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t
’PROFESSIGEAL.LIFE PLANNING: A SELF-DIRECTED, SYSTEMATIC APPROACH

)

» »

I read a’stéry recently about & villager who was picked up by a
drivér and given a 1lift. When asked if he could read the highway sign,-
he seplied, "Yep, I can read some Q{\ffi/)l can read héﬁ;fur; but I

—

can't read ﬂ;re to;" (1)

Vel >

. Professiondl, life often enough resembles the literacx capacity of
the villager just quoted. We know "how fur" we've come. because we can
read that part of our career‘sign, but we don't really know "where to"
we're going. Often enou;h, we become coiplacént or so préssured by'the
"workloa&" that we get stuck in-}outine.and seldom leok to séevthe
direction in whiép wg're headed: We don't even knéw if the direction in
which we're headed is the one we want or woﬁld choose if we stopped to
‘read the sign JWhere to" more‘carefully. N

Professional life planning as defined in this papeg"fefers to

F;Ling a self-directed, systematic Siﬁroach to ;rofeﬁffénalﬁrenewal.
Prof?ssional renewal is not something that hépp;ns automag*gally; it
must be ma@g to happen. Indeed, the tendency among many'grofegsionalg
is to becomevsatiSfied with the status gud, éo arrive at a kind of
self-esteenm without further self-actualization. ' To engage in
professional life planning is to take greater congrol of oné's life.
- Indeed, such engagement means planning one's 1ife so that professional

*
development and direction become moreifocuSsed, like sharpening poor

~ .

vision by means of glasses or a new prescription.

v
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1. Makiﬁg Distinctions ‘ . ' ' -
Before going farther it will perhaps be useful to make some

distinctiens with respect to professional development.

N v
g

Various term8 are used. Among the most popular are.career

. . . f
development, staff development, preservice and inservice education,

@

faculty'deveiopment, human resource develobment. The latter terms speak
+ to university faculty and business personnel respectively. ‘Jyreservice
education precedes professional attivity. Staff development and
iinservice training are generally used inserchangeably. Career
‘develﬁpment comes closest to the meaning of "professional life planning"
slthougﬁ Fhe fdr;ET usually seggests develdpment through counselling or
assistance. ' The term professional life planning is meant qO connope . .

”~

self-directed professional development. . o ey

i -

.

As several of the above-mentioned terms imply, prefessional

development is often an administrative strategy on the part of

employers, educational institutiens or professioval organizations to .

improve their workers, faculty or members. While such bodies provide a

»~’ Pressure or encouragement, professional development is also a personal

matter'an%/requires practical self-direction.
. ¢ \

2. Practical Self-Direction -

2

Practical self-direction appears to be limited, almost by
definition, to personal action, and yet it has value for staff
deévelopment purposes as wekl. While professional life Planning is a

personal matter, it is also a means for staff-development personnel to

2
’

stimulate greater interest in education and training choices. In other
» o :
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" words, while aimed at the individual the exercise may lead to clarity as

to what faculty or staff may desire, or need, in the way of professional~

development. Thus, it serves the indeidual and at the same time may

fostgr staff-development efforts.

+

But what "does profession;T life planning involve? What are the

.

guidelines toward successful professional life planning? Does it. differ

among professionals, for instance' faculty, administrators, tegchers,
Yy v A .
auxiliary staff? | *

“‘Four‘major aEtions‘comprise the essence of professional life

planning; they &are: self‘assessm-ent of professional "strengths, and
» ,

weaknesses, planning professional growth through‘gpal setting{

organizing activities and records in line with goals, and evalgating

v

periodically one's professional situation and goals. On the“&asis of
»

s
7

evaluations, then, new.assessments and new plans are made.
. N * % .

fn .
The self assessment process is a tricky one. For what’ do-we mean

. by strengths and weaknesses. ASTD President Leo Hauser in his "Five
Steps to Success".(?) argues that the real questioﬁ'is not what one

wants (or needsl‘to do betterhbut rather; what does one do well and how '
can that be improved.‘ If you have a "fast ball," he argues, then stick
with it:until'yOu have it'down perfect._ Stick with the good you've got;
in other words. Nevertheless, in many,cases, a weakness can detract or
nar what otherwise would be an unbeatable strength. Learning something
a?out cgmputers, for example, may save a professional time as well as
give a sense of“beiﬁg "in the swim" of contemporary developments. It

may help in particular to widen the‘range of people with whom one can

communicate ,and also, affect tB@ way one may tgink about data.

'

).

’
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“f

‘ requires certgtin re-visioning of oneself and a Shift in attitudes and,

~

The planning process -is often frustrating, even difficult. It @

behaviors--fqpéing one to confront one s self-understanding and assume
aspirétions. gefensive behavior patterns deter growth and change by
bolstering mechanisms that distort reality. - Professional goal setting,
in‘:Pntrast, is'a process that encourages systematic thinking about

one's future and the specific professional purposes.

‘

~

The organizing process demands that one structure reality by

A

developing records and prOJects, priorities an§ activ&ties in such a way - .

’

" - that they grown in meaning and assist in analysis of one s efforts

thereby contributing to decisionmaking in one's professional life. It é"
is a way of'developing activities and records so that they.reflect the

dimensions of one's professional personality and goals. Sometimes such

3

orgarization appears obvious, or is even imposed professionally, but a

review of the structure is always useful. _ N
“ ‘ -

Evaluation too-is demanding. For one thing, it means stopping at

R

, ) .
some cut-off point in order to re-group ideas and analyse attainments.

As with educational evaluation generally, a thorough analysis of goals
attainment may only be part of the picture one wants to capture. Cost

considerations may be a major influence, depending on one's aspirations,

. ¥

as are the rewards that come with the work. Evaluation calls on

\

professionals to assess their performince over time as well as their

learning, achievement and rewards.
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3. Professional Development at Large

.

. Aside from continuing professional education, a ‘number of

. l} .
professional development opportunities are open to the self-direct'ed
o

planner. These opportunities e?e'perhaps obvious, but merit repeating
if‘only‘gg indicate thiy they represent a part of any inclusive

professional life plan. They involve: -

N v

a) joining professional associations . . >
b) attending professional conferences At )
. c) participating in relevant colloquia, seminars, meetings .

d) attending quality workshops to enhance a progessional strength
or strengthen a weakness '
e) integrating professional information into one's life-- .
through reading professional journals and newsletters,
listening to cassette tapes related to career intgrests, etc.
» > ‘

'Part of taking advantage of continuing professienal opportunities
. . L ‘ . S
is knowing what resources and support services are available, such as

statewide and national clearinghouses,-educational'libraries, referral

ihformation services, etc. Although, when faced with a lack of

'resources, one alternative is to create one's own network of
as ) r

»

professionals--through correspondence and by phone, drawing on

professional associations or personal contact within the fiéﬁd.
” [ { . « g

" Self-Appraisal

"
-

<)

Self-appraisal and planning go hand inlgand. What does one ﬁeed

as a developing professional, as a communicator; an educational
~ ' . . . . ¢ L3
¢
counsellor\ a consultant, instructor, progra developer, adminidtrator?

What questions does one need to ask in any one of these domains and what

v
4
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)
would be the required and present level of development? An é;z;II:htr « -

guide for professionals in th area ‘of university extension has been

written b4 Canadian’ colleague, Wayne LamBie (3). Jghe issue of

competencies needed by Adult Basic Education specialists has been oy
. - o . 3
treated by Donald W. Mocker at the University of Missouri (4). A number
. | "
of general”studies on the subject of adult education competencies
: /

appeared in the late 1970's (5:6,7).

In general, self-appraisal require§2 ‘

-
~
1) constructing a model of required or desired competencies
. "~ 2) assessing one's present level of competence’
3)»identifying strengths and in performance and relating
these to learning opportunities and work organization w
4) consulting with trusted others about one's professional
qualities and learning needs
5) prioritizing strengths and learning needs .
‘ - . ) * . : . . . R T \
.~ 5. Planning \ ' v
. , Planning is a process and not a lis? of "fb&do's;" essentially it
- involves the following: R
7 1) specifying one professional goals and objectives ’ e

2) identifying professional opportunities, reSburc@s and
strategies (of’creating them as need be)
3) setting target dates for accomplishment of objectiVes-j
i.e. professional—involvement,‘continuing-professional-
education, and structural-organization objectivés '
S ‘ %&kspecify evidence of accomplishment in some record, file ¢
or notebook Co ’ , )
5) specify haw valid the evidehce is, i.e. how has it been
vglidated, by whom
6) consult with others about your plan ) '
7) in implementing the plan, keep track of the main goals
8) evaluate accomplishments periodically, at least every six

<7? - months

9) review and set new goals following ever& evaluation' and/or

\ o ‘ self-appraisal @
- / ~ While a written plan is not necessary‘to an organized
, 5 " -
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professional—developmgnt effort, it is always useful as a reference and
guide.” Especially wheﬁ?things aren't going well, it is a reminder of

the big picture. ‘ - ' .
. , ‘s .
— :
6. Organizing - . '
. ; (.
ra ) N - . . AN

’ . i . v
At the core of a systematic,approach to professional planning is °

personal organization. Organizing refers to at least three actions:
N N $ .

. - *
.

¢ / : '
" . Planning, keeping records ard net working. Organizing the plan into main

avenues of action requires a system for directing action into those
N .

- ‘ L . )
avénues. Organizing the process of record keeping requires setting up
. A

. certain habitual procedures for eventual recall, analysis and 'V

¢

14 . -
evaluation. . ~ .

Jl » .
- . .

Different strata of professionals will organize their purposes ‘and
plans in distinct fashion. 1In general, teachers will dire® their ¢

< v

professional development toward learning more about teaching (methods,

techniques, materials), edugational evaluative appraaches'to judging

. ]
programs, new knowledge about adult learning and development.

L

¢ . " “ v
Administrators may want to organize themselves according tW aspects of

" program development, administration,fgvaluation, and specifik activities

of staff. Faculty will want to keep sepaqgte portfolios, files gr boxes
. . ' .

on activities related to teaching, scholarship and professional
N 4 . < : .

services. ) .
h . U N
. ' With respect to record keeping, everyone has sbme sort of system dﬁmf'

N .
N

- 0

o

- (or suffers from its lack). Almost everyone keeps a calendar or - '
& K ‘ ;.
- appointment book with notes on events, people td meet and Epings-to do. v,
v .

N ~

Some keep notebooks of phoﬁe calls received and topics discussed for

’ | 4

o o ‘ 9.
ERIC . | ) 8
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¢
purposes of future reference. Others keep diaries or notebookf\

(learning “logs) of pfé{éssiohal activities and' results.

Organizing also involves éeveloping networks of colleagues for
regular’consultation and e€xchange of ideas and information. Networking
' y - ‘ PN Y ’ a '
is a powerful'means bf keeping professiorals alive to what's happening

.

" v ‘"O R N
in thei:%greas of intédrest 'and for mutual support. Organizing networks
! . . ¥

‘e AR ¥ :

of professional fri??q§ with similar interests may include everything

% LY
.
. \
.
-

from:

N \ ’ X -
1. sched&a@d meetings or phoife calls to speaﬂ about particular
. ~ R .
concerns, . : . .
. : 13 - . . ' ’ .
2. regular letters to a group of professiomals to discuss specific¢
« issues, and,

. } & .

3. engaging in Delphi sessions and other future—castihg‘exerc}ses_

* to explore innovative ideas with colleagues.

ﬁetworking is crucial; for this auéhof'it includes eXchanging dratt

-articles with célIeagues, contacts for critical qomments'on projegt
development, and brainstorming about pranni;g and grogram evaluation.
Finally, a‘group of colleagues is the base for reféfénées when prométion '
. time or job:change opportunities arise.

P ‘

! Another techinique for organizing one's professional development.is

to formulate "applied learning project" (ALP) contracts from time to

timef with oneself, another person or group. On one-page, identify the
, : . N
learning project to be ﬁndertaken and the outcomes desired, specifying

what is to be done and when, who is to be volvgd and how the ALP will

. L 4
: J
y\_mkffgvgéuated. Include ‘starting and completion dates, and then, set up

the project activity. For examples, the activit§ may involve
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+

i

- . "

“ pa}ticipation in certain profeséional seminars or-meeting with

colleagues on a regular basis to discuss specific topics with a specific

objective in mind,

’

-

*

)

1

[}

v
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_7. Evaluating for'Repewal or New Directions = o ' " .
v . ] ] : \s

' ’ L
-, o . . ,
It is most important Tor self-directed professionals to feview .
P . \ . - R

their accemplishments from time to time, to ask such questions as:
: . : - .

. ' .
:yhere~am I now professionally?", "Where do I want to go o 1

professionally?"” and "How can I gét there?" \7:_—//'

~N.7

¢ .

Eyaluating ’a professional life plan should include a review of

one's self (strengths and weaknesses again), the plan and goﬁis g%tained

.

or unattained, the organization o% one's profe'ssional life and what it N
- ¢ . ) 4 .

’ - -
+indicates, and the focus of one's evaluation, i.e. and what one {inds of

E

value (personal achievement, rank, salary, social impact, or @hatever).
. g

Evaluating oneself and one's goals is-more than -a useful exercise. It §
. N 4

is imperative for renewal of spirit within one's profession, for clarity

. -~ . )
of purpose, and for setting new)directions, new goals tha(;complement or
. L3 N

o N
- ‘

alter one's previous arjentatidh.

8. Summary

\ » ‘

v

)
The present paper briefly summarizes the meaning, general

a;;;E€g¥\} and major guidelines for developing a personal program of
v - :

. y R R
self—d}rected professional advancement., While limiting itself to the .

't
professional aspeéts on one's life, it does not megn to suggest that

A >

other, personal goals need not be considered or that they they won't




re,

affect one's professional life. OX the- contrary, a full—fiedged plan
. . . X , Bhae

4

will foresee the neeas oné has in.otﬁer aspec;é of living aﬁdV‘. 9
. - ‘ . r " B

appreciaté, indeed, how these contribute t? successfui professional life

plannning. ° | . ‘ . o S “
\- A systematic approach to one[érprofeSSional'growfh is first and

_foremost a question of willingness to grow and readiness to become

: \ . - ’ : '
involved._ It requires fhg effort to égsess oneself, to plan, to

organize and to evaluate one's professional life in such a way that

» )

,qonfinual renewal, growth and change become natu%al aspects of one's

‘ . / o L owoe i
' life in general and o e'sjprofessional stance, . i
.. - n :
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