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Values, attltudes, ‘and keliefs are frequertly
neqlected in education for publlc service. It is dlfflcult ‘to teach
‘these concepts in a traditional pedaqogzcal nanner. Instead,
concentration on these concepts is wmcre ap;rcpr:ate thrcugh the
"andraqoq1ca1" approach often used in executive development programs..
"Andragogy" is based on the educational needs cf the student and
includes personal and affective feedback. ERecutive development is
intended to help effective managers beccme .more effective. Since

* attitudes spring from values that are endurlng teliefs, values are
-more critical than attitudes or‘'bediefs, The fctr critical stages, of
executive development are self-examlnatlon, self-expectations,
~hypothesis development, and hypothesis testing., Luring tte
self-examination stage, the executive lccks inside to discover

- values, expresses them to another perscn, and receives feedkack about
them. During .the self-expectations stage, the ezecutive determines
. what kind of person he or she wishes to keccme. Luring the hypothesis
" development stage, the executive determires whether to change values
and what values to change. During hy‘;the=1= testing, executives
. change their behaviors in accordance Wwith their new values and

. determine Kow well the new values wcrk in the real sorld. This new

" awareness of the relatlonshlp between values and behavior allows-
adnlnlstrators to improve their effectiveness. (Authcr/JM)
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L Over the past fifty years, educatlon for the public
| serV1ce has become a major academlc/educatlonal act1v1ty in
,." the United States. Throughout this period, scholars and
pnxﬁ:tlonerszﬂlkeluwe wrestled peruxhcallyvnxh Lsmxﬁsconoanung
eff1c1ency, effect.xveness, reorganization, span of control and organiza-
' tdon. Even though these 1ssues have been recognlzed as being
extremely germane, if not absolutely fundamental to the conduct
_of the publlc s business, the tendency has been to tackle those
issues which most reasonably and readily 1lend themselves to the . .

art of pedagogy while intellectually avoiding those issuesqand,

their attending concepts which do not so easily lend themselves
to this approach.‘ While concepts such as those mentioned above
8, ;are'abstract, variable, and often resistant to clear definition
or easy application{ they have traditionally been mote easily}-
; managed by scholars and practltloners than havevconcepts such
- as values, attltudes, and beliefs.
The dlfflculty concernlng concepts such\as values, attltudes,
) and beliefs mg not solely one of deflnltlon rxm'ls it suxnﬂarly
related to, the abstract nature of the concepts thenselves. Rather, the

a

r\dlfflc[.glty has been one of how can’we teach (pedagoglcally) future
d
public servants values, attitudes, and beliefs --~ich would con-

tr1bute posrt;vely" to the conduct of the put " business.
Moreover, the’ bu51ness of attemptlng to transn. ch ideas

. clearly and w%th thya same facility. that we :overedlthat;
technlcal‘skllls can be:—ransmltted hcj ; - de very |

difficult.

-

s




. 2
) 4 : ’
Primarily, the traditional pedagogibal approach practicded in
the.élassical academic setting does not provide nor readily
leqd itself to the type of feedpacklmechaniSms (personal and
- affective) necessary to assess the impact of the pedagOgical'
effort on the individual nor its impact on the environment
, :
within which he will someday operate.

ThiSibarticﬁiar effort willbraise certain issues con-
cernlng values, attltudes, -and beliefs relative to their
pqtentlal 1nf1uenge within an administrative context. As has
been poi;%ed oufi.the typickl pedagogical approach and ifs
. attending aSsumptioﬁsyanwell’as the'setting withfﬁ which rt is
usually practiced does not afford one the maxiqum opportdnityv
to assess,fmodify, or prdvide feedback concerning the influence
nor potentialiinfluehce of values,.attitudes, aﬁd beliefs
within an ad@infstratiQe cbntext. Instead, the azrena chosen
for this_examfnation is tha§ ofvexecutive develooment:Qhere
andragogy rather_than pedaQOgy is the preferred ae;roach to
education for the public service AndragOgy, because it does
rely heavily on the percelved educatlonal needs of the. student
(adult) and because it is traditionally practiced in a setting
Qhere personal and affective feedback is possible and fan be
made meaqlngful does afford _one the Opportunlty as—ajieacher
(fac111tator) to assess modify, or prov1de feedback cswcernlng
the influwence or poter influence' of values, at

strative contet.

and beliefs withi
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., . Executive bevelopment

!

Executive development for the ppbiic servant is a relatively

new concept and activity.' It has been only since 1968 that the

federal goyernmeht began ah ongoing and concerted effort in the

area of executive development, operated primaril&,for/. S
-1 ) s ' —~
federal executives. . # ' '

. The initial question which must be answered is +- what is

aexepat%ve development2 * Secondly, why does executive development

T

-afford 4s a greater opportunity to assess, modify or provide -
feedbaqk\ oncerning values, attitudes, and be1iefs° And further—
more\\what eanlng, if any, does this have for  the practlce of

public admlnlstratlon? L ‘

[ b

Executlve development as an act1v1ty focuses its: attentlon
2
on those 1nd1v1duals, prlmarlly profe551onals, ' who” have rlsen'

.successfully to top managerlal p051tlons within various organl—'
~..

zatlons. Its major thrust is organlzatlonal effectlveness,'
rather than individual success. Therefore, the key intehdede
outcome is that the individualhmanager will be able to improve
his managerial ahd personal skills guch that-he mayvhecome

more effective in his efforts to accomp*ish various organiza-
! . . ~
tional goals and objectives.

“

In executéve development the usual caee is that the
1ﬂd1v1dua1 par 1c1pat1ng in the educatlonal program has already

s

demonstrated hlS 1nd1V1dua1 sk=11s and talents to the exten“'

v o
that he 1s already a successfuT executive. Here success means

¥
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.that the individual has risen. to the top or' near top of S
is organlzatlon usually by Jklllfully applylng certaln U -
'qualltatlxe-and quantltatlve skllls.acqulred durlng his pro-
'fessio‘nal education.4 Onthe other hand, effect:x.vefxess relates tothe
individual' sab;‘qu through his skillful utlllzatlon of’ others
to succeszully attain the organization's goals and objectlves.
The answer to why executlve development affords us a_
‘greater opportunlty to assess, modify, or prov1de feedback con-:”
'cernlng values, attltudes, and bellefs is related to the concept
of andragogy As Ingalls suggests, andragogy is fundamental

to the concept of executlve deveIOpment. - g,‘T‘ : RS
... The process of education, looked at iniits .
broadest sense can be. considered to be’ operating T
all the time, during all conscious” Human activity.
"It does not stop at graduation! Everything we dc
involves same kind of 1earn1ng Reflecting on the
past, acting in the present, planning for the fdture,
‘all clearly suggest the fundamental process . of
learning by doing. - P0551b1y we do not look at all
of life as a “learnlng experience" or a "learn;ng
- situatiom.” Perhaps our orientation restricts our
;thinking about education as that taking place. only
within the narrow confines .of-a formal classroom.
But whether we wish to recognize it or not, the Eact
remains that we are leaﬁnlng all the time. Perh: ps
what we really eed s am educaticenal _process tha¢
will help us t: genez:ite meaning and knowledge fro:ou

-y our life s-tuz=ion = : wai that we can ut¥lize al.
of our act_-vwz.s3 & 'ootehptiald for leaxning." In
that way, =zva: -ur :z:i:-2kés can be valued as pro- \
~-viding informs . .2z-..ng to change and *growth. =
' Continuous "_zz>:. . :==m the experience of life, ;
then, is an .—  =m:- :-ocus for adults in today's ¥
!!norld 55 - '
It 1s cle , accol  .mo o Ihgalls}athat executive devel
ment conductec followir =-ze pr1nc1ples of andragogy does n:

N e
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‘31mply address managerlal Lssues to the exclu510n of the

N executive and hls llfe experlences 51nce they too are central to

the learnln? process_j
managerlal éole cannot possrbiy be played& o)the exclu51on

. @ w

of who the executlve lS -as an 1nd1V1dual. Where the 1nd1v1dual

came from, where ﬁe nooaflnds hlmself ‘and’where he wishes to go
in the future,are all: important a5pects of executive development
dsing the andragogical approachi |

. ' i In an addragOglcal settlng, attrtudes, values and beli=f

sYstems are ‘the foundatlons uponfwhlch teachers and lear: :r-

buzld : learnlng communlty and as they are surfaced, =k

o kar: feedk: _s_.ﬁatlcally into the curriculum and toe  wizizos
Rw\  enm-renr It is throdgh this process that the exect. =
¢ is iffce. ohportunitf to assess and/or modify thc::
at-_tu:z: ' Aeé;.and'heliefs relative to his manager. .
- ro-e" - T other roles he mai,be required to oerf:r
ir e EE ietai context. ) - ) o )
2 :igni:r:an;e'of an andraéogicai approach to execﬁtive
., de . mant for ;he\oractice of public administration maf be
rou:d oo the re;ationship.bet&een an individual executive's
~ attituads Ivalues, and bellejs and his- performance as a public
exaczutiv It i3 clear to tHose prlmarlly engaged in the

-
el
_‘,\. .

Ltudy-of ubllc admlnlstratrbn as well as those primarily

engaged S 1ts pract1Ce t\at attltudes, values, and beliefs

. are cr;t;:al components of what gets translatedainto‘public

7 ¢ .

(¥} ! o
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‘programs. Furthermore, these same attitades, values, and.}' ;)
’ beliefs are extremely inflﬂential in the program”execution S

and evaluation stages of publlc pollcy making.

The dlfflpulty for pub11C'adm1nls-ratlo Far -
Ce been a problem of understandlng the 1moortance. =ctextial «
-1qfluence,-or‘the s1gn1f1oance of attitu = T SBS ni
beliefs in the public pollcy making pro..ecs - e
+ has bée: 2 .problem of ho&jdoes one‘;,ségg modL 3 Imz_izze A
/-the == indivfdual‘attitudes, —~z2lue: , and . 3 cn
zwoli ¢ -rmms in an educational envizonment.
;;:’;t;'n development unllke pre-enr*° Prog=. .2 publ.
ATIILILE -..on focuses Lts attentlon on executlvc- “z0 are
c=molic --zh managerial problems :urthe:morcf ths - are
acoeSS!‘} administrators in that they have gere_- Y dericn-

;zrated their abllltles concerrung how to util-ze mamr-’ o the qtialltatlve ar

’

;uantltatlve skills necessary to reasonably perforring their
executive roles. - . . i ay

ln the'pre-entrY( pedagogically oriented, educational

programs for the publlc servant, the ne"ess1ty o= "ondentratlng

a large portloh of the currlculum on cognltlvely based 1nform -
.tlonal transm1s51on type materlal prohlblts more t-me and

lj #

effort be1ng devoted to the matter of azt1tudes,~va ues, and

" beliefs. Furthermore, the managerlal experlences of the f'\ ‘

. studeﬁts are* often too limited for them to reallstlcally assess

" the 1mpact of certaln personally held attltudes, values, and Vool
bellefs on the policy maklng process or or their par,rcular

/ .
[ L v ) : -
. —
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'exeéutive performanéés in;}he future.' B
"'To summarizej,one £ the most’poter*’ally meani ngf ‘
v : aspects. of executi? LT ?ﬂent for the sz.ady and pracz.ce .
‘ u- of public_adm;nistrat;m, _:ﬂthe‘area o nttitudes, Va%ues,
and beliefs assessmentf anc ::difidatron o= at'leas: cla;ific;tion
, Vis-a-vis their influe:' cx ootential ;:;_nenoe %ithi: <he
';;‘ administrative envianmwwt; Zt is at tL_ uncture Tr=s an/! ,
’ individual.executive‘a"%:ars =D be most tzz-ily dlsposea
] untellectually and er=uozmalliy) to maklrr z sincere effort to
S come to grips: W1thJo o the most diffi——_. problems we face o ;f
?'. in the field oﬂ\puh; Jdmin:s;ration -— relatio:shirs e

between attitudes, va__es, ar: beliefs a=a zdministrative-~ .°
v ) . N

. Qrogrammaﬁ}c oytputs.
, -

w ’ . . ‘-‘ ' ( v ) : ¢ ‘ ' . J !
’ . / . )
. 2 A :
The precedlng dlscuSS1on has ;focused on the relatlonshlp< N
. A h
and to some extent the 1moortance of attitudes, values, and/ a
-~ {".
bellefs for the study and practlce of publlc admlnlstratlon and
AN

- how executlve development presents 1tself'as a means of more
effectlvely approachlng the assessment, modlflcatlon, and
>.‘ clarlficatlon of attitudes, values, and bellefs within an
[ | a 1strat1ve contekt._ Throughout thls d1scuss1on, attltudes,
‘ 4values,,and beliefs have been presented as three clqgrly dlstlndt
: CQF?EPtSf; At ?hlsprlnt,'a clearer dlfrerentlationzbetWEen tgese
"cqnéepts will he deve}oped.. W - : ¢ : -

N

¥ . . ..
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L, about it, be -affedtively for or agaihst it,.approve

Attitudes, Values, and Beliéfs Differentiated \
- N - 3

Rokeach, one of-the leading reseafq$ psycqglogfstgwiﬁ L

. . AL . PN .
the fi€lc of soeial psychology - who has maintained a cont.mging interest i

By

attitﬁdes; values and beliefs»haé the:foaiqwing to say con3\
* ) b . ’ \

cerning the matter of differentiating between thése three

conceptég _ _ . r L - : \\\\
. L : s T

' A value is’an enduring belief that a specific mode -

" of’conduct or end-state of existence i§ personally A
or socially preferable to an opposite or cdnverse . ‘
mode of condyct or end-state of exiistence. A value °
system is an enduring orgafization of beliefs con-=
cerning preferable modes of conduct or end-states -

' of . existence along a continuum of .relative, impor-
"tance. 6 ‘ ) i .

Continuing ‘the differentiation RoKeach states,

.. all of @ persomn’s attitudes can ‘be GODCeiVQd{C _ C (

as being value-expressive, and all of a'penson'si
values are conceived-to maintain and enhance the
master sentisment of self-regard - by helping a.
person adjust to his society, defend his ego )
against threat, and test reality. 7 . . s

ot Following deeach‘closély,lheufurther states, ﬁfﬁ

Values like all beliefs, have dZ;nitive, affec- Y
" tive, and behavioral components: (1) A value is
a cogflition about thefdesirable, equivalent td -
what Charles Morris (1956) 'has called a "con~- - '

geived” value and to what K uckhohn' (195%) has, -
called a "conceptiont of the desirable.™ o ‘say _ >
that a person has a value .is to say that cognir J J -
’ tively he Knows the| correet way to behave.or the.
+ correct end-state td strive for. (2) A value is
affective in the sense that he can feel emotional

o~

1
1

. ¥f those who exhibit positive instances and dis-
approve of those who exhibit hegative instances ‘of
Cig. (3) A valye has a.behavioral component in ‘the:
sense that it is anintervening variable that lead :
to action Whi? activated. 8 . < C s .

o . ¢ T, « b
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Looklng carefully at Rokeach S scheme for dlfferentlatlng
. /0 -
between attltudes, values, and beliefs, it becomes clear that -
- \
the two central corfcepts are. values and -heliefs Whereas,

.

‘attitudes tend to sprlng from values whlch are endurang bellefs,
% .

- -

the Fritical concept in the entlre scheme seems to’

Tbe the concept of values. Moreover, vakues are presented as

N~ having behav1oral componentsﬂyln the sense that they act
S ¥ N
© as 1ntervena.ng varlables which tend to :Lnfluence a’!ctlon[when act:Lvated

¢ c.o The 1ssue of assess%ng aﬁtltudes, values, and

» ‘f‘\ beliefs relatlve to the conduct of the publlc s bus1ness 1s)
Vo

f] centrally concernéd w1th behaV1oral outcomes. Furthermore, it

4‘commazs ﬂmarehﬁnomﬂum:bebma#1behmnoramd’ﬂmselxﬁerhpng'wﬂues

‘ ¥

/and value systemi whlch when actlvated 1ntervene,thus,1nfluenc-

N oL N Y
ing the final behavior or set ,°f behaV1ors., It 1s those

5
\behaV1ors,wh1ch most dlrectly 1nfluence publlc pol;cy‘maklng .

and the publlc pollcy making process. The crux of the /dls- e
~ & B
cusslon then revolves around the matter of executlvp develop-
. .

ment, values, and the public execut;ve.,' T . -
. . N 's . - e
Values, Executive ﬁevelopment and\The PuBllc»Executive ] Q/
- . @he su 'ect of values ‘as related to the practlce of publlc .

T w \
A admlnlstratl n is probably less palatable than the.Subject of

,, -

Values rélated to the study of publlc admlnlstratlén. -.Fhe

reason for thls dlfference baslcally 1nvolves the dlfference

\

¢ between actlon and.observatlon.‘ The scholarq(observor)‘ls" .




S \ Loy v 0

hY

— Do S

.expected t focus more’ ‘of his attehtlon-on the ought- rather

3,

. .

an{the is of publlc ma7ﬁ§em . Whereas in the real world",

more attehtion is focused on the pracf'cal which usually trans- -

lates 1nto what will worh most expedlently in a glven 51tuatlon -
. ;-/’ N ~

s

or at least it becomes a case of what Slmon calls satlsfchng.g

/
,Therefore,'the problem of hmuiﬁng the gap between the ought and

t‘e is,in terms or values ‘as related to public admlnlstratlon,
“1s\as great as the dlstance between the semlnar room and the
, » 3 ; - ¢
; agency or bureau whlch constltubes the admlnlstratlve ion;ext

within Wthh publlc pOllCleS are. often formulated executed,

and evaluated ‘ ) K S t. ' .,
. ‘ . ? . ]
‘The public executlve has certaln problems‘concerﬁlng values

¢ .-

h and the performance of his role. which are rather SpElelC, yet .

w

[§
somewhat pecullar unto/the publlc executxve For example, cont .
e ceﬁts such as .the rule of law, equallty, freedom, llberty, human

dlgnlty, and Justice are part and parcel of his everyday ex1stence.

However, the sltuatlon or 81tuatlons (contexts) within which -

B these aoncepts arlse do not always clearly 1nd1cate to the' ﬂf

publlc executlve which values come into play prior: to h1s having

., ¢ ‘
to make a dec151on whlch may ljter become a program, rule or
o—Ag
%tlonal sense, ‘can the public
= b ' * ’ o
restle Wlth 1ssUes ~and pro-

regulatlon. How then, rn an edu

o N

executlve 1mprove his ablllty to

blems which carry such value laden 1mp1;catlonso ‘K\
! P N ‘(ﬁ

! The sugqestlon here 1s that through execut1Ve development .

v .

~ o~

utlllzlng an andragoglcal rather. than a pedagoglcal approach, B

P R . e




,1ssues snd problems which are often value .laden 1n nature. ,;

~ The process of self-examlnatlon p fdes the gxecutive

'f\'b Y o I L 'Lf;’fﬁ.f o1

.

thé publlc executlve can’ imptove hls ablllt¥ to wrestle Wlth i

‘ N ..",/;_7

There arerfour crltlcal compenents in the process of executlve -

- L - I

development, when andragoglcally conducted, which’ afford the T
~public executive an opportunlty to lmprove his ablllty to

manage such value laden 1ssues and problems. Qhey are (1)

self-examlnatlon, (2) self*expectatlons, (3) hypothesas develop-_ﬁh
ment, and (4) hypothesls testlng.lo . C S o

N
i
- . »v

Self-Examination,

PR
"

=4

¥

roverbrgl mirror. .
e g s

Wlth an opportunlty to look at hlmself in the'

' He may ask /such questlons as: Who am I? ‘Where Do I Comg Frgjm‘)

B
What makes me t1ck° Moreover, what.- thlngs are lmport%nt

9

(valuable) to me and what values do I possess 1n\§egard ‘to -
(

b ‘ . ) .
certain thlngs° T ; o &
Although it is posslble to examlne one' 'S¢ self w1thout the g
. s ) a /
asslstance of others, 1nd1v1duals rarely have the, opportunlty

L/‘

'of receﬁv1ng feedback concernlng thls examlnatlon. As w1th a

‘5

:mlrror, when ‘we descrlbe ourselves to others 1n a structured

'way w1th the understandlng that feedback is deslred we recelve
a reflectlon of who we are as seen by a more objéctlve observer.
7than ourselves. It 1s through this process that the executlve

' b

can-begin to dlscern who he 1s and what his attltu s are.

6

'-regardlng a varlety of 1ssues. Moreover, through,the‘process,‘

v
i

Y



was dlametrlcally opposed to public¢ welfare prOgrams. His

'attitudejwas‘that there are many jobs today;but peOple'just do

12

Of"articulating‘certain attftudes,?it becomes posslble to -

examine . those underlylng values énd some of thelr roots whlch

_:may give r1se to the attltudes hav1ng been artlculated

\.\\

leen that the part1c1pants (students) enga%gd in th1s

,process are- executives who functlon dally within an adm1n1s—

- ~
A

tratlve context the more relevant, feedback can be. prov1ded.
9

fFurthermore; the feedback Wlll tend to have greater valldlty'for

the 1nd1v1dual performlng the self- examlnatlon in, that it is
being prov1dedrby someon% much like hlmself who functlons in
a s1mllar env1ronment. \ A

An example of how 1mportant feedback may be in terms of

surfac1ng one's values is the case of the publlc executlve who

s 4

.

. . . £
not’ Wish'to work. Once thlS attltude had been artlculated along

N\

with pertinent data concernlng the. 1nd1v1dual's bacquound it
bécame clear to h1m and the other part1c1pants that because'
,fhas 1nd1v1duals father had been totali%jnnable tc find work
durrnq The Great Depresslon, the securltysone should flnd in

a. jOb surfaced as a strongly malntalned valu7- Furthermore,

jonce 1t was recognized from whence thls attltude came,‘the

1

1nd1v1dual was then able to examine the issue in light of those
1 - ‘ l l A R + :
expectatlons he had for h1mself. ' o

Self—EgEectatldns

Once the 1nd1v1dual becomes clearer as .to. who he 1s, he

may~then ask: What do I need and/or‘deslre?f Thls.portlon of
. , . ,'; .

¢ f - .



the pEocess focuses even more intensely on what the underlylng

values for certain kinds of attitudes and beliefs may be.
,4Who am I?f How did I get here’ Where do I w1sh to be? These

questlons are linked together’ at this point in that haV1ng a
"~ better concept of who heyls and how he arrived there, he may

reasonably begpn to establish where it is he w1shes to go or

what it is he w1shes to become.

3

gypothesis Development

Given this 1s who I am and who I Wlsh to become, 1f I

thusly modlfy my values based on self—examlnatlon and self—!

. expectatlons, will I be cee? Although thls ‘hypothesis suggests
'possible'change» the 1nd1v1dual COuld dlscover at this stage
that in llght of his self—examlnatlon d his self--eXpectatlc:ns,'~
'he does not Wwish to change or modlfy h:7 values. In such a

“case, Values clarlflcatlon may haVe been sufflclent as far as
the individual executlve was ancerned On' e other hand,
the 1nd1v1dual now know1ng what ‘he does about certaln of h1s

,values may choose to attempt a change or modlflcatlon in hls
values or :u1a pmﬁncularxmﬂue. He would then proceed to the

next stage of the process which is hypothesls testlng.

!

.-

Hypothesis Testing

,{4( . AN . . ) -

Hypothesis test1ng may be a Short og Logg term pProcess
‘for the 1nd1v1dual executlve. He may dlscover qurte\raprdly
','that hls modlfled or changed value values, or' yvalue system
teénds to 1nfluence hlS behaV10r in a manner that Creates too

4
many negative reactions within his envmronment, On the other

-
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- hand, his experience;ma%,be one of positive reinforcement con-

cerning the modification or,ehanqe he has effectuated.

. Obviously, the acid test for the change or modification in -

‘values experienced by tﬁé individual executive will be the feed-

back he receiyes in the "réal world" -- his administrative .environ-

‘ment. This is not to say that the feedback received’in the edu- -
‘cationalj%nvironment is not valid. It is only to say that the
.educational environment tends only to approximate the . individual

LY

executlve s day- to day world of wprk - h o,
The 1mportant aspect of the hypothesis, testlng phase is
that it affords the individual the Opportunity to examine *those =

values surfaced in light of the administrative role or roles

he plays. Therefore, he has an'opp5rtunityﬁtoﬂchange or at a ?

minimum he has the advantage of values clarlflcatlon wh1ch in
e1ther case prov1des the 1nd1v1dual w1th an understandlng of

_ the 1nfluences his values may haVeror'hlm,(behavlorally) wlthin

an administrative context.

Conclus1ons

The thrust of\educatlon for the publlc service is to pre—

"pare individuals for publlc admlnlstratlon who w1ll represent the
. .

"~

best of what we de51re “for our country ‘We may argue about . N

certaln of th0se thlncs which we elther,value or do not value -
as 1nd1v1dua1s, but we. rarely ‘have the opportunlty to dlscuss

1nd1v1dual Values and the1r relatlonshlp to behav1or -as mani-

¢
-

.fested in the adm1n1strat1ve env1ronment
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Andragogy as a method for assisting\public'executivesvto

discover in a mean1ngful way the relatlonshlz -etween their

values and their behav1or as often expresse_ :ttitddeéV'
exh1b1ted-W1th1n.the1r’admlnlstrative envir' <5 has been‘
recommended here as one way of achieving wk have been -’
1n1tlated earller 1n more pedagoglcal settl Since the
participants (students) are practlcrng publ- ..ecutlves, the

“~problems or potential problems surfaced concernvng the relatlon-

sh1p between the1r values and their behavior w1th1n an adminis-

-

trat1ve context are much more mean1ngful to them 1n that 1t‘

i

: relates d1reetly to gettlng the job done. *The ch01ce becomes
whether he W1shes to become a more: effectlve admlnlstrator.
Publlc administration and publlc policy making. are both
o h1ghly value charged enterprlses. » We have long acCepted in the

field that the fact value dlchotomy does not obtain in the world -'

of the practicing publlC admlnrstrator.lexecutlve deveIOpment-.
, ./’"\

certainly is not the last word in our efforts as educators to
help practltloners ga1n a flrmer fix on the relatlonshlp betweep»
values and behav1or but executive development conducted on the

basis of the prlnclples of andragogy does afford us the oppor-
F R & o
) tun1ty to provide pract1c1ng publlc executlves with an oppor-’

g -
l.

= ~

tun1ty to assess, mod1fy, clgrlfy or change values which are

surfaced, if -they so desire. -

e .

"

Unlike-the'pedagogical approach andragogy does not place

7

'the educator in the pOSlthD where the student eXpects him to.

prOV1de the. answer.A'The answer or_answers must be.sought and *

."..,p' o / ' . ‘ - N
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: derived from the executive%sown’surfgcing of values and self-

- . expectations and then the testing of these in light of experience

: ‘- * “~ . ." * " ‘- .
or experilences within 2n administrative context! At this point

it is quite apparent ¢ 'he“execﬁtivé that his val

his behavior in his a

strative environment. .

,"opportunify to

A

° . . LN
~his administrativereffectiveness..
= . . " ‘, ‘i
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exercise more ‘conscious control over the behavioral

outcomes;':This in turn éﬁfqrqs him' the oppprtunity-td'imprGQe
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