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A 2-WEEK, LEADERSHIP DEVELOPMENT SEMINAR WAS HELD JULY
11-22, 1966, AT THE UNIVERSITY OF MARYLAND FOR SELECTED
FEDERAL, STATE, AND LOCAL EDUCATORS WHO HAVE RESPONSIBILITY
FOR VOCATIONAL-TECHNICAL EDUCATION PROGRAMS. THE AGENDA AND
PROCEDURES OF THIS SEMINAR WERE ESSENTIALLY THE SAME AS THOSE
USED AT OTHER VOCATIONAL-TECHNICAL EDUCATION LEADERSHIP
DEVELOPMENT SEMINARS HELD AT THE UNIVERSITY OF MARYLAND (MAY
31-JUNE 10, 1966) AND AT THE TAHOE ALUMNI CENTER, CALIFORNIA
(JULY 25-AUGUST 5, 1966). THE OBJECTIVES OF THE SEMINAR WERE
TO PRESENT INFORMATION CONCERNING VOCATIONAL EDUCATION
PROGRAMS AND PROCEDURES AND TO PROVIDE OPPORTUNITIES FOR
PARTICIPANTS TO OBSERVE AND PRACTICE SPECIFIC LEADEiWIP
SKILLS. A TOTAL OF 62 DELEGATES WERE SELECTED ON A QUOTA
BASIS, UPON RECOMMENDATION BY THE RESPECTIVE STATE DIRECTOR
OF VOCATIONAL-TECHNICAL EDUCATION, TO PARTICIPATE IN THE
SEMINAR. TOPICS ON THE SEMINAR'S AGENDA INCLUDED HISTORY OF
VOCATIONAL-TECHNICAL EDUCATION,
LEADERSHIP-ADMINISTRATIVE-SUPERVISORY IMPLICATIONS OF
VOCATIONAL-TECHNICAL EDUCATION LEGISLATION, DEVELOPMENT AND
USE OF ADMINISTRATIVE-SUPERVISORY AND LEADERSHIP SKILLS, THE
WORLD OF WORK, PROJECTED STATE PLANS, COUNSELING AND OTHER
SUPPORTIVE SERVICES, PRE- AND IN-SERVICE TEACHER EDUCATION,
EQUIPMENT AND FACILITIES, RESEARCH AND PILOT PROJECTS,
CURRICULUM DEVELOPMENT, COORDINATION OF ACTIVITIES WITH OTHER
AGENCIES, EVALUATION OF PROGRESS, AND STATE AND-LOCAL
SUPERVISION. EVALUATION OF THE SEMINAR WAS ACHIEVED THROUGH
PARTICIPANT PRE- AND POST-QUESTIONNAIRES, GROUP DISCUSSION,
AND PERSONAL INTERVIEWS. RELATED REPORTS ARE ED 010 629
THROUGH ED 010 631. (JH)
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FOREWORD

The legislation embodied in the Vocational Act of 1963
in effect initiated a revolution in vocational and technical
education. The revolution of new directions brought unfaced
problems, different challenges, and new concerns. Never in
the kistory of vocational-technical education have we faced
the multiplicity of problems and the need for immediate and
long-range planning at the federal, state and local levels
that we currently face.

Louis Cheakin has entitled a recent book pro lem7DiTected
n 0 ate = t d a e TO fl Essential-

ly our need a the sames vooat ona ucators w o have the
vision to define problems and establish prioritise, with the
will and knowledge to work toward the solution of these prob-
lems. Through an understanding of this need the Leadership
Development Seminars were conceived. Leadership begins with
the desire to achieve; to achieve, the leader must establish
goals that are realistic. Skill in developing goals and in
working successfully with groups can be developed through
training and group activity. Vocational educators from the
nation and outlying territories have come together to consider
salient problems, to train in leadership skills, and to become
acquainted with the ideas of outstanding resource persons in
the field.

Many people have shared in the planning, execution, and
evaluation of the Seminar; their contributions are gratefully
acknowledged. The success of the Conference will be measured
only as future programs progress under the guidance of more
knowledgeable and confident leaders.

Clodue R. Smith

July, 1966
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PROGRAM DESIGN

The Vocational-Teohnical lineation Leadership Development
Sekinar held at the University of Maryland, was under contract
with the U. S. Office of Education. The Seminar was designed
to develop further the knowledge and understanding of selected
federal, state and looal educators who have the responsibility
for vocational-teohnical programs.

The objectives of the Seminar were to present information
concerning vocational-educational programs and procedures and
to provide opportunities for partiolpants to observe and
practice specific leadership skills. These purposes were
achieved through a multi-dimensional approach of information
presentation, outstanding resource speakers, leadership tech-
nique practice and participant involvement through task fora'
and conference leading assignments. Program oontent inoluded:
history of vooational-teohnleal education, implications of
vooational-3teohnisal legislation, the world of work, projected
state plans, counseling and other supportive services, pro -and
in-service teacher education, equipment and facilities, re-
search programs, curriculum development, coordinating activi-
ties with other agencies, evaluation of progress, supervision
and the role of professional organisations.

Participants were selected on a quota basis, upon recom-
mendation by the respective State Director of Vocational-
Technical Education. Strar,two delegates participated in the
two-week conference.

The residential Center of Adult Education provided
conference and assembly rooms, staff offices, housing for
guests and dining facilities. Typing and duplication facili-
ties were available for staff and participants. A resource
center was maintained with a collection of appropriate books,
documents, periodicals and reprints.

Valuation of the seminar was achieved through pre-and
post-questionnaires from the participants, through group
discussion and personal interviews.

1



PRECEDING PAGE BLANK- NOT FILMED

DIRECTORY .

Staff

Clodus R. Smith Project Director

Director of the Summer School and Associate Professor
of Agricultural and Extension Education, the University of
Maryland; B.S., M.S., Oklahoma State University and Ed. Dog
Cornell University in vocational education. Experience
includes six years as vocational teacher-edacator at the Uni-
versity of Maryland, three years as Director of the University
of Maryland Summer School, and eight years as teacher-director
and teacher of Vocational Education in Agriculture in local
high schools. Other experience includes project director of
the Induction-Inservice Training Program for Personnel in the
Division of Vocational-Technical Education, U. S. Office of
Education, Consultant to the Office of Economic Opportunity,
member of Job Corps Proposal Review Board, research in vo-
cational and higher education. Writing includes contributions
to several vocational journals and two books, Planning for
,Colle4e, and Dural Recreation toy Profit Current leadership
activities include President of the Natonal Association of
College and University Summer Sessions and Vice President of
the American Association of Teacher Educators in Agriculture.
Member of AVA, Phi Kappa Phi, Phi Delta Kappa and Maryland
Vocational Association.

Erna R. Chapman Assistant Director

Acting Dean, College of Home Economics, University of
Maryland; B.84, M.S., University of Maryland in Home Economics
Education and Food and Nutrition. Advanced graduate work at
Indiana University, D.C. Teachers College and University of
Maryland. Experience includes 18 years vocational teaching in
secondary schools and in adult education, 4 years as
Assistant Principal of Roosevelt High Schools, and 5 years as
Supervising Director and State Supervisor of Home Economics
Education, D.C. Public Schools. Participated in national
workshops in home economics education and in leadership train-
ing sponsored by the Office of Education, Department of Health,
Education and Welfare. Member of Phi Kappa Phi, Omicron Nu,
Delta Kappa Gamma, Phi Delta Gamma, RHEA, NEIL, AVA, and
Soroptomists International. Recipient of National 4-H Honor
Award, 1965; president of University of Maryland Alumni
Association, 1964-654
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Ernest C© Conference Coordinator.

Conference Coordinator, Division of Conferences and
Instatutes, University of Maryland; B.A. and M.A., University
of Maryland, International Affairs, and Public Administration.
Teaching Experiences Training Officer, The Ordnance School,
Aberdeen Proving Ground and Instructor, Machine Shop and
Welding. Military Services Enlisted in the Military Service
at West Point, New York. Served for 24 years as warrant
officer and commissioned officer, active army. Retired, as
major, 1962. Supervisory and Administrative Experiemoes
Training Officer; Maintenance and Supply Officer; Battalion
Maintenance Officer; Advisor, Korean First Army; Chief,
Overseas Supply Requirements; Commanding Officer, Ordnance
Training Company; and Chief, Field Service, Liaison Branch.
Memberships held in Pi Sigma Alpha, American Society for
Public Administration, Reserve Officers Association and Army
Ordnance Association.

Ninsgi Green Program Assistant,

Faculty Development Program, Colleges of Education and
Home Economics, University of Maryland. B.S., Mary Washington
College of the University of Virginia, Home Economics Edu-
cation. M.S., University of Maryland, Home Economics.
Experience includes vocational home economics teacher, Virginia;
Instructor in Family Life and Management Department and Advisor,
Home Management House, University of Maryland; and Assistant
Project Director for Peace Corps Training Project. Member of
Mortar Board, Omicron Nu, Phi Kappa Phi, AREA.

11,....121ccitatche gicretary,

Graduate of Eastern High School, Washington, D. C.
Attended American Institute of Banking, Washington, D. C.
Worked as a Secretary with the Washington Loan and Trust Co.,
and the Department of Agriculture.

Barbara Hill Secretary

B.A., Mary Washington College of the University of
Virginia. Management- trainee, Woodward and Lothrop Depart-
ment Store; teacher, English and U. S. History, secondary
schools, Maryland. Member of NEA and NOTE.
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Conference Leaders

Browne, John W.
Assistant Sti.4e Supervisor, Trade and Industrial
Education, State Department of Education, Georgia.

A.A., Wood Junior College, Be Se and EdoMai mi oci4-04ppi
State University, additional study at LeTourneau TechnicalInstitute and Rochester Institute of Technology. Teachingand supervisory experience includes the following: teacher
and local supervisor of Trade and Industrial Education;
Director of Youth Affairs, Mississippi Agricultural and
Industrial Board; Head State Supervisor, Trade and Industrial
Education, Mississippi; U.S. Office of Education, ProgramSpecialist and Chief of Trade and Industrial Education.
Industrial experience includes the following: apprentice,
journeyman electrician, foreman, supervisor, and plant
protection officer.

Cote, Theodora J.
Director, Professional Services Division of Vocational
Education, New Jersey Department of Education.

B.S.E. and Ed.M., Massachusetts State College; Ph. D.,
University of Connecticut. Employment experience includes the
following: printing instructor, guidance counselor, Director
of Student Personnel, Director of Extension Education, and
Teacher Trainer, Connecticut; Specialist, Trade and IndustrialEducation. and Vocational Guidance, U.S. Office of Education.
Member of AVA, APGA, NVGA, APA, Phi Delta Kappa, and Iota
Lambda Sigma,.

Eberle, Fred W.
Assistant State Superintendent of SCh0016
State Director of Vocational Education,
West Virginia

A.B., Glenville State College; B.S., West Virginia
Institute of Technology; graduate study at West Virginia
University and the University of Pittsburgh. Experiences
teacher, West Virginia public schools and West Virginia
Institute of Technology; State Teacher Trainer for Trade and
Industrial Education; State Supervisor of Trade and Industrial
Education; Assistant Director of the Division of Vocational
Education, and State Director of Vocational Education. Member
of AVA, NEIL, Adult Education Association of the United States,
National Council of Local Administrators of Vocational Edu-
cation; Past President of the National Association of StateSupervisors of Trade and Industrial Education.
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Williams, William. A.
Professor of Industrial Education,
The Pennsylvania State University

B.S. and M.A., West Virginia University; Ed. D., University
of Pittsburgh. Professional Experiences teaching in secondary
schools of West Virginia; State Supervisor of Industrial Edu-
cation, West Virginia and teacher trainer, Pennsylvania State
University. Trade Experiences Appalachian Electric Power
Company and General Electric Company in New York, Pennsylvania,
and West Virginia.

Resource Speakers

Arnold, Walter M.
Assistant Commissioner for Vocational and
Technical Education,
U. S. Office of Education

B.S. and M.Ed., Pennsylvania State University; Ed. Do,
Oklahoma State University. Experience in supervision and ad-
ministrations Superintendent of the Stevens Trade School,
Lancaster; Director of Vocational, Adult and Industrial Arts
Education, Allentown, Pennsylvania; State Supervisor of Trade
and Industrial Education, Oklahoma; and State Director and
Executive Officer, Vocational Education, State of Kansas.
Experience in industry includes serving as an apprentice and
journeyman machinist with the Bethlehem Steel Company and
Armstrong Cork Company, and personnel work with the Mack
Manufacturing Corporation. Member of AVA, NEA, AAAS, American
Technical Education Education Society, American Society for
Engineering Education, Phi Delta Kappa and Iota Lambda Sigma.

Bean, John E.
Specialist, State Research Planning,
U. S. Office of Education

B.S., Eastern Oregon College; M.Ed., University of Oregon;
Ed. D., Stanford University. Experiences classroom teacher,
Oregon and Utah; Administrative Assistant, California; Edu-
cation Advisor for USIA in Iran; Assistant Professor of Edu-
cation, Brigham Young University; and Director of Research,
Utah State Department of Education.
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Benjamin, Harold R. W.
Professor of Education,
Glassboro State College. New Jersey

A.B. and A.M., University of Oregon; Ph. D., Stanford
University; LL.D., Drake University; Lit. D., Pacific University;
Pd.D., Rhode Island College of Education. Experiences in the
field includes ChairmansDivision of Social Foundations of Edu-
cation, Peabody; Dean of the College of Education, University
of Maryland; Director of the College of Education,, University
of Colorado; Assistant Dean, College of Education, University
of Minnesota. Among publications are Sabertooth Curriculum,
Vie Cultlution of Idiosnuesz, pigher Education in the Ameri-
can pepublics and =Ave of Petalam.

Bowler, Earl
Assistant Directoai, Program Service Branch,
Division of Vocational and Technical Education,
U. S. Office of Education

Experiences teacher, coordinator, and local director in
public schools of Wisconsin; Assistant Director, Industrial
Education Department, University of Texas; Assistant and
Acting Director of Trade and Industrial Branch, Division of
Vocational and Technical Education, USOE; industrial experi-
ence with Milwaukee Railroad and Wisconsin paper mills.
Author of "Supervisory Personnel Development," and "Promoting
Programs of supervisory Personnel Development." Member of
American Society of Training Directors, AVA, and Iota Lambda
Sigma.

Brandon, George L.
Director, Vocational Teacher Education
The Pennsylvania State University

B.S. and M.A., Miami University, Ohio; Ph.D., Ohio State
University. Teaching experiences teacher, coach, private
school investigator, and vice principal, Ohio; Consultant in
Public Service Training and Trade and Industry° District
Supervisor, Ohio State University; Vocational Education Depart-
ment Chairman, Michigan State University and Pennsylvania State
University. Member of AERA, AVA and Phi Delta Kappa.
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Bullock, Gwendolyn A.
Program Analyst, Community Action Programs,
Office of Economic Opportunity

Attended American University and Howard University.
Experience includes: Unemployment Insurance Service, Bureauof Employment Security and Office of Congressional Relations,
Department of Labor.

Burkett, Lowell A.
Executive Director,
American Vocational Association

B.S. and M.S., University of Illinois. Experience:
,elementary and high school teacher, Illinois, and lecturer,
University of Illinois; Director of Vocational Education,
Robinson, Illinois; Supervisor of Trade and Industrial Edu-
cation, Illinois; Assistant Executive Secretary, American
Vocational Association. Member of NASSP, NASA, AVA, Phi Delta
Kappa, and Iota Lambda Sigma.

Duffs, Harold F.
Assistant Director, State Vocational Service Branch,
Division of Vocational and Technical Education,
U. S. Office of Education

B.S. and M.S., University of Nebraska. Experience:
State Director of Agricultural Education, Nebraska State De-
partment of Education; Assistant State Director of Vocational
Education; Vocational Agriculture Instructor; membership in
AVA, National Vocational Agriculture Teachers Association,
National FFA Board of Directors, AVA; Past President of Office
of Education Vocational Association.

Ehrle, Raymond
Lecturer and Director, Rehabilitation Counselor
Education, University of Maryland

Ed.D., University of Missouri. Member of American Psycho-
logical Association, American Personnel and Guidance Association,
National Rehabilitation Association; President-elect of National
Employment Counselors Association.
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Elkins, Wilson H.
President of the University of Maryland.

B.A. and M.A. 9 University of Texas; BLitt, and Ph. D.,Oxford University. Experience includes: Instructors Universityof Taxes; President of San Angelo Junior College; President ofTexas Western College. Member of Phi Beta Kappa, Omicron DeltaKappa, Phi Alpha Theta, Tau Kappa Alpha, and Alpha Phi Omega.Listed in Oats Who in America wig leieLne in aseican Edu-2111.42

Heinz, Carl A.
Chief, Division of Teohnioal Development,
U. S. Employment Service,
U. S. Department of Labor

BALL, Johns Hopkins University. Author of "The New
D.O.T.Barometer of Job Change," and "Using the NewiN4lonary Qiinuntional Titl9s in Guidance and Placement."
Member of APGA and International Association of Personnel in
Employment Security.

Legg, Otto
Research Specialist, Educational Resources and
Development Branch,
Division of Adult and Vocational Research,
U. S. Office of Education

B.S. and 24.8., Oklahoma State University; Ed.D.,
Pennsylvania State University. Experiences vocational agri-
culture teacher and local director in Oklahoma, research
assistant in agricultural education at Pennsylvania State,
and Assistant Professor of Wu:tuition, University of Tennessee.
Member of: AVA, ARRA, Phi Delta Kappa and Gamma Sigma Delta.

McMillen, Sherrill D.
Director, Program Planning and Development Branch,
Division of Vocational and Technical Education,
U. S. Office of Education

B.S. and M.S., West Virginia University; graduate work
at University of Pittsburgh. Experience: State Director of
Vocational Education, West Virginia.
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Maley, Donald
Professor and Head of Industrial Education,
University of Maryland

B.S., Pennsylvania State Teachers College; M.A. and Ph.D.,
University of Maryland. Industrial experience: Fort Pitt Steel
Casting Company and Glen L. Martin Aircraft Company. Teaching
experience: junior and senior high school; Director, Vocational
Training Program, United States Naval Hospital, Chelsea, Mats.;
and consultant to workshops and institutes in Virginia, Maryland
and Pennsylvania.

Mester, Edmund
Executive Assistant to Governor of Maryland

B.A. and. M.A., University of Maryland; graduate studies,
UniVersity of Maryland and Harvard University.

Michael, Bernard
Program.. Evaluation Officer,
Division of Vocational and Technical Education,
U. S. Office of Education

B.A., George Washington University; M.A., Columbia Uni-
versity. Experience: Business economist; labor economist;
Coordinator, Research on Scientific and Specialized Manpower;
and Chief, Branch of Occupational Outlook and Specialized
Personnel, Bureau of Labor Statistics, Department of Labor.
Member of: American Economic Association, AMA, AVA, American
Society for Engineering Education, and American Statistical
Society.

Mobley, M.D.
Former Executive Secretary
American Vocational Association

B.S.A., University of Georgia; H.S., Cornell University;
L.L.D., Piedmont College. Experience: teacher, teacher trainer,
State Supervisor, Assistant State Director and State Director
of Vocational Education, Georgia; vocational education con-
sultant for Pakistan, India, Thailand, Philippines, Germany and
Jamaica. President, National Association of State Directors of

. Vocational Education and AVA, and Editor -in- Chief, American
Vocational Association Journal. Member of: National Press Club,
AVA, RASA, Alpha Gamma Rho, Iota Lambda Sigma, Phi Delta Kappa,
Epsilon Pi Tau, and National Advisory Committee on vocational
Education.
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Morgan, Robert M.
Director, Learning Resources Division,
Litton Industries, and Head, Curriculum
Service Department, Parks Job Corps Center,
California

M.S., Oklahoma state University; Ph.D., Ohio State Uni-versity. Experienoes President and oo-founder of General
Programmed Teaching Corporation; Professor of Psychology at
Oklahoma State University, Ohio State University and Universityof New Mexico; consultant to various governmental agencies.

Oliver, Margaret
Program Leader, Division of Be Economics,
Federal Extension Service,
U. S. Department of Agriculture

B.S., Huntingdon College; MEd., Teachers College,
Columbia University. Experiences teacher, secondary schools;
Home Demonstration Agent; Home Demonstration Agent Leader,
University of Maryland.

Powers, Helen K.
Chief, Health Occupations,
Division of VocatiOnal and Technical Education,
U. S. Offtoe of Education

B.A., R.N., and graduate study, Teachers College,
Columbia University. Experiences hospital nursing, super-
vision, teaching and administration in nursing schools. Pres-
ident of D.C. Nurses' Examining Board; Director of Nursing
at the George Washington University Hospital; Program
Specialist for Practical Nurse Education; Chief of the
Practical Nurse Education Section, U.S. Office of Education.

Pritchard, David H.
Vocational Guidance Specialist,
Division of Vocational and Technical Education,
U. S. Office of Education

B.S., New York State Teachers College; Ed.M., University
of Rochester. Experience includes: Assistant Chief and Chief,
Vocational Advisement and Guidance, and Counseling Psychologist,
Veterans Administration; Chief, Counseling and Manpower Utili-
zation Branch, Department of Labor; lecturer, University of
Maryland and George Washington University. Member ofs NVGA,
NECA, AVA, APA, and American Rehabilitation Counselors
Association.
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Husao, Michael
Assistant Director,
Program Planning and Development Branch,
Division of Vocational and Technical Education,
U. S. Office of Education

B.S. and M.A., Fitchburg Teachers College; M.A., Univer-sity of Vermont. Experiences Machine trades research; day
trade instructor, related training instructor, local director,
area coordinator, teacher trainer and state supervisor,
Vermont; participation in various conferences and institutes.

Smith, Gerard C.
Chief, Section of Clerical and Service Occupation,
Department of Labor

A.B., Economics. Experience in consumer economics and
manpower.

Weinstein, Paul
Associate Professor of Economics and
Director of Military Training Study,
University of Maryland

B.A., College of William and Mary; M.A. and Ph.D.,
Northwestern University. Experiences Research Assistant,
Northwestern University; Research Associate, Petroleum History
Project, Northwestern University; Instructor, Oklahoma State
University; Professor, Pittsburgh University; and Assistant
Professor, Columbia University.



SEMINAR AGENDA

Center of Adult Education, University of Maryland

Monday, July 11, 1966

8:45 900 a.m.

Registration Center Lobby

9:30 10:15

Orientation Session Room B

Chairman: Clodus R. Smith, Project Director,
immolate Professor of Agricultural
and Extension Eduoation, and
Director of Sumner School,
University of Maryland

Introductions Erna R. Chapman, Assistant
Project Director, Acting Dean,
College of Hose Economics,
University of Maryland

Greetings: Wilson R. Elkins, President
University of Maryland

Sherrill McMillen, Director,
Program Planning and Development
Branch, Division of Vocational
and Technical Eduoation,
Office of Education

Purpose and
Plan of
Conferences Clodus R. Smith

Introduction
of Conference
Staff:

10:15 - 10 :30

Clodus R. Smith

Coffee Break Exhibit Hall

13
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10:30 - 12:00 Noon

Chairman:

Topics

Resource
Persons

SESSION 1

Erna Chapman

DEMONSTRATION OF VISUAL AID USE

Room B

Donald Maley, Head
Department of industrial Education
University of Maryland

1330 - 3:00 p.m.

SESSION 2

Chairman: Fred Eberle

Room B

Topics DEVELOPING AND USING ADMINISTRATIVE,
SUPERVISORY AND LEADERSHIP SKILLS

Resource
Persons

3:00 - 3:15

Break

3:15 - 4:45

Chairman:

Topic:

Resource
Persons

William A. Williams
Professor of Industrial Education
The Pennsylvania State University
University Park, Pennsylvania

aszimigt jadariblEMpl, alum
Panel
Shadow Panel
Conference Leading

Case

Discussion Leading
Buzz Groups
Role Playing

Study

Discussion of Purposes, Uses and
Limitations of Leadership Techniques

Exhibit Hall

Room BSESSION 3

Erna Chapman

ORGANIZATION OP TASK FORM'

Earl Bowler, Assistant Director of
Curriculum and Instructional Materials,
Program Services Branch, Office of
Education; assisted by Conference Leaders

r.
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Conference
Leaders:

William A. Williams, Professor
Industrial Education
The Pennsylvania State University
University Park, Pennsylvania

Fred Eberle,. Director
Vocational- Techni cal
Department of Education
Charleston, West Virginia

Theodore J. Cote, Director
Professional Services
Division of Vocational Education
New Jersey Department of Education
Trenton, New Jersey

J. W. Browns, Assistant Supervisor,
Trade and Industrial Education
Department of Education
Atlanta, Georgia

Tuesday, July 12, 1966

9:00 - 10 :30 804
SESSION 4 ROOM B

Chairman: Kinsey Green, Project Program
Assistant, Faculty Development
Program, Colleges of Education and
Home Economics, University of Maryland

Topic: DEVELOPING AND USING ADMINISTRATIVE,
SUPERVISORY AND LEADERSHIP SKILLS

Resource
Person: William A. Williams

Demonstration: Conference Leadership

10:30 - 10:45

Coffee Break Exhibit Hall

10 :45 - 11:45 Assignment of Conferees to Groups
Up: Ana gegource Person

E Witham A. Williams
2 C Fred Eberle
3 r Ted Cote
4 G J. W. Browne
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12:00 Noon

SESSIO! 5 - Luncheon

Chairman: Erna Chapman

Topics OUR HERITAGE IN VOCATIONAL AND
TECHNICAL EIJ-UCATION

Port McHenry
Room

Resource
Persons 14. 13. Mobley, Former Executive Secretary

American Vocational Association

1100.- 2:00 p.m.

SESSION 6

Chairman: Clodus R. Smith

Topics TASK FORCE WORK SESSION

Wednesday, July 13, 1966

9:00 - 10:45 a.m.

Chairviint

Title:

j

SESSION 7

Ted Cots

Symposiums THE WORLD OF WORK

Labor Economics:

State
Vocational -
Teohnical Edu-
cation Programs:

Dictionary of
Occupational
Titles:

Occupational
Outlook:

Room B

ROOTS B

Paul Weinstein
Department of Economics
University of Maryland

Fred Eberle,
State Director
Vocational-Technical Edu-
cation, West Virginia

Carl Heinz, Chief, Division
of Technical Development
Bureau of Employment Se-
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10:45 - 11:00 a.m.

Coffee Break

11:00 - 12s00

1114m^stwo.4momWrViA$ 60.16COWKOCIlaWa&

1130 - 2s45 p.m.
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SESSION 8 Room B

Chairmans Fred Eberle

Topics STATE PLANS AND PROJECTED PROGRAM
OF ACTIVITIES

Harold Duis, Assistant Director,
State Vocational Services Branch,
Division of Vocational and Technical
Education, Office of Education

2s45 - 3s00

Break

3:00 - 4s30

Phillips "66"

Thursday, July 14, 1966

9s00 - 10115 a.m.

SESSION 9 Room B

Chairmans J. W. Browns

Topics PROGRAMS OP PRE-AND IN-SERVICE TEACHER
EDUCATION FOR VOCATIONAL-TECHNICAL
EDUCATION PROGRAM8

Resource
Persons Earl Bowler, Assistant Director of

Curriculum amd Instructional Materials,
Program Service Branch, Division of
Vocational and Technical Education,
Office of Education

10:15 - 10:30'

Coffee Break

}1777F7777777
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10130 - 12 s 00 Noon

Listening Team Reports

12100 Noon

SESSION 10 - Luncheon

Chairmans Clodus R. Smith

Topics

Room B

Fort McHenry
RAOM

THE LEADER'S ROLE IN THE DEVELOPMENT
OF MORALE

.Resouroe
Persons Harold Benjamin, Professor of Education,

Glassboro State College, New Jersey

100 - 400 p.m.

SESSION 11

Conference Practice Sessions

rain
2
3
4

700 - 8s30

Rosa

C
F
G

Willipuros
Perso

am
p

William A. Williams
Fred Eberle
Ted Cote
J. W. Browne

SESSION 12

Chairman: Fred Eberle

Topics TASK FORCE WORK SESSION

Friday, July 15, 1966

9s00 10s15 a.m.

Chairmans

Topios

Resource
Persona

Room B

RiMizeiv: 13 Room B

Kinsey Green

FACILITIES AND EQUIPMENT FOR VOCATIONAL-
TECHNICAL EDUCATION PROGRAMS

Miohael Russo, Assistant Director,
Facilities Planning and Development Section,
Program Planning and Development Branch,
Office of Education



10:15 - 10:30 a.m.

Coffee Break

10:30 - 11:45

Directed Discussion

12:00 Noon
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See supple- B William A. Williams
mental sheet F Fred Eberle
for group G Ted Cote
assignments D 3. W. Browne

SESSION 14 - Luncheon Fort McHenry
Room

Chairman: Clodus R. Smith

Topics VOCATIONAL EDUCATION IN THE PARKS
JOB CORPS CENTER

Resource
Persons Robert Morgan, Director,

Learning Resources Division,
Litton Industries

1 :30 - 4:30 p.m.

SESSION 15

Conference Practice Sessions

S2112 AM gesouiroe Person
1 E William A. Williams
2 C Fred Eberle
3 F Ted Cote
4 G J. W. Browne

Monday, July 18, 1966

9:00 - 10:15 a.m.,

SESSION 16

Chairman: William A. Williams

Room B

Topics PLANNING TOTAL PROGRAMS OF VOCATIONAL
TECHNICAL EDUCATION

Occupational Programs
Socio-Economic Programs
Agriculture Related Programs
Home Economics Related Programs
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Resource
Persons Sherrill McMillen, Director, Program

Planning and Development Branch,
Division of Vocational and Technical
Education, Office of Education

10:15 - 10:30 a.m.

Coffee Break

10:30 - 11:45

Round Table Planning Session: Case Studies

1:30 - 2:45 p.m.

SESSION 16 Continued

2:45 - 3:00

Break

3:00 - 4530

SESSION 17

Chairman: Erna Chapman

Topic: CURRICULUM DEVELOPMENT

Room B

Room B

Room B

Earl Bowler, Assistant Director of
Curriculum and Instructional Materials,
Program Services Branch,
Office of Education

Tuesday, July 19, 1966

9:00 - 10:15 a.m.

SESSION 18 Room B

Chairman: Erna Chapman

Topics COUNSELING AND OTHER SUPPORTIVE
SERVICES

David R. Pritchard, Specialist,
Vocational GuidancetAncillary Services
Section, Program Services Branch,
Office of Education



10:15 - 10 :30 a.m.

Coffee Break

10:30 - 11:45

Reactor Panel

1:00 - 3:15 p.m.

'21

Room B

SESSION 19 Room B

Chairman: Ted Cote

Topic: RESEARCH AND PILOT PROGRAMS IN VOCATIONAL-
TECHNICAL EDUCATION

Resource
Persons: Otto Legg, Assistant Director

Program Plannivz and Development Branch

John Bean, Research Specialist
Division of Vocational-Technioal Education
Office of Education

3:15 - 3:30

Break

3:30 - 4 :30

Brainstorming Session on Research Trends

ffnu jIL.om hipourcePeraon
See supple- E William A. Williams
mental sheet F Ted Cote
for group G Erna Chapman
assignments D J. W. Browne

Wednesday, July 20, 1966

9:00 - 10:15 a.m.

SESSION 20

Chairman: Clodus R. Smith

Topic: Symposium: COOPERATING AND COORDINATING
PROGRAM ACTIVITIES WITH OTBER AGENCIES

Room B

'11"22;v24,..7:.7.777.747ERNOMMIPMMIIIMW
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Resource
Persons: Office of Economic Opportunity:

Gwendolyn Bullock, Program Analyst,
Community Action Program,
Office of Economic Opportunity

Extension. Educations
Margaret Oliver, Program Leader,
Division of Home Economics
Federal Extension Service
Department of Agriculture

Vocational Rehabilitations
Raymond A. Ehr le, Lecturer
College of Education
University of Maryland

Health:
Helen Powers, Specialist in Health
Occupations, Division of Vocational
and Technical Education,
Office of Education

State government:
Edmund Mester, Administrative Assistant
Governor of Maryland

10:15 - 10830 a.m.

Coffee Break

10:30 - 11:45

SESSION 20 Continued

12:00 Noon

Room B

SESSION 21 - Luncheon Fort McHenry
Room

Chairman: Clodus R. Smith

Topic: STATE AND LOCAL SUPERVISION

Walter Arnold, Assistant Commissioner
Vocational-Technical Education
Office of Education

100 - 4:30 p.m.

SESSION 22
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Conference Practice

2
3
4

Thursday, July 21, 1966

9:00 - 10815 a.m.

oom
E
D
F
^

SESSION 23

Chairman: Fred Eberle

Topic: EVALUATING PROGRESS IN VOCATIONAL -
TECHNICAL EDUCATION

.23

Sessions

wum!) Person
William A. Williams
Fred Eberle
Ted Cote
Iwo WO JP&WVIIJAW

Room B

Resource
Person: Bernard Michael, Program Evaluation

Specialist, Office of Assistant
Commissioner for Vocational-Technical
Education, Office of Education

Topics EVALUATION AND ACCREDITATION OF
VOCATIONAL AND TECHNICAL EDUCATION
PROGRAMS

Resource
Persons George Brandon, Director,

Vocational Teacher Education,
Pennsylvania State University

10815 - 10:30

Coffee Break

10:30 - 11:45

Directed Discussion

See supple-
mental sheet
for group
assignments

LL.o m $e source Person

B William A. Williams
D Fred Eberle
F Ted Cote
G J. W. Browne
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12:00 Noon

SESSION 24 - Luncheon Fort McHenry
Room

Chairman: J. W. Browne

Topic: THE ROLE Ap PROFESSIONAL ORGANIZATIONS

Resource
Persons Lowell Burkett, Executive Secretary

American Vocational Association

100 - 4s30 p.m.

SESSION 25

Conference Practice Sessions

2422
2
3
4

Friday, July 22, 1966

8s30 9s45 a.m.

oo putce Person
Will am A. Williams

D Fred Eberle
F Ted Cote
G J. W. Browne

SESSION 26

Chairman: Erna Chapman

Topics TASK FORCE REPORTS

9845 - 10s00

Coffee Break

10s00 12s00

Room B

Continuation of Task Force Reports

Summary of Conference

Distribution of Certificates



A,LM

ABSTRACTS OF PRESENTATIONS

Seminar Orientation Clodus R. Smith
Director

This morning we shall endeavor to acquaint you with thenature of the program of the seminars, and with the kind of
activitifis you may expect during the two week period of yourstay with us. Those of us at the University who were privi-leged to share in the planning of this Leadership DevelopmentSeminar are enthusiastic and optimistic about its possible
outcomes, and the lasting influence this series will have onthe vocational and technical programs at. the national and
state levels.

Most of you work in state departments of education and
have been identified as having responsibilities for compre-
hensive programs. It is people like yourselves who are called
upon to provide leadership in developing policy and proceduresat the state level and to assist in implementing and guiding
the continuing development of vocational and technical edu-
cation programs at the state and local levels. We're delightedto have the opportunity to work with you and share in this
learning experience.

The program you are about to enter is not the typical
seminar, if by seminar you expect a series of listening
sessions. The program of planned activities is characterized
by your participation and involvement.

Actually there are four separate and distinct dimensions
of this series of Leadership Development Seminars (1) Infor-
mation programs a series of information sessions will be held
revealing programs and practices in vocational education
supported and implemented by the headquarters staff. These
will be presented through a variety of methods and media
appropriate in the demonstration of leadership techniques.
(2) Resource persons: outstanding persons in vocational and
technical education will bring presentations on topics of
their specialties, (3) Conference leading techniques: emphasiswill be placed on the development of ability to lead conferences.
In addition to a demonstration session, there are four one-
half day periods set aside for skill development in this area.
(4) Task force assignments: each of you will be assigned to
help prepare a comprehensive vocational and technical education
program for a state. Although much of the Task Force effort

25
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will occur during the evenings in informal, self-initiated
sessions, we have provided meeting rooms, typewriters, dupli-
cating equipment and visual aid materials for your use. The
Task Force is considered a vital part of the seminars.

Demonstration of Visual Aid Use

Donald Maley

The need for instructional devices and techniques for
their best use should be considered from three separate but
interrelated aspectss 1) the nature of the school population,
2) the information, skills and values associated with the
educational program, and 3) the environment in which the in-
dividual now lives or will live in the future. Communication
at best is difficult; it has been estimated that only .01 per
cent of what a person knows can actually be transferred to
another. The major barriers to knowledge, lack of ability to
communicate, security clearance, and printability requirements,
emphasize the inadequacies of the printed and spoken message.

Major factors affecting learning as an individual seeks
to communicate with a receiver are sensory needs, maturity,
perception, motivation, interest, background, ability, emo-
tions and attitudes. Knowing the factors which affect
learning, however, is not sufficient; the educator must
understand the learner, know the objectives of the program,
and then select the appropriate procedures for reaching
these objectives.

Edgar Dale has envisioned a "cone of experience" in which
several media of communication are discussed. Listing the
most concrete device at the base, he proceeds with the purpose-
ful experience, contrived experience, dramatized experience,
demonstration, field trip, exhibit, television, movie, and
radio and photographic recordings.

Vocational education is defined as that part of edu-
cation which equips people to enter and to advance in the world
of work. The ultimate aim of education is to increase the
learner's ability to learn without being taught. Visual aide
have a primary role to play in fulfilling this aim.
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William A. Williams

There are no reluctant leaders. A real leader must
really want the job. Invocational education, we want the
leader who wants the job and is willing to learn the tech-
niques which will develop within him the desirable qualities
of leadership. A knowledge of the principles and practices
of group techniques is a necessity for the successful leader.
There are many of these techniques; some are well known and
some are unfamiliar. During this two-week seminar you will
participate as leaders and as group members in as many of
these "devices" as the program committee found it possible
to include. It is my task to provide you with an overview
of group techniques for leadership development. Not all of
these techniques will be practiced at this seminar.

1. Lecture-discussion (lecture-forum) consists of a
speech by a lecturer, followed by a dismission period in
which the members of the group can ask questions, add to the
information presented, or state their opinions. The task of
the chairman is ordinarily the simple one of introducing the
speaker and conducting the discussion period. The lecture is
simple to arrange and suitable for audiences of small to
medium sizes.

2. Pyramid disoussion (White House Conference) consists
of a speech by a lecturer, followed by a reporting period.
Discussion groups are composed of about 10 persons. A round
table discussion follows with the contributions recorded by
one member at each group.

3. Listening Teams:. Used to focus attention of small
groups on a specific question while listening to a presen-
tation. Teams are organized by a designated leader, and then
the speaker makes a presentation. a) Members of teams listen
carefully relating what is said to the question assigned to
their team. b) Notes are taken by team members. Following
the presentation, teams discuss it and a recorder from each
team reports to the total group.

4. Symposium- Discussion (symposium forum): Participants
are a chairman and a panel of two to five speakers. The
chairman gives a brief introduction to the whole program and
to each statement by the speakers, and then provides a summary.
The symposium is then followed by a discussion. The symposium
is very formal and is essentially a public speaking program,
very suitable for large audiences.

r.w"*".M.7'.7"7 yr,,,
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5. Panel-discussion (panel forum): Participants are a
chairman and a panel of two to six persons with special know-
ledge of a topic. Before an audience whioh can hear and see
them, panel members carry on a conversation among themselves.
The panel establishes a pattern of discussion, the leader
summarizes and then invites members of the audience to join
in the nenvairivat 9 (ma

6. Shadow panels Panel is preselected and is given spe-
cial instruction regarding presentation by a lecturer. Panel
members make notes during the lecturer's presentation. Panel
asks questions of the audience following the presentation;
the chairman summarizes.

7. Role playing: A simulated, unrehearsed situation in-
volving group members as participants. A situation is acted
out, followed by a discussion of how to handle problems. The
technique is especially effective in solving human relations
problems and in the modification of personality traits and
behavioral patterns.

Ele Case studies: Statements of actual experiences,
observed situations, heresay, recorded materials or hypo-
thetical situations. They create considerable interest on
the part of those involved in training, The group leader is
an important key to the success of this group technique. He
prepares questions to be used in the discussion, introduces
the topic, reads the case to the group, then stimulates and
guides group discussion.

9. Buzz groups: A large group is divided into several
discussion groups, six people to a group, approximately five
minutes to buzz the topic. Each group is given a different
question to discuss; each buzz group chairman reports to the
entire group verbally or in writing.

10. Structured Conferences A discussion in which members
of a group and a leader take part, directed and controlled by
the leader towards a predetermined goal, with most of the ideas
contributed by the group.

11. Brainstorming: A modified form of the conference
technique. A group, a leader, at least two "chart men", and
a "chart hanger" are required. A question, or problem, is
posed by the leader; answers or responses are presented by
the group members without comment and are quickly placed on
the chart boards. Answers or responses are presented by the
group members and are recorded without comment. Chart sheets
are posted on surrounding walls. Leader then works with the
group to combine, eliminate, refine, and summarize material.
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gsmar.zation of Task Force

Earl M. Bowler

Task Force Objectives

Task force activity provides the setting in which certain
leadership qualities can be developed. Objectives of the task
force for this conference are:

To provide a situation and setting in which the
leadership potential of the group may be demonstrated.

To make it possible for individuals within each of
two sub- groups to demonstrate capability in analyzing,
planning, and organizing; and to present an oral re-
port to the entire conference group.

To provide the opportunity for each group to prepare
a brief, carefully developed written report to
accompany the oral presentation.

To encourage individuals, committees, and sub-group
members to utilize the techniques of leadership dis-
cussed and demonstrated throughout the conference.

Essentials of a Task Force

Carrying to completion an assignment which permits the
achievement of goals will also permit individuals to relate
personal experiences to new and challenging situations. A
well planned task force activity contains the following
essentials:

1. A main group which meets as a unit for briefing
before the task is assigned.

2. Two or more sub-groups which have been given
assignments of equal complexity.

3. Several committees formed within the sub- groups
to handle specific phases of the assignment.

4. A briefing session of the main group for a
general presentation.

5. An assignment for each group that will provoke
thinking, involve research, and otherwise
challenge the committees.
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6. A situation which requires rem:arching, reading,
discussing, evaluating, thinking, planning, and
working together to find a solution.

7. A resource person who assists the group in start-
ing the project, filling in gaps in the assignment,
clarifying major points, and helping the group to
clearly understand tho situation.

8. A rehearsal for those who are going to make the
oral, presentation.

and t: dmin. _ t erV so

William A. Williams

Demonstration Conference

DEFINITION OF A CONFERENCE: A conference is a discussion
in which members of a group and a leader take part, directed
and controlled by the leader towards a predetermined goal,
with most of the ideas contributed by the group.

WHAT ARE THE ADVANTAGES OF THE CONFERENCE METHOD?
Stimulates individual thinking, provides a forum for all parti-
cipants, improves the probability of corrective action being
taken, stimulates the flow of new ideas, insures progress
through recording individual contributions.

WHAT CAN THE PARTICIPANTS DO TO MAKE THE CONFERENCE MORE
INTERESTING AND PRODUCTIVE? Take an active part in the
discussion, seek clarification or definition of points,
contribute appropriate responses that are well timed, cite
oases, examples, situations that have a bearing on the sub-
ject under discussion, and follow the discussion with an
open mind.

WHAT ARE SOME OF THE ACTIVITIES OF THE CONFERENCE LEADER?
Establish the overall theme and objectives of the conference,
plan the physical arrangements, structure the group for maximum
discussion, plan the specific chart headings and enter selected
points on the chart board, guides control and summarize.

AN ETHICAL CODE FOR THE CONFERENCE LEADER: A conference
leader must believe in the job and be willing to contribute
and cooperate with others. He should disassociate any ability
that he has as a technical expert from the job as a conference
leader. re must not violate confidences nor pass judgements.
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Appropriate credit should be given to group members. A
conference leader should not capitalize on his conference-
leading experience to advance himself personally with the
organization he is serving.

Ota.* Noritage in Vocations'. 111dt:cation

M. D. Mobley

A nation in order to make satisfactory economic and
social progress must find ways to dignify and glorify work.
Making vocational and technical education an integral and
important part of education is certainly one important step
in this direction, a step taken on a nationwide basis fifty
years ago.

In recent years, I have had opportunity to spend some
time in several developing countries. From my studies of
theme countries, I am convinced that one of the primary
reasons why these countries are under-developed and reeking
wr,h poverty is because of the hostile attitude their leaders
hold toward work with the hands.

Vocational and technical education in this nation will
continue to serve the needs of our people. I will bring to
your attention some of the major events and happenings that
have helped to promote the development of vocational and tech-
nical education in this nation. Around the turn of the century
(1900), Congress began to tighten immigration laws, seriously
limiting the manpower supply of our nation at a time when the
United States was greatly expanding its industrial production.
This influenced the beginning of the development of vocational
education lea the United States. Probably the real beginning
of vocational education in the United States resulted from the
Russian Exhibit at the Centennial Exposition of 1876 which was
held in Philadelphia.

Not until after the passage of the Smith-Hughes Act in
1917 was any concerted effort made to develop a nationwide
system of vocational education. The impending involvement
of the United States in World War I greatly influenced the
enactment of the Vocational Education Act of 19170

The Smith-Hughes Act grew out of the report on the
"Commission on National Aid to Vocational Education." Fol-
lowing this report, Senator Smith and Representative Hughes
sponsored what later became known as the Smith-Hughes Act.
One of the reasons why standards were written into the basic
vocational education act was due to the dissipation of funds
made available under the Land-Grant College Act of 1862.
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During the almost 50 years since the passage of the
Smith-Hughes Act, Congress has passed a number of bills
authorizing additional funds for all phases of vocational
education. None of these measures would have become law
had it not been for the efforts of the American Vocational
Assoolatian and its predecessor organizations.

Representative Hughes saw great economic developments
in the making of our nation and realized that these great de-
velopments would not and could not take place unless a sound
effective program of vocational and technical education was
made available for the training of the masses:

We are among the world's great industrial
peoples, striving mightily for our place in the
commercial sun. We need that place to keep our
workmen employed and their families happy, but we
omit a necessary thing to win and hold the position
for which we strive. We train the physician for
his job, the lawyer for his profession, and we teach
the veterinarian how to care for the horse. With
exceptions, excellent indeed, but all too rare, we
are letting the city boy and the mechanic's son go
it alone. We are so busy with winning our own
national, state and local affairs that a great
problem like the wasting of our youth has been
almost untouched Here is a weakness and a waste
that may well alter the place of the United States
in the commercial and industrial world

National efficiency is the sum total of efficiency
of all individual citizens, and the national wealth is
the sum of their wealth producing capacity. While,
therefore, our national prosperity in the past has been
based largely upon the exploitation of our natural re-
sources, in the future it must be based more and more
upon the development, through vocational education, of
our national resource of human labor. In the markets
of the world we compete, not as individuals, but as a
unit against other nations as units. This makes the
protection of our raw material and of our productive
skill and human labor a national problem, and un-
questionably introduces a national element into
vocational education, making the right preparation of
the farmer and the mechanic of vital oonoern to the
nation as a whole

This expresses the rationale for Federal aid to vocational
education.

At about this time when the Smith-Hughes Act became law,
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the "Seven Cardinal Principles of Secondary Education" were
enunciated, playing an important part in gaining acceptance
for vocational education on the part of general school
officials and administrators.

In 1947 the late Senator Walter P. George, who for more
than a quarter of a century was our nation's outstanding ex-
ponent for vocational legislation said:

The skills and knowledges gained by our people
as a result of vocational schools and programs played
a most important part in the triumphant victory of
World War II. When America was forced to become the
arsenal of.democracy, leaders in government and in-
dustry looked to the nation's vocational schools to
help train the vast army of skilled and semi - skilled
workers needed to produce the enormous quantities of
arms, ammunitions and goods necessary for a speedy
victory.

We have a great heritage in vocational education--a
heritage for which we should all be proud. The program has
meant much to our people and to our nation--and in the future
will mean much more than it has in the past.

The World_ of Work Symposium

A. Labor Economics Paul A* Weinstein

Although work has philosophical, psychological and socio-
logical aspects, the economist is interested primarily in work
as a use of time in competition with leisure and consumption.
The demand for labor is a derived demand related to need for
consumer goods and the means of production. For many years
researchers have studied the demand aspects of work; the appro-
priate beginning for research, especially for projection, is
to study the changes. Primarily these are shifts in product
mix, technology and the production function.

Civilian occupational studies give personal accounting
to show that the current work structure is the inheritance of
past failures and successes. Primary research needs are
functional. How can training costs be reduced? What needs
exist in management in the manpower area? What type of pro-
duct ion unit will be necessary in the future? The job now is
not only to use the unemployed but to employ those already
working more effectively.

"NM ......
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B. State Vocational-Technical Fred W. Eberle
Education Programs

Vocational educators have a concern for occupations
which comprise a large part of the world of work. This con-
cern has a direct relationship to the purpose of vocational
education established through the several federal acts, that
of preparation for work.

The latest affirmation of this concern is well stated
in the ..o 4- 0 L 00 0 f- tudra
taramilt 10,1-...nalhartt irzttirul ru.oawovily caan

r

is to provide appropriate training for jobs that exiir." He
then extends this position by stating, "Worker obsolescence,
displacement, mobility, and automation are new dimensions for
concern by vocational educators.*

This enlarged scope requires a familiarity with the
trends of the labor market in order to anticipate the emerging
occupations and disappearance of jobs. It requires an under-
standing of the forces arising from the changing demands of
employment, underemployment, and unemployment.

Program development requires access to current labor
market data about the 70 million jobs. The growing interest
in occupational mix emphasizes the importance of analytical
review of current and projected job opportunities. The se-
lection of job clusters raises the question of future demand
for the specific job considered.

One problem in this effort to prepare people for work
deals with the influence that the job will exert upon the in-
dividual who desires the training. This problem, related to
wages and prestige, has been enoounted in the service
occupation area.

In spite of change, work still remains an educative
force that is reinforced in vocational education.

C. Dictionary of Occupational Titles Carl Heinz

A third and completely revised edition of the pictionarr
IlLamiwaLtjamlTitLes (DOT), published by the U. S. Employ-
iiirnitSertat77iir-itvowolumes, became available in 1965. This
edition represents the first complete revision since 1939.

Volume I consists .f job definitions arranged alphabeti-
cally. These definitions are based on current observations
and reanalysis of jobs in all industries. The edition contains
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approximately 23,000 job definitions known by 36,000 job
titles. Seventy-five thousand individual job studies were
made; wherever possible, each job was analyzed in two dif-
ferent establishments in one state, and verified in two
different establishments in another state, thus increasing
data valid/ty aid the ppnheavality of rindi"- significant job
variables. Obsolete jobs have been deleted, overlap of
definitions were minimized, and 6,000 jobs new to the
Dictionary appear. For example, the new DOT provides
panded coverage of professional and technical occupations, as
the number of workers in these jobs has doubled in recent years.

Volume I definitions not only include what is done, and
how and why9 but also directly or by implication, functions
performed by the worker, critical physical demands, working
conditions, significant interests, aptitudes, temperaments and
training required by the job, so that an understanding of the
level of complexity of the job cants gained. Volume II in-
cludes an Occupational Group Arrangement (OGA) of job titles
by an assigned 6-digit code. Throughout this arrangement, jobs
are grouped by some combination of purpose, material, product,
subject matter, service, generic term, and/or industry. The
code is arranged in order of level of complexity, thereby
eliminating the stigma attached to such designations as
"unskilled* and the distinction between *professional* and
"semiprofessional." These code concepts can be adapted to
meet the needs of occupational explorations for individual
applicants or for filling employer job orders on a large
scale. The Worker Traits Arrangement MA) provides another
format of titles and codes in which each group of jobs is
homogeneous in terms of worker traits regardless of work field,
subject matter, or industry with which they are identified.
The Industry Arrangement of Titles (IAT) continues in the same
form as the second edition; the Glossary has been updated. A
special supplement to the DOT has been developed for use by
the Social Security Board.

D. Occupational Outlook Gerard Smith

The technological revolution that our nation is experi-
encing has brought about many changes in the way we live and
work. Job requirements in the economy are at an all-time
high. It is apparent that this nation can no longer tolerate
the loss of its most precious resources - -human resources.
Consequently, a new commitment has been made to the development
and creative use of the nation's total manpower resources. As
evidence of this commitment, educational expenditures were $38
billion in this country in 1964-65, more than twice the level
ten years earlier. Such expenditures have been projected at
$60.9 billion by 1974-75.
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What about the future? One thing we can expect is change.
Differences in the rates of employment growth among industries
will be an important factor in the changes in the occupational
structure of the economy in tile decade ahead. By 1975, total
agricultural employment is expected to decline by more than
800,000, and all other employment is expected to increase by
more than 17 million - -a net employment gain of more than 16
million-- assuming a high level of economic activity in the
projected year.

Employment requirements for wage and salary workers in
the non-farm *goods producing" industries are expected to in-
crease by about 2-3/4 million. Requirements in the "service'
producing* sector of the economy are expected to rise by about
33 per cent- -more than twice as fast as in **goods" producing
industries. Government and services employment will increase
sharply as a percentage of total employment over the decade
ahead. Contract construction and trade will also increase
their share. On the other hand, the relative importance of
manufacturing, transportation and public utilities, and
finance will decline slightly, and the relative size of
agriculture and mining will continue to decline sharply.

The occupational requirements of the economy will change
substantially as a result of the differential growth rates of
industries and the technological developments and other factors
affecting the occupational requirements of each industry.
White-collar jobs are expected to increase by one-third, and
account for almost half of all manpower requirements in 1975.
Among white-collar occupations, the most rapid increase in
requirements will be for professional and technical workers,
which may grow more than twice as rapidly (48 per cent) as
the average for all workers. Requirements for clerical workers
also are expected to increase rapidly, rising by nearly one-
third. The demand for managerial and sales workers is expected
to rise somewhat more slowly, or about one-fourth between 1965
and 1975. Requirements for blue-collar workers are expected
to rise by more than one-eighth over the decade ahead. The
most rapid increase in requirements will be for craftsmen;
requirements for operatives will increase more slowly; re-
quirements for farmers and farm workers are expected to
decline by nearly one-fifth by 1975. A rapid increase is
anticipated in the demand for service workers; they are
expected to account for about 1 of every 7 workers in the
economy in the mid- 1970's. There will be millions of job
opportunities in the decade for people who have not completed
4 years of college; included among those workers are technicians.

In summary, we can expect nearly 25 million job opportu-
nities during the decade ahead for manual workers, service
workers, technicians, and clerical workers. Of these job



'37

opportunities, nearly 11 million will result from employment
growth. Despite the emphasis on the need for a college edu-
cation, there will be many jobs during the decade ahead for
people who do not have a college education, if they have
nuffintatit mestivAtinni good guitleirme, orti pr^par training.

t t la nIAtLmLd.;.1=191102ros....ALWIALram s

Harold F. Dula

1. Vocational Education Acts

Under the Federal Vocational Acts, Federal funds are
allocated to the States to assist in the administration and
operation of vocational education programs. In providing such
funds Congress has identified the educational objectives to be
achieved and it is necessary that expenditures be identified
with the purposes for which the funds were provided.

As is true in all Federal-State cooperative programs,
the statutes provide fors (1) a State board for vocational
education as the sole agency responsible for administering
the program, and (2) a State plan setting forth the policies
and procedures for allocating funds to the State vocational
programs and the provisions, standards, and requirements per-
taining to the administration of vocational education within
the State. The State plan must be in conformity with the Acts'
regulations, and the State's laws and regulations.

The Vocational Education Act of 1963 in Section 5 rather
specifically gives the State plan provisions which formed the
basis for the State Plan Guides (1) State board or advisory
council designation and composition. Regulation 104.3. (2)
Allocation of Federal funds to various purposes and to local
educational agencies. Regulation 104.6. (3) Minimum qualifi-
cations of personnel or staff organization. Regulations 104.4
and 104.11. (4) Cooperative arrangement with public employment
offices. Regulation 104.7. (5) Fiscal control and fiscal
accounting procedures. Regulations 104.32 - 104.37. (6) Terms
and conditions for construction projects. Regulations 104.22
and 104.23. (7) Reports. Regulation 104.55.

2. Regulations

"Part 104 - Administration of Vocational Educations Fed-
eral Allotments to States, Rules and Regulations" interprets
the Acts and provides the general content for the State plan
as well as the regulations with regard to the expenditure of
Federal funds. The items in the State Plan Guide are
referenced to the Regulations.
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3. Projected Program Activities

Each State with an approved State Plan must submit
annually a statement describing its projected program of
activities for maintaining, improving, and developing programs
of vocational oducatlaa. This statement in effect becomes the
State board's annual program plan with the rationale for the
allocation of funds. The approval of this document determines
the State's eligibility for the use of its allotments under
the various acts.

The development of the projected program activities
justifies the best efforts of the entire State staff and the
involvement of many others interested invocational education.
It gives consideration to the manpower needs and job opportu-
nities and relating vocational programs to such needs. It
should ultimately result in a total balanced program of vo-
cational and technical education for the State--all persons,
all communities, all occupations, and all institutions.

Earl M. Bowler

Teacher education is undoubtedly among the most important
considerations we face in vocational education. In virtually
every state and at every level lack of qualified personnel is
said to be the number one problem.

The Panel of Consultants on Vocational Education stated
0... the state boards for vocational education through the
vocational divisions of the state department must evaluate'
the selection, training, supervision, and inservice growth of
teachers in order to maintain a satisfactory standard of
excellence" thereby reaffirming the fact that state boards for
vocational education have a major responsibility for teacher
education. This concept is reflected in the Vocational Edu-
cation Aot of 1963, resulting in most state boards exercising
a leadership role in providing teaeher education services
The most adequate and effective programs result when a written
agreement is developed between representatives of the state
board of vocational education and servicing institutions which
clearly identifies: (1) services to be rendered, (2) personnel,
(3) relationships of staff to state office, (4) plan of
supervision, and (5) financial arrangements.

The Vocational Education Act of 1963 reflects changes
and needs in the nation's occupational structure adding the
following new dimensions which directly affect the teacher
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education programs (1) the addition of office occupations to
vocational education, (2) provision for distributive edu-
cation as a preparatory program, (3) provision for programs
for gainful employment as a part of home economics, (4)
emphasis on programs for disadvantaged youth, and (5) pro-
vision in act of support training in instructional context.

In order that the total resources of vocational teacher
education may be brought to bear on the problems in the tra-
ditional service areas there is a need for everyone to clearly
understand the commonalities and differences in the programs.
In terms of commonalities, all service areas: (1) are concerned
with training for gainful employment; (2) are engaged in pro-
grams at several levels and in several kinds of institutions;
(3) are concerned with providing adequate ancillary services;
(4) require extensive shop And laboratory facilities; (5)
must provide curricula based on the needs of an occupation or
cluster of occupations based on an analysis. Every effort
should be made to capitalize on commonalities among teacher
education services and to identify activities that can be pro-
vided cooperatively or be provided by a single staff.

At the same time, in order to work effectively, it is
necessary that the unique features of each program in the
various services be recognized in order that provision may
be made for their best use.

The Leader's Role in the Develowent of Morale

Harold R. W. Benjamin

Morale is the group equivalent of individual courage.
The social psychology of morale consists of three key elements:
an understanding of the objectives involved; pride in group
achievement; and confidence in group leadership.

Democracy has proven to be the most efficient pattern of
government because it takes cognizance of these elements. It
enables all persons involved to know and understand the purposes
of a given program; pride in group achievement then becomes
personal. The element of confidence in group ability is the
capstone of morale.

A good leader knows his people, multiplies his leader-
ship, takes the more extensive view, and assumes the role of
heroism as necessary.

xus awralr Nenierre01110
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aci ties and
uoa on Programs

lo =1 ethnical

Michael Russo

To design, create and envision the facilities that will
adequately meet the needs of all our vocational-technical pro-
grams, both present and future, demands an extremely critical
evaluation relative to industrial developments of the future.
In view of the constantly changing demands being made upon our
vocational-technical education facilities, it becomes quite
obvious that a serious gap exists between the adequacy of many
of our traditional buildings and the demand of new and emerging
curricula to meet the technological challenges.

Changes in the depth, scope, and variety of curricula;
new emerging teaching techniques; multiple administration and
staffing within an educational facility; and the challenge to
meet the needs of all students, require many changes in our
physical facilities. How accurately we project and anticipate
these developments is extremely important, for if we fail to
understand and accept these emerging possibilities, we will
find ourselves unprepared to cope with the demands placed upon
us. This change is being recognized by educators as an evo-
lutionary phase of the educational environment. In order to
meet these educational goals and objectives, we are seeking
greater flexibility and adaptability, higher quality; con-
currently, we are striving to maintain low building and
maintenance costs.

The programs, methods, and equipment of today could be-
come obsolete in the near future. However, the buildings
designed to house and facilitate the programs of the present
and future will remain with us for many years.

The primary concerns in planning these flexible edifices
aret aesthetic values for the educational complex, flexibility
in site selection, adaptable walls, zone environmental control,
audio-visual facilities for individual and group use, and
accoustical control. New trends in school plans feature larger
storage units for tools, materials and projects, often demount-
able and movable, independent study carrels, large centralized
receiving units, modular unit equipment, and central libraries
with truck service to shops, laboratories and classrooms.

There is need for extensive use of school facilities by
all people in the community. Approximately one out of seven
people in our nation has a permanent physical disability,
and it is therefore gratifying to note that twenty-one states
have passed legislation requiring that all new school facilities
have incorporated in their basic design, the standards required
for use by individuals with permanent physical disabilities.
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Vocational Education n the Parks Job Cor s Center

Robert Morgan

Industry's entry into the Job Corps venture was motivated
primarily by the potential profit foreseen in the application
of industrial knowledge of vocational training in a new setting.
Many persons employed under Litton Industry's contract for the
Parks Center were from educational rather than industrial back-
grounds. The program is expensive, but the expense is justi-
fied if the techniques employed can be amplified for use in
total school systems.

The average Corpsman is eager to learn. Reading skills
are low and the IQ scores are widely distributed. The primary
objective of the program is to assist boys who have had a
difficult life for sixteen to twenty years "to be somebody".

The multi-media presentation "A Stake in the Future" was
developed as an orientation device for the Parks Center.
Perhaps the most salient challenge in the film presents the
idea, "A great nation is made up of persons who would not
think of giving less than their best."

PlamntnalatilEMEIMAof Vocationala9=1.211-Ellgatan

Sherrill D. McMillen

As we look back over the recorded history of mankind,
we find peaks of recorded progress and advancement of human
knowledge. It is recognized and generally agreed that the
two decades since the end or World War II encompass a period
in the explosion of human knowledge and progress exceeding
the previous recorded history of mankind.

Program planning and development is not new to our
society; what is new is that the activities have become more
complex; the magnitude of programs has expanded enormously;
and the funds for all programs have greatly expanded, necessi-
tating immediate and long-range planning at all levels of
responsibility.

Peter Drucker has defined planning as follows:

Planning is the continuing process of making
present entrepreneurial (risk-taking) decisions
systematically and with the best knowledge of their
tutrrity, organizing systematically the efforts

Jawa044.11.



42

needed to carry out those decisions, and measuring
the results of those decisions against the expect-
ations through organized systematic feedback.

A more concise definition is one used by Secretary of
Defense McNamara: " planning is simply a systematic ap-
praisal and formulation of your objectives and of the actions
that you believe necessary to achieve these objectives."

Planning, used in the foregoing sense, is not merely
forecasting or predicting the future. It is not solely the
projection of current programs or their costs. Neither is
planning a process that deals only with future effects of
present decisions. ,Planning is largely a job of making things
happen that would not otherwise occur. Planning is a basis for
decision-making, a frame of mind, a new way of looking at
problems.

Effective planning requires more than new staff or
procedures; there are principles which are useful in the
nature and structure of planning:

Planning must be related to the decision-making process.

Planning must have the support of top managemento

Planning formulates goals for all group action.

The planning process must permeate the organization and
help accomplish objectives.

Planning formulates program and procedural policy.

Planning requires proper timing and scheduling of key events.

Planning requires communication to all levels of an
organization.

Recent federal legislation has placed new and added re-
spynsibilities with the states. Business, industry, parents,
civic leaders, organizations and legislatures are calling for
more sophisticated and manifold services by our schools. Yet
even with those increased demands, we are told that our edu-
cational and political leaders are reluctant to recognize the
economic, social and education revolution that is taking place.
Out stewardship under federal legislation has increased from
$45.9 million of federal funds in 1960 to $450 million of
federal funds in 1966 under all acts. When state and local
funds are added to the federal -contribution, dollar values
approach the $1 billion figure for vocational-technical edu-
cation expenditures. (Note: Vocational-technical education
statistical data may be found in Appendix DO
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In recent years there has been a greater awareness on the
part of many people of the importance of vocational and tech-
nical education to our economy and of the many and varied
problems involved in expanding and upgrading state and local
vocational programs.

The broad language of the Vocational Education Act of
1963 challenges administrators to develop new staffing patterns,
to establish curriculum materials development laboratories, and.
to provide new pre-service and in-service teacher education
courses that will bring vocational training to the highest
possible quality.

The Act provides for a program of evaluation. Greater
cooperation between vocational education administrators and
public employment services are envisioned in the Act and it
is expected that evaluation will show that the states have
detailed staff members to these and other activities. Progress
in closing some of the gaps in program development, curriculum
facilities improvement, training programs for the educationally
and socially handicapped, and similar activities will be im-
portant to the future expansion of our movement. Reports from
the states are expected to document their efforts to maintain,
extend and improve existing programs and their plans to de-
velop new programs, to provide part-time employment for needy
youth; and to conduct adequate vocational courses for persons
of all ages in all communities.

The Curriculum Materials Section of the Division of Vo-
cational and Technical Education is striving to meet the urgent
need for adequate curriculum materials. In Fiscal Year 1964
approximately $90,000 was expended for manpower training guides;
in Fiscal Year 1965 nearly $390,000 was spent for curriculum
materials. It is expected that more than $450,000 will be ex-
pended in Fiscal Year 1966 for developing needed curriculum
materialb.

Technological changes are occurring at a tremendous pace.
The basic purpose of our vocational education effort is sound,
as President Kennedy declared, and the program of curriculum
development is sufficiently broad to meet future needs. The
need for up-to-date instructional material has never been
greater. The curriculum materials development activity of
the Office of Education is a joint State-Federal undertaking
that should expand, and the climate for getting this real pro-
gram of joint activity launched is becoming most favorable.
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Counseling and Other 4uprortive Services

David H. Pritchard

In order to ascertain the relationship between guidance
and vocational- technical education both sides of the equation
must first be defined. I' the minds of many, these definitions
are not clear.

The emphasis on counseling is increasing because emphasis
on freedom of choice for the individual is increasing. The
purpose of the counseling process is to assist an individual
in realistically perceiving his own potential; to provide
mctivation and opportunities for development of this potential;
to assist the counselee in bringing knowledge and motivation
to bear on decisions; and to help individuals in contributing
to society while at the same time remaining .free individuals.The unique contribution of guidance is emphasis on the
individual.

Counseling services have been authorized under the several
vocational education acts. The greatest current need is for
vocational counselors. However, the primary commitment of
every counselor should not be to higher education, to vocational-
technical education, to the labor market, or to any other spe-
cific area--but rather to youth. Counseling is a generic
function; preparation should be of a core nature, with dif-
ferences in emphasis according to setting. There is no evidence
of discrete tune-`ions for different types of counselors- -only
differences in emphasis.

Improvements in present counseling programs could be
attained by better knowledge of the world of work, improved
in-service programs, work experience other than counseling,
better communication among counselors, and by attention to
special problems such as the rural school, small schools, and
special studies. The process of counseling needs to be
studied. Millions of dollars have been spent in the develop-
ment of tools, but little effort has been expended on method-
ology for the effective use of these tools.

Vocational guidance is an integral part of the total
program of vocational education. It will be improved to the
extent that vocational education leadership assumes responsi-
bility for this.
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-esearch and Pilot Prams in Vocational-Technical Education

Otto Legg and John Bean

As one of his last major acts in office, former Secretary
of Health, Education and Welfare Arthur Flemming made public
the results of studies designed to stimulate discussions of
long range national objectives in education. In a statement
on vocational education he said, "Programs of vocational edu-
cation to provide more effectively and more adequately for
the nation's manpower need in the years ahead are urgent."

Following this beginning, we know the activity of the
President's Panel for Vocational Education, and the subsequent
formulation of the 1963 Vocational Education Act. This act
provided for research, training, experimental, developmental,
or pilot programs invocational and technical education to
states, local education agencies and qualified non-profit
organizations. Simply defined, research in vocational and
teennical education is seeking the answer to crucial problems,
directed toward the development of a science of behavior in
vocational and technical situations with its own body of
concepts, theories and principles. The recommendation was
made that a large part of the research activity should be
developmental, utilizing several appropriate methods, es-
pecially the experimental design. A maturity of judgement
by the directors of research is essential to maintain the
proper focus and realize the greatest benefits from research.

Three general aims are suggested: (1) the expansion of
basic knowledge and understanding of vocational and technical
education, (2) the translation of this knowledge into new or
revised educational programs which can be tested and implemented
throughout the country and, (3) the dissemination of information
about new knowledge and new programs to practitioners and
others concerned with vocational and technical education, in-
cluding the public. The problem of acceptance of research is
of paramount importance with the administrator appearing to
be the change agent in most school systems.

The 1966-67 priority areas for research emphasis are:
program evaluation, curriculum experimentation, personal and
social significance of work, personnel recruitment and develop-
ment, program organization and administration, adult and con-
tinuing education, and occupational information and career
choice.

State vocational education research coordinating units
have been funded in 44 states. Their purpose is to stimulate,
encourage, and coordinate research activities among state
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departments, universities, local school districts, and others
with an interest in vocational-technical education. The fol-
lowing activities are indicative of the type of work undertaken
by these units: establishment of a state research advisory
committee; inventory of research resources within the state;
review of state vocational programs and identification of pro-
blems amenable to research; formulation of an overall state
research philosophy; dissemination of research information;
review of research proposals and provision of technical
consultant services.

Cooperating and Coordinating Program Activities
with Other Agencies Symposium

A. Office of Economic Opportunity Gwendolyn Bullock

In keeping with the general philosophy of the Office of
Economic Opportunity, more attention should be directed toward
the leadership development aspect of thts seminar and less to
the specific topic for this symposium, *Cooperating and Co-
ordinating Program Activities with Other Agencies." The 0E0
does not view itself as particularly cooperative; rather its
role is viewed as a catalytic one.

The role of community action agencies is to attempt to
change traditional institutional ways of viewing the poor.
Vocational education programs are a prime concern of malpower
programs, for upgrading skills of the unemployed and under-
employed. The urgency of redesigning training programs, in-
cluding MOTA programs, based on other than traditional
guidelines can be seen from the following figures. The.
percentages of persons receiving MDTA institutional training
with less than 8 years of schooling were: 7.6% for 1964; 7.1%
for 1965; 6.1% OJT in 1964 and 4.2% for 1965, a significant
decrease. A large proportion of the poor then are obviously
excluded, since the poor generally have too little education
to be eligible for entry.

Clinton M. Pali, Legislative Representative for AFL -CIO
poignantly depicted the relationship between employment and
illiteracy.

The relationship between illiteracy and unemploy-
ment has been clearly established. Industry is in-
creasingly coming to demand higher levels of education
among its workers. The adult of little or no education
is condemned to work in low-skill, underpaid jobs.
Among the unemployed, as many as 12% have less than 5
years of schooling and 35% have had.not more than 7
years of schooling.



The best planned training program is of little use
to workers who can neither read nor write. Functional
illiteracy places the workers in a social caste from
which there is little chance for escape or for move-
ment into better occupations.

OEO's self image is that of catalyst for institutional
change. We are willing and able to spend money to demonstrate
to established agencies that there are other ways to accomplish
the same end., Ideally, the experimental projects now on-
going under our auspices should be phased out and their tech-
niques adopted or adapted by vocational schools throughout the
country. CEO has chosen an innovative approach to education.

The role of the federal government in providing aid to
education and training is to stimulate not stultify, to support
not supplant, to catalyze not control.

B. Extension. Education Margaret Oliver

The Federal Extension Service, in cooperation with State
Cooperative Extension Services, has over 25 different pilot
programs throughout the country for developing and testing
new methods and materials for educational work.

Many of the current pilot projects focus on ways to work
with groups that have been bypassed--not only by previous Ex-
tension programs, but by society itself.

The following information describes one of these pilot
projects being conducted in West Virginias

In July of 196, West.Virginia University Center
for Applachian Studies and Development, in cooper-
ation with the Federal Extension Service, began a
5-year experimental pilot project to provide edu-
cational programs.

The program is being conducted in three counties
(Clay,fttnam, and Lincoln) around Charleston,
West Virginia. One area in each county was chosen
for concentrated work. In each of the three com-
munities, family income and individual educational
attainment are considerably below the United States
averages.

The overall objectives are tot

Assist families to learn daily tasks of home
and family management.

Help prepare children to overcome present
social and academic barriers.



48

Assist families to understand family needs and
develop self-help skills in providing for them,
thus improving their home environment.

Provide those types of activities which will
enable the individuals to be better prepared
to move into the flow of community activities
and decisions.

Devise and test new methods and materials designed
to accomplish these objectives.

Counteract demoralizing attitudes and inspire
feelings of hope and self confidence.

"Spring Comes To Vintroux" is a documentary motion picture
which tells about the steps taken by the Cooperative Extension
Service to establish the program in one area. The film.is a
progress report of people whose hopes have been renewed, for
whom new windows have been opened for opportunities for learn-
ing, and new desires kindled for working together to improve
family, home and community environment.

C. Rehabilitation Agencies Raymond A. Ehr le

In the 1950's it became apparent that the preventive and
developmental guidance philosophy was not meeting the needs
of all persons. As a result of the continuation and magni-
fication of social pressures, it became apparent that an
extension of the guidance philosophy was necessary. This
marked the advent of rehabilitation as a philosophy. At the
point where developmental processes are inadequate and to the
extent that trauma or disease has intervened after an indi-
vidual has become an adult, rehabilitation begins.

Although Public Law 565, passed in 1954 was limited to
only the "vocational" aspects of persons with physical dis-
abilities, within a few years persons with mental, emotional
and even social disabilities were made eligible to receive
rehabilitation services. And very recent legislation such
as the MDT Act of 1962, the VE Act of 1963, and the Economic
Opportunity Act of 1964 has served to further expand the
scope of rehabilitation.

Rehabilitation agencies include state divisions of vo-
cational rehabilitation, community rehabilitation centers,
sheltered workshops, mental hospitals, VA hospitals, schools
for the handicapped and private agencies, ..such as Goodwill
and the Easter Seal Society. At this time, there is a pool
of approximately 2,300,000 persons who might be rehabilitated.

r, Last year 130,000 individuals were successfully rehabilitated
by approximately 5,000 working rehabilitation counselors;
3,500 of this number are working in state agencies. Although
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the primary task of the rehabilitation counselor is to counsel,
he may also be responsible for providing or arranging for
other services to the client, including physical restoration
services, training, providing books and training materials,
maintenance, placement, tools. equipment and initial stocks
and supplies, acquisition of vending stands or other equipment,
transportation, occupational licenses and other goods and
services necessary to render a handicapped individual fit to
engage in a remunerative occupation.

In terms of cooperating and coordinating services with
other agencies, a number of complicating factors are immedi-
ately apparent. These factors include, (a) the sheer number
of agencies to be dealt with, (b) the need for service co-
ordinators as agencies expand and provide more services, (c)
the professional claim which each agency has on its particular
domain as a matter of law or a matter of tradition, (d) the
problem of who shall control the professional resource; and
(e) the conflict as to what type model can best provide
services..

D. Health Services Helen Powers

The term health occupations was first used in Federal
legislation for vocational education in Title II of the
George-Barden Act, in 1946. Title II authorized a 5 million
dollar appropriation annually, to be used by states on a
matching basis, for the provision of training for health
workers below college grade. PL 88-210, the Vocational Edu-
cation Act of 1963, made this authorization permanent and
provided additional funds, not earmarked, for training in
all occupations below the baccalaureate level. Regulations
under PL 88-210 define health occupations for purposes of
the Act as those occupations that are "supportive to the
health professions such as medicine;, nursing and dentistry."

Organizations concerned with the education of health
workers at the sub-baccalaureate level are numerous. Each
professional society assumes the prerogative of a profession
in setting standards for practitioners within its area. A
listing of the numerous organizations concerned would serve
to fulfill the problems inherent in coordination and cooper-
ation between education and the health occupations field.

In identifying methods for improving cooperation and
coordination that have been found to be successful, the
following should be emphasized:

1. Centralization of curricula for geographic area,
with a limited number of school administrative
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units involved in planning, developing and
operating programs.

2. Community-wide planning for ill levels of edu-
cational preparation and training for health
workers.

3. Effective organization and use of advisory com-
mittees, with one committee for each specific
occupation.

4. Responsibility for program development at state
and local levels assigned to persons who are
knowledgeable in the health occupations field
and dedicated to the goal of providing the numbers
and quality of health workers needed.

5. More effective communication among agencies and
organizations of program goals, accomplishments
unmet. needs, and problems.

6. Formal and informal liaison with agencies and
societies concerned with the program of health
occupations.

E. State Government Edmund Mester

Our world is currently undergoing two major revolutions:
a revolution of civil rights, and a technological revolution.
In this age of instant communication and a new flow of federal
monies, daily coordination is essential. Many agencies are
concerned with vocational and technical education; in order
for each program to function effectively close cooperation and
coordination are mandatory.

The work needs to know the acceptability, the respect-
ability of getting one's hands dirty in honest work. Our
obligation is to educate toward this respectability. Further,
we need to deal with people as individuals. A placard from
the recent Watts area riots illustrates this necessity, "I am
a human being; do not bend, fold, or mutilate." Vocational
education can meet these challenges.

State and ;,oral Supervision

Walter Arnold

Vocational- technical education is currently undergoing
a thorough investigation by the U. S. Congress Sub-Committee
on Education and Labor. The basic issue threading both
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throughout the current investigations and throughout the history
of vocational education is the same: why would, why should vo-
cational education as a system be the responsible agent for the
training job in our country? How did vocational education get
involved initially?

From the early history of our country most vocational
skill has been obtained by the pick-up method, rather than by
organized training programs. The major training groups in-
volved are military, private, business and industry, and the
public sector. With all these factors considered, still most
vocational skill is obtained by arbitrary methods. What effect
does this have on the economy? What is being done about the
inflationary effect of the excessive costs of producing goods
with unskilled, unschooled labor?

Vocational education is a modern social efficiency device;
on this premise it was originated and on this premise it will
continue to survive.

Has vocational education ever been put to a cold, hard
test? Is the curriculum superficial? Is the personnel compe-
tent? Is existing equipment adequate? Are the students of a
kind to produce skilled workmen?

The basic rationale for vocational education is the de-
velopment of skill for the labor force. It is of the utmost
importance to vocational educational leaders today to under-
stand the full implication of the interdisciplinary approach
in all programs of vocational education. More specifically
vocational educators need to be concerned with the economic
and social problems of the country as they relate to and af-
fect vocational education. In a similar manner, vocational
education has to be attuned.to meet the needs and problems
of a growing economy and a rapidly changing society.

Vocational education is moving into a systematic approach.
The steps in the system are:

(1) The Laws, Federal and State
These initiate the programs, set the purposes,
and provide the funds.

(2) The Regulations, Policies, and Procedures at Federal
and State Levels
These expand and amplify the provisions of the laws
and assist the states in implementing new expanding
programs.

(3) The State Plan
This is the contractual agreement between the federal
government and the state which sets up the program
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standards and requirements under which the state
will operate.

(4) The Projected Program Activities
This new gewep requires the state to submit annually
a proposal for spending the federal and matching
funds, identification of needs of the states with
respect to both employers and people, and an ex-
planation and justification of the proposed pro-
gram developments and expenditures in the light
of the six new purposes of the Vocational Education
Aot of 1963.

(5) The Annual Reports--statistical, financial, descriptive
and special
The newly revised reports are the first informational
feedback into the system and will have considerable
ialuence upon the new or different directions the
program should take.

(6) The Evaluation
This provides continuous feedback onto all of the
previous steps ir the system. It is made in the
light of immediate and long time goals and measures
both quantity and quality of programs. It has great
value as feedback into the system in identifying
deficiencies.

(7) Public Information
This part of the system, (not working very well now),
is especially important in creating a good image of
the program among different populations.

(8) Research
This is the most important feedback of all. Findings
and recommendations from research are to be dissemi-
nated back into the operation level of the programs,
a facet of utmost importance in making the whole
program effective. It is important that the whole
system is directed towcrd the ultimate goal--an
educated, skilled conry.

We are also entering into a nationwide system of area
vocational and technical schools which ultimately will, in
fact, make vocational education opportunities readily ac-
cessible to persons of all ages, in all communities of the
state.

The great need in leadership in vocational education
today is for the skilled administrator who is very well in-
formed on all kinds of educational and training programs, and
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even more importantly has the skill to apply the programs to
meet the needs of people without the beneficiaries of the
programs being conscious of the source of the program. The
day is passing rapidly when it will be possible for the
troglitifirol v^#40 educator to live .3:1,1 work only within
the range of the traditional Smith-Hughes and George-Barden
vocational education programs. If we do not develop leader-
ship of this kind, we can be assured that such leaders will
appear elsewhere.

If vocational education programs do not meet the needs
of the people, we can also be assured that other persons and
agencies will appear on the scene ta meet those needs. This
is the real challenge to vocational education leaders.

Evaluating Progress in Vomit lonal-TechniciL3._gducat ion

Bernard Michael

The Vocational Education Act of 1963, authorizing Federal
grants to states to assist them in strengthening and improving
the quality of vocational education in the nation, also speci-
fied periodic review of vocational education programs and laws.
This year, 1966, the Secretary of Health, Education and
Welfare is required to appoint an Advisory Council on Vo-
cational Education to review and make recommendations concern-
ing the status of vocational education programs, the administra-
tion of these programs, and the Acts under which funds are
appropriated.

Provision was made, when the Division of Vocational and
Technical Education in the U. S. Office of Education was
reorganized to administer the new legislation, for a small
evaluation staff to work directly with the Assistant Commis-
sioner responsible for these programs and to serve as liaison
with the Council, when it is appointed by the Secretary.

Stated as simply as possible, the objectives of the
Division's evaluation program are: to develop a comprehensive
and responsive system for determining the effectiveness of
vocational-technical education programs in terms of the purposes
of the Acts; to organize the system to meet short and long term
needs of the U. S. Office of Education for program planning and
decision making; and to provide leadership and servica to the
states, assisting them to carry out their program evaluation
responsibilities.

Outlined here is a summary of the approach which will
be followed:
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1. Define objectives basic to the administration of
the Vocational Education Act of 1963 and aspects
of other legislation administered by the Division
of Vocational and Technical Education.

2. Identify and group the major items, measurements
of which will serve to indicate program status
under above objectives.

3. Develop a system which will provide measurement
(qualitative as well as quantitative) of above
items.

4. Analyze findings in relation to established
objectives.

5. Report on implications of evaluation findings for
program planning and policy making.

Measurements which will be developed to assist in analyzing
progress toward achieving objectives should includes

1. Trends in numbers and characteristics of persons
enrolled in and completlng programs, compared with
the estimated proportion of the population needing
or desiring training.

2. Success in terms of pre-emplcyment information.

3. Effectiveness in achieving objectives in terms of
follow-up information.

4. Effectiveness in terms of the ability of state
administrations to plan and organize programs.

5. Assessment in terms of cost effectiveness and
other analyses of expenditures.

papation and Accreditation of ocational
and meohnical uoation ro rams

George Brandon

Vocational education has consistently spoken of evaluation;
the evaluative intent dates to 191 ?. The field will be increas-
ingly singled out for evaluation. Vocational educators can take
one of two approaohes to this trends they can become defensive,
or they can consider it as a help rather than a hindrance. We
have lived a long time with the term *minimum standard". now we
are forced to face the fact of political and perhaps economic
evaluation°
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Current problems in the realm of vocational-technical
education evaluation are several: the severe obligation to
evaluate; the responsibility for evaluation as specified by
recent legislation; the logistics of keeping evaluation
current; the criticism from many sources; the difficulty of
communicating with other disciplines vitally involved; the
lack of current accreditation standards; the lack of ad-
ministrative attention to evaluation; and a lack of clari-
fication of the role of professional orgy nizations for
establishing criteria and executing evaluation.

The ultimate purpose of education and of evaluation is
expressed in this quotation from varlaL1.)I_....asinessReLAherews

"To look is one thing.
To see what you look at is another.

To understand what you see is a third.

To learn from what yOu understand is still Something
else.

But to ACT on what you learn is all that really matters."

Ibggole of Professional Or anizatione

Lowell A. Burkett

What is a Professional Organization?

It is a banding together of those in a profession for
the purpose of improving the profession= to give status to
the profession; to help the individual to improve himself
through leadership participation and involvement; to pool the
resources of the profession in order that each individual can
benefit from the experience of others; to provide a vehicle
whereby new concepts can be initiated, researched and tried
out.

It is a banding together of those in the profession for
their voices to be heard: to ward off "enemies" of the pro-
gram; to tell the facts about the program; to develop policy,
educationally, legislatively and ethically.

What are the component parts of the AVA organization?
The organization is built by members, affiliated state as-
sociations, the House of Delegates, the Board of Directors,
and the AVA staff. State associations carry out the program
of work as it relates to state interests and share in AVA
policy decisions. The House of Directors serves as the
administrative body and formulates relevant administrative
policies) The AVA staff carries out these policies, serving
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LEADERSHIP DEVELOPMENT CONFERENCE

PRECEDING PAGE BLANKNOIEILMED

Conference Procedure

0°,0:o 0 04
0 0 000

100 Participants
meet in General
Seesion.

100 Participants
nest at 10 tables
to discuss both
agenda topics.

10 table chairyn nest
and put together final
report of oosseneas of
the Conference on the
agenda topic.

1111111111

10 Chairman go on
to Chairman Meting.
Remaining Participants
go on to discussion
of next topic.

73
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0 0 ou
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0 0

0
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One of these Chairman
roads the final report
to the 100 Participants
at the General Session

U. of Md. LDS - 1
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U. S. DEPARTMENT OF
HEALTH, EDUCATION, AND UMW

Office of Education
Division of Vocations l Education

Washington 25, D. C.

NATIONAL LEADERSHIP DIMILORNENT CONFERENCE

Instruction to Chairmen at Chairmen's Conference

1. Decide immodiately which one of you will
maks the report on this topic to the
General Session. An alternate will stand
by and will be prepared to give the report
if the one decided upon cannot give it for
any reason.

2. It is essential that only consensus of
opinion, ideas and statements already
oppressed in the reports from the table
represented by youo be considered at
this level.

3. The Conference Program Coordinator will
keep you informed as to your time
schedule,

4. Make sure that all persons in your group
are in agreement that the statement
which purports to be the consolidation
of all reports is satisfactory. This
should be done for each question.

A. To the extent that it is possible
to show the weight of agreements,
please do so. For °maple, if on
any point, all tables unanimously
agreed, this should be shown. If on
another point only 5 tables made
mention of the item, please report
it that my and not that half were
"for" and half "against."

5. Tour final report on this topic should
take from 12 to 14 minutes to give.

U. of Md. IDS - 2
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D. E. DEPARTMENT 01
MITE, SDUCATIOE, A WM=

Office of Education
Division of Vocational Education

Washington 25. 0, C.

NATIONAL ISADERSUP tomiumarr cants=

IMSEUts,24nigisiaskitla

Rotes tom should contact the Project Coordinator for
any service or materials your group needs ehich
you do not find provided.

agallUMMAL2annialaiiii

1. risme become familiar with the contents of ,Suaeastiont
to the kaguitaliel, included in your Whet of
materials, before going to your Discussion Table.

ALEMINIMILIMI

Notes Persons other than participants mill be permitted
to dim at your table. Participants only. are_butted to liscuss_topic_9rtuss4ion.

1. Question suggested for the discussion sill be on
your table at the beginning of the session, for
distribution to each participant.

w. it is suggested that you read through all questions
with the participants. Then determine from them if
they approve the questions as a helpful guide in
developing a meaningful discussion. If they do not
approve you will have to agree on ghat questions
viii guide your dircussione. Be sure, in case of
new questions, that the full question is stated on
your report as well as the answer you reach.

9. Use one reporting fora for each question. All
Reports are to be made with pencil.



Thy Conference

ADVANTAGES OF THE CONFERENCE METHOD

The conference is a form of discussion based upon a problem experienced
first-nand by all the participants. A solution developed by the conference
method should encourage experienced supervisors and workers to think
about their problems, to state the facts about them clearly, and finally to
decide what should be done about them. By the end of the conference,
members should have reacted an agreement as to the best solution to their
problem.

Properly used, the conference method has many advantages. The con-
ference members can speak freely and can feel that they are giving valuable
information to the group. The instructor is a guide, not a bczs, and the
trainingbecomes informal and democratic in nature. Under these favorable
circumstances, the participants learn to analyze jobs and situations, to use
good judgment, and to cooperate with others in pooling experience and in
reaching a conclusion. The conference method is a democratic way of in-
structing the group members to think efficiently and to work together har-
moniously.

WIEN TO USE A CONFERENCE

The conference method is suitable for well-defined situations in many
fields of work. To make sure that it is planned appropriately, check the
situations with these tests:

1. The participants should have experienced the same problem or pro-
blems, and

2. Some of them, at least, snould have tried to solve the problem.

Reproduced by' the U. I. DEPAIMUDIT cc =Aunt, IDUCATION, AND WINAPARS.Office of Diusatims, with the permission of Tire University of Texas.
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THE CONFERENCE Continued

7?

Unless these two -nditions are met, the conference may result in time-wasting chatter. Re _ember that a conference draws upon the experienceof the members for its material. A group of foremen or supervisors will
profit greatly through pooling their knowledge about the problems of the shopor plant. Without such experience; the members would have little to con-tribute, and they would likely be disinterested. Do not use the conference
method when the follbwing situations exist:

1. The participants are inexperienced.
2. New information is to be introduced and presented.

Conducting a conference for a group of inexperienced participants in anew or strange field or area may be quite useless. It may result in thepooled ignorance of the group.

HOW TO USE A CONFERENCE

In this, as in all other training situations, the preparation of the leader
before the session is very important. Even though the participants providemost of the information, the leader must know the problems that will prob-ably be brought up, the questions to be used, and the points that will need
to be emphasized. It is also important that the leader arrange for the com-
fortable seating of the participants around a table in a quiet and well-lighted
room,

The leader must exert control of the meeting without seeming to domi-
nate. This means control so that conclusions reached represent the thinking
of the group. It is not the leader's right to control the decisions of the group.
His job is to encourage the broadest participation in oz,iel to get a pooling
of ideas and a mutual exchange of experiences.

HOW TO CONCLUDE A CONFERENCE

Finally, a conference, like any other discussion, must be completed by
asummary. The lead .,sr may ask the participants to suggest summary state-
ments or concluding points of agreement. While listening, the fader will
sense when these suggestions have the approve. of the group. Then, he
should write them on the blackboard. In this way, the leader emphasizes
both the cooperative nature of the conference and the points that have been
made. The next steps for the group and its members should be clearly
spelled out by the leader.

t.
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SUGGESTED TOPICS FOR CONFERENCE LEADERS

1. Public Relations in Trade and Industrial Education

2. Program Evaluation under the Vocational Education Act of 1963

3. Teacher Problems Requiring Supervisory Assistance

4. Effective Supervisory Meetings

5. Human Relations in Supervision

6. Teacher Training Needs Under the New Act

7. Advisory Committees

8. Effective Day to Day Supervision

9. Area Vocational-Technical Schools

10. Curriculum Laboratories

11. Professional Associations

12. Program Standards

13. Teacher Training for Extension Teachers

14. Program Effectiveness through Coordination

15. Relating Trade and Industrial Education to other Vocational Services

16. Self-Evaluation and Improvement

17. Establishing and Maintaining the Necessary Contacts with Managemen t and Labor

18. Improving the Vocational Education Image

19. Securing Needed Facilities and Equipment

20. Developing Leadership Qualities

21. Accentuating the Dignity of Work

22. Recruiting New Staff Members

23. Working Effectively with Disadvantaged Groups

24. Overcoming Objections or Hindrances to Effective Trade anC Industrial Programs

V-+"}. $ w,414.

U. of Md. LDS-6
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SUGGESTED TOPICS Continued 79

25. Vocational-Industrial Clubs

26. New and Emerging Occupational Areas

27. Meeting the Challenge of Dropouts

28. A Statewide Program of Research

29. Working with the Bureau of Educational Assistance in the Selection,
Placement, and Follow-up of Students

30. "In-School" Occupational Guidance Programs

31. "Out of School" Youth Occupational Guidance Programs

32. Establishing Standards for Special "Short-term" Pre-employment Courses

33. Special Needs of Youth

34. Becoming Prepared to Meet Changing Conditions

35. Apprenticeship

36. Financing Trade and Industrial Programs

37. Justifying Vocational Education Expenditures

38. Curriculum and Course of Study Development

39. National Needs as Seen by State People

40. Applying Trade and Industrial Techniques to Other Service Areas
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JOB BRZAKDOWN SIMIET

3011 OPERATION

IMPORTANT STEPS IN THE OPERATIO

Stop: A logical segment of the job when
something happens to ADVANCE
the work.

(WHAT DOES THE WORKER DO 7)

Key Point: The KEY to doing the job
correctl , effici-
ejty, or accurately.

(WHAT MUST THE WORKER KNOW
TO DO THIS JOB?)

THIS JOB BREAKDOWN WAS MADE BY DATE

U. of Md. LDS - 7
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Wiff - do we do it?

ma is its purpose?

WM g should it be done (location)?

IMP .. should it be dcase (timing)?

WM .. should do it?

Rai .. shaald it be done?

=CR - is the better?

inalrse

Calculate

Clarify

Classify

Can Pare

Construct

Contrast

Criticise

Describe

Develop

Estimate

Evaluate

plain
Figure

Give

Give the Ammer

NNE W somincie wens

81

Righ-light

Indicate

Justify

List

List in Order

Make

Outline

Point Out

Select

Show the Relationship

Sketch

Tell

Trace

Work it

Write in flectaance

U. of Md. LDS-8
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Leader

-___-.....

Training Check Sheet

14

w

14

l'31
PEI

0

?
el
4

4
,

itil

0

1.

ININOMM.

allgotive Mow clearly was the obje-Aive stated?)

2. bac (Did the topic to be covered arouse interest?)

3. Atmo2Aesejltattimm (Was there a spirit of
friendliness, enthusiasm, and controlled good humor?)

4. Cases and Example( (Were the points of discussion
illustrated by cases and examples?)

5.
.._....

Use of Questions (Did the leader use questions that
stimulate responses and discussion? Did he start them
with Why, What, Where, When, Who, and How ?)

6. Distribution of Questions (Were questions well dis-
tributed so as to drew out the bashful?)

7. Statements by the Leader (Did the leader refrain
from posing as an authority ?)

8. uEgimjElajftempai (Did the leader rephrase
responses in brief and simple language?)

9. stmiaaaliku2k12Ek (How vell did the discussion
itiViiiiiffiiksAPWO)

1.0. Group Control Mei the leader curb private talking,
discussions on the side, interruptions?)

Ll. Coverage (How much progress did the group make?
Did. they move along quickly from point to point?)

12. rimming Conclusions (Did the leader summarize and
review items at the conclusion?)

13. Reaction of Group

14. ir233SeakiDotheuGro (Did the leader
look at and speak directly to group?)

15. Voice (Were tone and pitch of leader's voice
pleasing?)

Use back of sheet for comments.

U. of MU, LDS-9
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Conference Leader's Plan

TOPIC:

OBJECTIVE(S):

INTRODUCTION (TELL US AND SELL US):

1:-.4 4 ''o. '^2i;

83
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CONFERENCE LEADER'S PLAN Continued
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CHART I

CHART II
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CONFERENCE LEADER'S PLAN Continued

CHART HI

SUMMARY OR CONCLUSION
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Subject: SEVERAL INDIRECT TEACHING METHODS

Aim: To present to you briefly the settings and possible uses of some
variations of the Discussion Method. These variations are given
the nano--The Conference, The Panel Discussion, and The Symposium.

THE CONFERENCE

The conference is a "round-table" technique-prepared addresses are
outof-order. It is designed to draw out, to evaluate, and to integrate.
The conference leader is a traffic officer of ideas.

The steps involved in a conference procedure:

1. Assembling of experience from the group.
2. Selection of such experience data or fact as function

directly on the problem.
3. Evaluation of pertinent data or experience.
4. Conclusion or decision as to the best procedure.

The physical setting usually
consists of a suitable room with
a leader's table, blackboard, and
the conference members seated
about a U-shaped table.

When the conference is in
action, case studies, or charting,
is often used. Charting consists
of placing a heading on the black-
board and listing the reactions
of the members of the group to
that heading. An important fea-
ture of conference leading is not
to put the headings on the board
until needed. Questioning is
usually "overhead." Samples of
chart headings follow:

H

H

N

Easels

rrL

14 14 14 14 14

N

N

N

Difficulty or Problem Cause Remedy

What is Wtong?
Ni=11111...e..a.

Who Is to Diane? What Can Be Done About It?
vOMMIS.a., limi=.1..11.1111111Mtmon

Reproduced by the U. S. DEPARTMENT OF HEALTH, EDUCATION, AND WELFARE, Office
of Education, with the permission of The University of Texas

U. of Md. LDS-I3



INDIRECT TEACHING METHODS Continued

THE PANEL DISCUSSION

For use in large groups. The discussion ledarshie is in the hands of
the "panel," usually a group of some four to eight.

M M L M 14

ris- 714

Audience

THE SYMPOSIUM

The usual panel procedure:

1. Questions by leader to members of
panel, who answer.

2. Discussion between members, or
between members and leader.

3. Later, at the end of the panel's
discussion, the audience gets to ask
questions of leader or members.

For use in large groups. Members usually make speeches directly to

the audience. Often speakers follow in order, after being started by leader.

At completion of speeches, audience asks questions of individual members,

The symposium tends to make a teaching situation more personal than lecture

alone.

By way of summary, it will be noted that these three methods are best

used in the order that they have been presented as the group grows increas-

ingly larger. For instance, the conference is best used with groups of

similar interests and responsibilities consisting of some eight to sixteen

members. Fewer members than eight or more members than sixteen present

some additional problems for the conference leader. The panel discussion

may be used with groups ranging up to around two hundred or more, while the

symposium is used with groups too large to be taught by any other method.
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LEADERSRIP DEVELOPMENT SEMINAR

RECORDER'S OFFICIAL REPORT

Conference Number
Recorder's Name

TOPIC

Outline Form

I. Main Points

A. Sub-points

1. Discussion

'crt7. 4.7

Date Dme
PAISIONIIIWANIS.3111.11AIWIM
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PROBLEM

LEADERSHIP DEVELO r24 T SEMINAR

NEED HELP WITH A PROBLEM?

-Which Questions Need Answers - Now?

Let The Conference Members Help You With Your Problem -
They May Come Up With a Solution!

89

QUESTION NO. 1 IMM "111

Which conference group should answer this for you?

QUESTION NO. 2

410

a
111111111

Which conference group should answer this for you?

NOTE: Enclose This Sheet With YourAgistration Form.

,-.4 4 ' 4,41`

U. of Md. LDS - le
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DISCUSSION 66

;:-

Premise
Premise of Discussion 66 - Discussion 66 is based on the assumption that any
leader who desires to use a discussion technique desires it in order that all
the group's valuable ideas may be brought out.

Procedure
Procedure of Discussion 66
A. Speaker or Panel of Speakers have just concluded
B. Audience divided as it is into groups of 6

1. 3 in front row and 3 back of them in 2nd row make up committee of 6
2. Get acquainted----------------------(IS TO CONSUME 2 MINUTES)

a. Introduce themselves
b. Shake hands
c. Elect a chairman - leads

.d. Elect a secretary - spokesman - reports
C. Every person in audience may suggest a question for speaker or

speakers to answer without suggestion or prompting from anyone
-------(IS TO CONSUME 2 MINUTES)

Secretary - Spokesman records all questions suggested

Committee as a whole decides which one of the questions submitted is
most valuable or important and is to be answered by the speaker or
speakers------------------------ ------------(IS TO CONSUME 2 MINUTES)
Meeting lhairman calls on as many secretary-spokesmen as possible to
announce questions to be asked.

D
E

F.

11IISPNOMONIIIIMCAMiOOMONNIO

Comparison of 66 and Old Discussion Method
"Phillips 66" Old biscussion Methods

A. Provides time so all may participate A. Controlled by ninority
B. Specific questions carefully and fully

prepared
B. Questions not carefully

thought out
C. Thinking of each small group released

for benefit of all
C. Small number of individuals'

thinking revealed

Other Uses of Discussion 66
A. To make public many facts known only to a few members of.a group
B. To provoke audience questions
C. To evaluate an experience shared by the group
D. To make nominations
E To achieve other purposes dependent upon a quick canvass of the

thinking of the group

Discussion 66 Developed by J. Donald Phillips, Director of Adult Education
Michigan State College, East Lansing, Michigan

U. of Md. LDS-19
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ROLE PLAYING FOR TEACHERS

Role playing can be used to dramatize-a simple situation in which two
or more people take an active part. The situation should be one in which
the group has had experience or one which the group might be expected to
eneaunt&T in the tomoA4Ato futurAk.

Essentials of a Role Playing Situation

Leader selects the situation.
Lagar defines the characters.
Situation should involve two or more people with different

ideas.

Dialogue should be spontaneous.
Parts are not memorized.

Participants and avdience should examine the varying points
of view.

Reaction of characters should be thoroughly analyzed.
Individuals may:

Play roles depicting themselves
Take a familiar role
Undertake an unfamiliar role

Ways to Set Up a Role Playing Situation

Select a problem or situation.
Establish details of the case.
Define the roles.
Establish goals of those participating.
Clarify the goal of those observing.
Role play the situation.

Discuss in detail the situation and the reaction of the group.

Select a Problem or Situation

Make sure the group recognizes the problem.
Determine the extent to which the group is concerned with

the problem.

Determine whether or not the group feels something can be
done about it.

Find out to what extent the group feels something can
or should be done about the problem.

Establish Details of the Case

Permit total group to help set up the situation.
Make problem as realistic as possible to them.
Bring in the group as early as possible.

Define the Roles

Assist active participants in understanding the stivation.
Reip them recognise their specific role.
Involve the group in orienting the cast.
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ROLE PLAYING .Continued

Establish Goals of Those Not Participating

The leader should discuss with the observers their goal.
Leader should suggest that the group watch what unfolds

as case progresses.

Leader should ask group to watch reaction of the role
players.

Leader should tell group their part in the actual situation
if they are to be drawn into active participation.

Get the

Leader should introduce the situation and the skit.
Leader should introduce participants and define their

role.

Leader should keep the role playing situation on the track.
Leader "cuts" action while interest is still high.
Leader controls the situation to avoid embarrassment on

the part of the participants and observers.

4.,Nx.6,44Ead i ,ira..taglikw,*ei 4,



THE SHADCW PANEL*

The shadow panel is utilized to secure maximum audience participation.
The procedure used is the reverse of that normally associated with the panel.
Instead of the usual procedure of the audience directing questions to the
panel, in the shadow panel method, each member of the panel, in turn, directs
a question to the audience.

The question put out in overhead fashion should draw out several points
of discussion. In addition, the panel member or the moderator may follow-up
the overhead or general question with one or more specific questions to narrow,
clarify, or draw out details from an audience participant.

How Many Panel Members?

Tree or four panel members and a moderator should be a sufficient
number to create an interesting discussion Ind keep things moving. The
moderator must create a permissive atmosphere wherein the audience partici-
pants feel free to discuss the various "angles" of the topic under considera-
tion. He should not "expert" the subject nor should the panel members create
the.impression that they have "the answers." The panel members should be
astute enough to secure through questioning the kind of answers or the quality
of discussion that has given the group the opportunity to think through the
points under consideration.

How Many Questions?

Each panel member should have prepared and carefully considered at
least one broad overhead question. If discussion is lively, he may not need
to utilize the three or four specific questions prepared to follow up on
the broad opening question. The moderator should watch the timing and pass
along to the other panel members the opportunity to raise their overhead
questions so as to provide balanced discussion. Failure to watch timing on
the part of the moderator can result in a long discussion period on one topic
and insufficient discussion time on another.

Role of tie Panel Members

Each panel member has in mind a thought-provoking question which he
introduces after the panel moderator has oriented the audience briefly.
The panel member listens carefully and watches audience reaction. He may
urge several participants to talk before he makes an observation or raises
another question. Whatever he does, it will be in the interest of good
discussion and clear thinking. If the panel has agreed in advance, the
moderator may carry the ball in the stimulation of discussion after the panel
member has raised the initial question. However, this is a detail that can
be agreed upon prior to opening the discussion. In any event, the panel members
should not let audience members trap them into answering or "experting" the

* Prepared by Earl M. Bowler, Assistant Director, Trade and Industrial
Education Branch, Division of Vocational and Technical Education,
U. S. Office of Education, Washington, D. C.

U. of Md. - LDS - 21



SHADOW PANEL Continued

question or problem the panel itself has raised,

Role of the Moderator

The moderator should have met with the panel prior to the actual dis-
cussion period. Each person should know his or her responsibility. A few
appropriate remarks on the part of the moderator should create a feeling of
desire to participate in open discussion on the part of the group.

The moderator then calls on a panel member by name and suggests that
he raise the question, pose the problem or cite the case he has in mind.
While the panel member is speaking, the moderator should survey the audience
for evidence of interest so as to quickly get a reaction from the group. He
will want to draw in others as time goes along. New speakers should be en-
couraged to get into the discussion rather than to let the "windy" ones
monopolize the time.

There exists the danger that the moderator will "lose" himself in the
discussion and give a speech. This is fatal. The moderator can always go

back to the panel member if he needs help in keeping the discussion moving.
His job is to keep order, maintain "oaiance,ge,: participation, keep communi-
cation channels open, work the issues, smooth ruffled feelings, strive for
distribution of participation, keep time, and keep the ball rolling on the
subject.

A good summary by the moderator should close off the discussion at
the end of the allotted time. The moderator should have met with his panel
and should know the questions that will be asked. His remarks to the audience
can pave the way to new points for discussion if he is an alert, experienced
moderator.



COMPETENCIES OF A VOCATIONAL EDUCATION SUPERVISOR

95

Successful job performance is dependent upon an understanding of job
requirements. Periodic personal evaluation for the purpose of redirecting
emphasis on activity that may have been neglected or overworked is important
to excellent supervision. A device helpful in evaluating the role of the su-
pervisor in improving instruction is a list of supervisor comnetencies.

COMPETENCIES RELATING THE IMPROVEMENT OF INSTRUCTION

1. To organize, select, and evaluate instructional materials,
devices, and aids,

2. To voice valid opinions in the selection of instructors.

3. To thoroughly orient and induct newly selected instructors.

4. To skillfully demonstrate the teaching process.

5. To adequately evaluate instruction.

6. To keep instruction up to a standard in keeping with recognized
needs.

7. To bring about excellence in classroom, laboratory, or
shop organization and management.

8. To conduct challenging teachers meetings.

9. To effectively communicate with individuals and groups,

10. To successfully practice human relations.

11. To reliably appraise vocational training programs.

12. To effectively plan activities for optimum results.

13. To skillfully train instructors or to intelligently
participate in teacher training activity,

COMPETENCIES RELATING TO PROGRAM ADMINISTRATION

1. To organize and promote the total program of vocational
education.

2. To make satisfactory tontacta and maintain cooperative
relationships with business, industry, labor, government,
finance, education, and the like.

3. To acquire the necessary program facilities, including
buildings, equipment, and supplies.

U. of Md. - LDS - 22
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COMPETENCIES Of A VOC. ED. SUPERVISOR Continued

4. To provide direction to a program that may have many facets.

5. To maintain satisfactory working relationships with other
educational departments at the local, count?", area, State,
'and/or National level.

6. To handle financial problems including budgets,.buildings,
payrolls, bond issues, and the like.

7. To promote and maintain good human relations and excellent
public relations.

8. To recruit, select, appoint, assign, orient, educate,
and evaluate instructors and other staff members.

9. To carry on an effective communications program.
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CASE STUDIES APPROACH TO LEADERSHIP

Case studies are important devices in the training and development of leaders.
When used for this purpose, case studies tend to take the training of leaders
out of the category of the theoretical and bring it to a practical level. Pri-
marily, factual material is used and this gives the leader an opportunity to work
with materials closely alliad the Job situation.

There are a number of sources of case studies. Most commonly involved are the
following: actual experiences, observed situations, hearsay, recorded materials,
hypothetical situations, and factual materials.

Case studies create considerable interest on the part of those involved in training.
The participants find the experiences of others satisfying and this makes the out-
comes seem more practical. Case studies are popular with groups because:

There is opportunity to cite examples helpful to others

The opportunity to corroborate evidence is important to
the trainee

The substantiating of opinions comes to the fore in.case
study situations

The opportunity to set up and analyze problems has value
to the participants

There is a broadening of experience that comes to the group
as a result of studying details of the case

The material with which the group is working tends to
lend interest to the undertaking

Case studies may be large and involved or they may be simple situations. It is
well to begin with simple situations and to be sure that there is careful analysis
of the facts involved. The case study should provide an opportunity for the group
to carefully list the facts and see the relationship of one fact to another before
attempting solutions. While case studies may be utilized to dramatize a principle,
this, however, is more particularly the function of role playing. In selecting a
case study, you should consider whether this case study could be used in a meeting
without some of the group feeling that the finger was pointing directly at them.

Group leaders should find the following suggestions helpful in handling discussion
of case studies. In addition, discussion questions should be prepared to assist
in starting groups to work and analyzing and seeking solutions to the problems.
It is not intended that the questions should limit the range of discussion. How-
ever, leaders will want to guard against being led down the path of side issues
not germane to the challenge offered by the topic and discussed in the case study.

U. of Md. LDS-23



CASE STUDIES APPROACH Continued

Suggestions for group leader:

1. Read the case carefully before the discussion period to become familiar
with the principal situation or problem involved.

Prepare any additional background information clarify the case.
Feel free to use notes.

3. If you so decide, give the case to the group in advance of the discussion
meeting, in order that members may have an opportunity to become familiar with it.

4. Introduce the topic. Use an approach appropriate for the selected method of
discussion.

5. Set the stage for discussion; encourage the group to freely express ideas,
to ask questions. to make comments.

6. Read the case to the group. You may think it important to re-read part of
the case, or stop long enough to have a clarifying discussion of a certain
section before completing the entire reading.

7. Stimulate and guide group discussion.

A. Identify the principal problems in the case.

B. Establish objective(s)

C. List the significant facts in the case.

.1. Actions and conditions contributing to the principal problem
`2. Rules and customs applying
3. Feelings and opinions.of persons involved

D. Weigh and decide

1. Fit the facts together
2. Consider their bearings on each other
3. Propose several possible actions
44. Check practices and policies
5. Consider the action in light of the objectives and the

effect on those involved

E. Take or get action

1. Develop a plan
41 Procedures
b. Persons to be consulted
c. Persons to be responsible
d. Timing of action

F. Check Results

1. Follow-up
a. Tieng

2. Evaluate effect of action
b. Frequency



THE BUZZ SESSION

The buzz session is a device for involving every member of a large audience
directly in the discussion process. The audience is divided into small groups
(5 to 7 members) for a limited time (5 to 7 minutes) for discussion to which
each member contributes his ideas.
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The Buzz Session May Be Used,:

1. To develop questions for a speaker or panel.
2. To discover areas in which the group would like more information or

further study - especially usefUl for institutes or conventions.
3. To discover areas of special interest for future programs.
4. To evaluate a meeting, institute or convention in terms of its value to

the participants.

Advantages:
1. Provides a source of fresh ideas of real interest to the group.
2. When used in planning, it promotes individual identification with the

program and its goals.
3. It gives everyone a chance to participate without having to get up in

front of the full meeting.

Limitations:
1. The amount of individual participation is restricted.
2. Contributions of the several groups may be contradictory*or difficult

to combine.

Stage
Audience

Ocx 10110 )141 40cx

me me Yet . um
.xxx MIK mil xxx )0IN. xxx 1010

0 = Group leaders
r2 = Recorders

Movable chairs facilitate quick
organization of buzz groups. In

an auditorium with fixed seats, the
first three in the front row turn and
face the three sitting behind them in
the second row. The next three face
those behind them, etc.

Cards and pencils should be distri-
buted quickly while or before the
groups form

Procedure:

The chairman must assign limited and specific objectives to the buzz groups.
Directions must be clear and explicit. If the audience is unfamiliar with the
method, a demonstration group may be formed. Each group should designate a leader
and a recorder quickly. The leader sees that every member has his say. The re-
corder makes a written record of each contribution on the card provided. Oral
repor ting of group findings by the leader is preferred. In very large meetings,
the buzz session may be used by providing for a second round of buz2 sessions of
the leaders of the original groups.
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LEADERSHIP DEVELOPMENT SEMINAR
Vocational-Technical Education

Discussion Leader or Chairman

1. Makes sure that everyone in the group knows one another.
2. Gets the group started promptly, budgets the time available

and adjourns the section on time.
3. Makes certain that responsibility for recording is established.
4. Sets the pattern for free participation of all members of the group.
5. Helps the group reach agreement on the questions to be considered.
6. Keep .discussion on the subject by asking clarifying questions,

relating the discussion to the topics being considered, and asking
next-step questions.

7. Provides the opportunity for everyone to participate and is careful
to avoid domination by one of a few of the more vocal members.

8. Calls upon the recorder when necessary to state what seems to him to
be a consensus.

9.. Obtains approval of the group for the final statements to be reported.
10. Remembers that he is not a teacher or speaker but a &Attu

for group thinking.

The Recorder:

1. Feels free to participate as a member of the group.
2. Takes notes of points made in each phase of the discussion which will

be useful in making a statement of the consensus of the group.
3. Records, on reporting forms provided, the exact statement agreed

upon by the group for each question. If a minority view is
expressed it should be noted that it is a minority view.

4. Makes certain that all information asked for on the form is provided.

,,.
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TEAM TEACHING
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References: The School Review, LU, No. 3 pp. 303-313

Team,Teaching at Bloom Township

11.41191..lool. A report fran the Center for Cooperative Study of
Instruction, University of Chicago

Excerpts from the above:

Purposes of team teaching

A. To capitalize on teacher competency and experience

B. To stimulate under achievers and give them an opportunity to perform

C. To meet individual needs and individual differences through regrouping

of personnel

D. To avail students of teacher resources outside the team

E. To offer flexibility and motivation by both students and teachers

F. Objectives

1. To utilize small groups for interaction between student and students,

and between students and teachers

2. To encourage creative and critical thinking
.t,

3. To provide varying points of view upon a major movement in American

life

4. To correlate two subjects

U. of Mo. LDS-27
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PROGRAMED TEACHING

What is Programmed Learning?

Programmed learning is a way of learning and a way of presenting

materials to be learned. It is essentially self-instructual and there-

fore permits each learner to work at his own pace. It may or may not make

use of a teaching machine.

IMPLICATIONS FOR STUDIES IN PROGRAMMED TEACHING

1. What areas of subject matter can be effectively taught by self-

instructional programs?

2. Might self-instructional programs be combined with other methods of

1
teaching?

1 Used by permission. Agricultural and Ho.' Economics Extension Service,

-.The Pennsylv ania State University, The Evaluator, Number 19, June 1963
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PROGRAMMED INSTRUCTION TODAY AND TOMORROW

By

Wilbur Schramm
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"Programmed instruction is, in the best sense of the word a truly

revolutionary device, but it is revolutionary not so much in itself, as in

its ability to interact with certain other developments in education.

In programmed instruction the program is the important thing and usually

contains:

a. an ordered sequence of stimulus items

b. to each of which a student responds in some specified way

c his responses being reinforced by immediate knowledge of results

J. so that he moves by small steps

e. therefore making few errors and practicing mostly correct responses

f. from what he knows, by a process of successively closer appro-

approximation toward what he is supposed to learn from the program."

"Through wise use of programmed instruction the administration can pro-

vide for many difficulties presented by the ungraded school and the dual

progress plan. Selection of excellent programs may administer the "coup de

grace" to the old dragon of progress-by-yearly-lockstep in the closed class-

room",

Much research remains to be done in this field.

From "Programmed Instruction" by Wilbur Schramm, Director of the *Institute
for Communication Research, Stanford University

References: Programmed Learning, a bibliography of Programs and Presentation
Device
Carl H. Hendershot, Delta College, University Center, Michigan
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IThe speaker should be briefed on the technique and made aware of the discussion pattern. The
vaned briefing by the general chairman should alert the speaker that there is no need for a re-,

buttel to team reactions. After all reports are made by the trim chairmen, the speaker may be

called upon to clarify items for the group.
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THE LISTENING TEAM TECHNIQUE

The listening team technique is used to focus attention of small groups or teams on a specific

question while listening to a presentation. It usually produces lively and enthusiastic audierk,

-..4."-""".4e".4 The technique gives di...0-4-4^m to 14°*°"411g$ stimulates and innroaaaa

amount and quality of discussion. Members of the team react and discuss phases of the presentat-
with other team members and arrive at a consensus which is later reported to the entire group.

In an audience of 100 persons or more, two or more teams may be listening and reacting to the
speakers presentation utilizing the same question. Usually, five or six different questions car
raised that are sufficiently diverse in nature to create genuine interest on the part of the pal

-cipants.

I HOW IT WORKS

Several teams are organized by a designated leader

a. Members should get acquainted

b. A question is assigned each team

c. A chairman should be elected

d. A recorder is designated to take notes and report to the audience.

e. Every member should understand the question.

II. The speaker makes a presentation

a. Members of the teams listen carefully relating what is said to the question

assigned their team.

b. Notes should be taken by team members to assist in discussion following the

presentation.

III. The teams listen, discuss and report

a. Following the presentation, the teams discuss the presentation.

b. Observations appropriate to the question should be recorded.

c. The recorder reports the reactions of his team to the audience when called upon.
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LISTENING TEAM Continued
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Typical listening team questions--

A question that stimulates thinking and reaction is given each listening team. Some
typical questions include the following:

a. Which suggestions presented by the speaker seem most practical for use
in your work?

b. How can the ideas or concepts presented by the speaker be put to work
by Vocational Educators.

c. What are the major barriers that would have to be overcome before the ideas
presented could be used in your program?

d. Which ideas seemed least practical for use in vocational education?

e. What things not said, should have been given greater attention by the speaker?

f. What did the speaker say that does not "check" with your experience or your views?

meeting chairman or designated leader must organize the listening teams before the speaker
les his presentation. This will take 10 or 15 minutes. The teams should be permitted to raise
stions about their assignment or the organization prior to the speaker's presentation.

vf ul briefing on the part of the chairman should prepare the speaker for the discussion and
revniting that follows his speech. He should recognize the fact that no rebuttal is necessary I

Us part. Should a clarification statement on the part of the speaker be requested, he should
encouraged to make some objective observations.

j
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QUESTIONING TECHNIQUE

INTRODUCTION

I. The conference leader's primary job is to promote discussion. Since this
is done particularly through questioning members of the group, the leader
should know how to ask questions that will bring results.

2. There is more than a little to the art of asking questions, particularly
leading questions, and considerable practice is required of every person
who hopes to stimulate constructive group thinking. No less important is
the use of questions which will keep the discussion on the right track.

3. Questions which may be answered "Yes" or "No" have very little use in
discussion excepting when they are used in a rhetorical sense for em-
phasis, rather than expecting an answer.

4. The simplest suggestion to leaders as to how questions for conference work
should be phrased is conveyed by a paragraph from Kip ling's "The Elephant
Child":

I keep six honest serving men
(They taught me all I know)

Their names are WHAT and WHY and WHEN
And HOW and WHERE and WHO

GENERAL TYPES OF QUESTIONS

I. Direct questions

a. Addressed to a definite person
b. A means of getting a man to express himself

2. Overhead questions

a. Addressed to entire group
b. To promote thinking, to start discussion and to bring out different

opinions
c. Response may come from anyone

3. Rhetorical questions

a. Addressed to entire group
b. To promote thinking--to set a general theme
c. No response is to be expected from the group in the form of a verbal

answer

KINp:LCHQUESTIONS

1. Ask for a definition

a. "Who can define 'coordinations?*
b. "Define a 'conference'."



QUESTIONING TECHNIQUE

2. Ask for an experience

a. "What experience have you had along this line?"
b. "Can you give me an experience showing how you have handled this

kind of complaint?"

3. Ask for an opinion

a. "What do you think of that statement, Jim?"
b. "What do you think is the right way to handle such a situation?"

4. Ask for information

a. "How many complaints have you had in your departments?"
b. "How many accidents were there during the year in our plant?"

5. Ask for an estimate

a. "How many incidents like that do you think we have each year?"
b. "What percentage of rejects do you think we have each day?"

6. Ask a leading question
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a. "Would you discharge a man whom you caught smoking in a prohibited area,
if it was his first offense?"

b. "Wouldn't it be better to get the best decision we can, rather than to keep
discussing it?"

7. Test a man's knowledge

a. "What is our company's policy in respect to a complaint which a worker
wants to carry over the head of his supervisor?"

b. "How many hours of related instruction is required each year for the
apprentices in your department?"

8. Ask a provocative question

a. "Is the way to get resultsto drive your men hard?"
b. "You are accused of 'passing the buck.--what would you do?"

9. Ask a controversial question

a. "Do you think that leadership is a quality that is born in a man?"
b. "What do you think of the use of frequent praise as an incentive for

securing cooperation and loyalty from your men? "

10. Ask for a definite commitment

a. "What is ityes or no?"
b. "How many favor our decision? "
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QUESTIONING TECHNIQUE

SUGGESTIONS FOR CONSTRUCTING UESTIONS

1. All questions should require thought to be fully and properly answered. This
rules out most questions which may be answered "yes" or "no"

2. Questions should be brief and easily understood.

3. Questions should be related directly to the topic under consideration and
should cover a single point.

4. Questions should stimulate the thinking of the entire group.

5. Ask the question, and if direct call on the person to answer.

6. Keep the vocabulary within the urriergtandino of the group,

7. Get the question properly stated and then give it that way.

8. Avoid questions that encourage guesswork.

9. Not all questions are followed by a question mark

a. EXPLAIN how you start a new man on the Job
b. JUSTIFY ycur discharge of Bill Jones yesterday
c. DEFINE morale
d. DESCRIBE how you teach an apprentice to use the sensitive drill

on his first Job
e. CLASSIFY the following list of accidents
f. SUMMARIZE the discussion of the topic used this morning
g. ILLUSTRATE your point with a specific case

10. Make free use of these six words:

a. WHAT are some of the qualities that a good "on-the-Job" instructor
must possess?

b. WHERE does tho responsibility rest for quality?
c. HOW can quality be maintained by each man?
d. WHY are employees tardy?
e, WHO is responsible for the training of new employees?
f. WHEN should a supervisor plan the work of his department?

11. Arrange questions in a natural order so that the resulting answers lead to
a logical conclusion.

12. Avoid asking direct questions in any set order among members of the group.



CONFERENCE TOOLS

INTRODUCTION
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1. Just as certain tools are required by the skilled mechanic for jobs in the
plant, so are special methods and devices required or used by the con-
ference leader to pnrniiratjai rjrNntr^1, clarify and summarize the discussion.

2. The skilled conference leader must depend upon his ability to reach out and
select one or more of the conference devices which seem appropriate to deal
with a specific problem or situation to the best advantage.

3. A few of the more important devices include

a. Questions
b. Case studies
c. Demonstrations
d. Evidence, experts and witnesses
e. Charts or blackboard
f. Text material
g. Slide films and motion pictures

USE OF QUESTIONS*

1. To call attention to a point that has not been considered: "Has anyone
thought about this phase of the problem?"

2. To question the ,strength of an argument: "What reasons do we have for
accepting this argument?"

3. To get back to causes: "Why do you suppose Doakes takes this position?"

4. To question the source of information or argument: "Who gathered these
statistics that you spoke of?" "Who is Mr. Gish whose opinion has been
quoted?" "Do you know that as a fact, or is it your opinion?"

5. To moot that the discussion is wandering from the point: "Can someone
tell me what bearing this has on our problem?" "Your point is an interesting
one, but can't we get back to our subject?"

6. To suggest that no new information is being added: "Can anyone add any-
thing to the information already given on this point?"

7. To ggl attention to the difficulty or complexity of the problem; "Aren't we
we beginning to understand why our legislators haven't solved this problem?"

8. To register steps,of agreement (or disagreement): "Am I correct in assuming
that we all agree (or disagree) on this point?"

* Extracted from Auer and Ewbank's, HANDBOOJC FOR DISCUSSION LEADERS, Harper
and Brothers, New Yorkft__
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9. To handle the iinagem, cure-all member: "But would your Plan work in all
cases? Who has an idea on that?" "Hadn't we better reserve judgment
until we all know more about this problem?"

D. To draw the timid but informed member into the discussion: "William, here,
lived for quite a while in Italy. Suppose we ask him whether he ever
saw. . . ?"

11. To handle a auestion the leader can't answer: "I don't know. Who does?"

12. To help the member who has difficulty expressing himself: "I wonder if what
you're saying is this. ?" "Doesn't what you've siad tie in with our subject
something like this. .? "

13. To ,encourage, further auestions frisLivil comment: "That's a good question.
I'm glad you raised it. Anyone have an answer?"

14, To break up a heated m.....nent: "I think we all know how Jones and Smith
feel about this. Now who else would like to get in on it?"

15. To bring the Generalizing speaker down ut/Loarlu "Can you give us a specific'
example on that point? " "Your general idea is good, but I wonder if we
can't make it more concrete. Does any know of a case. "

16. To suggest the value of popuzsomise: "Do you suppose the best course of action
lies somewhere between these two points of view?"

us4 OF CASE STUDIES

1, What is a "case study?"

a. An experience, or an event or a situation which describes pertinent
details bearing on the problem being discussed

b. Some types of case studies
(1) An actual experience
(2) An observed event
(3) Heresay
(4) From reading
(5) An imaginary case

2. What are some of the purposes for using cue studies?

a. To serve as factual material
b. To serve as examples
c. To sustain evidences or substantiate opinions
cl. To set up problems or situations for analysis
e. To broaden experiences of group
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USE OF LEMONSTRATIONS

1. What is a demonstration?

a. The physical evidence to verify a conclusion
b. Evidence supported by all the senses and faculties
c. Seeing it, hearing it, touching it, doing it

2. What are some of the types of demonstrations?
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a. Physical operation- -such as how to operate a certain machine, like
a drill press, or an adding machine

b. Technique- -such as a supervisor demonstrating how he talks to an
employee who has just "flown off the handle" and quit

c. Materials- -such as an exhibit of a competitor's products
d. Qualities--such as a welded joint tested by some device or expedient

USE OF EVIDENCE, EXPERTS AND WITNESSES

1. Evidence

a. Records of the company--to prove trend of production, over head, labor
turnover, costs, sales, marker opportunities, etc.

b. Statistic s--obtained from reliable sources and shown in relation to their
significance to the group

c. Plant reports -- evidence concerning the number of complaints or grievances,
or their kind, concerning the kind.and number of accidents, etc.

d. Methods studies--report of operations, time and motion studies in written
or film form, etc.

2. Experts and witnesses

a. Supply evidence
b. Sell validity of facts brought out
c. Add interest to the proceedings

USE OF CHARTS AND BLACKBOARD

1. What are the advantages of using charts?

APROPRIPPOPPlionwp.

a. Provides a visual aid
b. Serves to pin down the group
c. Serves as jumping off place for discussion
d. Keeps the discussion on a clear track
e. Provides a summarizing vehicle
f. Stimulates interest
g. Provides a creative satisfaction to the group

.1.111 -.411.....01.1=10.!
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2. Making charts

a. Size--to 'fit size of group
b. Type of paper

(1) White bond papers fag inches wirie
(2) High grade newsprint
(3) Pads of paper, 20 x 26
(4) Light-colored wrapping paper

c. Mounting charts
(1) Affix to wall
(2) Use of chart stands
(3) Use window blinds

d. Marking crayon
(1) Use lumber crayon
(2) Use compressed charcoal
(3) Use colored crayons

3. Hints for chart work

a. Write legibly
b. Express thoughts intelligibly
C. Supply adequate lighting
d. Use short words
e. Use diagrams
f. Plan chart before discussion
g. Keep pace with thinking of group

4. Use of blackboard or charts to record

a. Facts summarized
b. Facts classified and arranged
c. Advantages and disadvantages
d. Generalization or deductions
e. Summaries or conclusions
f. Analysis of causes and effects
g. Contributing factors
h. Conclusions and agreements of group
i. Planned step for attaining objecthe

5. Other hints

a. Don't stand in front of writing
b. Talk while writing
c. Write in straight lines
d. Face group when discussing what has been written
e. While writing, stand sidewise
f. If charts are used, the blackboard should be used only as an accessory

for gathering transient information, which after being summarized on the
chart, is erased from the blackboard



THE PANEL METHOD
By Russell Greenly

The Panel Method of conducting discussion is used for the purpose ofplazwdng, sharing experiences, pooling contributions, clarifying thought in makingdecisions. This brochure offers suggestions for carrying on discussion withinstructors, foremen, supervisors, and executives, when the aim is to clarifythought on some common topic, upon which members of the organization have con-flicting ideas. A short description of each technique in this method is being pre-sented.

1. Need -- Increasing within our civilization is a need for cooperativethinking, planning, and acting. The panel discussions afford opportunity fortraining minor and major executives in cooperative techniques. Moreover, dis-cussion itself is very stimulating to creative thinking, sympathy, and otherdesirable outcomes.

Panel discussions properly guided furnish a form of vital and enjoyable
activity, which should bring about rich education returns for those interested in thetechniques.

2. Description The elements of the panel are four:
a. Chairman
b. A Panel--four to eight persons
c. An audience
d. A topic for discussion

The entire panel group is seated in a semi-circle, facing the audience, andthe chairman is in the center.

No speeches are made but a free-ior-all discussion takes place between themembers of the panel exactly as though no audience were present. The chairmancoordinates and interprets this discussion, attempting to weave the separate strands
and ideas of thought into a complete design in which each finds its place. There
must be no debate, no conflicts. Instead the spirit which dominates the discussionis that any and every view is a contribution and has a place in the completed pattern.
The activity of bringing unity out of the diversity of ideas and viewpoints is the
peculiar function of the chairman; the function of the individual members is to supplycreatively the diversity of ideas and elements. When the general pattern of the dis-cussion is clearly seen, opportunity is given for the entire audience to contribute.

Finally, the chairman summarizes the discussion and indicates the general
benefits accruing from the discussion activities.

3. Chairman -- The most important factor in the success of a panel discussion
is the chairman. He must have hospitality of mind to a very high degree and resource-fulness in selecting, harmonizing, and combining different points of view.
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He must be a good judge of personalities, be a tactful, socially minded, witty
individual with a background of broad culture, to enable him to seize quickly upon
the valuable elements of each offering. He offers very few ideas, himself, confining
his contributions to emphasizing significant elements and to the weaving and organ-
izing process.

In the final summary he has the opportunity to integrate the products of a
discussion into a worthwhile whole.

4. Members -- Panel members should be ready thinkers, fluent speakers
interested in the topic, and representatives of the wide variety of viewpoints and
interests. Above all, they must be cooperative in attitude.

Ordinarily, the selection of the panel will be made by the chairman. In industry
where foreman conference work is being conducted, it might be advisable that the
Superintendent of the Division select the panel and the panel members select the
chairman. After more experience has been gained, the panel might be selected by
the group members themselves.

5. Selection of the Topic -- The topic chosen for selection should be one about
which conflicting or different views are held by members of the panel. It should be
specific in that it deals with a narrow, single thought, but it should be general in
its form of statement.

Illustrations

a. How can workers secure what they want ?
b. How should we reduce wastes?
c. How far can foremen go in allowing the operators to learn

new work habits?
d. What methods are employed in teaching operators on the job?

There should be sufficient preliminary stimulation of experiences or thought
to insure an adequate supply of ideas in the audience and panel.

as.

Panel discussions might well be considered the second step in conference
procedure, where a new subject is being brought into industry and certain individuals
have been asked to prepare themselves by reading related literature upon the subject
under discussion.

Another method of stimulating thinking is to have groups visit an industrial
organization for the purpose of having a discussion about the value they derived
from such an experience.

6. rreparation of the Panel -- Ordinarily, the first step in the discussion is a
preparatory meeting of the chairman and panel, in order that the chairman may become
acquainted with the panel, may acquaint the members with each other, and may make
them familiar with the conditions of the discussion.
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The chairman asks each member of the panel to give a brief biographical
account of himself and of his interest in the topic. Almost any subject will do asa basis for comment. The purpose is to have the panel members become accustomedto informal discussion under the direction of a chairman.

The chairman should emphasize the fact that no member of the panel is tostand or to make a speech. The panel member must think creatively and contributeas he sees best.

He should emphasize, also, 'both the undesirability of opposition to another'scontribution and the need to entertain any thought or viewpoint, however irrelevantit may at first appear.

He should also emphasize the importance of each individual's contributingwith perfect freedom every aspect of his own personal thinking and viewpoint. Heshould makL clear that the spirit of friendship and good will should be consciouslyand systematically maintained without in any way limiting freedom of thought andexpression.

Where panels have been developed, within industry, and members of thepanel have become fairly well know to one another, there is no need for a pre-liminary meeting. The first few times the directions may need to be repeated to thepanel and audience together, but as soon as the members attending such panelmeetings know the technique, the discussion can go forward without preparation.

7. Preparation of the Audience -- The second step is the explanation tothe audience of the method of conducting a discussion. This explanation shouldrepeat the instructions to the panel and make it clear that the panel is serving asthe mouthpiece of the group, because an informal discussion is too cumbersomein a large audience.

The audience is asked to listen only 'until the general pattern of ideas isestablished, and the promise should be made that ultimately the discussion willbe thrown open for all.

The chairman should stand while making this explanation and shouldemphasize the fact that speeches are "taboo." He should conclude by clearlystating the problem for discussion and then sit down and begin the discussion.
8. Discussion -- The third step is to call upon some panel member forhis expression of opinion on the selected topic. The chairman should listenthoughtfully to the ideas expressed, mentally selecting the essential elementsof the contribution, restating them in slightly different words and asking someother panel member what he thinks about the matter. In this way the discussioncontinues.

9. Duties of the Chairman -- The chairman's specific duties are:

a. To stimulate contributions.
b. Torepeatorreformulate contributions a sufficient number ^ times

to give the audience and panel time to consider for themselves
the point or points made.
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c. To supply illustrations when a panel member states a principle
or to generalize when a panel member gives specific illustrations.
This also provides time and opportunity for understanding.

d. To give recognition, by name, systematically but subtly, for each
contribution made.

e. To emphasize aspects of contributions significant for the pattern
or design which develops, the chairman may guide by asking
questions and by emphasizing the statement dominating, or direct
the discussion to a specific and predetermined outcome.

f. To interpret the inter-relations of diverse contributions both to
each other and to the general pattern.

g. To summarize and to integrate from time to time and at the close of
the discussion.

h. To decide'when the contributions of the panel have been sufficiently
brought out to include the audience in the discussion.

10. Conflicts -- One peculiar and important function of the chairman is to pre-
vent emotional clashes and tensions. The best means of doing this is the interjection
of humorous or whimsical comments immediately following the slightest indication of
opposition or tension. The interruption gives time for the members involved to regain
rational control,and the laughs that follow humorous comments ordinarly aid relaxation.

On the other hand, the chairman must exhibit the utmost tolerance for conflicting
ideas and have a genuine interest in each point of view presented. Members should
be encouraged to contribute conflicting points of view, but not to assume an antagon-
istic or argumentative attitude.

11. Co_ntrol -- Another important factor is the control of obstreperous indi-
viduals, who destroy the conditions under which the discussion is being conducted,
and egotistically and aggressively insist on making speeches. Here again, humor-
ous interpretations and the passing of a question to a panel member are effective
means.

12. Outcome -- In general, the chairman is to build bridges from mind to
mind, out of aggressive, creative, automatic thinking; to manufacture by emphasis
and redirection a rich, comprehensive and consistent view of the whole topic, with
each element in its proper place and relationship. Sometimes, it is sufficient if
supposed views and reasons are brought to light and arranged in position. It is not
essential to success, in this type of discussion, that a decision be reached. The
goal is the clarification of thought.

13. Chairman's Pre parations -- The chairman in preparing for his task needs
to canvass as completely as possible all sides and viewpoints that he made and to.
plan how he will utilize it in the de.velopment of his final design.

He must have a plan and a goal, yet he must not dominate nor control but
accept what comes. He may, however, stimulate the expression of the ideas he
desires by shunting questions to individual members of the panel whose viewpoints
are likely to lead them to respond as desired.
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A successful preparation insures that no surprises will come out during the
discussion, and no serious deficiencies at the end of the discussion. The chairman,
however, needs to exercise great restraint not to force the discussion along the lines
of his own thinking.

Die Renerts -- Tn most instances it in desirable to have a stenographer
strategically located in the audience, who will record the high points of the dis-
cussion. A verbatim report is then possible and each member attending the dis-
cussion might be furnished with mimeographed copies at a future date.

This eliminates the necessity for any member of the audience to take notes at
any points in which he might be interested, and he is able to concentrate his entire
attention upon the topic being carried on by the members of the panel.
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GROUP DYNAMICS BRAINSTORMING, AND OTHER LEADERSHIP TOOLS

Role Playing 41.1

Burl R. Slim :111100r

The role playing technique was explained and a team was selected from among the
conferees to put on a demonstration.

Role of Superintendent - (Techniques Used)

Let individual talk
Gave cooling off period
Promised answer
Went to correct person
Friendly atmosphere

Additional Techniques that Could Have Been Used

Might have built plumbers background
A complement on something else may have helped

How Did John Function When He Reported Back?

1. Didn't pass buck
2. Had an answer
3. Tried to set stage

Case Studies

Uses problem solving approach
Differs from role playing in that the person presenting cast presents an actual case

in which he was involved
Case was presented
Problem solving technique was used
1. Get the facts
2. Weigh and decide
3. Take action
4. Check results

Brainstorming_

A person can be trained in creative thinking.
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GROUP DYNAMICS Continued

ooks by John Clark and Alex Osborne were mentioned

Creative thinking is important to education.

Steps in Creative Power- -- Orientation--

Orientation Divide into sub problems
Preparation Laws of assocition (Aristotle)
Analysis Similarity
Ideation Continuity
Incubation Contrast
Synthesis Blocks to being creative
Evaluation Ignorance

Attitude

Basic ways to be creative

Make a check list
Set qualities for yourself
Set a deadline
Make a date with yourself

Question, association, observe, predict
Questioning is an act and is learned by exercising it

1st of killer phrases discussed - Green Sheet

Four Rules - Yellow Sheet
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Reprint from GROUP DYNAMICS

"Printer's Ink", December 2, 1955
Charles H Clark, Assistant to the Manager of Training
methyl Corporation

Continued

KILLER PHRASES

This list was developed at a "Brainstorming Workshop"
for the National Society of Sales Training Executives.
If you don't want good ideas to curl up and die, put
these killer phrases on your black list -- and keep them there!

Note: How many times have you heard these phrases?

It's not in the budget
Who thought of that?
I can't give you the money to go ahead
We're not ready for it
Everybody does it this way
Not timely
Too hard to administer
It's not progressive
Too theoretical
roduction won't accept it
?ersonnel aren't ready for this
Won't work in my territory
Customers won't stand for it
The new men won't understand
The old men won't use it
Doesn't conform to our policy
We don't have the manpower
Takes too much time (work)
Don't move too fast
Has anyone else ever tried it?
We have too many projects now
Let's make a market research test first
Here we go again
Let's form a committee
Won't work in our territory
What do they do in our competitor's plant?

Where does the money come from?
Costs too much
Too (or too small) for us
We tried that before
Too academic
It's a gimmick
Not profitable
You'll never sell that to managemei't
Stretches imagination too much
They'll think we're long-haired
Engineering can't do it
Why something new now? Our sales are still t

going up
Let's wait and see
Too much trouble to get started
Too hard to sell
It's never been done before -- why stick our

necks out?
We don't want to do this now
Factory can't follow up
Not enough background
The union will scream
That's too ivory tower
Let's put it in writing
I don't see the connection
What you are really saying is
Let's sleep on it
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GROUP DYNAMICS : Continued

OSBORN RULES FOR BRAINSTORM SESSIONS

Criticism is ruled out:

121.

Allowing yourself to be critical at the same time you are being creative is like trying
to get hot and cold water from one faucet at the same time. Ideas aren't hot enough;
criticism isn't cold enough. Results are tepid. Criticism is reserved for a later
"screening" session.

The wilder the ideas, the better:

Even offbeat, impractical suggestions may "trigger" in other panel members practical
suggestions which might not otherwise occur to them.

3. Quantity is wanted:

The greater the number of ideas, the greater likelihood of winners.

Combination and improvement are sought:

Improvements by others on an idea give better ideas. Combining ideas leads to more and
better ideas.
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APPENDIX B

TASK FORCE ASSIGNMENTS
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THE TASK FORCE ASSIGNMENT TEci.....ma

The task force assignment technique is an important leadership development
device. It provides the opportunity for individuals to reveal and demonstrate
leadership ability.

Essentials of a Task Force

Essentials in utilizing the task force idea include:

A main group which meets as a unit for briefing before the
task is assigned. It will meet a second time to hear the final
report of the several committees.

Two or more sub-groups which have been given assignments of
equal complexity. These sub-groups will work independently
of each other to introduce the spirit of competition and rivalry.

Several committees formed within the sub-groups to handle
specific phases of the assignment and to make oral reports
before the main group.

A briefing session of the main group for a general presenta-
tion and discussion of the overall plan of operation. During
this briefing session announcement is made of the final meeting
when the reports of the two or more sub-groups will be given.

An assignment for each sub-group which should provoke thinking,
involve research, and otherwise challenge the committees within
the sub-groups to work together as a team. The assignment should
be in broad and general terms, and should require a considerable
amount of outside preparation. It should also stimulate indivi-
dual initiative in preparing the oral report, the written report,
and the supporting graphic materials.

.

A situation which requires telling, researching, reading, dis-
cussing, evaluating, thinking, planning, and working together
to find a solution or series of solutions.

A resource person (or several resource persons) who assists the
group in starting on the project, filling in any gaps in the
assignment, clarifying major points, and helping the group to
clearly understand the situation.

U. of Md. LDS-25
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TASK FORCE ASSIGNMENT TECHNIQUE

Continued

Once the task has been assigned, the resource person func-
tions as a consultant, not as a leader of the group. Because
the primary purpose of the task force assignment is to discover
and activate leaders within the group, the resource person
must not shape the group's thinking, but should be available
to help the group begin work on a solution to the situation as
expeditiously as possible.

A rehearsal for those who are going to make the oral presenta-
tion to the total group. The resource person should work
closely with the participants at this point to smooth out any
rough spots in the presentation. Graphic aids should be utilized
for maximum visualization, of the material presented.

Timing should be carefully controlled so that the entire task
force report can be presented. Insofar as possible, role
playing should be utilized by the task force groups when making
their final presentation. Audience participation may also be
requested in the final report session.

Working on their own, under the leadership of key individuals elected to these
leadership positions, the sub-groups prepare a presentation to be given to the
total group. The presentation should include rtilizdtion of many leadership
techniques such as role playing, group discussions, panels, explan atioz,
illustration, and demonstration.

Copied by permission of the U. S. Department of Health, Education, and Welfare
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For Discussion Purposes Only

U.S. DEPARTMENT OF
HEALTH, EDUCATION, AND WELFARE

Office of Education
Bureau of Adult and Vocational Educatioi

Division of Vocational and Technical Education
Washington, D.C.

TASK FORCE OBJECTIVES

To provide a situation and a setting in which the leadership potential
of the group may be demonstrated.

To make it possible for individuals within each of two sub- groups to
demonstrate cc abilit in lannin or 'nisi and iesentin an oral
report, to the entire conference group.

To provide the opportunity for each group amsoare a brief. care-
fully developed written report to accompany the oral presentation.

To encourage individuals, committees, and subgroup members o utklise
...........utheinudgmmulualluggjae discussed and demonstrated throughout the
conference.

to
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TASK FORCE ASSIGNMENT

resource material for this assignment is contained in the Iowa Project Plan of Activities for 196

n approaching your assignment the following factors should be considered:

1. Certain necessary facts may be missing. Tt will therefore,

be necessary for you to make assumptions in certain cases to
achieve the required results. If assumptions are made, they
should be carefully stated in order that the results shown in
the completed report will have some valid basis in the con-

clusions reached.

2. An oral report is to be prepared for presentation to the group
as scheduled. This report, supported by necessary graphic
materials: should be prepared for presentation to an official

group such as the State Board for Vocational Education, for the

purpose of "selling" a satisfactory vocation,1 education program.

3. A duplicated report is to be prepared by the task force group.
Supplementary aids such as charts and pass-out materials to be

used as part of the presentation should be included. This final

report is to be prepared in professional style and duplicated

for distribution to the entire group.

Future refarences to TF 1 refer to the Iowa Project Plan

of Activities for 1966, too lengthy to include in this Seminar report.

Interested persons may secure copies from the Division of Vocational

_Edycation, U. S. Office of Education.

U. of Ed. LDS-30
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For Discussion Purposes Only

U.S. DEPARTMENT 07
HEALTH, EDUCATION, AND WELFARE .

Office of Education
Bureau of Adult and Vocational Education

Division of Vocational and Technical Education
Washington, D.C. 20202

LEADERSHIP DEVELOPNINT CONFERENCE

mask Force Ass moment Group A

Indica= the State's plan to extend and improve the vocational-
technical education program during the year ndicati where the
mphasis is to be placed and justifying such emplasis. Use the
Iowa State Plan of Projected Program Activities (111) for back-
ground information. If problems arise in committee meetings as
work on the assignment progresses, refer to handout sheets-T7-2,
and T7 for suggestions. Ask yout consultant for_' assistance if
the need arises.

Anisnment.

1. Describe the State's itjuLfor thl d lo mant and coaptruc-
tion of area vocational education yahoo s by:

a. Number and types of schools (in terms of section 8 (2)
of the Vocational Education Act of 1963)

b. Educational level of program to be offered

c. Occupational fields to be provided for

d. Location and area (school district(s), county(ies),
Statewide, to be served by the school

e. Relate this.to Item 3, Part A (See TF'l, P 20)

129

,02

2. Describe the itate's program priorities to expand vocational and
t".....sbichnicalatiothchooludt for the current year.
(Refer to manpower needs and employment opportunities in Item 1,

Part A, TF1).

a. New teaching personnel requirements

b. New or additional occupational fields to be provided for
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Assignment A continued

c. Plans for replacement or purchase of new equipment

d.. Plans for improving facilities

3. Describe the State's program priorities to expand vocational

and techt4ca1 educjamasassionljailLARgial needs, for the

current year. (Refer and relate projections to manpower needs

and employment opportunities in Item 1, Part A, 771)

a. New teaching personnel requirements

b. New or additional occupational fields to be provided for

c. Plans for replacement or purchase of new equipment

d. Plans for improving facilities

4. Describe the State's program priorities fur expand ,vocational,

decisakiileandtjastkji.2481notlortih9hool students, for the

current year. (Relate projections to manpower needs and

employment opportunities in Item 1, Part A, T71)

a. New teaching personnel requirements

b. New or additional occupational fields to be provided for

c. Plans for replacement or purchase of new equipment

d. Plans for improving facilities
a
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For Discussion Purposes Only

U.S DEPARTMENT OF
HEALTH, EDUCATION, AND WELFARE

Office of Education
Bureau' of Adult and Vocational Education

Division of Vocational and Technical Education
Washington, D.C. 20202

LEADERSHIP DEVELOPMENT CONFERENCE

Task Force Assionmegt Group B.

Indicate the State's plan Lsdius......Wtondrove
righstalaggelopsenror during- the year, Andicatins where the
emehalisis to be placed and iustifyintsuch metal. Use the
Iowa State Plan of Projected Program Activities TF1 for back.
ground information. If problem arise in committee meetings as
the work on the assignment progresses, refer to handout sheets
TF2, and TF3 for suggestions. Ask your consultant for assist.
ance if the need arises.

A10111MIW

1. Describe the State's nEMEWLJUM21eaLlmitilogAtemist.
aummem.of

a. Administration and supervision (State and local)

b. Teacher training

c. Vocational guidance (State' and local)

d. Curriculum development

e. Research, experimental, and developmental programs

f. Evaluation (State and local)

2. Describe the State's program priorities to expand vocational,
nd tee education or e .1th s seta ed for the

current year. (Refer relate projections to manpower needs
and employment opportunities in Item 1, Part A, 111)

a. New teaching personnel retirements

131
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Assignment. 13 continued

t

b. New or additional occupational fields to be provided for

e. Plans for repiacement"or purchase of new equipment

d. Plans for.improving facilities

3. Describe the State's program priorities to expand vocational and
technica education for post h sh scbooi students for the current

.

year. (Relate projections to Item 1, !act A, 7T1)

a. New teaching personnel requirements

b. New or additional occupational fields to be provided for

c. Plans for replacement or purchase of new eqUipment

d. Plans for improving facilities

4. Describe the State's program priorities to expand Issitisak,
technical education for persons who Wpm alret,dy.entared the
labor mark 21; (Refer to manpower needs and employment oppor
tunities in Item 1, Part A, Mal)

a. New teaching personnel requirements

b. New or additional occupational fields to be provided for

c. Plans for replacement or purchase of new equipment

d. Plans for improving facilities

4.



TF-11..0
For Discussion Purposes 3nly

U.S. DEPARTMENT OFmum EDUCATION, AND WELFARE

Office of Education
.

Bureau of Adult and Vocational Education
Division of Vocational and Technical Education

Washington, D.C. 20202

LEADERSHIP DEVELOPMENT CONFERENCE

Task Force Assignment, Group C

Indicate the State's plan to extenCjamL41523131snaligatittichnical
education program during the year lalicatina where the emphasis iii
....pustiiibelacedarl such embuis. Use the Iowa State Plan of
Projected Program Activities TF4 for background information. If prcb-
lems arise in committee meetings as the work on the assignment progresses,
refer to handout sheets TF -2 and T1-3 for suggestions. -Ask your nonsul-
tent for assistance if the need crises..

Assignment,

1. Describe the State's plan for surveying need, establishing
priority, and the plan of implementation for Laggingind
modern grogram of vocationaltechnicaldeuessionja_achellth
,occupations including:

a. The nature of the survey

b. Definition of the needed. program (types and levels)

c. The order or sequence in which needed programs will be
initiated

d. Row other services can assist with the program

e. A program of evaluation and modification or adjustment
to meet the needs of expanding health programs

2. Describe the State's program priorities to .expand vocational and
education for for the current-year.

(Relate projections to manpower needs and employment opportunities
in Item 1, Part A, TF-1)

a. New teaching personnel requirements

133
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A3811311111ent C continued

b. New or additional occupational fields to he prciiided for

c.. Plane for replacement or purchase of new equipment

d. Plans for improving facilities

3. Describe.the State's current year plans for strengthening teacher
education programs. Specifically, give detailed information

covering the following:

a. What will be done to assist home economics teachers who
now prepare girls to enter mpinful employment?

b. Row will distributive education teachers and administra
tors be assisted in setting up Egesacin
programs?

c. What teacher training courses or programs will be
established for office occupations teachers?

d. Devise a plan to provide teacher education courses for
evenin extension teachers in the trade and technical

nc ng t ose teach relate instruction

courses for apprentices.

4. Describe the State's program priorities to expand the vocational.

technical education ro ram for arsons who hav a

the labor market. (Refer to manpower needs and employment oppor

tunities in Item 1, Part A, TP.l)

a. New teaching personnel requirements

b. New or additional occupational fields for which provision

should be made.

c. Plans for replacement or purchase of new equipment

d. Plans for improving facilities

n.

iS
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TIP6

For Discussion Purposes Only

U.S. DEPAITMENI OF
BEALTS, EDUCATION, AID WELFARE

Office of Education
Sureau of Adult and Vocational Education

Division of Vocational and Technical Education
Washington, D.C. 20202

NATIONAL LEADERSSIP DEV aiansittr cotimuniCE

?co meted Program /.1111tz,

1. The State's plan to extend and improve the vocational education
program during the year will include emphasis on the following
items:

.a. Sew teaching personnel requirements.

Teachers of vocational agriculture is Iowa viii enter
the area of offedarm occupations during this year.
The high school distributiu education program will
require three new feacherecoordinstors for newly.
created positions opening in the 196546 school year.
There will be the need for 35 so teacher- coordinators.

b. Sew or additional occupational fields to be provided
for.

New cooperative programs in trade and industrial educa-
tion will cower approximately 20 occupations, in
addition to auto mechanics and machinist trades.

(The above statements are very brief examples of the kinds of projections
to be developed by the group. Expanded projectione should be included
in the writton report. Tables and charts say be prepared for use in
giving the oral report, and where appropriate, say be included in the
written report as well.)
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IF esource Perscin: Discussion Leader:

1. Did you understand clearly the objectives for this session?
Were they adequately realised?

If not, which fell short?

110111111=~=01.1ai. J.MMIMIslcs

Aolommonsomeomrsmanownow INNuaridUMmalcuumrs, 4111Ma..11

-0111111.

2. Did you think the resource person's training, experience and personal qualifica-
tions equipped him to do an able job as keynoter on this topic?

3. Was the topic adequately illustrated:
From the leader's own experience?
From skilfully chosen source materials? 41.

4. Did you consider the -resource person helpful: in his relationship to the smaller
discussion group?

MINIMINNIMIIIM.MCA1111111MIIMMINNIMION

Did fate discussion contribute to your understanding of the topic chosen for this
session?

6. What is your reaction to the methods and materials used by the group leader?

Please comment:

7. Did you change, conirsys, or strengthen any previous
session? Please comment: miliww

0r ; -N; em e

4111...uimWisimassomMEIMIN,

1NY ,./ Nanommullo

res ult of this
amMINIMOsb.

8. Did this session. prompt you to think in terms of putting a new idea or plan
into practice "back home "? Please comment:

41111M11111

loorvaamemomorimmIlmasser. 4IyamssimaissosemosaissessegssmammummoA

U. of Md. LDS-15
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LEADERSHIP tlEVELOPMENT SEMINAR

CINFERENCE EVALUATION
First Week

We are interested in getting your reactions, comments, constructive
criticism, and suggestions regarding specific phases of the Coufereate. You
need not identify yourself, unless you wish tc do so. No attempt will be

made to identify your paper, so feel free to express your opinions with com-

plete frankness.

Please react to every item on the evaluation form. Draw a circle

around the X that most nearly expresses your reaction. You are urged to

comment wherever you wish to further clarify your point of view.

1. To what degree did you understand the objectives of the
conference and those of the various sessions?

Very
Clearly

Comment:

Reasonably
Clearly Well

Not Very
Well

Not
at all

2. In what measure were the stated objectives accomplished?

Fairly

Fully Adequately Well Inadequately
Not

at all

Comment:

3. What is your reaction to the advanced planning and preparation

for the Conference?

Very Very

Well Done Well done Adequate Inadequate Inadequate

''X""'"'='"--"""e".'"w"."
Aliftwilmommi4LMMIMMm.....4171

Comment:

4. As a result of participation in the conference, my concepts of

what a leader in the areas of teacher training and curriculum,

development in trade and industrial education should know and

be able to do have been

Greatly
Clarified

Comment:

Improved

=1111rruMED.

Slightly
Modified Unchanged Confused

011311, alwarlifelOOM

U. of Md. - LDS -
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A. S. DEPARTMENT OF
. Mau, EDWATION, AND WELFARE

Office of Education
Division of Vocational ItameAtiaft

Washington 23,' D. C.

EitIONAL liADER3N/P DEVEWPMFAT CONTERSNCE

POST gpmassas *VALUATION.

Conference Identificaticr

DIRECTIONS: Please indicate your basal about the conference
in 'kicky** just participated. Do not sip this questionnaire.
Draw a circle mond the "Jr that moat nearly empresses bow you
feel.

1. very quite about not very very POT
successful successful average successful oufersnce

2. Conference strong points:

3. Conference austeessese

4. What was most important and useful to you?

S. Briefly comment on for pour reaction.

141
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CONFERENCE EVALUATION Continued

7-

-1 5. To what extent were members given an opportunity to participate
actively in the meetings?

Every Almost no
Opportunity Many Some Few Opportunity

I lE r r r I
E

Comment:

6. In your opinion, were there opportunities for personal
conferences with group leaders and resource persons?

Very Hardly

Numerous Adequate Adequate Sufficient Insufficient

M112g.

Comment:

7. The physical arrangements seemed to be

Perfect Good Adequate Fair Poor

x It x x x

Comment:

8. As to the provisions for getting acquainted and the allotment
of time for fellowship, I feel arrangements were

Very Not quite

Adequate Adequate So-so Adequate Inadequate

ImMENIJCIMINI111111[INIErM=MIMIMMIMII111111; IILIIMP1111=100111111111111LIMIIIIIINli

Comment:

9. Please list changes you feel.yould.improve the conference.
(Touch on such items as: other objectives, different dates,

new topics, specific resource people, variations in conference

leaders and the like.)

10. Additional Comment. (Attach another sheet if more space is

needed.)



Wokikauw..6.1.4e.

143

INVENTOWEVALUATION

Leadership Development Seminar

Instructions: This inventory/evaluation is intended to explore the way you feel
about your own competency and understanding of leadership development: bppcsite
each item, listed be," place a check 0 in the column that most nearly re-
presents your true feeling concerning that item.

Pleaie fill in this inventory/evaluation sheet and return it to the registra-
tion-desk when you case to the conference. Mlle Amortanti

GRIMIL

1. My own present ability as a
leadership development person

2. My own experience with the
leadership development peace's.

3. My understanding of the leadership
development process . .... .

h t sWi
some amount none

4, My skill in the use of the
leadership development process.

5. My interest to help instruct
others in the leadership develop-
ment process.

6. Mf curiosity to find out more
about some of the more obscure
elements of the leadership process.

7. My present intent to use leader-
ship development pry esses in my
everyday work. O .

8. The ability of "educators", in
general, 'to learn and use the
leadership development process .

9. The extent of security I have
in using the leadership develop-
ment process. ..... .

10. The degree to which my interest
in the leadership development
process may help overcome any
insecurity I feel
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1. My own understanding of our heritage
In Vocational-Technical Education ...

2, My understanding of Leadership -
Aft in:strati:we - Supervisory 4.1,011ca-

tions of Vocational-Technical *ductal°
legislation .

3. My understanding of the place of
Vocational-Technical Education in
today's "World of Work te.

4. My understanding of State plans and
programs in Vocational-Technical
Education in my own State .

5. My understanding of counseling and
other supportive services in
Vocational-Technical Education 6

6. My understanding of programs of pre-
and in-service teacher education in
Vocational-Technical Education

7. NV experience IA working with /in
programs of pre-and in-service tezeher
education in the area of Voestionsi-
Technical Idunation . . . . . . . . .

such
fair

,amount some
swell
amount

.

none

i

1'

....

i

8. My understanding of.lresearck.and
experimental irOgrottilik# in

.

progress in Voc.: Taal& oihiutation ...A

9. My experience in mottles with research
and experimental prawns in Voestis
Technical Education . . ..... . .

10. My experience in coordinating Vocation
al-Technical Education program
activities with other agencies .

11. My understanding of the evaluative
process and its relationship to
Vocational-Technical Education . .

12. My skill in evaluating progress in
Vocational-Technical Education . . .

Other Comments :

Signature
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EVALUNZION

Please fill in the following questionnairs.
List your responses in ot'42zorA2.....rrtan
Be brief.

Thank YOU.

I. What has been MOT WOHIIIIHILE to YOU in this seminar? Why?

II. What has been LEAST WORTHWHILE to YOU in this seminar? Why?

In. What SUGGESTIONS do YOU have for the IMPROVEMENT of future seminars?

wmgeRIPIFINIR

OK.

tr
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Estimated Fall Enrollment in Fifth Grade Compared With
High School

958
Graduates

949Sightto
Tears La6 ter: United States,1-5? -6

411110111111111111111k

Dropouts, Fifth
Grade to

Fifth Grade High School High SchoolFall Enrollment School Graduates Graduation
0

1949 2.4

1950 2.5

1951 2.7

1952 2.9

1953 3.0

1954 2.9

1.955 2.9

1/1956 3.3

1957 3.8

1958 3.7

1956 -5? 1.4 1.0

1957-58 1.5 1.0

1958-59 1.6 1.1

1959-60 109 1.0

1960-61 2.0 1.0

1961-62 1.9 1.0

1962-63 2.0 09

1963-64 2.3 1.0

1964-65 2.? 1.1

1965-66 2.7 1.0

AIMIMMIIW' 41111ENINI,

Es Includes publics and non-public schools in the 50 States and D. C.
tURCEs U. S. Department of Health, Diucation, and Welfare, Office of

Education.
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r.d

Vtsational inrollmout and Percentages

iSchool

30% Second- 40% Second-
ary Enroll- ary Enroll-

Secondary Actual sent in sent in

50% Second-
ary Enroll-
ment in

1966

11967

1968

1969

1970

11,618,000 2,612,09
(22.5001

12,000,000 3,250,00n/

12,800,000

12,800,000

13,200,000

13,500,000

1t4 los

3,840,000

3,840,000

3,960,000

4,050,000

I I 0'

5,120,000

50120,000

5,280,000

5,400,000

6,4000000

6,400,000

6,600,000

6,750,000

0

4/ Prom preliminary tables to be included in
Dtatiftios,'OE-10030 - 1966 Edition, Offic12491.121W"2"121111euo

Iv' Estimated from preliminary reports

141/ The enrollments in day school secondary programs inslude the totals of

1
1,234,388 in 1965, and an estimated 1,280,000 in 1966, in Rome Economics.

Vocational Enrollments and Percentages by Occupational

Agriculture

Distribution and Marketing

Health

Home Economics
Gainful Employment

Office

Technical

504,795

76,286

8,744

2,234,788)
14,169)

497,954

23,675

19.3

2.9

0.3

47.9

19.1

0.9

Totals 2e6 2.98
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Firstrime Fall Degree-Credit Enrollment in £11 Institutions
of Higher Education, United States and Outlying Areas, 1957-1974

Pali

1957aw.'

1958
1/

19591/

1960'
I/

1961
1/

1962
1/

/1963

1964
i/

First -Timo

No. of
Pour-Year
Degrees

ed

729,725 1960-61 365,337

781,075 1961-62 382,822

826,969 1962.43 410,421

929,823 1963-64 460,467

1,026,087

1,038,620

1,055,146

1,234,806

Projected 2/

`1965 1,456,000

1966 1,441,000

1967 1,451,000

1968 1,482,000

1969 1,540,000

1970 1,627,000

1971 1,713,000

1972 1,790,000

1973 1,857,000

1974 1,926,000

153

Degrees as a
Percentage of
First-Time
luzumsuv.

50.1

49.0

49.6

49.5

vb.

1/ Sources OE Circulars on Opening Pall Enrollment and Degrees Conferred

V Sources Projections of Eduoational Statistics, Bulletin OW1003065,
p.64
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202.5

202.5

6.0

11.85

17.75

22.5

22.5

30.0))
4

K
0.0)it

yra.
35.0))only
35.0)

0.8
57.15

57.15

'
57.15

57.15

47.8

117.15

205.65

284.65

317.15

317.15

3.3
3.3

11.0

11.0

11.0

79.

118.

183.0

183.0

183.0

47.8

199.85

326.95

478.65
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Comparison of expenditures by Occupational Categories
Fiscal Years 1964 and 1965*

gogusationalCatimoryl :ederal

Fiscal

Agriculture

1 Distribution and
Marketing

Fisheries

Health

Home Economics

Office

1,echnical

d f' udustr

413,719,186

2,580,112

92.867

4,760,405

8,874,010

13,596,803

endlitures
State and

rear 1944

ota

155

Percent
of

Total

$63,755,225

12,302,366

150,099

7,696,333

80,998,222

21,310,109

$77,474,411 . 23.3

14,882,478 465

242,966

12,456,738

89,872,232

34,906,912

0.1

3.7

27.0

10.5

0,68

A

1

Agriculture

Distribution and
Marketing

Fisheries

Health

1 Home Ecofiomics

Office

Technical

Trade ant Inilustiv

yisca). Year 11265

$ 20,286,074

4,581,691

65,102

5,303,875

9,399,132

12,119,738

21,627,377

;35.181453

$ 66,317,083

16,964,842

281,855

14,508,043

83,266,755

41,570,756

42,294,382

11Q5.698.771

86,603,157

21,546,533

346,957

19,811,918

92,665,887

53,690,494

63,921,759

00.880.128

18.1

4.5

0.1

4.1

19.3

11.2

13.3

2pt
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Facility Needs to Accomodate Projected Enrollments

Vocational and Technical Education

Year Enrollment

Enrollment
Increased
WVOA ra.-w
vious Year

New
Work

lavabwaw".
Needed/

Estimated
Costs 1/

1964 4,566,393

1965 5,430,611

1966 5,789,520

1967 6,368,472

1968 7:323,742

1969 8,205,828

1970 9,676,415

Ii

864,218 288,073 $ 532,935:050

358,909 1199636 221,326,600

578,952 1929984 357,020,400

955,270 318,423 589,082,550

882,086 294,029 543,953,650

1,470,587 490,196 906,862,600

000 0 4 2 8 2 666

Totals 9,433,607 3,144,536 *5,817,391,000

1/ Work stations needed are calculated on the basis of each station serv-
ing three different students in classes operated -- one in the morning,
one in the afternoon, and one in the evening.

2/ Estimated costs for facilities are calculated by multiplying the number
of new work stations needed by $1,850. Justification for the cost of
$1,850 per student-work station is indicated as followss

A sampling of 20 contracts for school construction accomplished
in 1965 in several States reveals a median cost of $1,890 per pupil.
Cost data are based on 1965 contract data published in the
New agcords Costs per pupil ranged from a State average of n Te

to $4,300 in Massachusetts. Average costs per square foot ranged
from $11 in Kansas, to $25 in New York City and Hawaii. The norm
was a little better than $20.

Previous projections when correlated with States' reported
"construction indicated average costs of $1,850 per pupil or per
work station, and $20 per square foot. These costs were derived from
an estimated total of $85+ million for constructing 1,978 classrooms, 1

shops, and laboratories.


