uevelopmental needs facing the
organization and its_empIOyees.

Be ready»to achieve a more complementary relatiohship between

(AN

formal and informal organization during organizational devel-
opment.

3. Stress a closer integration of diagnostic and action-orientcd
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 behavibral 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 prgctice. The emphasis in manage-
ment 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 methcd, role-playing, and simulation exercises.
Bgyond such intellectual and vicarious experiences are attempts to

improve management behavior directly by helping the manager develop

36




30

greater self-awareness and §ocia1 sensitivity..

Current experiments in using laboratbry training among selected
groups of actual or potential managers indicate a cautious movement
by industrial organizations and edugational institutions toward
influencing management behavior directly. Starting with the exper-
imental programs of the National Training kaboratory for Group
Qevelopment 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 expectéd 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 1nevit$b1y arise for growth rather than sweeping
them aside as hastily as possible. The conflicts and ¢rises 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-
ercd 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 cecisions which are
required of the different groups. The occupational education lead-
er must organize and guide his staff in the formulation of goal-
sunpporting 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 5ctua1 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- /n
tional ones. He should consequently show willingness to discard
outmoded procedures and to provide extra time and new facilities
that innovative practices may require. Imprdved 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 teafhers. School schedules usually
assume that classes will be approxiﬁate]y uniform in size. Arrange-
ments may be mgée, however, for special classrooms. This can help
both the teach;{, and students, and result in a better product.
Permission for téachers 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 Ftaff loads,
broader planned methods, better scheduling, and a more complete
educatianq] product.

A significant aspect of agsisting new and experienced teachers
concerning a hore compiete 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 schoo] is still obliged to re- emphasize and point out the.
1eadership 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 importaqt assignment the occupational lead-

er must assume.
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Program Management: .Performance Area 5

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 tg-a common frame of

/ u».]
reference, an occupational education leader can plan to meet educat-

ional goals in an efficient yet mutually acceptable manner.

Figure 7
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Educational management is cyrrently 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 emergin§ reliance on business
management theory techniques and tools such as the computer, cost
benefit anélysis, performance budgeting, sysfems approach and organ-
izational development. In combination, these factors have resulted
in program management now being ﬁore compiex but, in some ways, also
.more effective than in the past. ‘

In conclusion, program managment requires that (a) administra-
tion,.facu]ty, staff, studenE;mand community function as a team ac-
éording 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. |

Management of Physical Facilities, Supplies & Equipment:
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 thist
period, buc 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 educatioqal opportunity and the
need for supplementing property tax by means of other newer forms of
taxation, P |

Because education has become big business, being an occupation-
al education leader has become an increasingly more complex task.
While a geﬁeration ago almost any experienced and successful teacher
could be promoted to a vocational managment role, picking-qp what-
ever knowledge he needed on the job, that is no longér 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 continujng 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 thelgrow;h in the education system. 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 severalldifferent approaches to
paying current expenditures and has resulted in cases in which the
public has occaszna11y become sO crifjcal as to delay and/or

‘destroy good vocational prbéramsj It is thus essential for the

" vocational director to maintain én;adeqqate;record'of all purchases

and assignments. It is now generally recognized that a'wéll-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 fcr construction and management of existing facilities
is an area of major concern to educational administration. Control
of temperatures, ventilation, and relaéive humidity; uniform, .
shadow-free, and glare-free illumination; adequate toilet facilities
" and sewage disposal, good quality Qaten for drinking and washing:
Sound control tha£ results jn avoidance of undue noise; and safety

needs, are just some of the practical considerations that must be
faken into account and adequatetly provided for. -Occupational edu-
cation has a unique status in the community. One major/ro]e of
the occupational education 1eader is, therefore, to justify this
unique pbsition to the pub]iéwkhroggh'proper management of physical

\

facilities, supplies, and equiprent.

v

Public Relations & Publicity: Performance Area 7

-

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 increaéing
frequency with which Tocal taxpayers were rejecting bond issues
for school expenses as evidence that too many people were dis-
enchanfed with the public school system. Community involvement,
along with more equitable sch651 financing and other innovations,
can help to alleviate such dicenchantment.

In the minqs 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

' 43



37

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
{’5 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 ho single reason: or single
answer {9 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'§ parents must be
viewed as important community members, but the involvement of
pafents along with other community members.

Figure 9
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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. 1In 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 Qhe citizens of a community is a must.

On the othe; 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 oppqrtunity to seé first-
hand the real broblems school offigials face. The more knowledge-
able they are about the problems ahd needs of the schools, the
more likely they are to support fundi 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 ;hey
become involvs4 in decision making, they must also be willing to
accept a shar: .: *he 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.
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To be effective, such a partaership needs active involvement
by persons that represent the majority o% a community's constituén-
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 p;blic 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
vime. 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 in 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 fo?lowing
are sohe of the "little things" that make a difference:’

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

A custodian who keeps the heifjjggnTéteH properly 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 tal 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. T}adit-
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 lunchvooi 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 rg§ult
should be fur;hering the educational opportunities and achievenént
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-o0ld problem of motivation. As children
see their own parents more involved in school affairs, they tend to

. be encouraged to take a more active in;erest in school themselves.
They will have less opportunity for playing home against school and
vice versa.

Of course, traditional formalized community-school interaction
mechanisms such as ghe PTA still are effective public relations
media as they expose teachers and administrators fb 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 teachér 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.

6. 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
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a retreat atmosphere where teachers and parents meet on neutral
ground, away from the schoo1 environment.

In conclusion, many activities in a school system have a well-
defined and clearly circumscribed function. The person responsible
for school-community relations i; 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 have tre
right to cross lines, cooperatively, with various heads af divisions
throughout the system, havg the cooperative effort, goodwili, 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 tc be a problem for interns, cooperat-
ing local adminfstrators, and university supervisors. Accordingly,
the following outline has been provided to help prevent such én.
occurance. Student mastery of perforrmances simf]ar to the sample
indicators listed on the following pages will provide examples of
the type of student accomplishments thqt 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.

[ 4

1
PROGRAM PLANNING & IMPLEMENTATION
Otjective: Be recponsible and accountable for proroting, 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 & 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 s for which training is to be
\\ offered in the vocational 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 currwcala
offerings.

Performance:

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

Sample Indicators:

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

Knowledge- identify the major competencies that each

candidate must possess to succeed in an occu-
. pation. v

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.

Performance:

e. secure assistance from staff members in the preparation
of the local plan.

Sample Indicators: ‘ .

Knowledge- solicit the aid of his staff in listing all
the major ingredients needed for developing
the local plan. .

Comprehension- rewrite the plan after careful review of the
suggestions from the various staff members.

Application- 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- eonvert 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 speciaiized
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.
Apptication- 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- identify and define general obaectives for a
vocational education program.

Comprehension- explain the apparent value of each objective.

Application- modify and prepare final objectives :
appropriate for a vocational plan.

*

Performance: ,;’“

i. determine manpower implications for vocational education.

Sample Indicators:

Knowledge- 1ist the manpower 1mp11cat1ons for a voca-
tional program.
. Comprehension~ summarize the 1ist and explain how each part
is essential for the plan,
Application- produce an acceptable manpower utilization plan.

Performance:

Jj. verbalize the economic implications for vocat1ona1 edu~
cation.

Sample Indicators:

Knowledge-~ state those.economic implications affecting
a specific vocational program. :
Comprehension- explain what those economic implications
. are that have been stated.
Application- produce and demonstrate the importance of
selections by writing a posttion paper.

Performance*

k. secure the services of federal and state cgenc1es for
program development
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Sample Indicators:

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

Performance:

1. identify employment trends at the 1oca1, state, regional
and national level.

Sample Indicators:

Knowledge- list the major employment trends at the various

levels.
Coniprehension- explain these trends and attempt to predict
the outcome.

Application- produce a plan that will use a]] 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
ecuipment 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.

Ferformance:

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

Sample Indicators:

Knowledge- define and outline the relevant programs and
_ courses needed.
Comprehension- explain the choicesmade.
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Application- modify the suggested program and prepare a
final draft. .

Performance:

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

Sample Indicators:

Knowledge- Tist 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
' through experimentation and related research
and prepare a program built around these 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- Tist an available program and outline it to
students, parents, and other interested
persons. '

Comprehension- explain the published listing and explain how
each phase may be utilized. '

Application- produce the final program and predict the
utilization.

Performance:

r. apply the knowledge of state and federal legislation
and its impact upon prograqsg}anning.
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Sample Indicators:

Knowledge- match what is known in related legislation
©o with a specific local program.
Comprehension- distinguish what is relevant for a locally
' planned program.
Application- show, by producing achievable objectives, how
leqislation may be used effectively on the
local level.
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State of I1linois, Board of Vocational.Education and Re-
habilitation, Criteria for Program Approval and Financial Support
for the Administration of Occupational Education in 111inois

Springfield, I11.: Division of Vocational and Technica: Educa-
tion, 1973). '

State of I11inois, Board of Vocational Education and

Rehabilitation, Guidelines and Format for Preparing Local District
One and Five Year Plan for Occupational Education ES rihgfield, I11.:

Division of Vocational and Technical Education, n.d. .

~

Western I11inois University, Forecasting Manpower Needs
(Spr}ngfie]d, I11.: Division of Vocational and Technical Education,
n.d.). -

. |

EXTERNAL RESOURCES AND PLANNING 1.2

IDEAL'CONQITION: 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 purpcses.

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 infoq@ation on manpower trends and needs. '

Sample Indicators:- -

Knowledge- - identify the information available from the local
. agency.
Comprehension- convert the data into locally usable manpower
' information. ‘
Application- use the manpower data in relation to manpower-
trends and needs.

N
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Performance:
c. identify the role and function of adVisory commi ttees
and orient committee members to that role and function.
Sample Iﬁdicators:
Knowledge- define the role and function of the advisory

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

Application- orient the committee to function proper1y,
) . 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 schoo1
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 se]ect advisory committee
members.

Sample Indicators:

Knowledge-~ Tist 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.
Comprehensicn~- 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.

1+ Performance: -

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

L]

. Sample Indicators:

Knowledge- define the goals of the long-range program
plan.

Comprehension- give examples of how the committee can help
in achieving the purposes. '

Application- demonstrate the proper utilization of the
committee by seriously considering acgeptance
of committee recommendations.

Performance:

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

Sample Indicators:

Knowledge- identify the expertise of each member.

Comprehension- generalize the manner in which the expertise
of each member contributes to the complete
analysis. .

Application- show a complete picture of the field by put-
ting the parts. together utilizing the collec-
tive expertise .in assembling the completed
occupatiomal analysis.

Performan

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.

. | 2 S
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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 meﬁbers
informed about all vocational programs and courses.

Sample Indicators:

Knowledge- list procedures for briefing of staff
members. ’ :
Comprehension- give examples of actual working procedures
: 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. y

Performance: . x.gw ~\\~//7H\\\

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

¢ Sample Indicators:

Knowledge- describe the types of leadership available
for revision of programs and courses.

Comprehension- explain how the goals may be attained by use
of selected leadership patterns.

Applicétion- demonstrate leadership programs and courses.
Performance:
C. _schedule staff and facilities for maximum prégram
utilization. ) | ‘ Yo
Sample Indicators: ) //
. \\
Knowledge- Tist criteria that indicate maximum program *
utilization.

Comprehension- ‘distinguish scheduling techniques for
achieving the criteria.

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

Performance:

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

73 .
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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
andg/or written agreements with the community
"in achieving these goals.

AN
Performance: g

e. evaluaté>51ternative instructional avenues in terms of
benefit vs. cost.

Sample Indicators:

. »
Knowledge-. identify alternative instructional approaches.
_ Comprehension- give examples of these instructional
_ approaches. _
- Application- prepare guidelines to achieve the goal.
Analysis- illustrate the evaluation approach to the
. prohlem.
Syntheses~ devise ways these approaches may be converted
to benefits. :
Evaluation-- interpret the costs and value of the benefits.

Performance:

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

Sample Indicators:

Knowledge- describe the meaning of flexibility and level
of training as they relate to vocational
schedules.

Comprehension- generalize how this flexibility will allow

) change in the level of training for students.

Application- produce actual schedules that improve the

flexibility of training.

-

Performance:

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

Sampie Indicators:

Know ledge- list the sources for legal limitations in
: thiz area.

ERIC ¥t ,
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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- identify these needs.

.Comprehension- generalize how these needs will change the
instructional program from its current
status.

Application- show what the current needs are and what
they will be in the forseeable future.

Analysis- ~ break-down current instructional needs and
projected instructional needs.
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irg Programs (Chicago: American lTechnical Society, 1964), pp.
T05-T7T.

A.Jd. Ruley, Leadersh1p Through Superv1s1on in_Industriai
Educatior (Bloomingten, 111.: IcKknight & llcKrignt Put.. Co., 1971),
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IMPROVING INSTRUCTION AND CURRICULUM 1.4
IDEAL COMCITION: Civen the need to improve instructior and wmod-_
ify prograr components, the occupationzl education leader will te
able to:
Performance:
a. assess progran directior 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 de not
. meet state and federal criteria.
Application- prepare an evaluation instrument for assess-
ing procran directior in terms of agreed
upon criteria. »

A%

Ferformance:

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

Sample indicators:

Knowledge-~ identi¥y appropriate ernployers arc labor
representatives fcr the tastk.
Comprehension- explain how employers anc labcr represerte-
. tives will function in tre evaluaticr
process.
Application- operate an advisory committee corposec of
employers and labor representatives. |

Performance:

c. involve students, staff members, admiristratcrs and
outside agencies in the evaluation of the vocat1ona1
program.

P4
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Sample Indicators:

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

Comprehensiony, explain how the evaluatwon team will be

i organized.

Application- use students, staff members, qgmlgii:rators,

—

and outside agencies in the evaluadion of the
program.
Performance:

d. develop and implement a procedure for evaluat1ng the
total vocational program.

Sample Indicators:

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

Selected Refereﬁcqg:

Joseph A. Borgen and Dwight E. Dav1s, I11inois Occu-
pational Curriculum Project (Springfield, I11.: Division of
Vocational and Technical Education 1972), 4 1; s, 2; 4.3.

Joseph A. Borgen and Dwight E. Davis, Planning, Imple-

mentl_g and Evaluat1n Career Preparation Proqrams (Bloomington,
McKnight, 1971; EVLY; EVL2; EVL3.

Larry J. Kenneke, Dennis C. Nystrom and Ronald W. Stadt,
Planning and Organizing Career Curricula: Articulated Education
(Hew 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, Onio:
The Center for Vocat1ona1 and Technical Education, The Ohio State
University, 1973).

Homer C. Rose, The Development and Supervision of
Training Programs. Chicago: American Technical Society, 1964),
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Education. (Bloomingt®h, IT1.: McKnight & McKnight Pub. Co., 1971),
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2
. . STAFF RECRUITMENT . ‘1%>Q
_Objective: Aralyze 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.

0 Senple Indicators:

Knowledge- identify those institutions that provide
preparation that meets the legal criteria
for certification.

Comprehension- match job descriptions to appropriate
sources of educational staff personnel.

Application- 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- explain the reason for selecting each of
- the alternative sources of employees
identified. :

Comprehension- identify neightoring schools and industrial
sources that employ rersons with professional
experience and preparation commensurate with
that needed by your staff.

Application- conpile & list of alternative sources of
staff employees.

Selected Referencps:

Joseph A& Borgen and Dwight £. Davis, I1linois Occupa-
tionel Curriculum Project (Springfield, I11.: Civision c¢f Voca-
tional and Technical Educat1on, 1972), 2.8; 3.7. -

e K :




72

Joseph A. Borgen and Dwight E. Davis, Planning, Implament-

ing,and Evaluating Career Preparation Programs {Bloomin ton,
111, “MEKE?@Ff;“§97EYZ DEVS; IMP7. °

M. J. Ruley, Leadership Through Supervision in Industrial
Ecucation (Bloomington, TT1.: “McKnight & McKnight Pub. Co.,

19717, b 134-135,

ANALYZING APPLICANT CREDENTIALS 2.2
IDEAL CONDITIONS:Given a set of credentials and data relevant
to the position to te filled the occupational education leader
will be able to: -

Performance:

a. Determine which person can meet present instructional
needs.

Sample Indicators:

Knowledge- , identify those tasks a specific instructor

B
must be able to perform.

Comprehension- convert the identified tasks into a series

of performance statements that spell out
. the minimum competency level essential
_ for satisfactory instruction.

Application- write a .job description suitable for use
in advertising for a new instructional
staff member. ’

Analysis- relate applicant credentials to instructional
needs of the position to be filled.

Evaluation- discriminate between those applicants who
do or do not'geet the minimum competency level.

Performance:

b. Predict candidate ability to meet future instructioral

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

Evaluation- discriminate between those applicants who
do and do not meet the minimum competency
level indicated by probable future change.

Performance:

c. Determire the stability of the gcandidate, and the
likelihood of providing stability to the staff.

Know1edge- select that data found-on credentials
. that is likely to serve as an indicator of

applicant stability.

Comprehension- explain why each item selected as a
stability indicator has been chosen.

Application- rank applicants in order of their like-
‘Tihood of being stable and providing |
stability to the staff by comparing their
credentials.

Selected References: ' }

Dale L. Bolton, ed., The Use of Simulation_in Lducational

Administration (Columbus 0h1o “Charles E. Merrill Put. Co.,
T971), pp. B8-148. N

Joseph A. Borgen and Dw.ght E. Dav1s, I1linois Occupa-
tional Curriculum Project (Springfield, I11. Division of
Vocational and Technical Educat1on, 1972) 2.8 3.7.

Joseph A. Bcrgen and Dwight E. Davis, Planning,
Implementing ard Evaluating Carecr Prep t1on Programs ,
(Bloomington, I11.: McKnight,- 1974), ; IMP7.

Homer C. Rose, The Development and Supervision of
Training Programs {Chicaco: Amer1can Technical society, 1964},
pp. 136-142.

M.J. Puley, Leadership Through Supervision in Industrial
Ecucation (Bloomington, I11.: idcKnight & licknight Pub. Co.,
"¢71), pp. 134-137. .
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INTERVIEWING CANDIDATES: 2.3

IDEAL CONDITIONS: Given training 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- define the applicant's philosophy of
education as it specifically pertains to
instruction. —~—
Comprehension- predict the effect of different philosophies
of education on instruction.

" Analysis- relate the applicant's instructional
) philosophy to that of a specific institu-
tion.

‘Evaluation- e 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 én applicant's attitude toward himself during
the interview.

Sample Indicators:

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
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. selT concept characteristics. '

App11cqt1oq: questian the applicant /

Analysis- analyze the applicant's responses for
indicators of the essential self concept
Characteristics necessary to funtion as. an

_ instructor.at a specific 'school.

Evaluation- appraise whether or not the candidates self
concept is compatible with the recuirements
of the open position.

Performance:

L4

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

Cannle Indicators:

«nowledge- iventify indicators that will provide
- c¢lues about the importance that an
4 applicant assigns to a position he
seeks.

Comprehension- construct questions designed to elict
applicant responses that incorporate .
indicators of the importance which he
places upon the position he seeks.

s Application- conduct an actual or simulated interview
that employs the questions developed
to identify applicant feelings about
the importance of the position he seeks.

Analysis- isolate the applicants responses that
indicate the applicants feelings about the
importance of the position he seeks.

Evaluation- appraise the applicants feelings about the
importance of the position that he seeks.

Selected References: -
}

Dale L. Bolton, ed., The Use of Simulation in Educa-
' dministration (Columbus, 0: Charles E. Herrill Pub.
Co., 1971), pp. 88-148.

Joseph A. Borgen and Dwight E. bavis, I11inois Occupa-
tional Curriculum Project (Springfield, I11.: Division of '
Vocational and Technical Education, 1972), 2.8&; 3.7.

Joseph A. Borgen and Dwight E. Pavis, Planning,
Implementing ard Evaluating Career Preparation Programs
{Eloomington, 111.: McKnight, 1974), DEVB; IMP7.

Homer C. -Rose, The Development and Supervision of
Training Programs (Chicago: American Technical Society, 1964),
pp. 136-142.

82



76

M. J. Ruley, Leadershir_throcugh Sugeryision in '
Irdustrial fducation (Bloomington, I11.: McKnight & McKnight

Put. Co., 1971), pp. 134-137.

[4

CHOOSING STAFF MEMBERS 2.4
IDEAL CONDITIONS: After evaluating credentials and inter-
viewi?g the applicant, the occupational education leader will
be able to:

1
Performance: \.

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

open. \
Sample Indicators:.
Knowledge- describe the temperament, academic pre-

paration, the professional attitude
that will best suit a specific position.

Comprehension- explain why the temperament, academic
preparation, and professional attitude
described are best suited to the position

. selected. '

Application- match characteristics that will be needed
by a new staff member who fills the

~ selected position.

Analysis- determine the degree to which each candi-
date exhibits the specific characteristics,
an individual will need to successfully
fi]ll the selected position.

Synthesis- 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

L : each other candidate.

EvaJuation- select the candidate whose temperament,

‘ academic preparation, and professional
attitud% best suits the position open.

: 7
Performance: SO

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.

Q . - 33
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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 Simula:ion in
Educational Administration (CoTumbus, Ohio: Charles E.
Merl’"”] PUbo CO., lg:!js pp' 88'148. *

Josepﬁ%A;—borgéﬁ 7. imight E. Davis, I1linois—
Occupational Curriculum i~ ecn (Springfield, I11.: Division
of Vocational and T\ ~™nricy k4 .stion, 1972), 2.8; 3.3; 3.7.

~ Homer C. Rose, ..z Dsveiopment and Sgpervision'of
Training Programs, Chicago: American Technical Society,
19647, pp. 136-142.

M. J. Ruléy, Leadership Through Supervision in
Industrial Education (Bloomington, I11.: McKnight & McKnight
Pub. Co., 1971), pp. 134-137.

3
PERSONNEL DEVELOPMENT & MANAGEMENT

Objective: Stimulate the development of, establish, and evaluate
the critegja and the processes by which faculty members may be
evaluated, promoted, disciplined, and released through due process
in orde» 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.

[ 4
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Sample Indicators:

Knowledge- identify job and community dimensions
which 1 new employee needs to know.

Comprehension- convert information new employees need

' ' to know into an orientation procedure
‘and written orientation guide for new
employees. ¢

Application- conduct the orientation of a new or
sinulated new emp10yge.

Performance:

b. assist new staff members to understard the policies.
- and. regulations of the new institution. :

Sample Indicators:

Knowledge- secure copies of the employing institu-
: tions policies and requlations.
.Comprehension- justify the emplcying institution poiicies
' 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.

Selected References:

Robert G. Owens, Organizational Behavior in Schools
(Englewood Cl1iffs, N.J. Prentice-Hall, Inc., 1970}, 45-65.

M.J. Ruley, Leadership Through Supervision in Indus-
trial Education (Bloomington, I171.: McKnight & McKnight Pub.
Co., 1971), pp. 146-147. .

N\

STAFF IN-SERVICE 3.2

IDEAL CONDITIONS: Given staff needs, indivi@ua1 staff.chqracter—
istics, a description of the educational enviornment and its
budget, the occupational education leader will be able to:

v,
Performance: Iy

a. provide in-service training to serve individual needs of
those being trained.
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Sample Irdicators:

Knowledge- identify those staff needs that can only be
met through individualized in-service education.

Comprehension- mnatch individual learning needs to appropriate
learning activities.

Application- initiate an actual or sinulated individualized
in-service education program. ?

Perfornance:

b. develop and implement ,an in-service program for all! staff
members with special activities for beginning teachers.

*

Sample IndNgators:

identify the needs of new ancd continuing staff
that can be met through an in-service education

Comprehension- ch staff needs with appropriate learning
Applitatibn- operd&e an actual or simulated in-service pro-
" activi ies for beginning teachers.

Performance:

c. promote among staffjfmewbers the desire for constructive
inter-relationships witp students.

Sample Indicators:

Knowledge- describelthe characteristics of Constructive
staff-student relaticnships.

Comprehension- 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.

Performance:

d. encourage stéff members to pursue academit and work
experience to develop or update skills.

. Sample Indicators:

Knowledge- identify the categories of performance
that are essential for effective occupa-

. +ional instruction.

1
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&

Comprehension- explain the need for competency in each
of the essential performance areas.
Application- propose practical means of providing
psychological a;g,concrete incentives
to those staff mémbers 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: .. e
Knowledge- identify means of providing positive and
negative feedback regarding staff per-
formance. .

Comprehensdbn- 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.
Appligation- plan with a’<taff member for their con-

tinued professional growth through
specific academic and nonacademic growth.

Selected References:

Joseph A. Borgen and Dwight E. Davis, I1linois Occupa-
tional Curriculum Project (Springfield, I11.: Division of
Vocational and Technical Education, 1972), 2.8; 4.2.

Jdoseph A. Borgen and Dwfght E. Davis, Planning,
Implementing and Evaluating Career Preparation Programs
{Bloomington, 111.: McKnight, 1974), DEV8; EVLZ.
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Rupert Evans, Foundations of Vocational Education
(Columbus, Ohio: Charles E. Merrill Pub. Co., 1971),
pp. 235-264. .

2

Homer C. Rose, The Development and Supervision of
Training Programs (Chicago: American lechnical Society,
1964), pp. 172-203.

-y M. J. Ruley, Leadershi Through Supervision in
dustrjal Education {Bloomington, I11.: McKnight & Mcknight
b.€0., 1971), pp.

In
Pub. €0 ) 134-153.
[ Y

Adoiph Unrah 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-

lishments and 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-
satisfaction.

. 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.

&5



Sample Indicators:

Knowledge- identify the specific sections, within
your official state school code, that
pertains to dismissal or fa11ure to

~ grant tenure to a staff member.

Comprehension- explain how the provisions stated in the

schoo] code have been appliec in common
. ~courf cases.

Application- state the legal requirements for dismissal
or failure to grant tenure to a staff
member that apply in a specific school
setting.

Performance:

c. 1inform a person when he is in danger of being dis-
missed and give him the opportunity to take steps to
avoid dismissal.

Sample Indicators:

Knowledge- in a tactful yet unﬁ?gkakable way
inform an actual or s1nu1ated person
< that he is in danger f being dismissed
and identify the causes\for dismissal.
Comprehension- give examples of how youywould use the
means identified in a spegific situation
and outline the steps oneimight take to
avoid dismissal for the ch
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,

Sample Indicators:

Knowl edge- state the actions for wh1ch a staft member
may be dismissed.

Comprehension- convert the stated reasons for dismissal

' into specific and concrete written state-
ments.

Application- 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.

B

uses identified.
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Perfornance:

e. criticize a staft mepber without stripping him of
ris dignity.

Sample Irdicators:

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

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

Application- deronstrate cormitment tc the preserva-
tion of human dignity by using the methods
of constructive criticism described to
criticize an actual or simulated staff
member in a hurane manner.

AN -
e

Performance: -

f. supply another hirirng official an objéctive account
of your reasons for dismissing a former staff member
if that official ccntacts you. .

Sample Indicators:

Knowledge- . 1ist the legal quidelines withkin which
one rust operate whern supplying references
cn & dismissed employee to ¢ potential
enplcyer.

Comprehension- paraphrase, in ar objective end legal
marner, the reasons for which an enmployee
wa. disnissed.

Fpgplication- use the paraphrased reasons to provide
a potential employer of a cismissed staff
menber with an otjective account of the
reascn the for. r employee was dismissed.

Performance:

g. determine staff merbers' interests before establish-
ing an in-service training program.

Sar~le Indicators:

Knowledce- identify the perceived neecs for in-
service training ¢f educational staff
members.

Comprehension- estimate a cpecific staff member‘§-per-
. ceived neecs for in-service training.
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Value/Application- propose an in-service training program
which you helieve 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 or proposed program.

Comprehension- convert the various viewpoints into
obaect1vq~statements 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

AN 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
. 1s disagreement as to the direction to be
© taken.

Performance:

-~

3

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

Sample Indicators:

Knowledge- deséribe ways in which teachers can
: cooperate with other disciplines so as
to bioaden the learning experiences.
Comprehension~ convert the se’ “ed means o7 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
teachers and by rewarding staff members
who practice cooperation with other

disciplines so as to broaden learning
experiences for students.

Performance: -

j. _«reate a climate in which staff members believe that
théir inquiries are welcomed by colleagues and support
personnel alike, and do not represent shortcomings but

a desire to learn.

Sample Indicators:

Knowledge~ Tist 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 are interpreted by
' cclleagues and support personnel.
Value/Application- initiate a procedure designed to create
a climate in which staff members believe
their inquiries are welcomed.
Peiformance: :

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:

Bi11 Wesley Brown, Casebook on Administration and
Supervision in Industrial and Technical Education. (Chicago:
American Technical Society, 1970), pp. 1-66.
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Homer C. Rose, The Development and Supervision of
Training Proqrams (Chicago: American Technical Society, 1964), .
pp-W- -
| M. J. Ruley, Leadership Through Supervision in Indust-

cial Education (Bloomingion, ITl.: McKnight & McKnight Pub.
Co., 19717, pp. 151-153; 190-197; 48-53. :

Ronald W. Stadt, Raymond E. Bittle, Larry J. Kenneke
and Dennis C. Nvstrom, Managing Career Education Programs
(Englewood Cliffs, N.J. Prentice-Hall, Inc., 19737, pp. 75-96.

State of I11inois, The School Code of I1linois(Spring-
field, I11.: Office of the Superintendent of Public Instruc-
tion, 1974). )

Adolf Unruh and Harold E. Turne}, Supervision for
Change and Inovation (Boston: Houghton Mifflin Co., 1970),
PpP. i39-174.

4
PROGRAM OPERATION
Objective: Place in operation all program);gmponents, 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
sceculing 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€.9.,
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, heaTthiul env1ronmentfwh1ch is con-
ducive to staff menmbers work. 4

Sample Indicators:

- Knowledge- -~ icentify 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 members.

Samples Indicatoré:

Knowledge- outline control impinging upon staff
work loads (e.g., ‘'schocl board policies,
contract provisions) and describe indivi-
dual staff-members job interests and

- targets.

Comprehension- estimate individually and collectively

' the time requirements of each aspect of
the staff membgrs job.

Feplication- demonstrate to the satisfaction of the
staff members invelved that the staff

. loads are balanced and make public in
writing the job assignments.

Performance:

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

Sample Ind1cators

Knowled e- state his own personal anc¢ the local
g school district's standards concerning
maximum benefits, €.9., cOst- benefit
data.

ERIC .
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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, Managing Career Education Pro-
. gram gE?g}ewood Cliffs, N. J.: Prentice-Hall, Inc., 1973),.
pp. 97-161. ‘

Joseph A. Borgen and Dwight E. Davis, Illinois Occu-
pational Curriculum Project (Springfield, I11.:” Division of
gogat;o??l %n? T§cgnica Education, 1972), 1.1; 1.2; 1.6;

Joseph A. Borgen and Dwight E. Davis, Planning imple-
menting and Evaluating Career Preparation Programs (Blooming- ‘
ton, I .;« McKnight, 1974), 1DT1; 1072; 1D0T6; DEVG; DEV11;

IMP1; IMP3. :

Bill Wesley Brown, Casebook on Administration and
Supervision in_Industrial and Technical Education (Chicago:
American Technical Society, 1970), pp. I-

~- Robert G. Owens, Qrganizaiional Behavior in School
(Englewood C1iffs, N. J.: ~Prentice-Hall, Inc., 1970), pp.89-117.

Homer C. Rose, The Development and Supervision of
\V\\ Training Program (Chicago: American Technical Society, 1964),

pp. 74-104; 136-171.

‘AdoTph Unruh and Harold E. Turner, Supervision for
Change and Inovation (Boston: Houghton Mifflin Co., 1970),
336 275.

PP. -

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.




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 regu-
lations of the local system.

Compretignsion- 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{

Knowiedge- identify philosophy and goals of the
£ institution and the instructional goals
of occupational programs.
Comprehension- infer appropriate processes and outcomes
' from philosophy and goals.

Application- - identify processes and outcomes actually -

being achieved by supervising teachers
and student teachers.

Analysis- identify processes and outcomes which
<3 are not meeting the philosophies and

‘ goals of the cooperating institutions.
(- Synthesis~- devise a plan which will bring processes

. and outcomes in line with philosophies

and goals.
Evaluation- ~ 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- 1ist techniques and sources for analyzing
| tasks of various occupations.
Comprehension- summarize essential tasks in each occupa-
‘tional area for which the system is
preparing prospective teachers.

ERIC - 96
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S

Application- prepare these summaries for use by'teachers
\ and student teachers.

Selected References:

A

Joseph A. Borgen and Dwight E. Dav1s, I1l1no1s Occupa-
tional Curriculum Project (Springfield, I11.: Tivision of
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. Qavis, Planring Imple-
ment1ng_ard Evaluating Carcer Preparation Q:Program"(B oomington,
171.7 McKnight, 1974), DEVZ;.DEV3; DEVA; DEVI1; EVLI; EVLZ EVL3.

Bi11 Wesley Brown, Casebook on Administration and -

Supervision in Industrial and Technical Educat1on‘YCh1cago
American lechnical Socwety, 1970), pp. 56-66.

Homer C. Rose, The Development and Superv1s1on of
Training Program, (Chwcago American Technical Society,
1964), pp- 172-203. . : '

M. J. Ruley, Leadership Through Supervisiorn in Indus-
. trial Education (Bloomington, I11.: McKnight &ulicKnight Pub.
.. Co., 1971}, pp..134-174. :

: AdQlph Unruh and Harold E. Turner, Supervision for
Change and Inovation (Boston: Houghton Mifflin Co., 19707,
pp. 276-298.

]

>

ADVISORY COMMITTEES 4.3

IDEAL LCNDTTIONS Given knowledge of working with advisory
committees, institutional or comwun1tv professwonals the

. occupatxona] education leader will be able %6

Performance:

a. recruit businessmen, profess1onals and technicians
asdresource persons for vocational classes

Samp'le Indicators:

Knowledge- identify occupational clusters as a
‘ basis for forming advisory cofimittees

and potentially ava11ab1e commi ttee
\  members.

‘
“
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Comprehension- convert need for advisory committees in
various occupational clusters and poten-
tial committee members into a proposal
for board of education approval.

Application- recruit appropriate personnel for approved
advisory comittees.

Performance:

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

Sample Indicators:

Knowledge- state basis for effective advisory commit-
tee/occupational education lead.r relationships.
Comprehension- generalize basis for effective relation-

ships to specific advisory committees and
committee members.

Application- work anc¢ operate effectively with advisory
committee members.

Performance:

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

Sample Indicators:

Knowledge- define available survey techniques to
advisory committee.

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

Application- use selected survey techniques with
advisory cormittee in conducting a vocational
education survey.

Performance:

d. indicate resource persons who can provide consultation
service to the advisory committee.

Sample Indicators:

Knowledge- identify advisory committee's function
and list knowledgeable consultants for
each of functions listed.

Comprehension- explain contributions a gonsu]tant could
make to an advisory committee. _

Application- produce a list of consu]tants_and their
services for an advisory conmittee.
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Performance:

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

Sample Indicators:

Knowledge- select with advisory committee chairman's
advise and consent the time, place, and
agenda of a meeting.

Comprehension- explain time, place, and agenda choice for a
meeting.

Application- 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- list sources of occupational data and
identify employment manpower needs of
the larger community.

Comprehension- interpret data available from pertinent
sources, e€.¢., Department of Labor,
stuuent surveys, etc.

Application- estimate need for vocational programs
based on occupational manpower inform-
ation and student interest,

Selected References:

Joseph A. Borgen and Dwight E. Davis, I1linois Occupa-~
tional Curriculum Project (Springfield, I11.: Division of

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

o] goseph Q.EBo;gen anchwightpE. Davis, Plannin
mplementing, and Evaluating Career Preparation Program
(BToomington, I11.: McKnight, 1974), IDI1; IDT3; 1014; EVi2.

Bill Wesley Brown, Casebook on Administration and
Supervision in Industrial and Technical Education (Chicago:
Rmerican Technical Society, 1970), pp. 94-101.

Fred C. Finsterbach and William C. McNeice, Creative

Facilities Planning for Occupational Education (Berkeley
Heights, N.J.: Educare Associates, 1969), pp. 1:19-1:24.
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State of 111linois, Board of Vocational Education énd
Rehibilitation, Advisory Committees Organization and Use in
Vocational and Technical tducation (Soringfield, I,
Division of Vocational and technical 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:

Knowledae- match subject of report with supporting
data.

Comprehension- interpret relevance of data to report
subject through charts, graphs, tables,
and written materials.

Application- manipuiate data and interpretations
into a concise written report.

Performance:

b. accumulate data of vocational reports required by
the state department of education.

Sample Indicatovs:

Knowledge- 1is%t date required on current report
forms. .

Comprehension- generalize the importance and implica-
tions of data required for current
reports and possible other reports.

Application- prepare data that current report forms
require in an accessible file.

Performance:

c. obtain administrative approval for a vocational
education survey.
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Sample 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 .
Performance: Y approval

d. 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.

Sample Indicators:

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

Comprehension- extend the generalizations above (know-
ledge levelg 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 /ssoCiates, INC.,
T958), pp. 227-308.

Joseph A. Borgen and Dwight E. Davis, Illinois
Occupational Curriculum Project (Springfield, I1T.: Division
?? Vogagioga; and Technical Education, 1972), 1.1; 1.2; 1.3;

4; 1.5; 2.1,

Joseph A. Borgen and Dwight E. Davis, Planning,

Implementing and Evaluating Career Preparation Programs
'I(gT‘i'go‘m'g‘Eg' '{.'on, Til.: McKnight, 1“9‘7"4"'7“‘, ILDTT_—; mr‘“j“’rTz; 1013,
s DEV1.

Robert Hoppock, i ion, (New
York: McGraw Hi1l 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 cormunicate a safety program based on
legal requirements and safety standards which will permit
optimum utilization of equipment.

Sample Indicators:

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

Comprehension- convert the standards into a workable
safety program.

Applicatiin- comunicate 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- identify through survey of cumulative
records, teacher recommendations, student
comments, and other sources those special
needs students.

Comprehension- summarize the special needs students and
translate these into programs.

Application- 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.
tadt, Planning and Organizing Career Curriculula: Articu-
lated Fducation (New York: Howard 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,
19645. pp. 15-33; 203-227.

M. J. Ruley, Leadership Through Supervision in Indus~
trial Education (Blooming, I11.: 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- match complexity of courses and programs
with assumed time requirements for teaching--
daily, weekly, monthly, quarterly, yearly.

Comprehension- convert each occupational area taught
into proposed instructional segments,
courses, sequences, etc.

Application- compare proposed teaching time require-
ments with actual time allocated in the
schedule.

Analysis- point out discrepancies between proposed
requirements and actual allocations.

Synthesis- propose new schedule(s) to more nearly
neet time requirements of all vocational
offerings.

Evaluation-  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 Project (Springfield, ITT.: Division
of Vocational and iechnical Education, 1972), 3.1; 3.2; 3.3.

Q 103




. 97

Joseph A. Borgen and Dwight E. Davis, Planning, Imple-

menting, and Evaluating Career Preparation Programs oomington,
me: Mcxni""'“ght,'fs?d)g', TMPT; TwP2: INP3.

Larry J. Kenneke, Dennis C. Nystrom, and Ronald M.
Stadt, Planning and Orqanizing Career Curricula: Articulated
EducatioqﬂiNew York: Howard W. Sams & Co. Inc., 1973), pp.
245-359,

Homer C. Rose, The Development and Supervision of

Training Programs (Chicago: American lechnical Society, 1964),
ppo -5.

M. J. Ruley, Leadership Through Supervision in Indus-
trial Education (Bloomington, IET.: McKnight & McKnight Pub.

Co., 1971), pp. 100-125.

Adolph Unruh and Harold E. Turner, Supervision for
Cnange and Inovation (Boston: Houghton MiffTin Co., 19/0),
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
decision on one

Sample Indicators:

Knowledge-
Comprehension-

Application-

Performance:

c. utilize the

98

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

1ist those specific staff members who
are capable and willing to accept res-
ponsibility.

controver | issues when making a
particular .ssue.

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

predict how incorporation of controver-
sial issues wiil affect the final out-

comes.

skills of staff members in solvina pro-

blems related to the vocational programs, and give due
credit to the individuals involved.

Sample Indicators:

Knowledge-

Comprehension-

Application-

Performance:

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.

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.
distinauish 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- ex?}ain the information needs of each
billet.

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

Pirformance:

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

Sample Indicaturs:

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

or simulated grievance.

Performance:

- Tt D A RS W

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

Semple Indicators:

Knowledge- outline a grievances procedure.

Comprehension- explain how the procedure works.

ARpplication- 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.g.

Sample Indicators:

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

Comprehension- defend his selection.

Applicatici- 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., 59735, Pp.47-96.

Joseph A. Borgen and Owight E. Davis. Planning,

Implementing and Evaluating Career Preparation Programs
(BToomington, 111.: McKnight, 1974), IDT1; 1D12; DEV6; DEV7;

DEV8; DEV9; DEVI1; IMP4; IMPS; IMP6; EVLZ.

Joseph A. Borgen and Dwight E. Davis, I1linois Occu-
ational Curriculum Project (Springfield, I11.:” Division of
Vocational and Technical Education, 1972), 1.1; 1.2; 2.6; 2.7;

2.8; 2.9; 2.11; 3.4; 3.5; 3.6; 4.2.

Bill Wesley Brown, Casebook on Administration and

Supervision_in Industrial and Technical Education (Chicago:
American Technical Society, 1970), pp. 58-71.

Homer C. Rose, The Development and Supervision of
Traini¥ghProgram (Chicago: American Technical Society, 1964),
pp. 1-104.

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

trial Education (Bloomington, IT1.:  McKnight & McKnight
Pub. Co., 1971), pp. 30-55.

Adolph Unruh and Rarold E. Turner, Supervision for
Change and Inovation (Boston: Houghton Miffiin 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-
ig? of his goals, the occupaticnal education leader will be
able to:
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Performance:

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

Sample Indicators:

Knowledge- define general education.
Comprehension- explain the various schools of thought
in general education.

Application- 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.

Sample Indicators:

Knowledge~ 1ist the major testing methods for coun-
seling students.

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

Application- i 1lustrate 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- 1ist the suggested goals of the various
~ programs under concideration.
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- outline reasons for dropouts.

Comprehension- explain these reasons based on the
vocational field.

Application- show the findings based on a representa-
tive sample study and explain how
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102

improvements may be made.

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

Sample Indicators:

Knowledge-

Comprehension-

Application-

Performance:

define the need for graduate follow-up
study.

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

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

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-
Comprehension-

Application-

Performance:

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

give examples of the various types of
information related to each category.
prepare and produce a system that will
provide even-flowing follow-up information
in the various categories.

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

Sample Indicators:

Knowledge-~

Comprehension-

Application-
Performance:

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.

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

Knowledge- jdentify what occupational information
is needed.

Comprehension- give examples cf how there can be a
"meeting of the minds" with guidance
personnel in this goal.

Application- discover the proper working relationships
and produce the necessary documents.

Performance:
i. suggest to teacher-cocrcinators methods of improving
in-school and on-the-job cooperative vocational eduycation
instruction.

Sample Indicators:

Knowledge- jdentify the major methods of improving
in-school and on-the~job cooperative
vocational education instruction.

Comprehension- explain, in detail, to the teacher-
coordinator the goals sought and suggest
ways of achieving these.

Application- 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- state the role of guidance counseling
and placement in vocational education.

Comprehension- give examples of what the stated role
actually means in practice.

fpplication- produce an in-depth analysis of the
end results of this role.

Selected References:

Max F. Baer and Edward C. Roeber, Occqgational
Information (Chicago: Science Reasearch Associates, Inc.,

1958).

Joseph A. Borgen and Dwight £. Davis, Illinois

Occupational Curriculum Project (Springfield, IT1.: Civision
ST Vocational and Technical Lcucation, 1972), 1.1; 2.10;

3.8; 4.2.
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Joseph A. Borgen and Dwight E. Davis, Planning,

Implementing and Evaluating Career Preparation Programs

oomington, I11,: McKnight, 1974, IDV1; DEVIO; 1M :
EvL2.

Henry Borow, Career Guidan.e for a New Age (Boston:
Houghton Mifflin Co., Y973).

Robert Hoppock, Occupational Information (New York:
McGraw-Hi11 Book Co., 1963).

Ralph E. Mason and Peter G. Haines, Cooperative
Occupational Education and Work Experience in Curriculum
Danvilie, I11.: The Interstate Printers & pub., Inc., 1965)

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

Herman J. Peters and James C. Hansen, (eds.), Voca-
tional Guidanc2 and Career Development (New York: The
Macmillan Co., i§667.

M. J. Ruley, Leadership Through Supervision in Indus-
trial Education (Dioomington, 151.: McKnight & McKnight Pub.
CO.. 'gj')o ppo 84—930

State of Illincis, Board of Vocational Education,
An Articulated Guide for Cooperative Occupational Education
pringfield, I11.: Division of vocational 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.

Q 111 .
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Comprehension- estimate the adequacy of the background
information produced.

Application- demonstrate how the background informa-
tion is obtained.

Performance:

b. interpret and apply federai 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 hind.

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- exptain 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.

Sample Indicators:

Knowledge- identify that authority which can and
cannot be delegated.

Comprehension- describe how authority can be delegated
to units or individuals in specific
situations.

Application- 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 Indicatorg:

Knowledge- 1ist the responsibility each group has
in evaluation .

Comprehension- explain the duties of students, staff
members, administrators and outside
agencies.

Application- 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 Indicators:

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~ identify past mistakes that have been
made.

Comprehension~ explain why the mistake occured.

Application- plan a course of action to be undertaken

if the situation resulting in a mistake
teing made reoccurs.

Perfoimance:

h. examine controversial positions, make a decision and
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justify the position taken.

Sample Indicators:

Knowledge- list controversial topics that have
recently arisen and which have potential
to affect a specific school.

Comprehension- give examples of various positions that
can be taken in a specific situation.

Application- 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.

Sample Indicators:

Knowledge- define “ethical standards" fer a pro-
fessional educator.

Comprekansion- defend the definition.

Application- 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- list the steps necessary for the devel-
opment of a vocational education Survey.

Comprehension- give examples of pertinent factors.

Application- prepare a comprehensive guide for staff
to use in conducting a vocational educa-
tion survey,

terfornance:

k. cooperate with fellow administrators in educational
planning and decision making at the local level.

Samg}e Indicators:

Knowledge- describe what type of cooperation is
desirable and possible.

114



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- lable the various problem solving systems
that are available in this situation.
Comprehension- defend selections made in the classifica-

tion.

Application- predict from among the 1ist, the one
s%stem that is most desirable and state
wy.

Selected References:

Raymond E. Bittle, Larry J. Kenneke, . ‘nis C. Nystrom
and Ronald W. Stadt, Managing Career Education k. .grams
ésngé$wood Cliffs, N. J.: Prentice-Hall inc., s Pp.47-74;

Joseph A. Borgen and Dwight E. Davis,ﬁjllinoig_gpcupa-
tional Curriculum Project (Springfield,I11.: Division of
¥o§at:ogal4agd Technical Education, 1972), 1.1; 1.2; 1.3; 1.4;

Joseph A. Borgen and Dwight E. Davis, Planning, Imple
menting- and Evaluating- Career Preparation Programs (Bloomington,
I11.: McKnight, 1973?. 10TT; TDi%; 1D13; TDTi; 10T5; IDT6; EVL2.

Bi1l Wesley Brown,

Casebook on Administration and
Supervision in Industrial and Tgchnigaq Education (Chicago:

American Technical Society, 1970), pp. 1-101.

Larry J. Kenneke, Dennis C. Nystrom and Ronald W.
Stadt, Planning and Organizing Career Curricula: Articulated
Education (New York: aowara ﬁ. Sams & CO0., 1973), pp. 51-80.

Dennis C. Nystrom, Occupational and Career Education
Legislation (New York: Howard W. Sams & Co., 1973).

Horer C. nose, The Development and Supervision of
Training Frograms (Chicago: American Technical Society, 1964),

pp. 1-104; 704-231.

M. J. Ruley, Leadership Through Supervision in Indus-
trial_Education (Bloomington, I11.: McKnight & McKnight Pub.
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Co., 1971), pp. 30-55; 144-145; 198-225.

Adolph Unruh and Harold E. Turner, Supervision for

Change and Innovation (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 l2ader will Le able to:

Performance:

a. utilize state office personnel anytime their expertise
can assist in any facet of the vocational program.

Sample Indicators:

Knowledge- 1ist how state office personnel can assist
in various facets of the vocational program.

Comprehension- distinguish the various types of services
that can be conducted by state office
personnel.

Application- 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- identify the important ingredients of a
desirable in-service program.

Comprehension~- explain the functioning of the plan and
how the schedule works.

Application- 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- outline a program for promoting, developing,
sustaining, and evaluating vocational
programs in cooperation with state staff
menmbers.

Comprehension- distinguish the functions of promotion,
development, sustaining, and evaluation--
in the building of a working relation-
ship with state staff members.

Application- produce a working document that will
provide the necessary cooperation and
produce successful results.

Selected References:

Raymond E. Bittle, Larry J. Kenneke, Dennis C.
Nystrom and Ronald W. Stadt, Managing Career Education Pro-
rams (En?lewood Cliffs, N.J.: Prentice-Hall, Inc. 1973),
pp. 193-217. .

Joseph A. Borgen and Dwight E. Davis, I1linois
Occupational Curriculum Project (Springfield, IT1.: Division
of Vocational and Technical Education, 1972),4.1; 4.2.

Larry J. Kenneke, Dennis C. Nystrom and Ronald W.
Stadt, Planning and Organizing Career Curricula: Articulated
Education {Newgorﬁ: Howara W. Sams & CG., Inc., R
pp. 82~113; 314-359.

Richard £. Meckley, Planning Facilities for Occup-
ational Education Progwams (CoTumbus, Ohio: Charles E. Merrill,

Pub. Co., 1972), pp.

Homer C. Rose, The Development and Supervision ¢f

Training Programs (Chicago: American lechnical Society, 1964)
PP. 204-23T. ’ '

0

M. J. Ruley, Leadership Through Supervision in Indus-
trial Education (Bloomington, 111.: McKnight & McKnight Pub.
Co., 1971), pp. 198-225.

State of Il1linois, Board of Vncational Education
and Rehabilitation, State Plan for the Administration of
Vocational and Technical Education {Springfield, 111.: Div-
ision of Vocational and Technical Education, 1974), pp 23-26.

State of Il1linois, Board of Vocational
Education and Rehabilitation, Three Phase System for Statewide
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Evaluation of Occupational Education Frograms {Springfield,
T1Y.: Division of Vocational and Technical Education, n.d.).

Adolph Unruh and Harold E. Turner, Supervisior for

Change and Incvation (Boston: Houghton MiffTin Co., 1970)
S, O1-1257 2(5-267. ' '

€

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
progran.

sample Indicators:

Knowledge~ list the facilities, equipment and sup-
plies necessary to conduct each course
offering.

Comprehension- estimate the long-range facility, equip-
ment, and supply needs.

Application- prepare a long-range plan for facilities,
equipment and supplies.

Performance: ‘

b. prepare a long-range (S-yeér prdjection) budget
which projects the financial needs of the total vocational
education program.

Sample Indicators:

Knowledge- ovtline the long-range requirements for
the total occupational education program.

EB@;? 118

)



1na

Comprehension- estimate the cost of instructional materials
and instructional equipment; staff;
instructional facilities; ancillory
services.

Application- compute real cost and differential cost
for the total occupational education
program.

Performance:

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- identify sources of anticipated income.

Comprehension- give examples of funding formulas.

Application- 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.

erformance:

h. allow for flexibility in a budget for price changes,
enrollment changes and new products.

Sample Indicators: -
Knbwledge- identify buaget 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.
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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:

j. wverbalize 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 statement explaining how decisions
were made and what guidelines were followed
concerning budgeting priorities, property,
and accountability.

Selected References:

Raymond E. Bittle, Larry J. Kenneke, Demnis C. Nystrom

and Ronald W. Stadt, Mana ing Career Education Programe
(Englewood Cliffs, N.J.: Prentice-Hall, Inc., 1973), pp. 21-40.

Joseph A. Borgen and Dwight E. Davis, Illinois Occupa-
tional Curriculum Project (Springfield, I11.: Division of
gogat§02a1 and Technical Education, 1972), 1.6;2.7; 3.2; 3.4;

Jogegh A. B?rgen and Dwight E£. Davis, Planning, Imple-
menting, and Evaluating Career Preparation Programs (B oomington,
‘ITI""‘H"'.: McKnight, 197 4')‘(175?—. 6; _EWP'D ;'T-MPT—"P'59'; 17P5; TMPG.

Bi11 Wesiey Brown, Casebook on Administration and

supervision in Industrial and Technical Education (Chicago:
American Technical Society, 1970), pp. 6/-71; 69-93.

Fred C. Finsterbach and William C. McNeice, Creative
Facilities Planning for Occupational Education (Berkeley
eights, N.J.: Educare Associates, 1969), pp. 4:1-4:8; 6:1-6:20.
Larry J. Kenneke, Dennis C. Nystrom and Ronald W. Stadt,

Planning and Organizing Career Curricula: Articulated Education
(New York: Howard W. Sams & Co., 1973), pp. 76-76; -
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Richard F. tleckley, Planning Facilities for Occupa-
tional Education Frograms (Columbus, Ohio: Charles E. Merrill,
Pub. Co., 1972), pp. 11-12; 41-65; 85-127; 137-145.

rea Homer C. Rose, The Development and Supervision of
vaining Programs (Chicago: Anmerican Technical society,

19647, pp. 145-148.

M. J. Ruley, ggadershi? Through Supervision in Indus-
I11.: HcKnight & McKnight

trial Education {Bloomington,
Pub. Co., 19717, pp. 57: 130-132.

State of I1linois, Boaru of Vocatioral Education and
Rehabilitation, State Plan for the Administration of Vocational
and Technical Education (Springfield, 111.: Division of Voca-
tional and Techr.cal Education, 1974), pp. 29-31; 40-55; 70-78.

State of I1linois, Office of the Superintendent of
Public Instruction, The School Code of I1linois (Springfield,
111.; Cffice of the Superintencent of Public Instruction,
1974).

PURCHASING EQUIPMENT 6.2
IDEAL CCNDITIONS: 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- list new equipment required to conduct
the vocational program.

Comprehension- estimate the cost of the new equipment.

Application- write general bid conditions for the new
equipment and secure estimates from sev-
eral suppliers.

Performance:

b. arrange for additional vocational facilities to accomo-
date expanded enrollments and technological advancements
related to the vocational program.
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Sample Indicators:

Knowledge-_ identify areas that need to be expanded.
Comprehension- give examgles of changes that require
additional facilities.

Application- prepare a plan for expanding facilities.
Performance:

¢. identify various sources of securing needed equipment.

Sample Indicators:
Know ledge- 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 eauinment needs.
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Selected References:

Joseph A. Borgen and Dwight E. Davis, Illinois Occupa-
tional Curriculum Project (Springfield, I11.: Division of
gogat;onal and Technical Education, 1972), 2.7; 2.9; 3.2;

. ; 060

Joseph A. Borgen and Dwight E. Davis, Planning, Iiple-
menting and Evaluating Career Preparation Proérams {(BToomington,

IT1.: McKnight, 1974), DEV7; DEV9; IMP2; INMPS5; INPG.

Bi1l Wesley Brown, Casebook on Administration and
Supervision in Industrial and Technical Education {Chicago:
American lechnical society, 1970), pp. 6/-71.

Fred C. Finsterbach and William C. McNeice, Creative
Facilities Planning for Occupational Education (Berkeley
Heights, N.J.: Educare Associates, 1969), pp. 4:1-4:8; 6.1-6:20.

Larry S. Kenneke, Dennis C. Nystrom and Ronald W.
Stadt, Planning and Organizing Career Curricula: Articulated
Education (New York: Howard W. Sams & Co., Inc., 1973),
pp. 407-420.

Richard F. Meckley, Planning Facilities for Occupa-
tional Education Programs (CoTumbus, Ohio: Charles E. Merrill,
Pub. Co., 1972}, pp. 11-12.

Homer C. Rose, The Development and Supervicion of
Training Programsz(ghicqgo: American lechnical society, 1964),
-~ pp. 147-148; 164-227.

M.J. Ruley, Leadership Through Supervision in Indus-
trial Education (Bloomington, I171.: McKnight & McKnight
Pub. Co., 1971), pp. 130-132; 250-256.

Ronald W. Stadt, Raymond E. Bittle, Larry J. Kenneke
and Dennis C. Nystrom, Managing Career Education Programs
(Englewood Cliffs, N.J.T Prentice-Hall Inc., 1973), pp. 204-
205. :

State of Illinois, Board of Vocational Education and
Rehabilitation, State Plan for the Administration of Vocational

and Technical Education (Springfield, I11.: Division of Voca-
tional and Technical Education, 1974).

State of Illinois, Office of the Superintendent of
Public Instruction, The School Code of I11inois (Springfield,
Ill.; Office of the Superintendent of Pubiic Instruction,
1974
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UTILIZING PHYSICAL FACILITIES 6.3

IDEAL CONDITIONS: Given the floor plan of physical facilities
the occupational leader will te able to:

rerformance:

a. plan vocational laboratory layouts to gain maximum
benefits from available space.

Sdmple Indicators:

Knowledge- identify laboratory activities for each
of the occupational program offerings.

Comprehension- estimate the laboratory space required
for each course.

Application- produce a laboratory laycut scale drawing
with pertinent information noted.

Performance:

b. equip teaching stations to achieve the stated objectives
for each program.

Sample Indicators:

Knowledge- list equipment necessary to equip teach-
ing stations to achieve program objectives,

Comprehension- estimaie the cost of required equipment.

Application- purchase and install equipment in the
teaching stations.

Selected References:

Joseph A. Borgen and Dwight E. Davis, l1linois Occupa-
tional Curriculum Project (Springfield, I11.: Division of
Vocationa! and Technical Education, 1972), 2.7; 2.9; J3.4; 3.5.

menting and Evaluating Career Preparation Programs (Blocmington,
ITT.: McKnight, l§71§, DEV7; DEV9; IMP4; IEP%.

Bil1 k.sley Brown, Casebook on Administration and
Supervision in Industrial and Technical Education (Chicago:
American technical society, 1970), pp. 67-71.

Joseph A. Borgen and Dwight E. Davis,_Planning, Imple-

Fred C. Finsterbach and William C. McNeice, (reative
Facilities Planning for Occupational Education (Berkeley
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 Occupa-
tional Education Programs (Cclumbus, Ohio: Charles E. Merrill,
Pub. Co., 1972), pp. 85-127.

M.J. Ruley, Leadership Through Supervision in Indus-
trial Education (Bloomington, I11.: McKnight & McKnight Pub.
Co., 1971), pp. 77-84.

7
PUBLIC RELATIONS

Objectives: Analyze the overall structural aspect of the public
relations aid publicity network in order to: a) better evaluate
scurces and kinds of information available, b) better utilize the
conmunication media to convey vital information to the various
51tgatinrelly involved groups and individuals throughout the com=~
nunity, and c) become personally involved in service groups.

ASCERTAINING PUBLIC OPINION 7.1 *
IDEAL CONDITIONS: Given the objectives of a community reiations

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.

Sample Indicators:

Knowledge- list the various groups, (for example:
civic, social, business, ethnlc_and
jndustrial), which are present in the
community. ]

Comprehension- explain the backgrounds and functions
of these groups. o

Application- predict the possible contributions of
community groups and procedures for
publicizing these contributions.
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Performance:

b. obtain informal feedback on the vocational program
through contacts with individuals in the school and
comunity.

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- identify the objectives and acceptable
standards of sucess.

Comprehension- explain how student, faculty, and advisory
committee evaluations will be utilized
in preparing the overall report.

Application- 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- knows the opinions voiced by persons in
the community regarding local vocational
programs.

Comprehension- explains the implications of voiced
opinions.

Application- 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, Il1linois
Occupational Curriculum Project (Springfield, INT.T Division
of Vocational and lechnica! Education, 1972), 1.1; 1.2; 1.3;
2.1; 2.2; 4.2.

1<7?



121

Joseph A. Borgen and Dwight E. Davis, gjann%%g, Imple-
menting and Evaluating Career Preparation Programs (Bloomington,
IT1.: McKnight, 1974), IDT1; I0T2; IDT3; DEVI; DEV2; EVL2.

Bill Wesley Brown, Casebook on Administration and
Supervision in Industrial and Technical Education (Chicago:
American lechnical society, 1970), pp. 72-/8; 94-100.

Richard F.Meckley, Planning Facilities for Occupational
Education Programs (Columbus, Ohioy Charies t. Merrill, Pub.
CO., '9: 2), ppo §.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 Education: Seminar Proceedings (Columbus,
Ohio: The Center for Vocaticnal and Technical Education, 1974),
pp. 59-69.

M. J. Ruley, Leadership Through Supervision in Indus-
trial Education (Bloomington, I11.: McKnight & McKnight Pub.
Co., 19717, pp. 154-163.

Doris W. Ryan, John C. Walden, and Troy V. McKelvey,
Monroe City; Its Setting and Demography (Columbus, Ohio:
UniversityCouncil for Educational Administration, n.d.)
Book 2.

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

Sample Indicators:

Knowledge- identify target community groups.
Comprehension- summarize your thoughts and ideas about
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the vocational program while organizing a
speech text.

Application- present your speech to school and com-
munity groups.

Performance:

b. publicize the establishment of the advisory committee,
jts members and its function to the school and community.

Sample Indicators:

Knowl edge- identify publicity targets and material
to be publicized.

Comprehension- explain your selection anxd procedure
to be invoked.

Application- implement the publicity program.

Performance:

c. communicate what is going on in business and industry
to the scnool staff.

Sample Indicators:

Knowledge- identify what is going on in business
and industry.

Comprehension- explain why what is going on is signifi-
cant to thz school.

Application- relat2 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.
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Sample Indicators:

Knowledge- identify suitable communications tech-
niques.

Comprehension- explain your means of deciding which
techniques are best suited to the pur-
pose.

Application- demonstrate these techniques by operating
the public relations program So as
to influence public opinion.

Performance:

f. conduct public relations activities to reach external
publics {mevchants, businessmen, community organizations,
pro fessional 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 Indicaturs:

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- identify newsworthy activities.
Comprehension- explain why these activities are news-
worthy. )

Application- 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~ identify the objectives of an open house.
Comprehension- explain your selection of activities
to be conducted during the open house
and follow through the planning stages.
Application- conduct the open house.

Performance:

Jj. provide brochures to acquaint the school and com-
munity with various aspects of the vocational program.

Sample Indicators:

Knowledge- identify the various aspects of a voca-
tional program which may be included in
a brochure.

Comprehension~ consult with people who have been in-
volved in the production of similar types
of publications.

Application- write brochures, have them approved
by the appropriate administrators and

then submit for printing.

Selected References:

Joseph A. Borgen and Dwight E. Davis, I1linois Occupa-
tional Curriculum Project (Springfield, I11.: Division of
Xocat;ogalsagd Technical Education, 1972), 1.1; 2.1; 2.2; 2.3;

.4; 2.9; 3.8.

Joseph A. Borgen and Dwight E. Davis, Planning, Imple-
menting and Evaluating Career Preparation Programs (Bloomington,
I11.: McKnight, 1974;. IDTT; DEVE; DEVZ; DEV3; Dtv4; DEV9; IMPS.

Bill Wesley Brown, Casebook on Administration and

Supervision in Industrial and Technical tducation (Chicago:
American technical Society, 1970), pp. 72-70.

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 Proceedings
(CoTumbus, Ohio: 1he Center for vVocation.l and ;echnical
Education, 1974), pp. 59-69.

M. J. Ruley, Leadership through Supervision in Indus-
trial Education (Bloomington, Il1.: 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- list activities which may improve the
community relations of vocational educa-
tion.

Comprehension- explain how these activities may improve
community relations.

Application- 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 comunity.

Sample Indicators:

Knowledge- define the racial and ethnic groups within
the community.
- Comprehension- explain the present and potential involve-
* ment of these groups in relationship to

vocational education programs.
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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:
¢. 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- list activities in which participation
by vocational staff may serve the community,
while acting as a PR function for the
vocational program.

Comprehension- explain the functions of general or
specialized voluntary community organiza-
tions.

Application- participate in community, business, and
industry sponsored activities.

Performance:
e. identify supportive community service groups.

Sample Indicators:

Knowledge- list the various supportive community
service groups.

Comprzhension- estimate the support of related com-
munity service groups.

Application- describe the advantages of the activities,
and merits of these groups.
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Sclected References:

Joseph A. Borgen and Dwight £. Davis, 11linois Occupa-
tional Curriculum Project (Springfield, I11.: Division o
Vocational and Technical Education, 1972), 1.1; 1.4.

Josegh %. Bgrgen and Dgight E. Davis, Planning, Imple-
m_entingLﬁ and Evaluating Career Preparation Programs !5ioom§ngton,
Ini.: Knight, 1974), iD11; 1DI4. . ’

Bill Wesley Brown, Casebook on Administration_and

Supervision in Industrial and Technical Education (Chicago:
American Technical S0Cie€ty, 1970), PP 72=/0.

Fred C. Finsterback and William C. McNeice, Creative
Facilities Planning for Occupational Education (Berkeley Heights,
N.v.: Educare Associates, 1969), pp. 1:19-1:24.

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 Proceedings (Columbus, ON10  Th
Center for Vocational lechnical tducation, 1974), pp. 59-69.

Robert G. Owens, Organizational Behavior in Schools
(Englewood Cl1iffs, N.J.: Prentice-Hall, Inc., 19/0), pp. 140-166.

M. J. Ruley,_Leadership Through Supervision in Indus-
trial Education (Bloomington, I11.: McKnight & McKnight Fub.
Co., 1971),pp. 154-163.

Adolph Unruh and Harold E. Turner, Supervision for
Change and Innovation (Boston: Houghton Mifflin Co., 1970),
|7§-i8|; 2406,
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Name,
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Telephone,

Internship daily schedule:

COOPERATING ADMINISTRATOR

Name,

Position,

Address,

Telephone,

UNIVERSITY SUPERVISOR

Name,

Department,

Address,

SUR T UL

Telephone,

OCCUPATIONAL EDUCATION ADMINISTRATION PROJECT: A performance-based
program designed to preparc occupational education leaders conducted
at Southern I1linois 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 da‘te(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 stat~d level of performance proficiency.

An example of how this portfolio is designed to be used follows:

2.la determine sources from which applications may be received,
i.e., colleges and universities.

Actual Conditions: M Krowr Oy o ukoio” Lo loga (o 00 ot oS
QOLE b oP DY ol . D =, /43 R TPIIY .')/(
Actual Performance: (. e Ko (cmd Bocody -
ER 10 AINS il e topg Wl ovror . Eboscosd twe Py S Lo
Preassessment: Cognitive A5... & <o Affective A2 ccccc,
1 Certification ZeZ__ Mode g7z ?'x’-,,,d
Postassessment: Cognitive Zeg/deattr,r Affective _Adw...
Date Achieved 7--5- >4 Certification /<3

Mode vﬁé'maxz 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: Seidoe e oo N _La
Actual Performance: Fa... 4% a4 Sidcod o i preniteni X o llone

2l KRzl LMo oo Maet ooesgn Al o anelome Lo su2 i 4
Preassessment: Cognitive _«=:...4-7%, Affective ol .occre. . ]
Certification < Mode _»rrdms . £

Pogstassessment: Cognitive elmlle g ey Affective o s
Date Achieved _7»-2¢-74Certification
Mode 422, . 4> Importance 1 2 4

none very

A portfolio such as this squarely places the onus of competency develop-
ment on the intern. Since the performances are clearly outlined at the
bt:ginning 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<membering of previously learned
material. This may involve the recall of wide range of material, from
specific facts to complete theories, but a:t that is reguired 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, hoiding,
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
acquiesceice in responding (reads assigned material), willingness to respond
{voluntarily reads beyond assignment), or satisfaction in responding (reads
for pleasure or enjoyment).

VALUING - Valuing is concern'd 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 .0 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 patt?rns of adjustment (personal,
social, emotional) would be appropriate here.

Modes of Delivery
ACADEMIC - course work, simulation, workshop

PRACTICAL - internship, on-the-job

TGronlund, Norman. Statin ] jecti
: ’ . g Behavioral Objectives for Clascroom
Instruction. (Toronto, Canada: McMillan Comp%n}, 1970}, p. 20.
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1
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
?rea secondary vocational center, or a community col-
ege.

~ed
(7%
[} }
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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 orepare 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:

Actual Performance:

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:

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.%e secure assistance from staff mem

local plan.

Actual Conditions:

bers in the preparation of the

140

Actual Performance:

Preassessment: Cognitive,

Affective,

Certification,

Postassessment:Cognitive,

Mode,

Affective,_

Date Achieved,

Mode,

Certification,

—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:

Preassessment: Cognitive,

Certification,

Postassessment:Cognitive,

Date Achieved,

Mode ’

Affective,

Mode,

Affective,

Certification,_

Importance, 1 2 3 4
none very
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1.1g analyze job market, student interests, initial cost, and on-going
cost related to existing or proposed specialized vocational programs.

Actual Conditions:

i

Actual Performance:

Preassessment: Cognitive, Affective,
Certification, Mode,
Postassessment:Cognitive, Affective,
Date Achieved, Certification,
Mode, Importance,_1 2 3 _4

none very

1.1h write general objectives for a vocational education program.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive, Affective,
Certification, Mode,
Postassessment:Cognitive, Affective,
Date Achieved, Certification,
Mode, Importahce,__l__z 3 4

none very
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1.11 determine manpower implications for vocational education.

1.1j

Actual Conditions:

Actual Performance:

Preassessment: Cognitive,

Affective,

Certification,

Postassessment:Cognitive,

Mode,

Affective,

Date Achieved,
Mode,

Certification,

Importance, 1 2 3 4

none very

verbalize the economic implications for vocational education.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive,

Certification,

Postassessment:Cognitive,

Date Achieved,

Mode,

149

Affective,

Mode,

Affective,

Certification,

Importance, 1 2 3_4
none very
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1.1k secure the services of Federal and State agencies for program

development.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive,

— .

Certification,

Postassessment:Cognitive,

Date Achieved,

Mode,

Affective,

Mode,

Affective,

Certification,

Importance, 1 2 3 4 _
none very

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,
Mode, o

_Certification,

_Importance,_ 1

Songrnp

none
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1.1m identify changes in technology and equipment in industry relating
to existing vocational programs.

Actual Conditions:

Actual Performance:

®. e e e - . - - - aaem

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, Mode,
Postassessment:Cognitive,_ _ Affective,
Date Achieved, ° Certification,
Mode, Importance, 1 2 3 4
none very
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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:

Preassessment: Cognitive,

Affective,

Certification,

Postassessment:Cognitive,

Mode,

Affective,

Date Achieved,

Mode,

Certification,

Importance, 1 2 3 _4

none very

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

15<

cormmamess  ewwavaen—

none very
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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, Affective,
Certification, Mode,
Postassessment:Cognitive, Affective,
Date Achieved, Certification,
Mode, | Importance,_1 2 3 4
none very

1.7r apply the knowledge ~f state and federai iegislation and its impact
upon program plannii.g.

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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1.2
EXTERNAL RESOURCES & PLANNING

IDEAL CONDITION: Given the need for using external re-
scurces in program planning, the occupational education

leader will be able to:

UNIVERSITY SUPERVISOR, COMMENTARY/CONCURRENCE:
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1.2a enlist the aid of state employment office personnel, key figures
in business and industry, state staff, and teacher-training insti-

1.2b

tutions for program planning purposes.

Actual Conditions:

Actual Perforiiance:

Preassessment: Cognitive,

Affective,

Certification,

Postassessment:Cognitive,

Mode,

Affective,

Date Achieved,

Mode,

Certification,

Importance, 1 2 3 4

none very

consult the local office of the U.S. Employment Service to obtain
information on manpower trends and needs.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive,

Affective,

Certification,

Mode,

Postassessment:Cognitive,

Affective,

Date Achieved,

Certification,

Mode,

Importance, 1 2 3 4

nong’ “Very
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1.2d
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identify the role and function of advisory committees and orient
the committee- to that role and function.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive, Affective,
Certification, Mode,
Postassessment:Cognitive, Affective,
Date Achieved, Certification,
Mode, Importance, 1 2 3 4
none very

obtain school board authorization for organizing an advisory
committee.

Actual Conditions:

Actual Performance:

T .

rreassessment: Cognitive, Affective,
Certification, Mode,
Postassessment:Cognitive, Affective,
Date Achieved, Certification,
Mode, Importance, 1 2 3 4
none very



Actual Conditions:

150

1.2e establish the criteria for and select advisory committee remters.

Actual Performance:

Preassessrent: Cognitive,

Affective,

Certification,

Pestassessment:Cognitive,

lode,

Affective,

Date Achieved,

lode,

Certification,

Importance, 1 2 3 4

Actual Conditions:

o ——

none very

1.2f establish a working relationship with advisory committee rensers.

Actual Performance:

——— e e o ——————

Preassessment: Cognitive,

Certification,

Postassessment:Cognitive,

Cate Achieved,

Mode, _

Affective,

Mode, .

Affective,

Certification,

Importance,__l“.Z 34
none Very
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1.2¢c enlist the aid of the advisory committee for long-range program

1.2

planring purpeses.

Fctual Corditicns:

Actual Perforrance:

Preassessrernt: Ccgnitive,

AMffective,

Certification,

Mode,

Pestassessrent:Cognitive,

Affective,

vate Achieved,

Certification,

Mode,

Importance, 1 2 3 4

none very

use the expertise of the advisory cormittee in making an analysis

of an occupaticnal fielc.

Actual Cecrditions:

Actual Perforrance:

Preassessrent: Cognitive,

Afective,

“Certification,

Mode,

Fostassessrent:Cogritive,

Affective,

Date Achieved,

Certificaticn,

Mode,____

158

Inportance, 1 2 3 4

s o tom cartmry B

none very
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1.21 enlist the assistance of management and labor representatives to
identify a variety of occupational opportunities.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive,

Affective,

Certification,

Postassessment:Cognitive,

Mode,__

Affective,

Date Achieved,

Mode,

Certification,

Importance, 1 2 3 4

159

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:
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1.3a develop a procedure for keeping all staff members informed about
all vocational programs and courses.

1

.3b

Actual Conditions:

Actual Performance:

Preassessment: Cognitive,

Certification,

Postassessment:Cognitive,

Date Achieved,

Mode,

Affective,

Mode,

Affective,

Certification,

Importance, 1 2 3 4
none Very

provide leadership for redesigning programs and courses as a result

of an administrative edict.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive,

Certification,

Postassessment:Cognitive,

Date Achieved,

Mode,

iel

Affective,

Mode, _

Affective,

Certification,

Importance, 1 2 3 4
none very
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1.3¢ schedule staff and facilities for maximum program utilization.

Actual Conditions: o

Actual Performance:f

Preassessment: Cognitive, Affective,
Certification, Mode,
Postassessment:Cognitive, Affective,
Date Achieved, Certification,
Mode, 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, Mode,
Postassessment:Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 2 4

none very

‘ 162
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N\
1.3¢ evaluate alternative instructional avenues in terms of benefit
vS. cost.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive, Affective,
Certification, Mode,
Postassessment:Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4
none very

1.3f build flexibility into the vocational schedule so that students
can change their level of training if justified.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive, Affective,

Certification, Mode,

Postassessment:Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4

fione Very
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1.3g identify speciiic Teydl Pimitations effecting vocational students
in hazardous occupations.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive, Affective,
Certification, Mode,
Postassessment:Cognitive, Affective,
Date Achieved, Certification,
Mode, Importance, 1 2 3 4 _

none very

1.3h analyze current and projected instructional needs.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive, Affective,

Certification, Mode,
Postassessment:Cognitivé: Affective,

Date Achieved, Certification,

Moce, Importance,__1 2 3 4

none very

161




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:

165
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1.4a assess program directiorn in light of criteria provided through
organizational patterns at the state and federal level.

1.4b

Actual Conditions:

Actual Performance:

Preassessment: Cognitive,

Affective,

Certification,

Postassessment:Cognitive,

Mode,

Affective,

Date Achieved,

Mode,

Certification,

Importance, 1 2 3 4

none Very

involve employers and labor representatives when evaluating vo-

cational courses and programs.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive,

Affective,

Certification,

Mode,

Postassessment:Cognitive,

Affrective,

Date Achieved,

Mode,

Certification,

Importance, 1 2 2 4

none very
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1.4c involve students, staff members, administrators and outside agen-
cies in the evaluation 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

1.4d develop and implement a procedure for evaluating the total voca-
tional program.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive,m Affective,

Certification, Mode,

Postassessment:Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4
) none very
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2
STAFF RECRUITMENT

Analyze from a base of knowledge, sources of applicants
and the requirements of each position, in terms of job

specifications, professional preparaticn and interperson-
al relations needed for a position.

161
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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 :

1€2
1 . 169
ERIC
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2.1a determine sources from which applications may te receivea, i.e.,
colleges and universities.

Actual Conditions:_

Actual Perfecrmarnce:

Preassessmert: Cognitive, Affective,
Certification, Mode,
Postassessment: Cognitive, Affective,
Date Achieved, Certification,
Mode, irportance,__1 2 3 4
none very

2.1b determine alternate sources 0f employees such as reighboring schools
and industry.

Actual Corditions: __

Actual Perfeormarce:

Preassessment: Cognitive, Affective,
Certification, Mode,
Postassessment: Cognitive, Affective,
Date Achieved, Certification,
Mode, Importance, 1 2 3 4_
none very
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2.2

ANALYZINC 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
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2.2a determine wnich person can meet present instructional needs.

2.2b

Actual Conditions:

Actual Performance:

Preassessment: Cognitive,

Certification,

Postassessment:Cognitive,

Date Achieved,

Mode,

Affective,

Mode,

Affective,

Certification,

Importance, 1 2 3 _4 _
none very

predict candidate ability to meet future instructional needs.

Actual Conditions:

Actual Performance:

Preassessment: Cogaitive,

Certification,

Postassessment:Cognitive,

Date Achieved,

Mode,

Affective,

Mude,

Affective,

Certification,

Importance, 1 2 3_4
none very
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2.2c determine the stability of the candidate, and the likelihood of

providing stability to the staff.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive,

Affective,

Certification,

Mode,

Postassessment:Cognitive,

Affective,

Date Achieved,

Certification,

Mode,

173

Importance, 1 2 3 4
none very



2.3
INTERVIEWI[NG CANDIDATES

ICEAL CONGITIONS: Given training in the interview
process the occupaticral education leacder will be able
to:

UNIVERSITY SUPERVISCR, COMMENTARY/CCNCURRENCE:

1¢7
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2.3a determine an applicant's perception of his role as an instructor.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive, Affective,
Certification, Mode,
Postassessment:Cognitive, | 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, Affective,
Certification, Mode, |
Postassessment:Cognitive, Affective,
Date Achieved, Certification,
Mode, Importance,__1_2 3_4
none very
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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,_1 2 3 4

none very
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2.4
CHOOSING STAFF MEMBERS
IDEAL CONDITIONS: After evaluating credentials and
interviewing the applicant, the occupational education
leader will te able to:

UNIVERSITY SUPERVISOR, COMMENTARY/CONCURRENCE:

170
| 177
ERIC
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2.4a choose the job applicant whose temperament, academic preparation, and
professional attitude best suit the position open.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive, _ Affective,
Certification, Mode,
Postassessment :Cogni tive, Affective, _
Date Achieved, Certification,
Mode, Importance, 1 2 3_4
none very

p =N

2.4b hire paraprofessional staff members.

Actual Conditions:_

Actual Performance:

Preassessment: Cognitive, _ Affective,
Certification, Mode,
Postassessment:Cognitive, Affective,
Date Achieved, Certification,
Mode, 77 Importance, 1 2 3 4
none very
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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.
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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
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3.1a

3.1b
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help new staff members acclimate themselves tc the job and
the community, especially the first few days.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive, Affective,
Certifiéafion. Mode,

Postassessment: Cognitive, Affective,
Date Achieved, Certification,

Node, Importance, 1 2 3 4

Anm— - emapmae

none Ty

assist new staff members to understand the policies and regulations
of the institution.

Actual Conditions:

Actual Performance:

Freassessment: Cognitive, Affective,
Certification, Mode,

Postassessment : Cognitive, Affective, _
Date Achieved, Certification,

Mode,

Importance, 1 2 3 4

; 151

none



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:

B

P
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3.2a provide in-service training to serve individual needs of
those being trained.

Actual Conditions:

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

183

none very
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3.2¢c promote among staff members the desire for constructive
interrelationships with students.

Actual Conditions:

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
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3.2e explain to staff members in an ob
most qualified and wnere they are

Actual Conditions:

178

Jective manner where they are
most lacking.

Actual Performance:

Preassessment: Cognitive,

Affective,

Certification,

Postassessment: Cognitive,

Date Achieved,
Mode,

Mode,

Affective,

Certification,

Importance, 1 2 3 4

SEEwReR 0 e

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,

Affective,

Mode,_

Postassessment: Cognitive,

Affective,

Date Achieved,

Certification,

Mode,

Importance, 1 2 3 4

Q i 155

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:
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3.3a identify factors which provide staff members with job

satisfaction and dissatisfaction.
Actual Conditions:
Actual Performance:
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:
)

Actual Performance:
Preassessment: Cognitive, Affective,

Certivication, Mode,
Postassessment: Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, 1 2 3 4

none very
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3.3¢

3.3d

inform a person when he is in danger of being dismissed and give

him the opportunity to take steps to

Actual Conditions:

avoid dismissal.

181

Actual Performance:

Preassessment : Cognitive,

Certification,

__Affective,

Mode,

Postassessment: Cognitive,

Affective,

Date Achieved,

Certification,

Mode,

Importance, 1 _2 3 _4

inform a person who is not to be rehired specific, concrete reasons

for his dismissal.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive,

Affective,

Certification,

Mode,

Postassessment: Cognitive,

Affective,

Date Achieved,

Certification,

Mode,

158

Importance, 1 2 3 _4_

none very



3.3e criticize a staff member without stripping him of his dignity.

Actual conditions:

Actual Performance:

Preassessment: Cognitive, Affective,
Certification, Mode,

Postassessment: Cognitive, Affective,
Date Achieved, Certification,
Mode, 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

189

none very



3.3g determine staff members' interests

3.3h

service training program.

Actual Conditions:

before establishing an in-

Actual Performance:

Preassessment: Cognitive,

Certification,

Affective,
Mode,

Poscassessment: Cognitive,

Affective,

Date Achieved,

Certification,

Mode,

Importance, 1 2 3 4

none very

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: Q’Cagn“itive.

Affective,

Certification,

Postassessment: Cognitive,

Mode,

Affective,

Date Achieved,

Certification,

Importance, 1 2 3 _4_

que.

190

nong very
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3.3i foster a climate where teachers look for ways to cooperate with
other disciplines in providing broader experiences for students.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive, Affective,
Certification, Mode,
Postassessment:Cognitive, Affective,
Date Achieved, fertification,
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, Affective,
Certification, Mode,
Postassessment:Cognitive, Affective,
Date Achieved, Certification,
Mode, Importance,_1 2 3 _4
none very

Q 191
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3.3k explain the position(s) of administrative bodies to staff members
who resent or disagree witn the position(s) taken.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive, Affective,
Certification, Mode,
Postassessment:Cognitive, Affective,
Date Achieved, Certification,
Mode, Importance, 1 2 3 4
none  very
192 -
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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:

191
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4.1a identify methods of securing assistance from your staff in
problems arising in program operation.

Actual Conditions:

Actual Performance:

Preassessment:Cognitive, Aftective,
Certification, Mode,
Postassessment:Cognitive, ' 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, Affective,
Certification, Mode,
Postassessment:Cognitive, Affective,
Date Achieved, Certification,
Moae, Importance, 1 2 3 4
none very
195
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4.1¢ balance work loads of staff members.

Actual Conditions:

189

Actual Performance:

Preassessment: Cognitive,

Affective,

Certification,

Postassessment: Cognitive,

Date Achieved,

Mode,

Affective,

Certification,

Mode,

Importance,__1 2 3 _4

none very

utilize effective scheduling of staff members and facilities

to afford maximum benefits.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive,

Affective,

Certification,

Mode,

Postassessment: Cognitive,

Affective,

Date Achieved,

Certification,

Mode,

Importance,__1 2 3 4

136

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:

190
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4.2a assist supervising teachers in interpreting policies and
regulations of the institution to student teachers.

4.2b

Actual Conditions:

Actual Performance :

Preassessment : Cognitive,

Affective,

Certification,

Postassessment:Cognitive,

Mode,

Affective,

Date Achieved,

Mode,

Certification,

Importance, 1 2 3 4

none very

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

Actual Conditions:

Actual Performance:

Preassessment: Cognitive,

Affective,

Certification,

Mode,

Postassessment:Cognitive,

Affective,

Date Achieved,

Certification,

Mode,__m

Importance, 1 2 3 4

198

none very
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4.2¢ identity performance standards for each task in an occupation to
the staff members training students for that occupation.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive, Affective.'
Certification, Mdde.
Postassessment:Cognitive, Affective,
Date Achieved, Certification,
Mode, Importance, 1 2 3 4
none very
e 199
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4.3
ADVISORY COMMITTEES s
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:

193
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4.3a recruit businessmen, professionals, and technicians as resource
persons for vocational classes.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive, Affective,

Certification, Mode,

Postassessment:Cognitive, Affective,

Date Achieved, Certification,

none very

Mode, Importance, 1 2 3 _4_

4.3b establish working relationships with advisory committee members.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive, Affective,
Certification, ' Mode,
Postassessment:Cognitive, _ Affective,
Date Achieved, Certification,
Mode, Importance, 1 2 3 4
none very

~01
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4.3c supervise the advisory committee in conducting a vucational educa-

tion survey.

fctual Conditions:

Actual Performance:_

Preassessment : Cognitive,

Certification,

Postassessment:Cognitive,

Date Achieved,

Mode,

Affective,

Mode,

Affective, .

Certification,

Importance, ! 2 3 _4
none very

indicate resource persons who can provide consultation service to

the advisory committee.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive,

Affective,

Certification,

Mode,

Postassessment:Cognitive,

Affective,

Date Achieved,

Certification,

Mode,

Importance,__1 2 3 _4

=02

none very
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-3¢ communicate the date, place, and agenda of an advisory committee
meeting to all persons concerned.

Actual Conditions:

Actusl Performance:

Preassessment: Cognitive, Affective,

Certification, Mode,
Postassessment:Cognitive, Affective,
Date Achieved, Certification,
Mode, Importance,__l 2 3 4
none very

4.3f collect occupational data from employers to identify vocational
education needs.

Actual Conditions:

Actual Performance:

Affective,

Preassessment: Cognitive,
Certification, Mode,
Postassessment:Cognitive, Affective,
Date Achieved, Certification,

Mode,

Importance, 1 2 3 4

=03

none very



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:

197
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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.

4.4b

Actual Conditions:

Actual Performance:

Preassessment: Cognitive,

Affective,

Certification,

Mode,

Postassessment:Cognitive,

Atfective,

Date Achieved,

Certification,

Mode,

Importance, 1 2 3 _4

none very

accumulate data of vocational reports required by the state de-

partment of education.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive,

Affective,

Certitication,

Postassessment:Cognitive,

Mode,

Affective,

Date Achieved,

Certification,

Mode,

Importance, 1 2 3 4

203

none very
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4.4c obtain administrative approval for a vocational education survey,

4.4d

Actual Conditions:

Actual Performance:

Preassessment: Cognitive,

Affective,

Certification

Mode,

Postassessment:Cognitive,

Affective,

Date Achieved,

Mode,

Certification,

Importance, 1 2 3 _4

none very

design a concise, clear fcllow-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,

Affective,

Certification,

Mode,

Postassessment:Cognitive,

Affective,

Date Achieved,

Certification,

Mode,

Importance, 1 2 3 _4

206

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:

200
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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:

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:

Preassessment: Cognitive, Affective,
Certification, Mode,
Postassessment:Cognitive, Affective,
Date Achieved, Certification,
Mode, Importance, 1 2 3 4

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:

|

202
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4.6a evaluate content and time allotted for present courses and programs.

Actual Conditions:

Actual Perforinance:

Preassessment: Cognitive, Affective,
Certification, Mode,
Postassessment:Cognitive, Affective,
Date Achieved, Certification,
Mode, Importance, _1 2 3 _4
none very

~10




5
PROGRAM MANAGEMENT
Apply management techniques to all aspects of a total

vocational program utilizing external and internal re-
sources.

ERIC
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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:

205
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identify those staff members who are capable and willing to accept
and carry out responsibilities delegated to them.

£ la

5.1b

Actual Conditions:

Actual Performance:

Preassessment: Cognitive,

Affective,
Certification, Mode,
Postassessment:Cognitive, Affective,
Date Achieved, Certification,

Mode,

Importance, 1 2 3 4

incorporate controversial issue

particular issue.

Actual Conditions:

none very

s when making a decision on one

Actual Performance:

Preassessment: Cognitive, Affective,
Certification, Mode,
Postassessment:Cognitive, Affective,
Date Achieved, Certification,
Mode, Importance,__l_ 2 3 A
none very

i3
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5.1¢c utilize the skills of staff members in solving problems related
to the vocational programs, and give due credit tc the individuals

5.1d

involved.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive,

Affective,

Certitication,

Postassessment:Cognitive,

Mode,

Affective,

Date Achieved,

Mode,

Certification,

Importance, 1 2 3 4

none Very

establish an effective chain of command with & responsible super-

visor at each level.

Actual Conditions:

Actual Perfcrmance:

Preassessment: Cognitive,

Affective,

Certification,

Mode.

Postassescment:Cognitive,

Affective,

Date Achieved,

Mode,

Certification,

Importance, 1 2 3 4

nofe VETy
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S.1e keep staff members clearly informed as to what is expected of them.

Actual Conditians:

Actua?! Performance:

Preassessment: Cognitive, Affective,

Certification, Mode,
Postassessment:Cognitive, | Affective,
Date Achieved, Certification,
Mode, Importance, 1 2 3 4
none very

5.1f inform staff members of the accepted methods to be used in the
resolution of grievances.

Actual Conditions;_

Actual Performance:

Preassessment: Cognitive, Affective,

Certification, Mode,
Postassessment:Cognitive, Affective,
Date Achieved, Certification,
Mode, Importance, 1 2 3 4
none very
P 6
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5.1g settle grievances quickly after 1istening to all issues and

positions.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive, Affective,
Certification, Mode,
Postassessment:Cognitive, Affective,
Date Achieved, Certification,
Mode, Importance, 1 2 3 4
none very
5.1h secure maximum performance from staff members.
Actual Conditions:
Actual Performance:
Preassessment: Cognitive, Affective,
Certification, Mode,
Postassessment:Cognitive, Affective, '
Date Achieved, Certification,

Mode,

Importance, 1 2 3 4

<16

none very



5.14

210

assist staff members in defining goals, tasks, and purposes of new
programs as w211 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, Importance, 1 2 3 _4_
none very

<17



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-
tion leader will be able to:

UNIVERSITY SUPERVISOR, COMMENTARY/CONCURRENCE:

L ]
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5.2a appraise the value of general ecucation io vocational students.

Actual Conditions:

Actual Performance:

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 Conditicns:

Actual Performance:

Preassessment: Cognitive, Affective,

Certification, Mode,
Postassessment:Cognitive, Affective, _
Date Achieved, Certification,
Mode, _}mportance.__l_ 2 3 _f;__
none very
<id
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5.2¢ evaluate programs on the basis of the progression of student

5.2d

behavior toward established goals.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive,

Affective,

Certification,

Postassessment:Cognitive,

Mode,

Affective,

Date Achieved,
MOdEQ

Certification,

Importance, 1 2 3 _4
none very

determine the reasons students drop out of the vocational program.

Actual Conditions:

Actual Performance:

N\

N

Preassessment: Cognitive,

Affective,

Certification,

Mode,

Postassessment:Cognitive,

Affective,

Date Achieved,
Mode,

Certification,

Importance, 1 2 3 4

—

=<0

none very
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5.2f

214

determine the need for follow-up study questionnaires,

Actual Conditions:

Actual Performance:

Preassessment: Cognitive,

Affective,_

Certification,

Postassessment:Cognitive,

Mode,_

Affective,

Date Achieved,

Certification,

Mode,

Importance, 1 2 3 4

none very

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:

Actual Performance:

Preassessment: Cognitive,

Certification,

Affective,

Mode,

Postassessment:Cognitive,

Affective,

Date Achieved,

Certification,

Mode,

Importance, 1 2 3 4

el

none very
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5.29 wotivate staff members to provide information to prospective

5.2h

students for all vocational offerings.

Actual Conditions:_

Actual Performance:

Preassessment: Cognitive,

Affective,

Certification,

Postassessment:Cognitive,

Mode,

Affective,

Date Achieved,

tlode,

Certificaticn,

Importance, 1 2 3 _4

none very

work with guidance personnel to develop occupational information
describing local and national opportunities.

Actual Conditions:

Actuatl Performance:

Preassessment: Cognitive,

Affective,

Certification,

Mode,

Postassessment:Cognitive,

Affective,

Date Achieved,

Certification,

Mode,

Importance, 1 2 3 4

<l

none very
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5.21 suggest to teacher-coordinators methods of improving in-school
and on-the-job cooperative vocational education instruction.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive, Affective,
« Certification, Mode,
Postassessment:Cognitive, Affective,

Date Achieved, Certification,

Mode, Importance, 1_2 3 4
none very

5.2] interpret the role of guidance, counseling and placement in
vocational education.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive, Affective,

Certification, Mode,
Postassessment:Cognitive, Affective,
Date Achieved, Certification,
Mode, | Importanceﬂn_l 2 3._2_
none very

-




5.3
MANAGEMENT STYLE DEVELOPMENT
IDEAL CONDITIONS: Given the knowledge of management
tgg‘:hniques, the occupational education leader will be
able to:

&»
UNIVERSITY SUPERVISOR, COMMENTARY/CONCURRENCE:

217
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5.3a define background information concerning controversial issues which
require decisions.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive, Affective,
Certification, Mode,
Postassessment:Cognitive, Affective,
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, Mode,
Postassessment:Cognitive, Affective,

Date Achieved, Certification,

.

‘%
Mode, Importance, 1 2 3 4
none VETY
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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 pr.gram.

5.3d

Actual Conditions:

Actual Performance:

Preassessment: Cognitive,

Certification,__

Postassessment:Cognitive,

Date Achieved,

Mode,

Affective,

Mode,

Affective,

Certification,

Importance,__1 2 3 4
none very

deiegate authority to units or individuals nearest the point where

the action takes place.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive,

Certification,

Postassessment:Cognitive,

Date Achieved,

tode,

Affective,

Mode,

Affective,

Certification,

Importance, 1 2 3 4
none very

op)
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5.3e perceive evaluation of the program as the responsibility of stu-
dents, staff members, administrators and outside agencies.

5.3f

Actual Conditions:

Actual Performance:

Preassessment: Cognitive,

Affective,

Certification,

Mode,

Postassessment:Cognitive,

Affective,

Date Achieved,

Certification,

Mode,

Importance, 1 2 3 4

none very

express and demonstrate a philosophy consistent with the objec-

tives of vocational education.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive,

Affective,

Certification,

Mode,

Postassessrent:Cognitive,

Affective,

Date Achieved,

Certification,

Mode,

Importance, 1 2 3

1 2 3 4

. R

none very
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5.3g realize when he has made a mistake and profit from the experience.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive, Affective,
Certification, Mode,
Postassessment:Cognitive, Affective,
Date Achieved, Certification,
ilode, Importance, 1 2 3 4
none very

5.3h examine controversial positions, make a decision and Jjustify the
position taken.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive, Affective,
Certification, Mode,
Postassessment:Cognitive, Affective,
Date Achieved, Certification,
Mode, Importance, 1 2 3 4
* none very

a8
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5.31 maintain ethical standards expected of a professional educator.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive, Affective,
Certification, Mode,
Postassessment:Cognitite, 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, Mode, 7
Postassessment:Cognitive, Affective,
Date Achieved, Certification,
Mode,_ Importance, 1 2 3 4
none very

oD
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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

5.31 select the most appropriate systemor procedure for each problem
with which he is faced.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive, Affective,
Certification, Mode,
- Postassessment:Cognitive, Affective,
Date Achieved, Certification,
Mode, Importance, 1 2 3 4 _
none very

<30




5.4
COMPLYING WITH LEGISLATION
IDEAL CONDITIONS: Given the procedures for establishing
public relations and the ability to i~‘erpret and comply
with legislation at the local, state, and fedsral levels,
the occupational education leader will be able to:

UNIVERSITY SUPERVISOR, COMMENTARY/CONCURRENCE:

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,
Mcde, Importance, 1 2 3 _4
none very

5.4b plan, schedule, execute and evaluate in-service training system-
atically.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive, Affective,
Certification, Mode,
Postassessment:Cognitive, Affective,
Date Achieved, Certification,
Mode, Importance, 1 2 3 _4
none very
<32
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5.4c cooperate with state staff members in promoting, developing, sus-
taining and evaluating 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

<33




6

MANAGEMENT OF PHYSICAL
FACILITIES, SUPPLIES AND EQUIPMINT

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:

228
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6.1a specify the long range facility, equipment and supply needs for
the vecational 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

6.1b prepare a long-range budget which projects the financial needs of the
total vocational education program.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive, Afrective,
Certification, Mode,
Postassessment:Cognitive, Affective,
Date Achieved, Certification,
Mode, | Importance,m“l 2 3 4
none very
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€.1c plan an operating budget proposal for consumable supp.ies, services
and materials needed in a vocational course.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive,

Affective,

Certification,

Postassessment:Cognitive,

Mode,

Affective,

Date Achieved,

Mode,

Certification,

Importance, 1 2 3 4§

none very

€.1d prepare a capital outlay budget proposal for the tota! vocational

progran,

Actual Conditions:

Actual Performance:

Preassessment: Cognitive,

Certification,

Af fective,

Mode,

Postassessment:Cognitive,

Affective,

Date Achieved,

Certification,

Mode,

Importance, 1 2 3 4 _

none very
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6.1e prepare budgets based on anticipated incomes fromr federal, state
and local sources.

Actual Conditions:

Actual Perfcormance:

Preassessrent: Cognitive, Affective,
Certification, Mode,
Postassessment:Cognitive, Affective,
Date Achieved, Certificaticn,
tode, Importance, _1 2 3 _4_
none very

€.1f file reimburserent claims with the Civision of Vocaticnal and Techni-
cal Education.

Actual Conditions:

Actual Perfornance:

Preassessment: Cognitive, Affective,
Certification, Mcde,
Postassessment:Cognitive, Fffective,
Date Achieved, Certification,
lode, Importance,__1 2 3 _4_
none very

ART
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6.1g analyze capital outlay and projected funds needed to begin and
continue & new vocational course or program,

Actual Conditions:

Actual Performance:

Preassessment: Cognitive,

Certification,

Postassessment:Cognitive,

Date Achieved,

Mode,

6.1h allow for flexibility in a bu
changes and new products.

Actual Conditions:

Affective,

Mode,

Affective,

Certification,

Importance, 1 2 3 _4
none very

dget for price changes, enrollment

Actual Performance:

Preassessment: Cognitive,

Affective,

Certification,

Mode,

Postassessment:Cognitive,

Affective,

Date Achieved,

Certification,

Mode,

Importance, 1 2 3 4

239
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6.11 develop and implement a pirocedure for establishing priorities for
the use of funds and other available resources.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive,

Certification,

Postassessment:Cognitive,

Date Achieved,

Mode,

Affective,

Mode,

Affective,

Certification,

Importance, 1 2 3 4
none very

} verbalize and substantiste budgeting priorities, property and ac~-

countability decisions you have made to appropriate persons at

any time.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive,

Certification,

Postassessment:Cognitive,

Date Achieved,

Mode,

w40

Affective,

Mode,

Affective,

Certification,

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:

234
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6.2a identify financial requirements for purchasing needed equipment.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive, Affective,
Certification, Mode,
Postassessment:Cognitive, Affective,
Date Achieved, Certification,
Mode, Importance, 1 2 3 4
none very

6.2b arrange for additional vocational facilities to accommodate expanded
enroliments and technological advancements related to the vocational
program.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive, Affective,
Certification, Mode,
Postassessment:Cognitive, Affective,
Date Achieved, Certification,
Mode, Importance,__l_ 2 3 4

none very

eRlc 242
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6.2c identify various sources of securing needed equipment.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive, Affective,
Certification, Mode,
Postassessment:Cognitive, Affective,
Date Achieved, Certification,
Mode, 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, Affective,
Certification, Mode,
Postassessment:Cognitive, Affective,
Date Achieved, Certification,
Mode, Importance, 1 2 3 4
none very
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6.2e identify new tools and equipnant needed for the vocational program
during the current academic year.

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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6.3
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: R

238
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6.3a plan vocational laboratory layouts to gain maximum benefits from
available space.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive,_ Affective,
Certification, Mode,
Postassessment:Cognitive, 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:

L

Preassessment: Cognitive, Affective,
Certification, Mode,
Postassessment:Cognitive,_ Affective,
Date Achieved, Certification,
Mode, Importance, 1 2 3 4

none 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, Mode,
Postassessment:Cognitive, Affective,
Date Achieved, Certification,
Mode, Importance, 1 2 3 4
none very

7.1c obtain informal feedback on the vocational program through contacts
’ with individuals * 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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7.1¢ evaluate the degree to which the objectives of the comunity re-

7.1d

lations program have been met.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive,

Affective,

Certification,

Postassessment:Cognitive,

Date Achieved,

Mode,

ascertain and evaluate public opinion

Actual Conditions:

Mode,

Affective,

Certification,

Importance, 1 2 3 4
none very

about vccational programs.

Actual Performance:

Preassessment: Cognitive,

Certification,

Postassessment:Cognitive,

Date Achieved,

lode,

Affective,

Mode,

Affective,

Certification,

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 be able

to:
UNIVERSITY SUPERVISOR, COMMENTARY/CONCURRENCE:
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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
Rl 2O




7.2¢ communicate what is going on in business and industry to the

7.2d

school staff.

Actual Conditions:

246

Actual Performance:

Preassessment: Cognitive,

Certification,

Postassessment:Cognitive,

Date Achieved,

Mode,

Affective,

Mode,

Affective,

Certification,

Importance, 1 2 3 4
none very

publicize the purposes and objectives of a vocational education

survey.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive,

Certification,

Postassessment:Cognitive,

Date Achieved,

Mode,

Affective,
Mode,
Affective,
____Certification,
Importance, 1 2 3 4
none very



7.2e

7.2f

use a variety of communication techniques on a carefully planned
basis to influence public opinion.

Actual Conditions:

247

Actual Performance:

Preassessment: Cognitive, Affective,
Certification, Mode,
Postassessment:Cognitive, Affective,
Date Achieved, Certification,
Mode, Importance, 1 2 3 _4
none very

conduct public relations activities to reach external publics
(merchants, businessmen. community organizations, professional

organizations, etc.).

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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7.2h

conduct public relations activities to reach internal publics
{school administrators, teachers, guidance staff, and students).

Actual Conditions:

Actual Performance:

Preassessment: Cognitive,

Certification,

Postassessment:Cognitive,

Date Achieved,

Mode,

write articies about newsworthy activities being carried on in the

Affective,

Mode,

Affective,

Certification,

Importance,_1 2 3 4
none very

vocational program, for the news media.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive,

Affective,

Certification,

Postassessment:Cognitive,

Mode,

Affective,

Date Achieved,

Mode,

Certification,

Importance, 1 2 3

A _

%

none very



7.21
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conduct an open house to familiarize members of the school and
the community with activities of the vocational program.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive,

Certification,

Postassessment:Cognitive,

Date Achieved,

Mode,

Affective,

Mode,

Affective,

Certification,

Importance,_1_2 3 _4
none very

provide brochures to acquaint the school and community with various
aspects of the vocational program.

Actual Conditions:

Actual Performance:__

Preassessment: Cognitive,

Certification,

Postassessment:Cognitive,

Date Achieved,

Mode,

Affective,_

Mode,

Affective,

Certification,

Importance, 1 2 3 _4
none very



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

7.3b
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identify ways staff members can achieve community involvement
which will build better public relations for vocational education.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive,

Affective,

Certification,_

Postassessment:Cognitive,

Mode,

Affective,

Date Achieved,

Mode,

Certification,

Importance, 1 2 3 _4_

none very

work with different racial and ethnic groups within the community.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive,

Affective,

Certification,

Mode,

Postassessment:Cognitive, -

Affective,

Date Achieved,
Mode,

Certification,

Importance, 1 2 3 4

2Zolb

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-

7.3d

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

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

259

none very



identify supportive community service groups.

Actual Conditions:

Actual Performance:

Preassessment: Cognitive,

Certification,

Postassessment:Cognitive,

Date Achieved,

Mode,

Affective,

Mode,

Affective,

Certification,

Importance, 1 2 3 _4
none very



