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PREFACE

" This booklet is a result of two'three- -day: Role:
Tralnlng and Peer Interaction Academies which were
held in 1978 and funded by a training grant from
the U.S. Office of Education, Community Education
Program. . The format for both Academies was design-
ed to focus upon peer training, a method which has
proven to -be a useful teaching and information
sharing approach. The sessions provided the
obportunity for members of eleven identified role

*  groups to work together with peers to examine
in-depth: .

a) the relationship between their specific
~‘role group and community eduCation,dandf\

b) the ways in which they’ could stimulate
their peers to.improve role perfiaﬁgnce

and effectiveness. ]

Material development phases were interw@ven with
both structured and unstructured problem-solving
activities. The follqQw-up activities and -publica-"
tions of the Role Guide Series were made possible
from. grants by the Charles Stewart Mott Foundation.
Through 'a sharing of information, all partici-
pants gained knowledge. The information shared
in this booklet is intended -for use both by
experienced individuals and those just entering
the field. The booklet can help the experlenced
individual to become more aware of additional
aspects»of the role and of directions belng taken
by others. It can assist the novice in gaining an
overview of the role as seen by those who have
.worked in this capacity. The information also
can be used as a means: for guiding .others in the
community to gain a better understanding of the,.
role and its relationship to community education.

ran
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AS BUILDING LEVEL COORDINATORS, WE BELIEVE

We believe that there is rising public insistence
.that all levels of government becpme more
@ responsive to citizen needs and sires.

/) monies and other human and physical resources
. available to meet public demands for facil-
N ities, programs, and services.

We/yelieve that there is a limited amount of tgg

[}

We believe that.full utilization of existing

public facilities, programs, and services is
a desirable community goal.

We believe that ‘the energy crisis and other related
ddvelopments point up an increasing need for
all governmental units and .related public

~service organizations to mobilize their
respective resources for the common purpose

"/ of improving the quality of community life.

’

We bqlieve-théﬁ.iocal communities have faci}ities,
equipment, and staff organized for the purpose
of providing opportunities for life-long
learning. :

We believe that other related public and private
communi ty organizations provide programs and
services for community betterment. R

We believe that no single, cohesive, coordinated
strategy’ for the development and utilization
of all these relevant community resocurces has
yet been established. )

We believe that there are great potential social
and economic benefits to be derived from
further cooperation in facility and program
development for the benefit of all citizens
thrqmeh a comprehensive community education
program at the.local level. :

6 .
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Introduction

The role of a community education coordinator/
director* can encompass a wide range of responsi-
bilities and duties, including serving as a
teacher, a counselor, an organizer, an administra-
tor, a supervisor, a salesman, a leader, a
communicator, and a human relations worker within
the community. ' s

' Ideally, the purpose and overall goal of
the community education coordinator is to be a
catalystic agent for bringing about a spirit
of unity on the part of the community and for
helping people~realize the great potential they
have within themgelves for recognizing and solving
their own problems. In the practical ‘terms of
day-to-day operation, the coordinator works with
the community, school system, and service agencies
in the areas of need identification and program
planning. . ’

, In both the long and short range view of

.the role, it is important to note that the

,coordinator is a facilitator of a process, not
an administrator of programs. The goordinator
acts as a change agent/activator/resource coordi- -
nator ih the community and becomes the catalyst
which assists the various segments of a community
to organize'to,achieve agreed upon goals. The
individual accepting a coordinator's position must
assume the responsibility of ‘becéming familiar with
the power\sﬁfgbture of +the community (both formal
and informal), the function and status of the many

' Na

o

¥Titles may vary from community to community. The -

term "community education coordinator" will be

used throughout to refer to the building level

coordinator, who is sometimes also caljled the

community school director or commggi%Jlservice

facilitator, etc. ‘ _<: S~ ' ’
P . .
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agencies (both civic and service), ,and the needs
of all members of theé total community and must
accept the cHallenge to help mold these various
elements together to strengthen the quality of all
aspects of life for every individual and for the
community as a whole.
. Viewed from their perspective as facilitators
- and change agents, the coordinators drafted the
following definition of community education.
"Community. Education is-a process
which seeks -to provide.a cormi-
prehensive and coordinated delivery *
‘'system of educational, recreational,
" social, and cultural services as well
as opportunities for continued growth
and development of individuals, families,
and communities." ‘

It should be noted that the building level: coordi-
nators/directors participants at the Academies

were dealing with primarily a school-based program.—~
They noted several advantages associated with :

a schoolibaseq»program. These advantages included
the availability of personnel, materials and the
building facility; the community identification
with the school; and the fact that the school
serves as a nhon-political entity within the .
community. However, the. coordinators: viewed a
jointly-operated program (school and -agencies)

as having the additional .advantages of a broader
financial support base and the possible \further
reduction or -elimination of unnecessary duglicated
services. The possible -complicatiohs in cOmmunica-
tion and coordination were seen‘as hurdles to be
overcome rather than barriers that would block
progress. - . - i o

- .
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CHARACTERISTICS OF A BUILDING LEVEL COORDINATOR

"The building level coordinator views himself/>
herself as a person who must work cooperatively
with a variety of community members in all
situations. Bec&use communities and situations
are different, the identification of skills,
competencies, and personal chara teristics of
coordinators is\an area of much 1scussion.

- Studies have been conducted to determine those
particular quali fes necessary to be an effective
community- education coordinator. Over the past
few years, listings of-competericies and character-
istics have been generated by researchers and
practitioners. The competencies identified as
essential by coordinators at, the Academies were
s . [

! . Communication N

% Decision making

. ® Operation (management and programming)
¢ Human/public relations ’ ‘ - :

: Problem solving/planning '
Evaluation )

1
2
3.
4.
5.
6.
They also agreed that coordinators must -have the
following persona%/ﬁharacteristics: i :

1. Warmth, understanding, and tolerance
for differences .

+ Receptiveness

.¥ Sensitivity

. Loyalty ™ :

. Enthusiasm and cormitment

. Patience and persistance

. Good‘health and neat persenal appearance

“

Nounes W

0

_.7The .degree to which each of these personal

/ characterlstics and competencies is present will

" influence the effectiveness of the coordinator as,
. a .facilitator.. // ’

9
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The backgrounds of those in community cduca-
tion coordinator positions are extremcﬂy varied
with training ranging from Master's Degree at the
university level to "on-the-job!™ training and
"learn as you go" experiencgs. The question of
,certification and training,is an important ‘issuec.
mo coordinators. Most states presently -have
no :Z;Eification requirements or guidelines for
hiring. M Coordinators feel that requirements

should be set -and that the requiremeﬁts should be

' based ‘upon’ competencies, rather than on degrees

or teaching certificates. They belieVe that if
certification is to become a reality and to serve
the begt interests of the community, it must
take into account the skills, abilities, and
personal qualities needed to facilitate an
effective relationship with the community to be
served. ’ i '

-
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RESPONSIBILITIES

] The role of thé community education. coordina-
tor in a community and the responsibilities 'assumed
will be dependent upon the job description, the
goals, and the ijectives of the program. The
majority of activities will be either administrative
in nature or will deal with the community education
process (facilitative functions). : : ’

The following is a list of the major respon-
sibilities which emerged in’the coordinators oo
role group discussion. - ‘ '

1. Commﬂ?fggiion: The coordinater utilizes

effective communication skills‘%f:. LT
ra a. Disseminating ideas and information
’ . ' for/to'the community. B ‘
b. Conducting public relations activities .
A through media and personal .communica-
. ion. . By
\,/j - c.r;acilitating collaborative efforts.
: d. Reéceiving and sharing individual,
roup, and community ideas.
— g L

e. Maintaining open lines of communication
with'-staff and support persons.
f. Establishing mutually beneficial
relationships among agencies.
g , g. Coordinating prodgramming efforts among
s ~ agencies to avoid duplication and .
4 reduce‘competi%&on.

2. Ixearning Facilitator: TPe coordinator
functiens as a learning facilitator by:

a. Maximizing opportunities for citizen
leadfrship and involvement.- :
b. Developing procedures for effecting
_ individual, family,” and community change -
&9, . through involvement. o

[3 - -

11 .
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. c. Employing processes for involving
. _ individuals, groups, agencies, ‘and
institutions in effentlng community
change. .
d Developlng group interaction skills.

" Administration - The coordlnator accepts
respon:fblllty for;

a. Dev 1oping a budget and a financial
plan to insure that financial
considerations (ovérhead, Salaries,
.. publicity, etc.) are met. g
" 'b. Determining, in cooperation with the
community advisory council, the scope
of program activities as well as goals
and objectives for future programmlng
_ based on community 1nput. , -
c. Orgapizing, supervising, and evaluatlng
program staff (developing job descrip-
- tions, interviewing, h1r1ng,'and
. ‘training) . . .
" d. Supervising building and equ1pment use
to insure smooth, effective operatlmn
of activities. -
o e. Developing techniques and a management
process. .
f. Knowing, 1nterpret1ng. and 1ncorporatfng
" the pollc1es of the agency which the
s ‘ ~coordimator is representing.
g. Work(ﬁg with principal/staff in pro—
_- gramming and operation.of programs.
o h. Identifying sources of poténtial .
revenue and initiating grant procedures.

o,

4. Program Development: The coordinator's
function as a pregram developer centers
around~assisting in:

a. Conductlng needs assessment/evaluatlon
J - - (both format and informal) .
b. Conducting resource identification,
assessment, and involvement. ‘
s e cC. FaC111tat1ng program design, implemen- _
tation, and.coordinated delivery.

—
~
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d. Recognizipg the autonomy of existing
. 4 services and programs within the
' community. '
pS..‘Profe531onal Development: The coordinator.
* cgntinuously must develop.hls/her profess—
1onal competenc1es through-
[4
a. Reading. prdfe551onal materlals.' .
- . b. Attendlng and qontrlbutlng to profess—‘
e ., lonal workshops and conferences.

' : ‘c. Providing; in=sérvice training opportun—
ities for stafﬁ adv1§ory council members,~
o and others involved 1n-community educa-
o2 " 7 tion dfforts din the’ community. .
Sy © 'd. Participating in staff-development

1 . being carried out for. others 1n the
oo commu(nlty. n - V

L4

K

o Posse551ng the recommended skills and charac—

1‘terlstlcs and having identified his/her respon51—
‘pbilities, the community education -coordinator can ..
. begin to develop and implement the community educa-
tlon process within 'the communlty. To a high
degree, the leadership assumed by the coordinator
in meetlng the responsibilities w1ll affect the
program's level of  success. "

13 _
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- PROGRAM/PROCESS DEJ&PQPMENT* “
:5“' . - . . ) 2 ) B | ~ ’ -’
The steps taken in developing a program are
*difficult to prioritize because they depend on

the community, the coo¥fiimator's knowledge of. that

community, and the political and financial situa-

tion. ' With a logical and sequential progression
of activities that buiiﬁwﬁﬁaﬁ-EEchwether and that
-~ reflect . the needs and wants. of the community, a -
program can be developed :and implemented which
will serve the commqnity: Coordinators have
identified a list of activities that can serve,
as a process and product-orientation guideline
for deyelopment: . - : R N

3
v

1. Identify and meet M an informal basis
with community andffsgency ,1eaders and
school personnel, & N :

5. Tncrease community leadership's 53&
school staff's awareness and under-
standing of community education concepts, .

+ 3. Establish community task force/édvisory
board, ' ' :

4. Conduct informal assessment of needs
by task force,

4

5. Develop mini-programs to address initial

identified needs, -~

'y

N *

6. Evatluate classes and activities on a
continual basis,

.

*"program" is used in the broad sense to include
the total effort,service, activities, coordination,
collaboration and other elements. The term 1is not
synonomous with classes.

14 ‘ ’ . s
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Implement a formal needs assessment
pnocess, . . |

8. Plan and 1mplement a program based on

~d1agnos1s of suryvey results and communlty
resources, and A i y
9. Evaluate program formally and modify ~
. where needed.

The path to program development and imple-
mentation: is not always smooth The most often
mentioned problem is that' of communlcatlon - .,
~both” the use of. media for communicating directly

to the communrty members and the personal ability.
to communicate effectively on a verbal, ‘one-to-one-
basis or in front of -a group.

Other problems 1dent1f1ed as being common to
many coordlnators programs include:

1. ’Protectlon of terrltory/éllents served LA
among state.and. local agencies and
educational 1nst1tutlons (turflsm) K
& S/

2. Lack of financial resources. e

3. Lack of understanding of the role of«
the coordindtor in a school-based
operatlon by schpool and agency personnel.

* 4. Apathy and/or lack of support in; the
.. . school and/or segments of communlty.

.

/

Strategies for solving these problems depend
on the personal strengths of a coordlnator but N
they usually employ both communication and human
relation skills. The strategies suggested for
communicating with the community-wide population
are ones which have proven effective for a number
of coordinators. They 1nclude.
/’}l n
1. Establishment. of an inter-agency task
force to serve as a soundlng Jpoard and to
dlssemlnate 1nformat10n. N

. . ‘ r
15 - ' I
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&
2. Establlshment of an effective andvon g01ng
promotion campaign through all available
esources of media (television, radio;
ewspaper, newsletters, flyers, p emotion .
brochures) . K : y SR |

o
-

3. _EStabllshmenungf awareness sessions in
" the community and school by advisory’
b . council members. ;- - e

/ - i
- g °
. . - . ’ M

' EVALUATION - SN

LLne
i ’ o .

Theqarea of evaluation is. receiving increased
attention. In mosk community education programs,
the coordinator "is asked to provid on-going
"evaluation of staff (profession&al Jand volunteer),
facilities, act1V1t1es/prOJects, contribution of
ceoperatlng agencies, development and implementa-
tion processes, the advisory counc1l, and budget/*"
finange. Unfortunatelyv,evaluatlon is an area in
which ‘many toordinators have had little or no
training.

Most .coordinators recognlze the need to have
training and assistance in this area. They agree
* that the purpose of each evaluation effort must
be understood before any meanlngful evaluatlon
plan ¢an be developed. The reason for conductlng
any, evaluatién should be clear because it
determines the information to be tollected and:
the manner in whicl results are ‘to be used. -

Coordinators gengrally believe that the

purposes of evaluati 1nclude.

1. Monitoring the progress of the program
toward reaching goals and objectives.
- Y T
2. Assessing the quality of professional
and volunteer staff.

3. Determining strategies for setting,

~ ' program directions or modifying exist-
ing procedures based on evaluatlon
results. :

4

lg.
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4. “fnsuring that the community education §
+ program is client and cost effective '

« (an .increasingly important element
. for a program's success). R ;
-._fr'éi’ S ' e ’ o . K el
v ., TRAINING STRATEGIES S

. < e - . a4
\ . Sy .. . w p
. ’ [y . g

Many coordlnators are hlred because’ they .
possess skills and’ abllltles developed in other
‘fields which are of value in community educatlon. e

“oft/&n they have llttle or no training specifically
in (community educatlon "In.many states, prepara-"
tion programs through higher educatlon are not
dvailable; ‘and. even “where formal programs are .
available, there/remalns a need for ‘in-service® -l
training ‘which provides practical, job-related ‘
experiences and activities. The development of
plans to proévide on- going- training allows the
coordinator to acquire needed skills and competen-
cies and to up-date’and improve others.

The most useful tralnlng strategy is one in
Which the partfcipant is involved in discussions
Aand éxperiencgs designed to develop skills in
program development, program design, planning and
management, and interpersonal relations, These
activities, when conducted in small group sessions
with a resource—féader, should provide active
involvement rather than passiyve listening. The

- "peer training" concept has proven valuable

" because it enables the-~individual coordinator to
participate in . problem solving and idea shgring
with others in the same field who, most likely,
are encountering the same types of problems. and 7
experiences. In peer training, a high degree of '
reinforcement is achieved,. and coordinators are
able to clarify their roles in community, education
through continued dlalogue and dlSCUSSlon with
‘other practitioners. .

The following need. areas were 1dent1fled and
strategles were developed tO meet them.

1. . Profess1onal development

2. Communlcatlon .

3 Interactlon among higher educatién

agenc1es and practltloners . -

17 Zf . 7 ~



¢ Py . ’

-

~

I Professional*develop%gnt
© A. Objectij%g\L o ,/ I .
’ /1

© 1. To develop and maintain skills that .
_ » - 4re necessary for the: effective .
> functioning of the coordinator in* -
: " the community education process..
. - 2. To 'dreate an awareness among - -~
B community edudation coordinators’ .
- that continued %ttaining 'is necessary
. for a viable commungty education’ S
L ey -
To develop a ,procé&sg sfor greater -
. opportunities for personal and o
\y‘,{;'individual training in community
education. . a

4. To.provide diverse training.ekperienceQ\
» for community education coordinators
_ in the/ areas of community leadership,
staff 'exchanges, teaming (rookies
and veterans), and in-service ;
activitied. :
~ »
+ 5, To provide in—sgrvice workshops and
.+ -, ;seminars focusing on predetermined -
‘needs of_coor%inators: N

) B. Activities and Tasks_

1. On-site visitation - It was récommend-

ed that inq&itutions of higher -educa-
‘tion-and state education agencies with
centers for community education should,
provide assistance for local ‘community
educatiori coordinators. to vigit other
community education programs in“*
;operation.’ °

T coordinators should ex¢hang on-site
' visits to develop insights and under-

. standing of other community education.
. . - . B 18 18 L
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2. Sstaff exchanges - co::;pity education
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. = operationsti These exchanges
S " could consist of varying tlme
v frames.
T e ? . - - .
3. Supervision of "rookie" interns -
_ . New community education coordinators
. should be teamed with veteran- _
5 . coordinators- for a period of time /
“ -in order to develop a better under-
. . standing of the day-to-day .operations
-of communlty education.

i 4. 'On*going staff deVelopment - A staff
strategy should be developed to
provide for continued.renewal aﬁaﬁ

. updating of community education

" .. ' coordinator skills. This could be a

- formal or; 1nforhal in- serv1ce process
as need dlctates.

5. Workshops ana_éeminars - Workshops
and seminars should be developed at
local, state, and regional levels
regarding specific mﬁeds of cpordina-
D tors as determined through an assess-
* ment instrument. These experiences
' should, in some cases, be exclusively
for coordlﬁators while ‘others should
provide interaction.between coordinators
and- those in other roles guch as
.principals iperintendegts, directors,
~agency g ersonreId and 1 y citizens. .
s N . I .
6, Commu&ity interaction and getting
acquainted with community leaders -
Community education coordinators
.should spend 'varying amounts of time
-  with community and professional opinion
- o leaders on'a_coptinuiﬁg basis.

C.  Resources needed -

~

‘. 1. Receptivercommunity education
department and director

2. List of local opin%oﬁ leaders

= S 19 ' )
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II.

D.

E.

CommuniCation

A.

L 4

3. List of.state or ‘regional community
education cbordinatoyrs and community,
education programs Y -

4. Technlcal .assistance’ from a community
' cation center for on-going staff

-

development , \

5.»Local communlty education llbrary
. resources,

~6.'Access'to professional literature

(updat%d) S .

ce
Tlme Frame - Open-ended " (continued . .
malntenance) . . 4 ’

.

Potentlal pltfalls .
\

1. Lack of cooperatlon for tralm&ng
on the part of commhnlty education
director or central offlce staff )
.‘ . ".

2 Lack/llmlted f1nanCES

3. Uncooperatlve staff[admlnlstratlon

. -

4. Closed communlty leadershlp o

\Lack of understandlng of the
“ community education process

-

6. Time conflicts/inflexible schedulee:‘

Objectlves g

r

‘l. To develop a process for dlssemlnatlng

' materials_ among coordinators

t R .

2. To“dlssemlq?te community educatien
materlals de51gned by c005§1nators

Kl

3. To prov1de opbortunltles\for d1alogue 17

among coordinators
2¢

\// ) " R
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n and implement a multi-
ining'approach.

!

'afwrltten or taped:

B. _Activitie

-'Tl.<qQordinat r's newsletter
' | . N
] training package designed
and implemepted by coordinators w1th

h [ the fleld

3. Directory” oordinators with a list
-of special competencies and spec1al
programs

4. S aring. commpnity education materials
 c. ~ReSou ces needed . .
Lo .3";
1. Coordinator committeg to-edit and
prlnt newsletter o )
2. Multi~media equlpment and fllm
development s

N ];u 3. Consumaﬁle'subplies,‘office supplies,
~ . postage .
4. Budget (private foundations, business

.~ and industry, local school systems
mith»bg sources)

¢ 5. Higher education community educat%pn‘ﬁ?
* ~ centers '

6. Séate departments-
a

7. Local public school institutions
D.. Time frames

l.'Newsletﬁe: —Lcontinudhsg
21 21 AN
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AN . 2. Sharing‘matérials - immediately
. AN L .
#:3. Multi-media training package - one
year for development -

E. Potential pitfalls

*
A

1. Lacﬁ of funds for multi-media prd

2. Lack of needed equipmentvavailable
‘on local level

3. Lack of facilitator for initiating
suggested communications package

III. {nteraction among higher education agenciés
‘and practitioners C
~A. Objectives B o
1. To expand knéwledge of the community
education coordinator roles in the

field of community education and
related areas ! . :

2. To provide an arena in an academic
‘atmospheresﬁgg the input of practical
experiences’” in community education

3. To increase interaction (dialogue)

. petween the academicians (theory)

and the community educator in the
field‘(practitioner)

B. Activities

1. Completing formalized university
credit course

- 2. Supervising community education
‘ interns
3. Participating in curriculum develop-
ment and revisions
. 4. Serving as a .resource person and/or
instructor in a university

22 .
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v,

{

C.

‘e

D.

E.

//\\\\§:f Institu;}ﬁng of higher education
' ; v
: - Profess{fonal associations [

\Q o ' Y.
‘ /

5. Encouraging the development of a
certificate|or degree program in

Q‘Eommunlty education

Resources 3
1 \ . / ’

3L,Model programs - -

Time frame - continuous

Potgntial:pitfalls ' .

1. Legitimizing university programs

2. Lack of cooperation with higher
education institutions .

3¥’Lack of student/community 1nterest
in the field

4. Lack of funds

-

5. Unresponsive bureaucracy

“r



D FglmuﬁE DIRECTION v .

’
®

‘several interrglated factors will influence
the future Qirect' n of .community education.:
Prominent among these factors are-the quality of
the professionals, the cooperative efforts of
agencies and, perhaps most impoitgnt,étheglével

of communmity jnvolvement. . - : .o
- All persons involved in implementing-the
concept mugt. be concerned about the roles, compe-

tencies, ayd attitudes of the professionals in
“he field.’ Future planning must include better
training for the coordinator who daily faces )
broad and varied tasks. Successfully carrying out
tasks, such as conducting needs assessments and
evaluations, requires specific technical skills
‘which many coordinators do not have. Trainers of
professionals must become increasingly ‘aware of

these training needs and must -assist in. implement-

e
.

ing strategies to overcome deficiencies. Addition-

ally, emphasis must be placed on defining clearly
the basic skills and characteristics needed by
.coordinators so that competent persons may- be
identified more readily. The Concept of peer
training appears to be extremely beneficial in thi
area and coordinators welcome future opportunities
to plan, develop and-implement training packages
designed to assist those who serve in that role.
A second factor likely to influence future
. direcpiona»is that of agency coopegationl The
increasing emphasis on the efficient use of .
resources 'is viewed by coordinators as an added
impetus for agencies to come together to cooperate
" and share’ resources. Collaborative efforts often

S

result in broader-based financial support, expanded

services, less duplication, .and increased cost

derived from community education by the community,

the school, and agencies will aid in securing

interagency cooperation.
Co-24
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effectiveness. Studies which point t¢ the benefits
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Greater cooperatlon among agencies also will
result in 1é4s emphasis on "turfs>" - Consequently,
new cooperative models of community education are
likely to emerge in which the geducational D
institution is” not the coordinating vehicle 1n a
community education program. The role of spon-
sorship - whetheér by school systems, parks and
recreation boards or another afericy - must become
less important and the emphasis. must be~placed
on.the services provided.

Regardless of the- progress made by professional
communlty educators and agenc1es, the domingnt -
factor in the future direcgion of communltY‘eduga—
tion rests .in community involvement. Recognizing
qri: fact, coordinators recommend that a task force.

dv1sory committee be established in every
. community to prov1de leadership and to facilitate
community input in the dec151on—mak1ng process.
.One of the coordinator's major responsibilities
must be to promote citizen involvement and to
assist in developing leadership skills among
communlty members.~ T

aa
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