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| PLANNING TO IMPLEMENT . . © ., - R
" CARKER EDUCATION DR e
' | : el . ) " . B ‘
.

" The work conference on "Planning to. Imp]ement Career.Education“ .

0 developed as one of several scheduied activities of the project,

‘tl Of Career Education ane-State Plan Directors The couference - -ﬁ '

'Federal eﬁf*kes and atherﬁorganizatxens A roster is included in the

Yo
: Append1x ofXQh1s paper. Connecticut ‘served as the host state.

"lcter of the Chief State School Offxcers Career Education

. Project expr:ssed an interest in having this staff deve]opment activity f' j :.a
examined by .n outside obseryer frcm a- process evaluation perspective 1n

‘addition to hii]izing the tradit1ona1 approach of seeking the partici-

P

pants’ writtehrevaluat1ons at the end of the conference The insights =
B | ined from eﬂuh of these evaluative modes wi]l be integrated into the | | g
gn«;//t‘&:::pning and deveicpment of future staff development activities’ asso- o S
‘,L' qi£€Ed with th? Career Educatxon Project. J . ‘
ERIC E 9 L. | o

'
Aruitoxt provided by Eic: . l
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| The meth°d°1°9Y emPTOyed fbr the process evaluatiun of the work ' LT
. confe ence on "Planning to Impiement Career Education” encompassed” the .o |
Sl ALLY 1“9 elements and their indicators- o - S

-Assessment of Presenters. The impact and effECtivehess of
e ch presenter was assess the process observer 1n terms of
th foilowing indiceSgrs~ . el Co. L
N\ - in ractive behaviors

~ compunication skills . , ;
© . concisemess © ' oA o,
specificity . o o O -
~active listening T R P .
sk ordentation | S S
. clearly stated objectives « -
receptivity to participants’' needs - . . é’g\.

- !ncwledge base re Career Education . S .

2. Assessment gf'garticigants‘ Reactions._ Three participants B
were randomly selec y the process observer to respond tc an'
Index of Interactive and Participatory Behaviors. (A copy

this instrument is included in the Appeqcﬁx.i In additien, an'~ '
participants were observed in terms of- ‘

/ ’
I. ) |

non-verbal behaviors of individua1s e "
intercommunication between participants L - - !

- interaction with presenter(s) - . o, ilQ
) - group restlessness and:attention levels - N ' ‘
, . - attendance attrition-rate - .
; \\~. - process obsegy formai cnnversetions with partici—
: pants ‘
! - particiyaqﬁs ‘Q%mments beth verbatim and paraphr&sed
3. Conference‘EEBdership and' Support. \ | | .
' Ve s . T sensitivity to participants’.needs N L | 3 |
N\ | - graup. mainténance functions - | ' N ‘
- . - ada bi]ity/fiexibi]ity to exigencies T an
4, Materials. : o .
- relevance and appropriateness
\\ - - utility .
8 + clarity




v - - . T -
s S e w3
" I - C T N T Ead

-«] 5, Cenferenee”Fermae-and s;gedUIing. ﬁ;-; f ."r \§
I pealistic time.frames for activities =~ ' :
- oppertunities provided for inferma1 soeial interaction '

6. Context Factors. The environment and. atmosphere within. whieh
. a conterence 1s conducted impacts significantly upon the group

process -in terms of the participants’ reactions,; receptivity, and
productivity. The following context factors were e$Sessed in
this precess eva1uatinn.

A}

- conference facilitieh S S
mgﬁpeng room acoustics =~ - TRRE
- rature control

- - distractions, noise and. interruptiens ;
- placement of furniture

- food: quality, quant1ty,'5erv1ce, and costs. e
]
This report is organized eccerg:ng to the chrane!egjcal sequence

| *estab]ished in the printed progrem agende. a copy ef which is included '
in the Appendix. | )

*

A word of cautionfmust be noted by the reader- In‘mnst'insfances,
,'a process observetion is a high1y subjective and specu]ative 1nterpreta-~
' tiqn . In no way is thxs report represented to 'be any more er Tess th&n
tthe interpretation of an experienced observer who endeavored to be as,
X unbxased and object%ve as pess1b1e in a very subjective task. The 1n-
f" dex instruméht used (a]ong w?th the observations made by the se1ected

| participdpts who compieted the instrument). and fhe identification of

th¢ e1e:S§fs and 1ndicatprs exam1ned by the process observer, provide

evidence of the object1ve strategies emp]oyed in the preparation of
~ this report

0bservefions

L]

Aprﬂ1 6, 1978, Morﬂing Sessien \Precess The actueJ prog#ﬁp

var1ed sl1ght1y from the prrnted program, in thgt the conference hodt,
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| ment on the person' s number of years of experience working in Career

\_vant information Ai1 of this was done without the benefit of name cards 7

.

‘feel acknowledged and recognized as being contributors in their own

. “ A - N ’ ’ N . N
i . ‘. D a . : ] . . : R
N o : | . i
. - . " B
: . , . |
\ -4- o , 3
b ) ’ . . T . - ) . . .

\

. Saul Dulbetrg, not only presented ‘the welcoming remarks as scheduled,
- but also conducted the introductions He ldid so in-a unique manner

which- personalizep a procedUre ahich s generaiiy handied in most con-

ferences/workships(seminars ina perfhnctory and nonproductive manner. -
Each parﬂicipant was introduced to the group by name. with a brief com-,‘ ,;‘ ‘

Education. name of the state or organization which the individual repre-
sented and their position held, significant contribution(s) made to the

cause and progress of Career Education. and any other interesting/rele-

- or. other obvious,,visibie, identification. A couple of iapses of mamonye

and one instance of using an incorrect first name were handied by the
—T
host with grace and good humor Dr Dulberg S personaiized approach

made each person in the. room -- participants, oonsu]tants, visitors --

right toward accomp]ishing the mission and goals of Career Educationz ' .
He thus estabiished a warm rapport with and among the group members.
The Director of the Chief State Schoo] Officers Career Education \

Project David Jesser, foiiowed with an overview of tha conference He

, emphasized that one of his objectives for the conference was to "...cre-

ate the atmosphere of the power and strength that exists in thislgroup
Dri Jesser touched briefiy upon some of the progress made in the area )

of Career Educationa In the absence of Ms Anita Barber, who was unable {'

'to attenf due to f11ness, Dr. Jesser introduced wii\N\m Cook, the con~- -

suitant who wouid be making bbth the morning and afternoon presentations

for the fFirst day of the conference

LIRS
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The|stated topic for the Thursday morning session was "Managing

| ..".-. T« 5- o . ' }.

-a State Plan". - The afternoon session was entitied “Appiying Manage-
-ment Principles to. State Pians“ Dr. Cook was particuiariy well-suited
to the task of coaiescing management concepts and principles with the
“field of Career Education, for not only is he a management specialist
and consultant in pnﬁvate practice, he has taught a variety of manage-
ment subjects at institutions of higher education and is the Chairper-
. son for the Alabama State Advisory Council for Career Education, Mont-
gomery, Alabama. Coo T
Dr. Cook began the first session by invoiving the participants
in identification of the major and secondary problems correntiy exist-
- ing in Career Eduoation. There was unanimous}agreement that the singie‘ 5;
major prob]em was the iﬁtk of state and Federal funds. Thirteen sec- ﬁ

ondary problem areas were ]isted. (The .1ist of probiem areas -in in-

‘cluded in the Appendix.)

4

ya

Dr. Cook then made spme observations about the iist of problems.

» |
He categorizedéthem into seven basic areaé with time, people, and money M

.a _being combined into one category.. He then presented his,uieprintmon
the distinction between the terms."administrators“ and “managers“ﬂ. The
participants should not, according to Dr. Cook, think of themselves as 1
administrators, for people who shape and controi the,eiements of time,
people, and money become mandgers. He also emphasized that'aithough.
the genéral principies are._ uhderstood -application of the principies
varies because we come from diverse organizations

Throughout the eariy stages of Dr. Cook s presentation, a generai

ievei]of interest was maintained by most of the group,.but for thosé

.
* - s

Y
[Kc

Aruitoxt provided by Eic:



indiviEuals-whoTappeared'to be highly tesk-orfented, some dpgree of
~ frustration and impatience began to be evidenced,- through non-verbal
. behaviors such as rest]essness. slowness of response, “doodling“ on
- note peper. as well as occesional diangue wﬁth séat partners. They
" Weére not quite sure-uhere he was 1eed1ng the group or-of his purpases.
) It Was only after Dr. Cook made his presentation objectives clear
thet he had\the concerted attention of the group. He accomplished
this by steting that he intended to “. femilierizé you with some man-
agement concepts... bring the, best thinking aveilable . to help the
| group members to develop their own system of management... to "open
some doors to things - to know, essentia]ly, the princ1p1es of the man~‘
agement . process“ | '
By asking for a show of hands, Dt. COOk established that eight \
perticipants hed had some kind of management training; two individua]s.,
held a B.A. in'Busines§'Manegement.. This disclosure drematfca]ly rein-
ferced his next presentation point: Most Career Education Coordinators
// »‘ ‘“ t_ have not hee.ceurses in business management. He then tock a very posi- -
tive action by c]ear1y~stating his reasons for ta]king about management:
1) recognwze (our) diverse and far-flung responsibi]ities .work
\ with personnel, such as Tocal coordinators, representatives of business
and industry, and the P.T. ALY s 2) V. ;active vS. passive role ?‘must
deve]op ¢reativity and alternatives - must legitimately 'build empires'
must get Career Education jnto everything" He stressed that the par-
,1\ ~ ticipants must really be]ieve'in fusion - (we) cannot. be passive if we
) reany believe in Career Educatqen.‘ | [ ' \

(e | At this point, Dr. Cook elicited comment and initiated dialogue

[AFuiTox provided by ERIC A
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with the p;rticipants ~ The interactioh was excellent, and the strategy
was well- timed, for 1t strengthened ;he general attention level of the
group. FHe adroitly buﬂt on the comments of the participants to lead
into the topic of motivation. Using Maslow's higrarc@y of needs, he
developed the topic to show the correlation between manaﬁihg and mot1-
vating+people. |

During this particular segment of the presentation, Dr. Cook's
eye contact with the participants was ve;y good. His delivery, in |
térms of dfarity and pace, could have been slightly more low-key --

however, one of the factors.which helped make Dr. Cook sa effective in

Qorking with the group was his knowledge and expertise in the field of

- Career Educationg céhpled with his zeal for the subject. -This surfaced

just before the coffee break, when he asked the group to think of their'

"purpose in Career Education: What would they say about it, in twenty-

five words or less? He spoke of a "spiritual level of commitment”,

stressing that each one, himself included, was committed to a cause

beyond themselves. “He also reminded them that if their purpose was not

7

consistent with whatlihey were doing, they should get out of whatever’

it is that they were engaged in.

Dr. Cook summarized briefly, and made the point that the partici-

. panté,atg*ggi\gglx,gngef Edycation Coordinators and Planning Project

Directors; they are a1so_céreer Education managers.

There was good particiﬁant interaction and §ocia1 excﬁange during

~ the coffee break. The group was very ready to get up and move around ~-

Al

they had béen SItting for over two hours and were getting restive.

’~

When the group;reconvened Dr Cook Tntroducggf%he c1assic ranges

Foma

| &
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of management ph?losophies and styles, from autocratic at one end of

' the continuum to Iaissez-faire at the other end He‘talked about the N

"Cook Personality Profi1e“ -~ the fggr characteristics that a person
can have: o

- clever . . . .F

- stupid .

- aggressive .

- ]azy ' e & .,
An individual can only have two of these characteristics at a given
time. o S | |

He then gave the ‘group a description of twelve dif*erent styles
.of management. While there was much of value in this materia], severa1
th1ngs impacted negatively upon his presentation- e _

- Dr. Cook read the material to the gFoup. pre!‘ing his daing SO .

. with the comment, "I'11 read it to you because I can t rememher

" all this".

L~
- Not only did he read it, he read it too rapidly, affecting the.
clarity and group absorption -- some individuals were trying
to make notes, and his rapid delivery made the task veny dtf«
fxculr | ,
’ - The source'of the material was not identified.

One of thé reasons for the rapid reading and appareht feeling of
pressure may have‘originated in Dr. Cook's awareness of the time con- |
straints he made severa1 references to the lack Of time |

. ; .
A very good strateqy which he used jsut before announcing the break
Nfor 1unch was the setting of the agenda for the afternoon session. In
, SO doing, Dr. Cook announced that he p]anned to cover the areas of plan—
ning, organizing, staffing, directing, and controlling. \‘ -

Cantext Factors- The geﬁeral environment was not facf]wtative to-

ward achiev1ng maxiMal group process and 1nteraction A frequent‘source

<



e of interruption and ;istractmn was the pubhc address system. Nany '

~ e

| ~individuaTs (in ectuaiity, the number was probebly quite small -~ it ‘
Just seemed to be many!) were peged during the course of the marning.

Dr. Cook coped weﬂ with the sitoetion. : _ ] E &

The room temperature was uneomfortab]y—coid Severel individuals |
| attempted to adjust ‘the temperature contro]s, their efforts were A
o cslightiy successfu] ‘ o L T

The tables and chairs were arranged in a forma] c]assroom style,*!j.
d which required Dr. Cook to restrict his fieid of movement -- he was A_. t R
1itereT1y and figurative]y at ‘ithe head of the ciass" | The furniture 't
‘arrangement aiso ténded to inhibit spontaneous expression and interac-

, g tion from some of the participants. A few were. even observed raising
‘~“~\T-EEE?; hands beihre speaking. At least one of the se]ected observers

: indicated the room arrangement to be a negative’influence: ~5... I

| think (1t) 1nh1bited group pantic1pation“-ww" |

O

April 6 1978, Afternoon Session Process The Sessiohgbegan. ’

with Dr. Cook providing a brief recapitulation of theiohgectivesitor
" the afternoon session. He expanded them to inciude the:mEChenics -
the "how" =-- by which the eb;ecti»es were to be accomplished Ihesewu.j§§;ﬁ
.4 ineluded: Group participation, practica1 approach with a discussion in ‘
| theoretical terfis; breaking into small groups, and Qy making sityetionai | o
observations, in uhrch e:bh\smaii ‘group wquid address the identifica— ’ |
- tion of three problems and make three observations related to eech probé’
) lem and/or the possible solutions. . S .
s Dr.rCook then began the lecture on the first'pf'the'afterggon:s .-

agenda areas: Planning, The presentation was built around -the ten bas-

© o —
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ic elements of p]anningi‘beginningﬂwith the dtve)opment of a- system of
values er beliefs -- a creed ("I m going te ta1k to you as though I was TA‘
ta]king to a corporatien or private organization"), miss1on identffica- .
tidn, statement of po1icy, identification of strengths/weaknesses, analy-
sis uf the environment (“...not ngsica environment o soc1a1"technn]-
"» L ogica1 and political facterS'that 1mpact upon educationa] trends” ),'
ana]ysis of cempetition ("according to ~ in reﬂation to - your strengths/
weaknesses - cmnpet':tion for ideas as neH as funds»"):‘ftatement of ob-
Jjectives ("This is where. you guys cop out!") -- must be quantifiable,
measurabIe - tﬁere are four ways yeu can meaSure things Quantity. qual-
1ty, time and money, deve1opment of strategies (" the how to" ) pro-
~grams ("will grow out of strategies”); and the development of the Actidn
. _Plans. ("Action plans are a sort of a _job description.”) The Action
’ " Plans should contain the fo110w1ng information 1) Schedule -of when it
@ is to be accomp11shed' 2) who is to accomplish it; 3) what 1s it going |
B to cost; and 4) what are the benefits. ' | '
At that pefnt one partxcfpant requested c?arification between ob- .
: jectives and strategws Dr Cook addressed the question, but there\
sti11 appeared to be seme small amount of concern/anxiety on the part’of
a few‘membens of the’ groqp. (0bserver s note: The concern about objec-
tives and the'different interpretatxons,;elated.to using the term was to
surface the following day;‘espec1311J.in-;eference to the difference be-
tween goals and obgectives a]though no one appeared to be unduly con-
. fused at the moment.) |
| " Dr. Cook then divided the partxcxpants in feur small work groups

. and gave them the f0110w1ng 3-step assignment:

, . ) ! : "
» <1 ) 4

Full Tt Provided by ERIC.
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- Deve]op a sing]e statemgnt for each blement of p]anning.
T\ Evaluate this approach for the a.gan1zat10n. | ._‘-

- Identify three problems of planning from (your) own experience.

- - . . -

i
‘While the smalTl groups-were working, {r. ‘Cook was available-as-a f*

Jresource persdn if any of thed needed he]p, se&eral of them did seek his

- . - —
-

ass\stance. , L

-

Nhen the groups had reassembled\>nr ok'asked.thgm to ﬁﬁalyzey

' the group process(es) they had used: "”%d y u’érrive & a group consen~
sus as to who was the 1eader?" The repTies ere varied and were not
spec1f1ca11y related to the qu&:@iog The Kuestion had taken the groups
by surprise,-anq they did not haye an agrf -upon response. Among the'

responses were the following comments:

~ "problems or urgency and time, but had good input”

- "similar'but different points of view -- couldn't gét tdgether -=
difficult process"

- "ours was a grdu; of a}vergent thinkers" |
Dr. Cook identified for the gropp that they had been experigncing
"synergism". ﬁe brief]y-aiscugéed the concept!

/One participant made the comment that w...v8riables are not cantrgﬂ-
1ab1e - creates unreaT‘resuIt ..... gfoup from same Tocale would have
achieved a better result". Dr Cook responded by stressing that it was
the process he was primarily stressing: . "--how you apply .product 1is
how you respond and.apply in your own s1tuation" | |

The groups made their reports ‘There was ap excaglent level ‘of
interest, dialogue and interaction maintained. |

Dr. Cook followed up the group reports with a brief overview of

" basic organizatignal theory and a recap of the points covered earlier in




. =12 = . St ¥

the day.- He stressed that organizatjcnal structures areé

- functional . e L . )

. ' . ' i
- ) - capab1e of‘?axxmum utilizatiun of the people involved '
' ' - complete - | ' |

- results'oriented'(interested in'gétting thé job dqqg. not.statusj
‘-dynamic ‘ B - S |
The participants were again divided into work groups, but wﬁﬁh dif-
- ferent membership in each group than before. They were given the fb11ow~ ‘
ing assignment, to be performéd during the break: ' "

. - 1. ldentify at least five major organizationa] ‘challenges (not
problems!). .

2. Develop a littIe critigye of the organizational mode in Nhich
' ' we find ourselves, and some solutions to the basic organiza-
' tional fha]lenge. ) |
When the groups were reassembled after the break, and they were.,
ready to give the grodb reports, Dr con asked for the perceptions each
of the recorders had of ‘their new group. One individual indxcated a pref-
erence fog the first work ‘group: "The first group acted like a group of
- businessmen -- the second: group acted 1ike a group of educators'“ Some-
one else found that thexr group “. had a-hard time getting task-orient-
ed". The fina1’comment.was ",..more task-or1ented: but .more relaxed --
they were 0.K. 1" ﬂ | -
The group reports followed. Dr. Cook then opened up a brainstorm-
ip§ session, -in wh%ch the participants were directed teo came up withlgame
a1ternatives/so1utidns to thecha]1gngesidentif1ed in each group.
thie the- interactive, group participation process was a good strat-
egy to use, there were several iﬁhibiting factors, not the least of which

was that it was 4:20 p.m., and people were getting restless. They knew’

1
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,there was a social act1vity planned for 5:00 P. m., .and they had been sit-
‘_Qing for most of the day. Their restTessness was ref{ected in several cofi~
versattons being conducted while the reporting and bra1nstorming sessions

. pere occurring. Other nonverbal behav1ors also gave an 1ndfcation of a
) negative level of interest in the activities. 1%{
o Fol]owing the brainstormxng, Dr. Cook talked brieny about the 1m—
portance -of understanding and being able to use to one's advantage the |
formal vs. 1nforma1 organizational structure. He did an excellent job of
tying in thanging attitudes and the qvercoming of ouneaucratic weight
with -the material covered in the earlxer sess1ons ool two key things -—
that's why I spent SO0 much time talkxng about motivation this mornxng"‘
.The group's restlessness appeared to affect Dr. Cook at this point,
'for he asked "Are there any comments? .our time is already gone!"
- Sur r151ng1y, he did get a comment ‘ .
With running out of time, Dr. Cook could only do a very cursory 5ob
of covering the four elemente of managing that he:had not yet addressed:

{

staffing, directing, evaluation and budgeting. Ih the'eTanent of direct-
ing, Dr. Cook emphasized that: “ {
"most of our. directing is through communications. Generally, this
is listed as the number one problem in organizations. Ninéty-
- five percent of the memos written are misunderstood."

- "Incentives -- another part of directing... objective correlative -
give someone an award, certificate -- some symbol of accompiish-
ment."

For the element of evaluation, he used the flip chart to show the

following diagram:

I do .this so that - satisfactory performance
. is achieved

“Results

List N
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"If he lists more than 12 things, he probably doesn't do anything.".
The final ef'l_vnt, budget, was iddressgd hurriedly, but four main

points were stressed: 7; SRR T]

Don't consider budget until after you first deve]opwthe pian

Cost out the action plans - - . § _

Prior1tize

Don t let your finances control your business

Dr. Cook conc1uded'%he afternoon session with a few brief summary

comments. A round of app1ause_{ndicated the narficipants' appreciation ,

to Dr. Caok.’ Drs. Jesser and Dulberg accomplished a few “ho,usekeep'lng )
detai]s" such as location and time of both the social hour immediately
fo1low1ng and the dinner and panel’ discussion schaduled~fnr later in the

evening.

Context Factons: 'Moving nfter lunch to;the adjacent cgnférencé'
‘room, with a U-shaped fable arrangement, contributed greatly to'tng facil-
itating environment of the éfternoon session. ;Dne of tne‘selected ob-
servers wrote: "Sloggy interest only because of length of presentation.
not becaus%)of willingness to'part1cipate .-.Picked up after breaking 1n-

to interactive groups".

' ' r } ‘
April 6, 1978, Afternoon Social Period. Pnocessﬁﬂ.lnﬁﬁdiatg]y fol-

) Towing thifend of the afternoon session,‘the group was invited across the
hall to a nine and cheese party hosted by GIS-Time Snare, a Houghton-Mif-
flin Companx. Representatjves‘Of the company were very'hospitab1e, and
'the.conferénce participants, presentors and gnésts had an oppnrtunjty to
re1as_and socialize. The approach was very low-key and "soft sell”, and

the diversion of a social function was most welcome.

g » ) 15))
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I Agrxl 6, 1978 Evening Sessfbn Pnegessf The agenda listed the

" dinner program as eTﬁaborat1ve Effétts . and that, was an accurate de-*

. sceiption, beth 11:£ra11y and ftgurative]y. The panel not .only gave an |

_ overview of what is! happenﬁng in Cannectxcut as business, industny. and

education coI]aborate to make Career Education an effective and pesitive

T ford‘ in the 11ves of the young peop]e of.the State, it was also an ex-
ample of teamwork in action The pane] interacted we]l tagether and each ‘ :
emmber comp!emented the. contributions of the otheg;two panelists. Drs. J
‘Jedsér ‘and Dulberg were excellent hosts: andlmoderators The participants

asked several quest1ons, which were well answered by the panelists..

Coatext Factors: The context factors appeared to impact in an‘ex-
treme1y negative fash1on upan the evening's presentatton.’ The-roon tem-
perature was uncomfortab1y cold. The 1arge size of the - and'the re1a—:
tively small number of people in attendance did net cont Bute of a warm,
interactive'group atmosphene Some of this could have been overcome by ”‘ﬁ</
a dffferent seat1ng arrangement and ﬁ]acement of the tab]es. The head
tab]e wWas reTatxvely far away from the tables ef the- participants, which
“heightened the fee]ing,of dwstance and separation. hene were eight piace
settings at each of.the‘1an§e circular tables. A better arrangement might |
A have been etther ueing more tab1es'and reducingsthe number of place set- o quz,'.
tings at each table to six, cn by using the rectahgular tables used dur-- |
3 tng the day's sessions, and arranging them ina U, wjt% the head table. |
_ fonming the short length. 8 ~ ' _,:
‘An additional context factor that was veny istr?cting was the noise |
and interruptions - frem a large social funct10n in‘the“reom adgacent to the o

\ &
one being used by the conference. Prior to the beginnjng of dinner, sev-

f

EKC ' : N ..
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eral guests from the next room had qudered through the area eccup1ed by
. \ Iy 5

" the conference pgrticipants and nuests. There was a band ing very

-

" .loudly in the room where the socia1 function was in progress, and while 1t _

(
was a minor distraction prior to dinner, 1t was quite di;ruptive during

o g dinner and the early part of the’ panel pgpsentaticn. oL f °J'
. : - The food andrits‘servipe ;hpeared to be inotdinatejy oQérpriced‘in
terms of the qué]ity and quantity received. Many of the_barti(:ipantif2
voiced theif opinion (in small group conversatioﬁs and'to*the procesg;ob;‘
_server) that $9.25 was too much’ to pay for what they received ‘ | .“
T Scheduling the dinner and the panel discuss1on far the evening after
| ‘a long déy of swttina and listening may not have achieved the optimum
desired ‘benefits. whxle the partécipants were po]ite,ﬁﬁnd some dialogue
¢ ' 'and quest1ons were exchanged and answered, the group as a whole becan to

izg;t\very restive about 20 $1nutes before{the group S adjournment was caT]ed

Pl

'by the moderators p

April 7 1978, ‘Morniqg Session. Process- The fl(st session of the

second day opened with a chrcnological review by Dr. Jesser of some of the
- *maJor events and milestones in the developmen;\of Career Education He be-:
gan the review by talking about the meeting in Dallas, Texas, four years ago,
at*which the group worked o fiagure ‘out the appropriate functions of the
. Office of Career Education: Touch1ng briefly upon each tonferende in turn,
he mentioned the significant \achievements and prodress made. Dr. Jesser
///;sked for.a show of hands indipating how many of the participants had been
in attendance at eac tﬁe earlier conferences. Eleven of the partici-
pants had'attended the De&Qer, Colorado, conference in the spring,'1975; the

second largest number (eigﬁi) had also been at the Dallas conference four

- 21
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years ago. This would appe?r to 1ndicate desirable continuity, - interest
_and professional growth -factors; Dr.'Jesser’'s recogn1tion of these indx-
“vidua1s seemed a positive strategy toward fore personal involvement and
sustained commitment on the part of all the participants. He noted that
along the way there had also been several different meetings of the task
force; the results oﬁ those meetings had been the beginnings of what was to
;-become the position paper. He summarized his review oy commenting briefly
.on what has happened s1nce Dallas,’ not1ng that there now exists legislation,

policy statements etc., imall the states C

-~

.. Dr. Jesser ‘then introduced the morning presenteﬁ' Jane]]e Kirby, and’ .

commented on her outstand1ng achxevements as "one evidence of professiona1
. ‘

gr . e o -i BT L - "ﬁf-.(_ .
Dr. Jesser's strategy was.an. ence11ent'approach' By using a chron- '
. oTog1ca1 review of the progress made in the area of Career#Educatxon, he
gave some of the newer members of the group an’ opportunity to become better'
,acqua1nted with the previous accomp1ishments aﬁd gain a perspectxve of the
tésks ahead. He also sharpened the focus and interest levels of the es-

tablished members of the group.
| Ms. Kirby_began her presentation with an over%iem of the deveippment

of the document, dk]ahoma Career Education Resource Directory | It is a

report reflecting the efforts of G&e first planning year (July 1, 1976 -

June 30, 1977) in the development of a five-year 0k1ahoma State Plan for

'Career ‘tducation. She pnbvided a good process t1e-1n by quoting from section

three of the background paper prepared for the work conference by Dr. Jesser,

“Ident{tying and Utilizing Resoorces for Implementation of Career_Education?.

During this initial part of Ms. Kirby's presentation, some distrac-

-
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" tion came from the public address system interruptions ‘and particularly from.

P ’ 3

several conversations being’conducted extraneousiy by participants It was

| extremely hard to hear'Ms. Kirhy, even when the distractions had diminished

One participant requested Ms Kirby to speak -louder; Ms. Kirby did s0, hp

-shortly her voice level dropped again and it-was once more very difficult to =~

-catch all that she was saying In addition, the softness of the togai quai- .

ity and slight accent whith Ms. Kirby has wivile charming-in private con-

versation, detract from the. ciarity needed in addressihg a group in a room

~the size of the pne used for the session, Use of a microphone might have

been heipfui - | .

‘ There were some questions from the part1c1pants which Ms. Kirby
handded in an effective manner. There appeared to be a ‘moderate interest
level maintained by the group. - ' .

" The second presentation of the morning session was by Kay Adams and

N.L. McCaslin,. who were introduced by Dr. Jesser Ms. Adams established

-

the objectives for the morning and afternoon:

.- A "walk through“ the user trial guwde “Managing and Evaluating
Career Education!

{

- Present and become achainted with the functions and techniques
« for evaiuation

J“‘ - Tie-In to yesterday 3 (Apri1 6) presentation

It quickly became apparent to the _group that there was a dichotomy
between the presentations, interpretations, and definitions of the two terms
"goals" and "objectives" as presented and psed by Dr. Cook and Ms. Adams
framg of reference. The conflision caused by this dichotomy was . to surface
several times later in the.day as the participants worked in their smaii‘

groups.

1 »
'(\,:,




_The -lunch time Break occurred before Ms.' Adams'and Dr. Mccasﬁn' could
complete their review of the five evaluative funct1cns and their techn1ques.

This was unfortunate, for - 1t was a bit difficult to re-estabTTsh the in— ..

terest and cont1nuity Tevel of the pyrticipants. '

, April 7, 19781,Afternson Session.' Process' .After Tungh, the presenters

pléfed the review ang aSked the participants to break 1nto “Five small -
N groups one for each of the five. evaluative functions. The task given to
-the groups was to take their a551gned function and’ work on answerdng three P
questions: 1) How usefu] are the techniques presented in the sectmnn?
: 2)'How change? *3) New strateg1ea,suggested;bysthe group?_ -
v Msl Adams and Dr. McCaslin exhibited excellent group process skills as -
they moved among the groups, serving as resource persons, and facilitators
. ' when needed. : N | S o
There was a high .level of restlessness-and negat1ve ncnverbal behaviors
prior to bre%king the group 1nto the small work groups There was. much
checking of watches, coming and going, conversat1ons between neighbors, and
a8 high rate of attr1t1on (after Tunch there were one- third fewer participants
*in the rocm than there were fer*the morning session). '
fThreughcut the presentation,by Ms. Adams and Dr, McCaslin, the group |
exhibited evidences of some conde?on and a need for c]arif{catjon'aad defin-
itive guidance relative to the Federal regulations. This need was cﬁaracteri
ized by askiagnmnycuestions of Grace Nacson} Project Officer, Office ofFCareer
Education, U.S. Office of Education, to whom the group often turned as an author-
itative source of the needed information. 'This need for ihfcrmaticn was also

present during Dr. Jesser's conference wrap-up session later in the afternoon.

Fb]Towing the time al?otted to the five small groups to work on the assigned

. !
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. quEktiéns, the- partic1pants gathered to heab the reports from each of the

groups. By this t;he severaT more part1c1pants had departed - , .
The part1c1nants had earlier agreed with ﬂr Jesser s suggestion to

shorten the scheduled agenda in order to adjourn between 2:30 - 3:00 p.m.

Dr. Jesser Ted the wrap-up ‘discussion, cenfering it on Career Education im-

plementation. There was a high Tevel of interest and participant interaction

dur1ng the-discussion The conference ended at 2:30 p.m. on a very positive '—

note even though seveka] mere part1cipantsvhad departed during the final

» session. o ° ) - : R

)
(SN
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Summary - | | : - (

-

The conference was a worthwhile eiperience for the majority of those. in
attendence The host, Dr. Duiberg, and the conference director, Dr. Jesser,
were well attuned to the needs of the participants and showed flexibility

and sensitiv1ty in adapting the conference schedule to those needs. The par~"

ticipants who were selected to respond to the .Index of Interactive and_Partici-

patory Behaviors‘were most helpful in providing the process observer‘withfper—

| ceptive tomments‘in addition to the check 1ist items on the Index. One of

these comments sums up quite well some of the problems encountered in the

«presentations and the interest 1eve1s of the participants during the second
‘day of the conference: "(It is) Difficult to take.30 to 50 different organ-
izations and try to appr what was prései:eg“:f we tend to ignore the po]iti—
ca]’ aspects of education" | %

Informal conversations | th various participants during the two days
tended to refnforce this observation, and also-to identify another, very.
important factor. That factor is the metter of timing, and could account
. for some of the Tow interest Tevels exhibited at times by the participants
Severai of the p /ertiCipants expressed the view that while much of the coftent
presented was very good, it would have been much more‘usefui and’ heipfui had
\it been.avaiiabie earlier in the process of developing five-year state plans’
for Career Education - most of th& pians are comp]ete at this point in time.
The benefit which may be derived1from‘the'conference may very weiiicome fron
the managementiaspects presented, rather than the planning concepts and tech-
niquesﬂwhich were so heavily stressed on the first day.

Dr. Jesser's objectives, as stated et the beginning of the conference,

{
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were well attained, particularly the one quoted'on page six of this report

in the opinion of the prccess observer, ft’ wou]d be very difficu1t for any- .

- one to come away from the Qpnference'ﬁﬁthout -being aware of thetpower ahd

strength that exists in this group'i. The imp1ementat1on -and- fﬂture of

Career Education are entrusted to an extreﬂé1y capab1e and dedicated group .

of 1ndividua]s wcrk1ng together tcward a common good.

-

. . , T
P < . . .
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Recommendations R

-

The foiiowipg recommendetions are made_on the basis,pf the prdcess
, obServations.recorded duringixhevabrk conference on “P]anning to Implement
Career Education”.  They are in no way intended as criticism of the work
conference as a who]e. the conference ieadership, or of any individual pres-
. entation; they are prov1ded in this report as input for cpnsideration in pian-
ning future staff deveiopment prcgrams for State Ceordinators af Career Edu-
Icaiion and State Planning Project Dipectors -‘The recommendaﬁipns{are- .
1. Workshop objectives shouTd be clearly defined, stated in writing,
and disseminated to each prospective participant at Teast two
weeks in advance of the date of the workshop/confeppnce..

2. The nbjectives for each session of the workshop/conference shail be .
clearly defined by the consultant/presenter at the beginning of the -

session, before any other material is presented. "An alternative to e’

this, especially #f the written statement of objectives was sent to -

' participants prior to the opening of the workshop/conference, would
be to state that the objectives will be cooperatively estabiished with.
& the participants as the first session is developed. L

3. If the focus of the workshop/confexence is on an area where the
majority of the group may have some expertise and knowledge, an -
assessment of the extent of this knowledge base should be conducted
and the data transmitted to the co uitant/pr?senter at.least one -
week prior to the opening of the wgrkshop/conference. It will be the
responsibility of the gonsultant/presenter to customize, insofar .

-as possible, the presentation to. the median knowiedge«ieve] of the
participants :

4, If an evening function (reception, dinner, panel presentation, etc.k
is deemed bepeficial and needed, the recommendation is that the &
function be scheduled. for the first evening, immédiately following

-the registration period. The second evening {between the first .and
second days of the conference/workshop) should be left open and free,
so that participants can rest, or go sightseeing, or engage in in-
formal dialogue, or SOme combination thereof.

5. Nprkshop/conference sites shdu]d be selectad with a number of criteria'

®

being considered. Among these are:

~ Accessibility to the nearest city and/or convenient pubiic '
transportation, to fac1iitate the recreationai and soc1ai
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- needs of the group during the second evening of the work-
shop/conference.

»

e - Size and‘cumfort factdrs of thg meeting roém(s); .
—‘NdiSe factors: P.A.,systeﬁ,*sodnd leaks from adjacent rooms,
- etc . A )

; - Coggerativeness of the facility's staff toward meeting grnup s
~ needs ‘

- Cost for meals (and hanquet/dinner. if planned) .

6. Participants should be informed that they will be-expected to remain ,
in attendance (barring some emergency, of course) for the entire
. period scheduled for the workshop/conference; therefore, they should
- carefully review the stated objectives before making a commitment to
attend, in order to ensure a satisfying experience for themselves and
compliance with the attendance requirement of the leadership.

-
]

ER&C
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Indnk of Interae:ine and Participatory Behaviors .
. ! . “u ’ y &

Session Title

. HOW TO USE THE INDEX

The Index was designed to focus updén a single session of the inservice
prcgran to determine the qunlity of presentations interectiqn and partieipa:ion
,during that session. The organization of the Index follows normal session flow
with obgservatibns and recotdings to be made‘by raters at two points during the
session. ’ :

I. Session Initiation \ ‘ | . 5 .

' The first set of observn:ions and recording of ratings should be made n:
the beginning (during the first fifteen minutes) of the session. The observstion:
and r:tings to be made at this time,deal with the strudturing of the session,
initial group interaetion and the success of initinl procedures in. preﬁucing a .

. working climate. ¢ o

II. Session Termination
The second set of observations and ratings are to be recorded at the con-

clusians of the session. The observations and ratings recorded at this time
focus on whether presentations and discussions we:e supportive of the gession
objective(s), whethexr a purposeful working climate was maintained and assessing
the quality of leader/group interaction. It is recognized that initial or

- structuring sessions may not require Mse of participant activities. When perti~'
cipant:activities are not included in the session, the rater is asked to state
whether the absence. of pfrticipent activities wns\appropriate or inappropriate.

I,  Session Initiation

. At the beginning of the session, make and record these observations; SD - Strnngly
+ Disagree; D = Disagree; N = Neutral; A = Agree; SA = Strnngly Agree.

L D A SA
1. The objectives were clearly stated. {ﬁ_/ L/ L__/ LS 1/
2. The objectiyes were clearl; relevant to D N A SA
participant interest and experience. °* [/ (> (1 [ [
3. The director was open to interaction SD_ D N A SA
tather than sarcastic or defensive. A Y e B T v A |
Lo ‘ . o | ,
" 4. The session format promoted productive SD _jlf N
purposeful behavior. [ L7 1/
\ “

3 g (over)




B II .

At the end of the gsession, make and record these observations'
Disagree; D = Disagree; N = Nedf?hl, A = Agtee; SA

Session Termination

4

1. The speakersldiscusaion leaders exhibited
‘ a variety of ptssentatian and discuasion
styles. :

2. The speakers/discusgion leaders stated
open—-ended problems and asked quastions
promoting interaction.

3. . Presentations and.naterials suppotted

*  the sessicn s objectives. )

4. _Participants were very attaentive during
the session.

S. Particiéants responded eagerly to
questions and made voluntary con—
tributions to the discussions.

6. Participants showed inter-communieatiot‘

© by agreement with contributions of
” other participants or by request for
clarification.

7. Individual and/or group participation

ghly motivating and supported
thesession objectives.

8. The director moved among the
participants offering assistance.

9. Cooperation was shown by participants. |,

10. The objgctiQe(s) wvere accumpli(?td.
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o - A Case Study : :
APRIL 6 | L . { - .
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8:30 - 9:00 am - - o 101004~ 11:00 am-  Resource Uti11zation 5 xay Adems
Welcoming Remarks/Purposes of | _ Saul Dulbery . | - ,
. Conference . ) : ) . 11:00 -~ 12:00 noon Resource Management N. L. McCaslin
Introduction of Guest310verv1ew '  David Jesser : R | o o
of Conference ' ’ . 12:00 - 1:30 pm LUNCH OPEN
9:00 - 12:00 npoon ’ | . ... 1:45 - 2:30pm  Resource Allocatfon -~ David Jesser
. . o . , : . Implications of PL 95-207
Introductory Remarks PPN Antta-Barber : . _
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"c°;7;:°;?tsggc5::$:ts' o  Education and State Plan Project Directors; .
n n_ oo . N

* {s endorsed by the Committee on Career Education of the
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 Title VI of the Ciyil Rights Act of 1964 states: “No person in the et . Alork Conference For State 4

United States s , on the ground of race, color, or national origin, I

be excluded from participation in, be denied thbe benefits of, or be R M““"" of Caresr Education

subjected to discrimination under #ay program or activity receiving ) . . and

Fedoral financial assistance.” Title IX of the Fducation Amendments . '

of 1§72, Public Law 92-318, su es: “"No person in the lnited States

shall, on the basis of sex, be luded from participation in, be o

denied the denafits of, or be subjected to discrimination under any 3

education program or activity receiving Federal financial assistance.” - o : sCNo,

Therefore, carser education projects supported under Sections 402 and ‘ , ' at <

406 of the Fducation Amendments of 1974, like esvary program or activity ' ‘

receiving financial assistance from the U.S. Department of Nealth, .

Education, and Velfare, must be apcntnd Ixx eaqpum vith these laws. : ' ‘ .

Stata Planning Profect Diréctors
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" do not necessarily represent policiss or positions of the Office of. Windsor Locks, c‘“‘m‘cﬂm - April 6-7, 1978
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IDENTIFIED MAJOR AND SECONDARY PROBLEMS
CURRENTLY EXISTING IN CAREER EDUCATION

. ——

Major Problem:
Lack of state/Federal funds

Is

Secondary.Prbb]ems;

+ Not enough time

y

Communication,

Legislative Commjtment

State Department support

Awareness/understanding
= Resistance to change

Crisis management

Legiélative concept: ease of change

. Apathy | o

Understanding the kids' point of viewk

. - Uniformity of goals/objectives
*Staffing , \

Evaluation

ERIC

Full Tt Provided by ERIC.
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'IDENTIFYING AND UTILIZING RESOURCES

3

k ',§§? for

_IMPLEMENTATERN OF CAREER EDUCATION i

A Background paﬁé& Prepared
: for a
Staff Dg#elﬁpment Work Conference
| of .

-

State Coordinators of Career Education - L

-

L4

Windsér Locks, Connecticut - " April 6-7, 1978

Y

Pavid L. Jesser

)

Council of Chief State School Officers f

Washington, D.C.
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INTRODUCTION | e

\ : : . . - _ D e [] . ¢
' This paper has been preépared primarily'for use hv State - ) .

.
~

Ceordlnators of Career Educatlon and State Plann1ng Pro1ect
Directors. As such, it mav reflect specific concerns énd needs
of people engaged in career educatlon efforts at the state  level.
2This reflection, however, should in no way suggest or imply

. any degree of exclusivity. vTo the contrary, a baeic purpose of
this paper_is’ene-of providing informatfep'abeut resoutrces--

2

their jdentification and utilizatign--to as wide a public as
.possible., { | | | .
Just as. the paper has not been, prepared exc1u51ve1y for use
by any sélect group, nelther has 1t been prepared for use in any.
predeﬁermlned manner. It is adapted from an earller paper that
ﬁ}lncluded the term,."guldellnes and that .term 'should be kept in
*"mrnd as the paper is studied. There are no hard and fast recxpes
or formulae that can be used as efforts are made to identify -
b and then utilize rgsources, in efforts to implement c;}eer educatlen.
As educatlonal leaders, however, those who are. charged W1th
‘respon51b111t1es q@ 1mp1emeht1ng career education, whether it be
a4t the state or the local level, must be cogn1zant of seyeral °

~

. salient facts: o

An almost infinite number of resources 1is

[ 3

available for use'in implementation efforts; © oy
. ReSources exist in a variety of forms;
e ‘Any listing‘ef resources is highfy temporary

in nature,;
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e Identification of resources is a continuing

¥

_process; |
e Resources méy Eé utilized in* any number of highly
effec;ive Waysilénd : . A

e The extent of idenfificafﬁén.and utilization}of-'
resource§'in i@plementamion effortsAwifl depend = -

on the‘d%gxee apd quality of leadership {hattis .,;

demonsfratqﬁ. PRI _" .

] .wigh the above in ming,'it should be noted that.xhé’infofﬁatibn

>

contained in the paper is intendéd only tn'be reﬁresentative and

-~

suggestive o ways in which the tasks ‘of 1dent1fy1ng and ut111zlng
| rgsources can be accomp11shed (And the intent must be kept in

m1nd when a reader notes that some partlcular, and 1mportant
resource has not been 1nc1uded.) g S | -




. . ‘ | S _ o {\
| | SECTION ONE_ |
- LEADERSHIP: THE PRIMARY REQUISITE |
The final point. made in the Introduction had to do w1th
leadershlp, and it was 1qt;nded to emphasize the fact that
ne1ther adequate resource 13ent1f1cat1on nor resource utilizatlon
can take place unless there is a concomitant qua11ty of. leader—

ship demongtrated. The poigt was also 1ntended, however, gs;a

" reference to the-leadership roles that State Coordinators

must understand, accept, assume, and demonstrate as they proceed

with their efforts to implement career education on a broad

! \

state-wide scale.

It has been said thatiiﬁ education--and it is no doubt true
of ‘state educat1on agencies--that there is much semantxc loosengss
when leadershlp is discussed. In the case of State Coardlnators
of Céreer Education, this may or may not be .a valid pbservation,'
It would seem t& be appropriate (for "insurance" if for no‘cthérﬁ
reason), however, for any consideration of resoufce identification

and utilization to begin with a discussion of leadership. It

should go without saying that "Leadership is perhaps the most

important reséurce of all—-andg§§§ential to all other efforts'.
But what is leadership? |
) Leadershlp,‘ln education and all of soc1ety, is percelvbd
to be a most important, but sometimes scarcé, cohmodity. Most
would readily.agree.fhat leadership is essential in virtually
any field of endeavor. As has been suggested, however, securing

ggreemeht as to what leadership is (or sheuld be) is a different

matter. - y -

\
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The/}&fk'pf agreement concerning leadership is, in reality,
a rather basic reason why lead®rship is so often said to be
deficient or missing.- Leaders, or a£ least people in leadership
roles or positions, do exist. This is true in career education
‘efforts as well as in all other educational endeavors. There

are, however, many different styles of leadership. The many

" different styles add to the differing perceptions of ieadership
and to the problems féced by Career Educafinn'Coordinators. |
But.while there are differing kinds of leaderShip,'with

eaéh particular style haV1ng 1ts own peculiarities, théTe are

certain qualltles of leadership that have to exist in whatever

form it assumes. These would include the identification or

establishment of gpals, and the facilitation of attainment of

those goals. Leadershlp has been descr1bed as that basic gualitv

which helps the organ1zat10n to 1dent1fv. define and acgept goals.
and in turn 3551sts in the attainment of estati?§hed’and accepted
goals. This is, in reality, the primary fun§i10n of State
Coordinators. - The importance of leadership, then;*sﬁould be
obvious. B

As has been 1nd1cated a particular style of 1eadership,will
be characterized by a pecullar role or a set of roles . Each
- style may be useful for a given set of purposes, while at the
same time may be almost totally ineffective for a differing set
of purposes. Coordinators of Career Eéucation must, therefore,
be cognizant of the varous styles of leadership, and must utilize,

on a highly selective basis, that style which will be the most

effective.

e
e,



Styles of Leadershlp

In actual practlce, there are probably as many speciflc

styles of 1eadersh1p as there are people in leadershlp p051t1ons.

Each leader willl undoubtedly have hlS or ‘her own pecullar1t1es or

1d1osyncrac1es that set hls or her own "brand" or style of 1eader~

ship apart from the others. It therefore. 1s v;rtuallv 1mp0551b1e

to descrrbe every style of 1eadersh1p that ex1sts and is practlced

It is, however, poss1b1e to refer to two basxc styles of

leadershlp——autocratlc -and democrat1c~-1n ‘terms of a continuum.

In their most extreme form, these may be thought of as existing

at opposite ends of the continuum. (Gradatlons, or degrees of

combinations of the two extremes, will, of course, be found at

various points along the continuum.)

[y

" Autocratic Leadership. The person in a leadershlp position

who is concerned only with "getting the job done"——even at the

expense of the people involved--may be categor;zed as autocratic.

+

Such a person leads by "mandate", making decisions concerning

'organlzatlonal goals in a unllateral manner, and securing imple-

mentatlon of the deelslons through 1mp051t10n "of power. The -

A

autocratic leader occuples a position of power; if this were not

so, the person could not, in practice, function.in

p
‘manner.

f

When styles of leadership are considered by Career Education

1

Coordinatofe, serious attention should be given to
advantages and disadvantages of each. In"the case

style, these include:

P

an autocratic

!
R

the apparent

of the autocratic
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| '.AdVQntages

+ It is a highly expedlent way to accampllsh the

~

task.
+ Little if any time is wasted in securing consensus

. ‘ ' ‘or agreement. -

L)

+ It is very effective on a short term basis.

e Disadvantages ‘ oo "

s . . - , -

- It is not likely to result in lasting change.

- It negates--cr completely elxmlnates--the
‘concepf’ of the worth and dignity of the ind1v‘idua1
- Organliat1onal goals are not apt to be geals
of the organiéation.’
0 | - It is dependent upon power, and as such is only
temporary in nature.
Coordlnators of Career Education may question whether or - ‘jﬁ

not they are ever in a position to assume an autocratlc leadershxg

role. They may glso want to quesilon-whether or not they shou}d.
It is cdnceivable, however, that events or ﬁappenings’atllocal,
state, and federal ie#elé may have the effect of forcing such

a style on the C@ordinator. Legisiaticn, policiesg, regulations,:
and boaid actions can (and often do) mandéte the accomplishﬁent
of a given task within a given time frame. In sch instances,

some form of autocratic leadership may be required.
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Democratic Leadership. At the opposite end of the "leadership
continuum" is the style which is often referred to as "democratic'.
A person utilizing this style will of necessity have a.high degree

of concern for the people who are or who will be involved. As '

evidence of this concern, the democratic leader will actively

seek to involve those concerned in the decision~makiw§‘prqcess.

Goals, insofar as possible, will be mutﬁally established. Ih
other words,'the'people within the o;génization will have a major
vdice in-the(setting of goals. In addition, the goals that are
jdentified or established will be mutually‘accepted; they becoime

truly "our" goais instead of "his", "her", or ntheir" goals.

Some apparent'advantages and disadvantages relating to \g;
democratic leadership include; C oy . S
- ® Advantages |

+ Goals established will, i most instances, be
commonly accepted by all members‘of the oiganizatibn.

+ Membery of the organization will likely be willing
| I , ‘
to work actively for attainment of organizational

goals. |
+ Changé§%that are effected will 1likely be of a

lasting nature. : ;

+ The organization itself will have a "healthy" -

9

“climate.

& Disadvantages

. Because of '"time-needs" constraints, agreement--or
consensus agreement--on goals may be difficult to
- obtain. | ‘ , |
- Efficiency, at least on a short term basis, .may be

. lessened, orndecreaagd.
oy
“ )
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As with the autocratic style of leadership,. Coordinators
must be able to recognize, and effectively communicate about,

b - the potential benefits and hazards that Seem to be inherent in

the democratic style.. Legiélators, Poard members, advisory

groups, to mention but few, must all be helpged to recognize,
for example, the differences between sﬁort~range effihiency
‘'on the one hand and long-term effectivizess'on the other.

‘ Autocratic Leadership versus DemocYratic Leadership. When

analyz1ng the two basic styles of leadership, the fundamental
differgnce would seem to be/ related to the concept of "plannlng'

for", as opposed to that of "planning with". In a strictly
—_— — N T

autocratic atmosphere of leadership, planning—-includiﬁg decisions
relating to all aspects of the process--is accomplished for®

‘the people who are involved. On the other hand, democratic
’

1eadership'émbodies the idea that pianning—~and again including
decisions relating to all aspects of the process--is accomplished

with the people involved. /

All too pften, people fail to recognize the fundamental
differences between autocratic and democratic leadership. thtle,
if any, involvement of peoplé concerned--especially the users

»

- or consumers--is sought as attempts are made to find solutions
’//f to pressing educational problems. As a consequence, plans are
sometimes developed for the users, rather than being developed

with them. And as already has been suggested, cfforts to implement

such plans are apt to be ineffectual.

.
L
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Coordinators- of Career Education, at both state and local

levels, have demonstrated both a willingness and an ability to
' ' ]
develop pians with people, rather than for them

. And, it should
- 4 )
be polnted out that the requirement for an advisory group to

Dlmen51ons of Leadershlp

the development of a state;plan, has faq111tated this.

It 1s 1mp0551b1e to evaluate a partlcular style of leader<
ship--or to state in any definitive way that one style is "better"
or ''mdre effdctive” than another.

A given style, located some-
where along the "autocrétic~democratic leadership continuum' may
be the "best" in- terms

ttalnlng certain spec1f1ed ob

;%:iives.
At the same time, i? ordey to aclieve a dlfferent goal o
of goals, another style may be "the most effective"
that ie "best" '

, ther&fore

t
be expected to achieve t

. ~The style
is the one that can most reasonably

purposes specified.

There w111 always be dlfferlng styles of. leadership. However,
there are at least two dlmen51ons of leadershlp that would seem
to be common to all styles of leadership
) A Leader Must Leaé People:
"lead".

By definition, a leader must
Career Education Coordinators, as '"leaders"

, must lead.
They must, therefore, be concerned with people, and must consider
those who are being led If

j €
ayeer Education Coordinators neglect

to recognize this dimension \of leadership, or may fail to under-
4
stand the significance of ity they may find

to their chagrin,
that they are in fact leading no one and that nothing is really
being accomplished
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A Leadé% Must Be Effective. 'Coordinators of Career Education,
as already noted, should be primarily concerned with attainment ’
of goals that have been established. When goals are attained,
leadership has beén effective. If the leadership that is practlced'
or demonstrated by coordinators does not result in accompllshment
or attainment of goals, it will have to be v1ewed as 1neffect1ve..

Leadership and Effectiveness

Career Educétion Coordinators, at both the state andieocal
levels,‘may have some concefn’about "effectiveness"; Some may
well'feel phat when goals are not attained, it is the rééult
of some other pérson's activity or lack of acfivity. And, in
'1nstances, such a perceptlon might be valid. However,
somebody must be responsible and accountable. In terms of career |
gducation 1mp1ementat10n_eff9rts, the "scmebpdy" will be the
Coordinator. A fundamenta{ jssue, then, should relate to ways
in which Coordinators might increase their effectiveness, and
thus enhance the probability that established goals will be

attained. ]
) ' < ' .
The issue might be more clear ijf it is stated in the form
of a question:
® How can a Career Education Coordinator "lead", and

at the same time facilitate attainment of goals in

the most effective manner?

1
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‘"people 1nvolvement" and "effectiveness". Figure 1 should

-11-

Obv{Ously, there is no one answer to the questibn. There

¢

are far too ‘many variables involved. However, there‘is--and

shculd be——a fundamental relat10nsh1p between the dimensions of

. »

suggest several ways in which leadersh1p m1ght be "effectle"

Figure 1.° Leadership Concerns

-

Concerns
for 5 R
People . 4 -

B

N W S
~

142
1 2 3 45 6 7.8 9

Concerns for Effectiveness

« - The grid in Figure 1 porérays the two necessary dimensions

‘of leadership and suggests that the most effective style of

leadership exists when there is an appropriate balance between

them. The grid also can be utilized to graphically portray the

~ difference between. "planning for people’ and "planning

.with'" people. The leader who demonstrates a low degree of concern

for those involved is likely to be one who plané for people,
whereas Qﬁe leader who demonstrates a genuine concern for those

involved will ikely be one who involves people in planning, and

consequently is one,who plans with people. - %.

¥

51
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Effectiveness, when defined in terms of accomplishment of
a given task in the most meaningful mahner, requirés‘that'the

concept of planning with people be utilized. Coordinators of

Career Eduﬁation, in their respective leadership roles, must-
be effective. ‘

-And as they go about their efforts to impiement‘career
educatio’[ CoordinggorS’will have.fo’fedbgnize that‘they are
trying to bringkabout %n instructional-change. Théy willlhave
to utilize varying leadership strategies, aﬁd‘they willshave

to wisely utilize a variety of resources. To do either,

Coordinators should have the backiﬂg, support, and assistance’

- of -the people who are,affected.‘

Perhaps a couple Jf observations made by nationally
recognized leaders would reinforce the notion:

...significant cha&hges’ in instruction and learning
are likely to Q;f‘ade only when the need and the
importance are tecognized and understood by those

involved. (Edgar L. Morphet)

\

---publics relevant to the schools today need leader-
‘ship rather than domination; they crave participation
rather than obedience; they seek involvement rather
.than alienation. (Keith Goldhammer)

In cducation as in any segment of society, those in leader-
ship positions who, by virtue of their sitions, are' responsible

for planning for needed changes or improvements must be cognizant

of tpe differing styles of leadership. Coordinators of Career
Education, as one groﬁp of edﬁcational leaders who are responsible
for .bringing about a needed change or improvement in education,
will have to be aware of the implications that a given styple

of leadership may have for planning for--and implementing--the

I

desired change. And they must then act accordingly.

‘- | 55
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SECTION TWO
RESOURCES AND CAREER EDUCATION
> Any discussion of resources should ,,fix;st of all address and answer the ques-

| tion, "Resources for what?". In this case, the answer should be rather obvious.

——

The discussion is centered around the notion of resources which can be utilized in

efforts to further implement career education.

Such a statement, however, does not insure that a commonality of understanding
exists with regard to the terms "career education” and "resources'. It is neces-
sary, therefore, to estabiish a common understanding. The following paragraphs re-

, . ‘ N . | |
present an attempt to do this.
' /A,portion of the "Position Statement on Career Education™ of the Council of
Chief ‘State School Officers contains the following:
While it is not likely that all people wnuld'agree on what should be
learned, many would agree that there are several basic purposes inherent

in the educational process. The educational process should provide every
¢1eag;er with opportunities: ’ ' ‘
4

? - o To acquire the basic skills essential to all other learning;

e To develop the ability to think in a rational mamner; .
e To be able to understand how wise choices or decisions are made;
and .
e To develop those attitudes essential to a productive, rewarding, and
satisfying life.
| The above goals or bésic purposes of education, as perceived by the Council
of Chief State School Officers, are included here because they will be consistent
with the goals of education that have be' defined in virt'ually every state and ex-
tra-state jurisdiction. And with this in mind, the goals listed should also be con-

sistent with the goals which ‘have been established for career education. This is

no doubt as it should be, for advocates of career education have always suggested:
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that the overall goals of career education are in fact based on the overriding
needs of people served by education. |

To. 1llustrate the‘abowe point, a definition developed some years ago,by the
State of Mississippi is included here: | ”

Career education is a process which embraces and sequentially organ-
izes all of those developmental experiences which contribute toward indi-
vidual realization of unique life-styles, and provides for mastery of = =
the skills necessary for functioning effectively and optimally in the

. earning of a livelihood while being a responsible and contributing mem-
ber in our dynamic society. .

[Note: Coordinators should substitute their own definitions-for the Mis-
sissippi one and determine if the earlier point is equally valid.]

Career education is used here in the context of an educational process Or Sys- .

tem that is aimed at improving educational outcomes by relating teaching and learn-

ing activitYes to the concepts of career development and preparation. In scope,
. * ; '
career education encompasses all educational experiences and includes, in addition

. , A .
- to career development compqnents,»apportunities for career preparation.

]

' Figure 2 . CAREER ED UCATION

CAREER DEVELOPMENT - - . ' GAREER PREPARATION --°
Consisting of: Consisting of:

Academic
Education; = =~

Self Awareness
and Assessment;
|
Career Awareness
and Exploration;

Vocational
Education;
Career s

Decision Making; and .

Technical _sgg<” ¥
Educafioﬂf'é%g ;

\
X Other Specialized -
‘ Programs.

Career Planning
and Placement.

The model shown in Figure 2 has been adapted from owe developed by the Michi-
gan Department of Education, and clearly depicts the relationship between career

foe .
development and career preparation. Obviously, both are intended to be integral
. ‘ ' ’

ol
O 3 -
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" parts of any career educatmn program. The model is useful 1n 1mderstandmg what

is and is not. career educatmn-—that it is not a program; -that it is not anti- -

~intellectual in nature that it is net lzunlted to vecatlonal educatmn efforts.

-~

~Two pomts ar% ‘wrorthy of emphasis: - ' :

Career development may be defined as that part of the school
program which develops the knowledge, skills, and attitudes -,
.necessary for a person to plan, explore, and estdblish life
roles. . .
-~

Career preparation is that part of the school program Wthh
develeps the knowledge, skills, and attltudes necessary for

a person to perform life roles. 5

-

The modél is also useful in clarlfymg some of the issues that are ralsed when

career educatlon is. dlscussed mcludmg

o Career education is for all.learners;

¥ t
. Career educatld'n is in all levels of education;
.. Career educatibn includes all work--both paid and unpaid;
o Carber eéducation inc]:udes the total commmity; and

e Career educatlon is lifetime education. .’ .

. Bpt if career’ educatlon offers an opportunity ‘to effect needed reforms in the
< -4 . .
" educational System, and thus make possible the attalment of the goals that have
LR N

been a531gr1ed to education, educaters legislators, parents : and others will need

varmus kinds of assistance before the .potential can be reallzed Problems exist,

A" -

and problems will need to be solved. Answers to questlons will ﬁave to be prev:.ded BRI
Tru:ly coliaboratlve endeavers will be requlred. And it is in this centext that the
“wide variety of reseurge ¢an be most effectlvely ut:xllze '
The term resources is used here to descrlbe people ‘money, and materials that "
ca;‘a531st in the at(‘&unment of a given goal or ob;)ectlve, _1 ‘e. , the impLen'xentation,,
or infusion of the eenc.epts of career education into the educational prograsps of our
. schools. * ‘ ' ’ ]
' " . . 4
s ff ) =
- .




It should oo emphosized that,'as has already been noted, the most importént
resource thot,oan be éffeofively utilizeé in efforts to implement career education
is made‘up of‘pggplg, Yet all too often,'as attempts are made to identify resouf;«
ces, the "people resource" is eithor overlooked or assigned to a lesser role of im-
portance. , ‘ L \ " | ;

Coordinators themsolveiishould be able to clearly understaoofanother point:
"Regardless of the availability of money'and other material resources, nothing can
Q really happen'witoout people". J'But when listings of resources_are compiled, there"
is a tendency to 1list, perhops in thi§ order; (1) sources of funds, and (2), other |
material tesources, including print moterials and audio—visoal-toois. Often,_if
any mention of people is included in a resoorce‘idontification dq;ument,_it is ei-
ther of a "by the way'' comment, or it is merely something that is implied by other
listings. ‘ ' | | | |

If it is true that people make up the most important resource, who are they?

A brief listing might well include:
| . Coordinators’ . \ Y
e Chief é£ate School Officers
r | e Specialists in State Education Agenciés
e Local #hool Districts
» School Board Members
. PorontSj v
. Toacoors . \ p
s Adniinistrators | » ,
» legislators | : : B -
‘ e Students S
e Business, Industry, and Labor Represcntatives

Obviously, it would be impossible for a Coordinator of Career Education to ef-

:—.

.
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fectively utilize every concerned persan as a resource for career education. How- '
ever, ‘it is both possible (and absolutely essential) for Coordinators to make ef-
- fective use of "people resources" on a selective basis. But, again, the first task

&

‘\~&s that of identifying who really comprise the "peeple resources'.

ey

able to individual Coerdinatore. Each of the State Coordinators has unique know- S .

Coordinators, as a group, represent a collective resource that is avail-

ledges and eapabilitiee~-eaeh of which can significantly assist other Coordinators
withltheir efforts to implement career education. !
"> But while Coordinators themselves make up a tremendous potential'reseurce, they
mist not. overlook ﬁhe potential represented by'theiprimary_administrators--the Chief
State School Officers and the local or area superintendents. Quite often the resource
potential of this group is, unfortunately, neglected, and as a result, unnecessary
problems may arise. This 15 net to say, however, that all administrators will be
valuable ''people resources - 0bv1ously, some'will have as their pr10nit1es—-er 1m-
medlate concerns--something other than career education. 'But in many instances, a
11tt1e "in-service tra1n1ng" w111 enable even those who may show ev1dence of dgpe
sition to seec that thelr goals and the goals of career .education are compatible.

Yet another group which ls very often ignored (as a petentlal resource) 1is tﬁe
Coerdlnater s professional colleagues, at either the state, reglenél or local le-
vel. In every state department of educatlen there are any number of speelallsts~—
planning specialists, evaluation experts, and the like. And the same is true of
regional or local edeeetien agencies. —Ceordinators would be well advised -to esta-
blish an "inventory' of these peeple; and to involve them whenever and wherever ﬁos-
sible.

Similar comments could be made about each of the groups listed earlier, and
about other groups that were not included in the.listing. But hopefully the point
has been made. People constitute the greatest potential resource for implementa-

tf

s
\)( . .
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tive efforts in career education. The‘xtent to which Coordinators are able to

" use them~-the people resources--in an effective manmer will determine, in large

measure, how effective'implementation efforts wiil be.

£




< | SECTION THREE -
- RESOURC‘IES—-REAL AND POTENTIAL

Included in the United States are some fifty-eight separate state—level en-
t1t1es—-f1fty States and eight Extra-State Junschctmns And as might well be
imagmed there are significant differences, both in terms of educatlonal stmcture
and in terms of educational governance, among the various entltles. Ob\neusly,
the dlfferences will have varying effects on individual attempts to 1dent1fy re-
sources for use in :implementatien efforts. For thls rea.scn, resources may be util-.
ized in different ways by the various educational systems. |

Of the three types of resources, as has already been pointed out, people are '
without doubt the most important for further}ng the educational changes suggested
by career education advocates. ‘Peopley in. the final analjrsis, are the only re-
sources that can use other reseurces in a manner de51gned to-cause events to hap-
pen. Money and materials are necessary resources, but without people they would
have little value. |

Within the educational ccmnm_mltles whether at local, state or national tevels, \
whether in the elementary/secondary or postseccndary sectors, there are multitudes
of professmnals who represent potentlal rescmrces The same is true of financial

and material resources. Some of the latter are dlscussed briefly in the follewmg ‘
G Tt ‘

' 'paragréphs .

Y

RESCURCES- - FEDERAL .

Congress. In terms of career education resources that are potentially avail-

able at the federal level, perhaps the most important one is to be found in the

&

o
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Congress of the Unlted States The role of federal .dollars which might be ap-
propriated by Congress for implementation effbrts is of course both sxgnlflcant
and important. But in add}tlcn to dollars, the Congress--and espec1ally those
memﬁérs who over the years have prdv1ded strong support--has given the concept a
high degree of 1eg1t1macy and v151§111ty. Both, i.e., the leg;tlmgcy of -the con-
;ept and the national visibility, can be extremely useful as states.and local
ggencies wgrk to imblement the concept of career education in the schools.-
Coordinators of Career Education, and indeed all who are concerned about ed-
ucatlon, should be completely ognizant of the prOV151cns and the potentlal

\W

value of Public Law 95-207, the/Career Educatlon Incentive Act. If and when the

law becomes operatlonal, i.e., 1f and when appropriations are -made to carry out

its‘provisions, P.L. 95-207 will greatlx enhance implementdtion efforts throughout

-~

the country
Every Coordlnator should have a copy of the Law, and a careful examlnatlon
should be made by all concerned. There are several provisions which have signif-

icant 1mp11cdt10ns for efforts at thh the state and local levels.
& W

Very brlefly, P.L. 95-207 réquires that each state, in order to receive funds
(which have not yet been approprlatcd), to prov1de certain assurances 1nc1ud1ng

(1) The SFA will be the agency’responsible for plannxng the use, and
administering the expenditure, of funds... (excludln%/SeGs 10,
11, 12) - -~

(2) Staie legislature and Governor notified of state's application for
funds. .. . o “
(3) a. Prior effort to be maintained..
b. Non-federal share to be paid from non-federal sources.

(4) Fvery possible effort will be madcfto integrate career education '
into regular education programs. .

(5) a. Career education programs will not be only a part of vocatlonal

education..
b. Programs w111 be coordinated by a state coordinator..

6
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(6) Will employ such a staff as are necessary...

- discrimination
» sex stereotyping -
- guidance and counseling - ) .
| (7) Will continuously review (and amend as necessary)-statg plaﬁs..i
(8) Will ‘distribute funds as per provisions of Section 9... L

f
(9) Will not allocate payments among local educational agencies on
_the basis of per capita enrollment... Lo

(10) Not less than 15% of a state's grant will be used to develop and
- implement comprehensive career guidance, counseling, etc...

(11) Funds received under this Aét will be used in accordance with pro-
visions of Section 8... Y ‘ . .

_The law (P.L.-95-207) goes on to describe ways in which funids might be util- ..*

.izédz ‘jhe following list suggests same of these:

. Federal share of total costs of -- |
- (15 Fmploying such addiitonal SEA persomnel as may be required... 7/
‘ ’ PR -‘ ' ' o .
(2) Providing-State leadership in career education...

a. Inservice institutes for educational personnel;

b. Training local career education coordinators;

c. Collet¥ing, evaluating, and disseminating CE materials;

d. Conducting statewide needs assessment and evaluation; and ‘
e. Engaging in collaborative relationships with other agencie§. '

(3) Making payments to local educatidnalzagencies for...

Instilling CE concepts and approaches in the classroom... "
Developing and implementing comprehensive career guidance

programs. . . '

Developing and implementing collaborative relationships...
Developing and implementing work experiences...

Employing CE cobrdinators in local educational agencies...

Training of local CE coordinators... !
Inservice activities for educational personnel... ,
Conducting institutes for board members, commmity leaders, etc...
Purchasing instructional supplies... :

. Establishing and operating community CE councils...

CE resource centers...

Adopting, reviewing, and revising local plans...

Conducting needs assessments...

o p

w o

e

S e T O 0

While Coordinators and othérs are hopeful that funds will be appropriated for

AR Y * . 81 '.l 1
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support of P L. 95-207, they should keep in mind various other "leglslatlve Te-
S
sources" such as P L. 93-380 (Sec. 406), which prov1ded for the creation of an -

Office of Career Education, the establishment of a National Advisory Council for
Career Education, #he development of State Plans for Careér Education, and Fhe -
demonstration of exemplary career education activities. (For each. of the past

sevefal years. there has been eboat-$10 million available for purposes of carxy-

ing out the intent of thlS legislation.) ' 4
Office of Career Education. Reference should be made to.the Office of Ca-

reer Educatlon as a valuable resource. A.part of the U.S. Office of Educatlon,
‘this office has for the past three‘¥ears prov1ded natlonal leadership in career
education.: Under the dlrectgen of Dr. Kemneth B. Hoyt, the Office of’!greer Edu-
cation has published numerous documents relatlng to the status of career education,
to the concept of career education and to hlghly descriptive data that have been
_provided by career edﬂhatlon practltleners It has also been respon51b1e fbr other
, activities 1nc1ud1ng a nat10na1 assessment of(Career educat10n¥pract1ces. “Key re—
/ source people in the Office of Career Education include:, ST

(202) 245-2284 * Dr. Kenneth B. Hoyt, Director
: \ *  Dr. John Lindia, Deputy Director

(202) 245-2331 Dr. Sidney High

L Ms. Grace Watson . « : ;
Mr. Terry Newell '
‘ Mr. Jerry Elbers

‘ Ms. Margot Lyddane

National AdV1sorXACounc1l for Career Fﬂucatlen While not a part of the Of-

fice of @'eer Education, the National Advisory Council for Career Education
(NACCE), crcated by Section 406 of P.L. 93-380, works closely with the office.

It is a valuable resource in collecting, organizing and disseminating 1nformat10n
abeut‘career education and in developing recemmendatlons for Congress and the U.S.

Office of Education. Of partlcular interest and use to Coordinators should be the

Q-
- A
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series of reports i:repaied and distributed by the Advisory Cougcit. These inc‘lude:
| * Career Education for Adults - - | - K/ |
f .~ ® (areer Develo@ent Needs of Adults S | v |

¢ Current Status of Career Educatmn at the Postsecondarx Level

s * Two Studles on the Role of Business and Indnstry and Labor Partici-
. pation in Career Education . _

e Masters of Reality: Certificate or Perfomance‘?

o The Efflcacy of Career Education

) Career Develepment Needs of’ Seventeen—Year Glds

o Experiential Education and Commmity Invnlvenent Practlces at the
Post- Secondary lLevel

. o (areer Development Needs of Thlrteen-Year Olds

e "An Examination of the Definitions and Concepts of Career Edumt:.cm

e Career Development Needs of Nme-tear Olds

e Next Steps m Career Educafien | - ;

e Interim Reports 1975 1976 | RN

e The Eneg’glng H1steg' of Career Edueat:mn

. Suzm\ary of Commissioned Papers
VA B

Natmnal Ins‘tltute of Educatlon. Smce its creation, the Natienal Institute

of ‘Educatmn has been actwely engaged in R &§D efforts related to the eoncept of
career educatmn Representatlve of- such efforts are the work ccnnected w'Jth the
CCEM proJect the four "models', and, more recently, the develcpment anc;‘demon g..
stration e"fforts related to "Experience-Based Career Education'. A key resource
person at NIE is Dr. David ngg - . |

Bureau of Occupatlonal and Adult Education. Because of the obviod inter-

reIﬁtedness of cireer eciucatmn and vecatmnal education, the Bureau of Occupa-

tlonal and Adult Education msut be 1nc1uded in any listing of federal resources.

'§3
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Under the direction.of Dt.'Williaﬁ Pierce, the bureau.initiated and.supportéd
many of the early efforts in career education. Exemplary and demonstration
projects weregﬁéﬁded_and supported under provisions of Parts C and D of the Voca-
tioﬁal Amendments (VEA) of 1968. In an effbrt to meet the need for currlculum Te-
sources, currlculum development progects were funded and suppcrted under provi- -
sions of Part I“of the Vocational Amendments. o
Of'major Importance to career education are the resources that can be made
)avéilable for use in ynqational_gnd technical education. Both are integral parts
of. the career éreparation aspegt of career educatiqn.» | |
An excellent example of'thg interrelatednes§»between vccatinnal-edutation.énd

career education is to be found in the Eighth Report of the National Advisory Coun-

cil on Vocational Education. The report, "A National Policy Statement‘on Career |

Educatlon", includes the- f0110W1ng statement

Our thought and- our practice about educgizan should at last be .
integrated. The result of this integration should be called
' neareer education'. It would come about when American educa-
tion emphasizes- preparation for work as a prcm;nent and perman-
’ - ent objective of the public schools. We are not appealing for
' "separate but equal" attention to vocational education:in the
. overall system. We are insisting, rather, that career educa-
tion is a UNIVERSAL necessity, and requires the integration of
ALL our educational resources. ’Jifeover, the concept has been
extended to include unpaid work # well as the world of paid
employment.

N

Other Departments The precedlng examples are representatlve nf resources

that can be found in the U. S Office of Pducatlon and the National Institute of

Education. Both are components of the Department of Health, Education and Welfare.

-~ . .
There are many other resources in various other Departments of Government.

———

For exampleﬂ*the Department of Labor is engaged in many activities closely

H

related to career education, and these activities can be viewed as resources
that should be utilized. The U.S. Employment Service can provide considerable /

_assistance to counselors, especially in the areas of manpower needs and related

¢

51
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| pmjects. ‘Manpower training programs such 'as CETA efforts can be useful resour-

ces for local school systems. B

The Department of Agrloulture is very mportant. It is engaged in many edu- -

catmnal activities, and v1rtua11y all of them are useful to career educatlon prae-
| t1t10ners. The County Extensma Programs, the Home Demonstratlon Programs ‘and the
Natlonaf.l 4-H Program are but a few of the activities sponsored or promoted by the -

-¢

Many other departments of. government could be listed as potent1ak‘resources
for career education. There is, however, one other that should be ment:mned here ‘

because 1t is often overlooked as a resource-—the Deparment of Defense (DOD).

~ The Department of Defense is engaged in mny educatlonal endea\rors that range from
remed1a1 to very advanced courses or programs The Department of Defense, in one
form or another, mamtalns and operates trainmg fac111t1es in v1rtnally ever)r me-
lstropolltan area. The eduoatlonal and/or training programs as wefl as the facili-

.

K

, ties, represent a large, but relatrvely untapped pool of resources.

RESDURCES AVAILABLE FROM THE STATE LEVEL.

The state's: repon51b111ty in proV1d1ng for the educatmn of 1ts citizens has
been noted: Mention should also be made of the positive manner in whlc:h state legis- .
1atures have demonstrated their cgmrtmnt to educatmn through their actions. By
‘and large, state leglslatures have enc:ouraged faflhtated and supported those : ',
educational immovations or reforms which addressed genuine needs. "There is no rea-
+ son to assume that they will do othermse in the future, and it therefore would
seem logical to assume that, to the degree that the concept of career educatlon
*shows _promise for meeting real needs, state legislatures will support it.. State
" legislatures *are important resources for implementing career education activities

. . AN , ' ) ‘ \ -
in the states. o \
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? There are also departments of education in every state (even though they
may not all be designated as such); there are technical scheols, commmity col-
vleges, colleges and unive ities in every state; and there are governance struc-

tures for all 1evels and t cation in every state. Each is a valuable

resource. Leaders in each must be identified and utlllzed in the xmplementatlen
of career education.

State. Legxslatlon. Accordlng to a survey conducted in 1975, 15 states have

‘enacted sone form of legislation pertaining to career educat10n-~Arxzona, Arkanées, '
Colorado, Florlda, Hawaii, Iowa, Kansas, Kentucky, Loulslana,'Mlchlgan, New Jersey,
Ohlﬂ, Vermont, Virginia and Weshlngton. Each had, in 1975 some leglslatlve ref-

. erence to career educatlon.‘ The most recent is leglslatlon for career educatlun
in Utah Wthh was recently 51gned 1nto 1aw.

Specificg inquiries about state leglslatlon should be addressed to. individual

-

. State Coordinators. S ; | o o,

State Agencies and Institutions. < In every state there are sizable numbers of °
agencies and institutions that are-useful resources for‘career eaucation efforts.
State Departments of Education, Commissions for Higher Educaiion, State Boards for
'Vecatlearl or Occupational Education, Commmity College Boards and various State
Advisory Councils are representative of the kinds of agenc1es that could serve in

' the resource Tole.§§
Interested persons should contact key personnel in any of the agencies and/or‘

institutions listed above.

L]

’
State Departments of Education. The chief state school officer (CSSO) is re-

sponsible for the overall educational program at elementary and secondary levels
in each state. Most chief state school officers have indicated support for the

concept of carcer education and should be considered a valuable resource. _Eurther,
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in évery SEA there is a professional educator who has been assigned the responsi-

hbility for helping local school districts develop career education prograﬁs.
Several state education agencies have developed practical materials for use

by 1oca1 school districts and constitute additional resource potential. The Mi- “

chigan SEA, for example, has produced and dlstrlbuted a, Career Fducation Handbook

'fb; Implementatlon The Maryland State Department has ?roduced a 51mllar handbook

to assist local school districts in the implementation of career educatlon efforts
The Utah State Board of Fducation (which is the Utah \SEA) has _developed and
distributed documents relating to the implementation of carger education and to re-

sources that might be utilized in such efforts. . Additionall‘,

many states including

Florlda, Nevada, Kansas, Rhode Island, Arizona and Wisconsin h ve Jeveloped posi-

tion or policy statements which also should serve as rYesources. |
Of particular 1nterest ‘should be the several 'resource directo: ies" whlch

have been developed and dlstrlbuted in states like Oklahoma, California, and I1li-

. nois. If Coordinators have not seen these documents, they should try to obtain

!

coples frum the Coord1nators ‘concerned.

“

State educatlon agenc1es can also be of assistance to local efforts in devel-

~

'_oplng practlcal organizational structures. Guldellnes such as thsse developed

in Michigan show how a state-wide organlzatlonal structure for career educatlan

refforts might appear (following page): ’

S
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CATION DRGANIZATION

ADVISORY OPERATIONAL
. I .- - - -State Board
Career Education .. . _ . - . - 4 ‘
Ad¢risory Commission ' ' ' , ‘
- . .- - - -State Department . .
L of Education  _ _ _ _ {
_ ' . '
Career Education - -Postsecondary 3 '
Planning District . | . Intermediate

. School Districts
s ‘

e e e e e e - School Districts

Local Career Education o ) ' ' ——
Advisory Committee

- - . P

- - - - : ' :
7 _ _ Local Career Education
Steering Committee

-

Such charts are useful, in describing organizational components and théy can -

be used in identifying the ''people résourges" of the system.' . I

<

The combined talents of the ‘entire state education agency can be viewed as a

~

resource to;

| « Develop, obtain agreement on, and facilitate impleméntatidn of the
broad purposes.and goals embodied within the framework of career
education; T » -

‘Create both external and internal environments conducive to “implemen-
tatign of career education; '

' recommend changes in, curriculums and overall educational - <
_ programs s to corbine the concepts of career education with
existing edudational curricula; - | o '

e Obtain the coopekation of, and at the same time, cooperate efféctively'
' with, the varioys agencies and groups which share a common concern
~ for all individgals engaged in the educational process; and

o FEnsure, as far asfis practical, 'that resources from all sources are
identified and utilized in order to support the broad goals or aims
or carcer education. . L

Postsecondary Educational Institutions. In every state, and in most extra-

state jurisdictions, there are numerous institutions engagéd in post-secondary edu-
. : ' -

& o 3
o Sbl
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cational;efforts. These include trade and technical schools Cpriyate and puhlic);
b commmity colleges, colleges, universities and graduate schools. In tﬂe broad seose
;;.all are engeged in soo; espeot of career edhtatioﬂ§ all ere providing opportuni-
‘ties for oareer preparatxon. . | . ‘ .

*
, Trade tech schools provide opportunltles for SkLllS development andwgcqu151~

,tion. Communlty coliwges prov1de 51malar opportunltles. Colleges and universi-
tles< ~their profe551onal schools in part1cular~~prov1de for both career develop-’
) menthas well as career preparation. &; '
Addltlonally, there are in every state postSecondary-1nst1tutlons that have
" "been 'given respon51b111ty for preparing teachers. It is important to note that an -
1 1ncre351ng nuoper of these 1nst1tut10ns partlcularly the teacher tralnlng prognmmi‘
. a are httemptlng in varlous ways to offer cdareer education opportunltles.

[

RESOURCES.AVAILABLE THROUGH LOCAL OR INTTRLEIH&IE DISTRICTS

: S
Of the 17,000 local school dlStTlCtS in the natlon, mearly one-third have in-

dlcated that they are 1n4olved in career educatlon efforts Indeed, some of the
»  initial efforts in the development of the Comprehenslve Career Educatlon.Model
(CCEM) took place in local school systems: Pontiac, Michigan; Hackensack New JerJ

"-: sey, Jefferson Gounty, Colorado; Mesa, Arizona; Los Angeles Callfornlaﬂ and CoBb

e

County, Geotgla ; .

~

rt
' Personnel in these school systems represent a relatively. untapped reservoir

. .., of talenmt, and the ma
L

jals thgt were developed for the CCEM effort 11keW1se need

to be botﬁ\diisemnnated and ut¥lized.  Other local dlstrlcts, 1nc1ud1ng th‘ﬁbenver

_.?;“

fferson County, Sehools*1n golorado and Anne Arundel and Montgomery Counties. .

in ﬂaryland have al 0 developed programs and materials. They have been able to

~

deal effectlvely thh many problems associated with 1mplementatlon of career edu-

¢
“ Y

- cation and could be used as resources. - : -,

’ x (3(]
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Dther Ed:ucatmnal Organlzatmns ‘While gevefmmental agenc1es or entities con-

stitute a very Teal resource at all levels, the resource petentlal of - non~govem-' ‘
mental educatmn organizations should not be overlooked.
& Virtually every state, for example has a State Board of Educatlon, and most
State Boards of Education are members of the Natmnal Assec:xatmn of 'State Boards

' ‘Of Education (NASBB) o | .

Formerly headquartered in Denver, but now located in Washmgten, D.C., NASBE
"~ « has been a prominent and ‘important advocate for career educatlon. The orgeniza-

‘tion has commissioned spec1a1 studies, developed the equivalent of a pohcy state-
men?_:, provided testimony to Congress in behalf of camr educatmn., and engaged in
dexmnstration activities. Similarijr, members of local boardsé—md their nationel .
orgam.zatmn (NSBA)-~have also been supportive. |

Career educatmn coordinators and other advocates should recognize the poten-
tlal resource represented by members of boards of education (state as we11 as lo-
cal) ’ and where the potentlal resource seems to be a reahty, coordinators should.’

L2l

} usec them as effectlvely as poss:Lble | .’ ' \ ) ' ~

Earlier, mention was made of the potent1a1 resource value of chlef state

sc:hool offlcers. Mentmn should alse be made of their national orgamzatmn—- the

COLIHCll of Chlef State School Offlcers——because it, the CCSSO dges constitute a

tremendeus reSource that -can and should be’ used to beneflt career education. Pub-
o llcatmns, Teports, p051t10n stz;tements and testimony - for Congress have been pre-
pared and d—xS‘tnbuted by the' Council; and it has played !maj or role in influencing
and shapigg the career educetlon legislation. In similar fashion, local school su- ﬂ
perin@dents together ‘with thelr national profess.ioﬁal organization—?the American
Assecmtmn of School Admmlstrators——can indeed’ be a valuable resource. |

' \

Anether educatmnal organization that wer}‘closely with political bodles is

the Denver—based Education Commssmn of the States. And here again, this organi-,
/i
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zation has been very supportive of career education, and has had more than a 1lit- .
tle influence on legislative and political happenings around the country. State
Coordinators of course are familiar with a key resource person at ECS, but others

may not know Dr. Gene Hensley, who is directing a special (6CE) career education

project. Gene is located in Denver at 1860 Lincoln Street, and‘hié telephone num-

N
ber is (303) 861-4917.
Similar observétions could be Qade aoout an& mumber of organizatioos, in-
cluding: | ' | |
- The Qational Association of Secondary School Piincipals
e The National Association of Elementary SchoollPrincipals
. o The National Congreés of Parenﬁs and Teachers
’ c' The American Personnel and Guidance Association E
"« The National Association of State Directors of Vocational Education

[

. e The National Association of State Directors of Special Education
- \

oo -Obviously; the above list is not a complete one. It is suggestive, however,’
of the many educational organizations which are interested in and concerned about
education. As such,-all should be perceived as being very significant potential
and/or real resources.

» Finally, mentlon sho§1d also be made of the "other" organlzatlons whlch while
not ”educatlonal”, are also v1tally interested in the educational system at §11
levels. Logal, state and national Chambers of Commerce, for example, have con-
sistently demons?yated their concerns about education, and have provided much sup-

port for the concept of career education.

. . 14 .
In similar fashion, national labor unions such as the United Automobile

Workers (UAW)- have demonstfated support for and a commitment to the concept of

-

career cducation.




Other labor organizations may or may not have provided the kind of support
shown by the UAIY, but they must be viewed és a highly significant potential re-
source. At the very least, Coordinators of Career Education should make contact
. with local and st‘ate labor organization affiliates, and try to elicit their

support. -
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DISCRIMINATION IBITED

Title VI of the Civil Rights Act of 1964 states: "No person in the United
States shall, on the ground of race, color, or national origin, be exclud-
ed. from participation in, be denied the benefits of, or be subjected to
discrimination under any program or ‘activity receiving Federal financial
assistance". Title IX of the Fducation Amendments of 1972, Public Law
92-318, states: "No person in the Unitql States shall, on the basis of
sex, be excluded from participation in, be denied the benefits of, or be
subjected to discrimination under any education program or activity re-
ceiving Federal financial assistance'. Therefore, career education pro-
jects supported ynder Sections 402 and 406 of the Education Amendments of
1974, like every program or activity receiving financial assistance -from
the U.S. Department of Health, Education, and Welfare, must be operated in °
compliance with these laws. , - :

 DISCLATMER

The material in this publication was prepared pursuant to a grant or con-
tract from the Office of Education, U.S. Department of Health, Edugation,
and Welfare. Howéver, points of view or opinions expressed do not neces-
sarily represent policies or positions of the Office of Education.

-\




APPENDIX A
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NAME OF RESPONDENT - | /

POSITION TITLE

SCHOOL DISTRICT

. ADDRESS LT
- |
Note: Please do not include enrollments or staff of approved vocational
3 programs as Career Education.

e L - et e e e e me  me e~ e - e e em em. e e am e e W W e e W e~

1. Has your district 1dent1f1ed Career Educathn‘
as a priority goal?

- If yes, please list ways in which state resources
could be most helpful to the district's realiza-
tion of its goal, such as assistance from the Ca-
reer Education Resource Team, materials from the
Career Education Resource Center, etc. (List

! most critical need first)

A.

‘ B. - »

2. Have provisions been made within your districts's
curriculum for 1ntegrat1ng Career Education
concepts? .

If yes, please submit your plan for implementa~ &
tion of Carcer Education.




?ﬁ o A
7

3. Indicate the amount anticipated to be expended during the 1976

budget year.
. Personnel § ‘ “Staff Development § =
) . T - .
Materials : Field Trips/ . .
Visitations -7

-4, How many staff members have participated in district-spansored or
approved organized Career Edu;ation.wnrkshops or classes?
Primary - . Intermediate Middle School §
Junior High Senior High @ Coumselors

Please indicate below the types oflstaff development in Career Edu
cation in which your district has participated. . :

Orientation ~ Utilizing Commmity Resources

Curriculum Development Visitations to other éareer Educa-
- | tion projects or business/industry/
Other labor sites _

5. If your staff is utilizing Career Education concepts in a comprehensive
approach, which grade levels and how many staff members at the various
levels are actually implementing this process in the classroom?

&

Number of Staff Utilizing Capeer Education -
— .~ : .
Primary * ’
Intermediate
Middle School |
3 L
¥ Junior School N\
High School -
Counselors ~ -
N \ ) -
TOTAL -
- 'Y ’ ' . .
6. Has a‘person or persons been designated to coordinate
Career Education activities in your district? . Yes No

L}

P7-.-
¢
&




11.

12.

A,

. How many administrators have recea:ved an orientation

to Career Educat mn‘?

‘ a Yes NO‘

Has your school board received an ¢rientation to ‘
Career Education? , - i

‘Have any commmity groups.received an orlenta-

-

tion to Career Educatlan? . . ' ";

If you have a career education council orenxadv1sery group which has

Career Education as its major responsxblllty, please indicate the
number from:

-~

Business Industry Labor . Government

*® .
Teachers Students JAdminiStrators ©
Counselors | Parents

What kinds of activities are pegformed-by your district Career-
Educatlon conmittee or council? . ' :

. &

How can members of the State Advisory Council for Career Education
from your geographic area be of assistance te.you?

-—

~— )
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PLANNING: A FUNCTION OF MANAGEMENT °

How does this apply to me? K

-



L@

ORGANIZING: A FUNCTION OF MANAGEMENT -

¥ How d'oes,‘this apply to me?

N

e

o

A g
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STAFFING: A HJNCI‘ION OF MANAGEMENT -

How does this apply to ‘me?

».



- ,
EL i

-

DIREg_TING: A FUNCTION OF MANAGEMENT

£« How does this apply to me?

&

¥

-—

&'



CONTROLLING: A FUNCTION OF MANAGEMENT
How does this apply to me?.

-

e

) .
B A
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EVALUATION: AN OVERRIDING FUNCTION OF MANAGEMENT

How does this apply to.me?

;
.
. .
\
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-
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.
¥ , ;
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AMONG THQ.PARTS OF THIS .

SvsTsn THERE ARE'

. EDUCATION MAY BE VIEWED As A SYSTEM

Teachers - % | i/ v

_ . UKL ¢
. Classrooms [ trreee N

. 1isi1d .

C e Admintstrafors }E‘E:

/ .
_Curriculum -
Teaching. Aids % tj E;L

e+ Parents % |
o Schoolaoonh._ ‘lll' "lll"

.o 8 o o .ohyes. There ore also

EARNERS ‘

SYSTEM

DEF:Nthoﬁ

¥

Qi

PR |

-

—

) .



‘835 o D - .. ,éx.;gamk . ‘: &t ng' BUCATION
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\
STATES

»

Tv

108ATION TERRYTORTES NOT REPRESENTED
Dallas, Texas April 29 =~ 149 42 3 D.C. - - + North Dakpta -
May- 1, 1974 S fHawaii South Dakota
‘ , Idaho Virginia .
' ' Iliinois virgin Islands
. . Keéntucky * . ‘Trust ‘Territory
Montana *~ - :
2 .
Columbus, Ohio Oot, 31 -~ 76 47 3 Kansas American Samoa
Nev. 4, 1974 Va Montana Trust Territory
. ' < . Wyoming Virgin Islands
. . + .
Denver, Coloradeo April él - 23, 94 40 3 Delaware South Dakota
. . 1975 Hawaii Tennessae
\ , Idaho Washington
) - Louisiana American Samoa.
. Montana Trust Territory
‘New Hampshire Virgin Islands
North Carolina
St. Petersburg,. Nov. 12 - 14, : 70 34 3 Alaska R Oregon
Florida 1978 : Delaware Pennsylvania
' Hawaii Rhode Island
. ‘ . Louisiana South Dakota
Missouri Tennassee
Montana irginia
Nebraska . Washington
P : Nevada . American Samoa
, Noxth Carolina Trust Terxrritory
" North Dakota Virgin Islands
. <
A ] .
\\“ ) ) , - 8"}’
Yy
S . |
2
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DATES

“‘.:ggg  w . ,U_ ;;:°‘ STATE COO Uu;. N 'd!t_ p ’; ku:ﬁﬂ‘f

'

' -

" Wyoming .

g9

‘. LOCATION ’ } , STATES TERRITORIES séw aspsssxuwzn
o . b ' .
Phoenix, Arizona May 2 - 4, 1976 65 37 2 . - - Alaska  “North Dakota -
: h ' ' ) S - Canal 2Zone .- Pennsylvania
' Delaware - " Rhode: Island
' “Georgla , . South Carolina
Guam South Dakota
Louisian American Samoa
_ Montana / Trust Teiritory
) New Mexdco .Virgin Islands
] - MNorth Carolina . 'Wyoming
} | I : b
\ 3 - . N $
Y T e ~ - . - -
Houston, Texas* Nov. 8, 1976 53 48 5 Louigsiana Canal Zone
.. . . . South Dakota - Guam _
‘ - ' B % f N ' T L
San Francisco, - Feb, 1, 1977 36 41 1 D.C. Massachusetts -
California* . / . N ——— Delaware Montana o
= . . Iowa South Carolina
Kentucky . Washington
louisiana West Virgiﬁin
o, A
~ Windsor Locks, April 6 - 7, " 30 24 1 Alaska Nevada
Connecticut 1978 ) - Arkansas New Jersey
” & Colorado .. New Mexico -
; Delaware - North Carolina
' : Georgia Oregon
Hawaii ‘Pennsylvania
. Indiana South Carolina
Iowa South Dakota’
- ’ " Kansas Tennessee
. " Louisiana Texas :
A . : . Michigan virginia
*These figures refer only. to state coordinatoxrs or to tlieir representatives. Minnesota washington
; , . ' _.' . Missouri- West Virginia
~ Montang e
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LOCATION " DATES . ATTENDANCE STATES - TERRITORIES | . NO? KEPRESENTED
windsor Locks, < : _American Samoa Trust Te:ritbxy
. Connecticut . Canal Zone . Virgin Islands
(continued) - Guam " ’
Point Clear, e April 6 --_ 7, 27 15 ‘1 ‘ Alaské._ A New Jersey
‘Alabpma - 1978 . ‘ Arizona ‘ New Mexico -
' ' : Arkanpas New York
/// California North Carolina
’ 4 . Delaware North Dakota
Yy o Hawaij ' Ohio
) Idaho Oklahoma
a ' - Indiana “* . Oregon
I = s Iowa Pennsylvania
’ . L Kansas o Rhode Island
" Louisiana . South Carolina
, _ R - Maine N Texas
. . o Maryland Virginia |
¥ - Massachusetts Washington
v o Mississippi Wwest Virdindia
° © - : N Missouxd- - Wisconsin*®
;g‘ Montana Wyoming
. & Nevada American Samoa
: New Hampshire Canal Zone
! ' Fuerto Rico
. Trust Territory
A _ . Virgin Islands
..“_" ) i
. e & ':} Lt - - .
- . ?f R - ," ,
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