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One of the facets of Jan Woodhouse’s teaching that caught my attention many years ago was the 

development and distribution of her “Conceptual Framework,” a dynamic, living document that 

varied in size over the years but in its final iteration spanned the full length of nine pages and 

represented the “basic assumptions from which the instructor has constructed [the] learning ex-

perience.”
1
 Designed to be delivered to students as they began their journey in her section(s) of a 

course titled “Education as an Agent for Change” in the Department of Leadership, Educational 

Psychology and Foundations in the College of Education at Northern Illinois University in DeK-

alb, Illinois, it lays out 93 hypotheses, assumptions, premises, caveats, and conclusions repre-

senting “the synthesis of learning from her teachers (defined in the broadest sense) who have 

helped her to make meaning of life experience.”
2
   

The document was and is still notable. It is on the one hand an example of an academic in-

structor’s demonstration of vulnerability and candor during the establishment of relationships 

with her students. It also represents a deliberate effort to demonstrate that the theoretical con-

structs that underscored her sections of the course were a very real framework for living for her, 

in something of the same fashion that Dewey speaks of Democracy needing to be more than an 

abstract concept, but a way of living and thinking,
3
 or perhaps Heidegger speaks of “Being-in-

the-world.”
4
 It would be difficult to overstate the significance of that kind of authenticity within 

a course in a College of Education, where students are often keenly aware of the paradoxical 

and/or hypocritical nature of courses that present theoretical or pedagogical approaches for suc-

cessful classroom teaching that have not been implemented within the structure of the courses 

themselves.   

Naturally across the 93 construct statements contained in the document there are any of a va-

riety of themes that deserve attention and reflection, but a few that stand out for their timeliness 

within higher education include: 

   The exploration of motivation on page 1. Despite having made great strides, higher educa-

tional classrooms continue to lag behind K-12 classrooms as “environments that encourage mu-

tual understanding, acceptance and respect”
5
 nor aspire to the kind of performance DuFour calls 

for when he notes that “The best schools and classrooms foster a sense of community that can 

‘bind students and teachers together in special ways…[that] lift both teachers and students to 

higher levels of self-understanding, commitment, and performance.’”
6
  

   The discussion of “mindset” on pages 1 and 2. Assessment of the dispositions of teacher 

education candidates continues to be an issue of debate across the nation in teacher preparatory 

programs.
7
 Understanding that even the definition of what constitutes someone’s professional 

disposition is a part of the debate, her exploration of mindset serves as a simple reminder that 

encouraging students to be meta-cognitively aware of the manner in which their previous expe-
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riences have acted upon us as “conditioning forces” is a simple but powerful mechanism to em-

ploy throughout a teacher candidate’s program of courses.
8
 

   The cross-disciplinary incorporation of material from organizational theory and the explo-

ration of the “ecology” of teamwork and team-building (#s 59-64 for its most direct appear-

ance).
9
 Her ability to draw from cross-disciplinary literature not only strengthened her creden-

tials in establishing relationships with students from other colleges (the course is a service course 

offered as a general education course to students across the university), it further reinforced her 

commitment to the students’ development of a goal orientation, the development of plans of ac-

tion, and the importance of the development of relationships in the service of desired change.  

She dedicated significant amounts of time outside of the classroom to meeting individually with 

students in an attempt to develop those very relationships, again living her commitments in prac-

tice. 

  The exploration of a “sense of place.”
10

 Connected directly to the conceptual framework 

that ultimately found a place in her dissertation (see the accompanying article in this issue of 

Thresholds for the text of that framework), our discussions over the years of students’ sense of 

place became a central tenet of my own teaching. While always relevant, issues of place appear 

increasingly central to the concerns of NIU and its College of Education, both as an issue of the 

lived experience of its students and the classrooms within which our students are most likely 

preparing to work. 

There are certainly other themes that you find more compelling for your own reasons—her 

exploration of historical powershifts or her exploration of the need and potential for another, for 

example. My exploring them at length would only take up additional space that could otherwise 

be used to allow you to examine the previously unpublished Conceptual Framework and find 

your own points of interest.  I was privileged to have known Jan and honored to have taught with 

her, and I am pleased to present some of her thoughts to you in her own words. 
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Appendix: Jan’s Education as an Agent for Change Course Document 

 

Conceptual Framework 
 This "conceptual framework" reflects the basic assumptions from which the instruc-

tor has constructed this learning experience. These assumptions represent her own 

worldview based on her professional and personal experience. They also represent the 

worldviews of others. This framework is a "work in progress." Where applicable, the 

worldviews that originate from persons other than the instructor are referenced. The 

instructor wishes to note, the "nothing comes from nothing"… and that her worldview 

represents the synthesis of learning from her teachers (defined in the broadest 

sense) who have helped her to make meaning of life experience. 
 

1. There are groundrules that define every social interaction-at home or at work. The more 

clearly understood these groundrules are and agreed upon, the more effective the communica-

tion-and the healthier the relationship. 

2. All behavior is caused. 

3. Most behavior is learned. 

4. Learned behavior can be changed. 

5. You are what you are today because of the thoughts that occupy your mind. What are these 

thoughts? Where are they taking you? And, then, where will you be? 

6. All jobs have responsibility. Some jobs also have power and authority. Some problems are 

caused because we don't have the power and authority to carry out the responsibilities we are 

given. 

7. All people require information, structure, and support to effectively carry out the responsibili-

ties they choose or are assigned. 

8. You can't motivate anyone. They motivate themselves. 

9. All people are motivated to do something. 

10. You can create an environment in which people are motivated to achieve certain goals and to 

behave in certain ways, with their cooperation. 

11. All of us want to be appreciated and respected. 

12. One of the most powerful motivating tools is acknowledgment. 

13. Environments that encourage mutual understanding, acceptance and respect are more moti-

vating for more people more of the time than environments that encourage misunderstanding, 

rejection and disrespect. 

14. The two most motivating forces within the individual are fear (what they don't want) and de-

sire (what they do want). Fear and desire are usually "two sides of the same coin". 

15. "Motivating" people according to what they desire has more long term and positive results 

than "motivating" people through fear. 

16. We are each a product of life-long conditioning. These conditioning forces produce a "mind-

set"-a way we look at self, others, and life. Dr. Morris Massey calls this mindset a “point of 

view.” 

17. Regarding "point of view": Massey stresses: You didn't choose it. You can't lose it. You can 

diffuse it. You can R-1-S-E to a new viewing point. 
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18. Your mindset or point of view will determine the thoughts you have and therefore your deci-

sions and your actions-and ultimately your future. 

19. Rising to a new viewing point will enable you to see the forces acting upon you or the situa-

tion-or on your co-workers or employees-and you will be better able to see the options available 

to you to deal with those forces. 

20. Identifying these forces can enable you to develop a plan to change your viewing point and/or 

the environment. Changing your viewing point and/or the environment will result in different 

behavior from yourself and/or those with whom you work. This is a complex process. 

21. COMPLEX DOES NOT HAVE TO MEAN DIFFICULT. 

22. You are physiologically, biologically, and psychologically designed from birth to deal with 

complex (remember the chair). 

23. Understanding complex processes generally requires teamwork: None of us is as smart as all 

of us. 

24. Most jobs today require teamwork. No longer do most of us work in isolation even though 

that is the way that most of us were taught how to work. No wonder we screw up so much. 

25. We all have different needs-driven behavior (DISC Model). 

26. We all have different values-driven behavior (TICS Model-same reference as above). 

27. Different is different. Same is same. Applying that groundrule will enable you to function 

more effectively as part of a team-however you define that: Families are teams. Classrooms are 

teams. Social groups are a sort of team. 

28. You can learn to recognize needs driven and values driven behavior. Learning this will give 

you tools to function more effectively on a team, create and/or contribute to a healthy, motivating 

environment-and enhance your ability to get what you want out of life in general. 

29. Self-concept is the ''Number 1" most critical variable in determining what you get out of life. 

30. When you decide to start changing things, start with yourself first—your self concept—your 

point of view. Identify the kind of environment you need to operate most effectively. Define the 

information, structure and support that you need to be an "8, 9, or 10" most of the time. Then 

create or find that environment. 

31. To get clear on what you want-the kind of environment you need to function most effectively 

-learn to think in terms of asking for 100%. Also be clear on your "bottom line." Then you have 

lots of room to negotiate. 

32. Most of us do not ask for (or think about) 100% of what we want. We ask for what we think 

we can get or what we think we deserve. 

33. All of the above is part of learning assertive behavior and effective communication—which 

are the basis of responsible management of self and others. Assertive is not aggressive. Submis-

sive behavior may sometimes be less overtly conflictual, but it breeds other problems. Aggres-

sive behavior may get fast results, but it breeds resentment and other problems. 

34. Most of us are doing the best we can. If you need someone to be doing differently, help pro-

vide the information, structure and support they need to change. 

35.  It's OK to ask for help. It's OK to ask questions. In fact, the key to successful problem solv-

ing is knowing what questions to ask-not in having all the answers—because the answers are al-

ways changing. 

36. Answers change with the context. Context is defined by time and place: especially the ecolo-

gy and the culture of the place. 

37. Change is neither good nor bad. It is our perception of how change will affect us that creates 

feelings of security or insecurity (good or bad). Every problem can be viewed as an opportunity 
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for growth. 

38. We are capable of learning and growing throughout life. We need information, structure and 

support to continue to grow in healthy and productive ways. 

39. One of the most dramatic changes that all cultures on the planet are experiencing is a "pow-

ershift" in the way that wealth is created and therefore, the way that all relationships are man-

aged. 

40. There have been two major powershifts previous to this one. 

41. The rise of agriculture was the first turning point in human social development. Before this 

first wave of change, most humans lived in small, often migratory groups and fed themselves by 

farming, fishing, hunting, or herding. At some point, roughly ten thousand years ago, the agricul-

tural revolution began, and it crept slowly across the planet increasing populations, redistributing 

settlement, cultivating land, and creating a new way of life. 

42. The first wave of change had not yet exhausted itself when by the end of the seventeenth 

century, the industrial revolution began to manifest in Europe.This new process-

industrialization-began moving rapidly across nations and continents creating the "smokestack" 

economy. 

43. A third wave of change arrived in the United State during the decade beginning about 1955. 

This high-technology economy has now spread to most other nations. 

44. None of this happened by magic. All these changes are the result of "man's" ability to reason: 

to think and solve problems-to come up with what is considered at the time to be a better way of 

doing things. 

45. Many local and global problems are the result of a collision between the values and needs of 

the high-tech revolution and economies, institutions and mindsets of the second wave.  

46. Other problems have been created because we changed things without realizing the total im-

pact this would have on people, places, and processes. 

47.  Because of the power of information processing systems (fast knowledge), we have the po-

tential, today, to make more responsible changes because we can more accurately predict the im-

pact these changes will have and better prepare people, places, and processes for change. The 

word potential is underlined to emphasize that new technologies create new possibilities, but 

should not be applied without careful examination of their impacts: short term AND long term. 

48. This examination of impacts is important because of the tension between what David Orr 

calls "fast knowledge" and "slow knowledge"-this is similar to the tensions between powershifts 

that Toffler (see footnote on previous page) discusses.  Some problems are better solved by ap-

plying slow knowledge and knowledge of people that inhabit a place. This kind of process is 

critical to responsible change and therefore to cultural and ecological sustainability. 

49. When power shifts (things change) we can feel insecure if we have been conditioned to fear 

change-which really comes back to self concept, which is related to our understanding and expe-

rience with "power". 

50. There are basically three kinds of power: muscle, money, and mind. Increasingly mind-

power or knowledge is becoming the most accepted power base (Adapted from Toffler (1990). 

See reference on preceding page.). 

51. Conventional perceptions of power are based in the idea that power is a matter of quantity. 

However, those who understand the quality of power will gain a strategic edge in managing self 

through change. 

52. "Muscle" or might (physical force) can yield "awesome" results. However, it does have its 

limitations. Violence produces resistance. It only can be used to punish. It is a finite form of 
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power-there is only so much of it; in other words, when you shoot all your bullets, you ain't got 

no more bullets. "Might makes right" is low-quality power. 

53. Money or wealth, by contrast, can be a less oppressive tool of power. It can be used to 

threaten or reward. It is more flexible than force; it can be used in more contexts than might. 

There is still only so much of it-and if you use it, you generally have less. Wealth yields medi-

um-quality power. 

54. The highest-quality power comes from the application of knowledge. It is the most versatile 

form of power. It can be used to punish, reward, persuade, and even transform. It can transform 

enemy into ally. With the right knowledge, we can circumvent nasty situations in the first place, 

so as to avoid wasting muscle or money altogether.  Knowledge can serve to multiply force and 

wealth-and unlike bullets or budgets, knowledge is not finite. It doesn't get "used up." Both of us 

can use the same knowledge either for or against each other-and in that very process, we may 

even produce still more knowledge. 

55. By definition, both force and wealth are the property of the strong and the rich. It is the truly 

revolutionary characteristic of knowledge that the weak and the poor can grasp it as well. 

Knowledge is potentially the most democratic source of power. 

56. You have a job because of what you know and what you can do because of what you know.  

57. Short of a lobotomy, no one can take away what you know (your knowledge). 

58. The development of systems that gather and transfer information and knowledge is redesign-

ing and redefining the workplace, the homeplace, the planet-good or bad, right or wrong. 

59. Greater teamwork and interdependency will be required to use this power to get the work 

done. For example, information gained by the sales and marketing people feed the engineers, 

whose innovations need to be understood by the financial people, whose ability to raise capital 

depends on how well satisfied the customers are, which depends on how well scheduled the 

transportation/delivery systems are, which depends in part on maintenance, which depends on 

employee motivation, which depends on a paycheck plus a sense of achievement, which depends 

... etcetera, etcetera-it's an ecology. 

60. There are four key variables in the team-development process. 

61. Goals: Individuals must understand and accept the goals of the team. (This is the same as 

having knowledge of and agreement on the groundrules.) 

62. Roles: Team members must know what others want and expect from them. Ambiguity 

(vagueness and uncertainty) in role expectations produces stress and hampers performance. 

63. Procedures: All members must know how to get work done together (e.g. making decisions, 

solving problems, managing time and conflict). Team members must understand and appreciate 

the strengths and limitations of each member. 

64. Relationships: Put simply, people who like and respect one another usually work together 

more effectively than people who don't.  Understanding needs driven and values driven behavior 

will facilitate this. 

65. We are all experiencing the effects of these changes, these "powershifts." 

66. However, some things will stay the same. We will still need food, shelter, affection and 

worthwhile things to do with our time (work and play). 

67. The changes taking place are creating different options for how we get these basic needs met. 

68. The changes taking place are making information, structure, and support more accessible to 

more people. 

69. We can perceive these changes as intimidating because we fear change and complexity-or we 

can perceive them as opportunities because we believe in our ability to deal with complexity and 
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uncertainty, and in our ability to find the information, structure and support we need to be a pro-

ductive part of this change. 

70. The most simple (and effective) first step to change is to begin where you are. Use what you 

have. And, do what you can ... then you will be in a new place to begin again. 

71. This brings us back to self-concept and the thoughts occupying your mind about all you've 

been exposed to through this course-inside of yourself and outside of yourself ... what are those 

thoughts? Where are they taking you? And, then where will you be? 

72. You will be in a "different place." Learning to understand the relationship between the place-

self-other-community dynamic can help make meaning out of what we are experiencing- help us 

read the landscape, so to speak-to understand the ecology, the interdependent relationships of the 

context we inhabit. 

73. The sense of place-self-other-community dynamic is grounded in the following assumptions: 

 A sense of place is critical to developing a sense of self. 

 An adequate, healthy sense of self is critical to developing a healthy sense of other. 

    A healthy, adequate sense of other is critical to developing a sense of community. 

  Without community, there is not a system or structure (people or processes) for taking 

care of community. 

74. Most of the problems we face in our personal lives, our communities, and on the planet have 

to do with some dysfunction in this place-self-other-community relationship. 

75. Some of those problems have to do with tensions around issues of cultural diversity. In other 

words, when we feel inadequate to live and/or work in places where the cultural ecology (de-

fined in the broadest sense) is "different" from what we understand, we may behave in ways that 

are not healthy to self, other, community, or place. 

76. We most frequently label these differences as problems related to race, class, gender and 

sexual orientation. But, there are others. 

77. People are moving farther and faster around the planet than in the past. This means that all 

places have an increased number of different cultures trying to live, work, and play together. 

78. Each culture brings with it a set of groundrules. To live, work, and play together without 

conflict requires understanding what these groundrules are and, in some cases, finding consensus 

on a new set of groundrules that will help everyone to function in this particular place at this par-

ticular time. 

79. Until some consensus is reached about what the groundrules will be, there can be lots of ten-

sions, even fights and wars, over whose groundrules are going to have the most power in this 

place. 

80. These issues are being addressed in many different ways by local, state, national and interna-

tional institutions. Some of these institutions are public and some private. Some use education to 

promote understanding and change. Some use other forms of power such as public pressure 

(special interest groups, lobbying, social movements, boycotts, etc.). Some use legal and political 

structures. Some use physical violence to try to change things. Some use a combinat ion of the 

above.  

81. New terminology has evolved to describe some of the changes, for example: learning to live 

in a "multicultural world" or learning to live with "diversity." 

82. Since the purpose of public education in the United States is to prepare the student to func-

tion as a responsible citizen, then schools are expected to provide education to enable students to 

learn the knowledge and skills to function effectively with this change. 

83. There are differing ideas about what knowledge and skills are needed and what that educa-
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tion should look like. 

 Some discuss multicultural education as a shift in curriculum. This could be as simple as 

adding new teaching materials that represent diverse perspectives, especially those which are 

more inclusive of traditionally underrepresented or marginalized groups. 

 Other discussions of multicultural education focus more on classroom climate issues and 

teaching styles, examining how some practices privilege particular groups over others. 

 Broader considerations of multiculturalism include examining institutional and systemic 

practices such as tracking, standardized testing, or funding discrepancies. 

 Even broader considerations examine the education system in the context of a greater so-

cietal context. These considerations claim that solutions must be constructed by more closely 

exploring and criticizing the oppressive foundations of society and how some educational sys-

tems serve to maintain the status quo. These foundations include white supremacy, capitalism, 

and global socioeconomic exploitation. (Gorski & Covert, 1996; 2000) 

84. This instructor believes that all four of these levels of discussion are needed to transform our 

places to have greater ecological and cultural sustainability, an interdependent variable to creat-

ing environments where there is mutual understanding, acceptance, and respect. 

85. The study of this interdependence can be found in the domains of social justice, ecological 

economics, and education for sustainability, among others. These domains are interdisciplinary 

and multi-disciplinary efforts to coordinate and create the knowledge, skills, and groundrules 

needed for this transformation. 

86. Educational systems are responsible for transferring what the power structures governing 

those systems decide is worth knowing. This is a critical question: Who decides what is worth 

knowing? This question is challenging the foundations of American education at all levels. 

87. In many educational systems, in the United States and other places, and as cultural diversity 

increases, the decisions about what is worth knowing become more complex. 

88. Change always involves power (review items 48-53 above). Understanding the dynamics of 

power constructs, the kinds of power constructs that are functioning in a system, and the impact 

of those constructs on self, other, community and place is a life-long learning process. 

89. Education (in the broadest sense of the word) can be an agent of change for creating places 

where all people can function with mutual understanding, acceptance and respect. 

90. An environment where mutual understanding, acceptance and respect are the foundation of 

the groundrules supports freedom from fear. (Review items 13-15 above). 

91. In this course, the following assumptions (following Banks, 1988, p. 43, as cited in Gorski & 

Covert, 1996; 2000) about multicultural education guide the construction of learning opportuni-

ties. [The bracketed sections are added by the instructor.] "Every [student] comes to school with 

an ethnic [and cultural] identity whether these identifications are conscious or unconscious. 

[Every student comes from some place; that place provided an ecological and cultural/social 

landscape from which the lived experience of the student and his/her elders constructed mean-

ing: a sense of place, self, other, and community.] This [ethnic and/or cultural] identification 

must be recognized and respected by the teachers [in that schooling system as well as the admin-

istration and the others in the child's community]. It must be the basis for the learning activities 

in the classroom. The point here is to acknowledge differences rather than ignore them. It is 

equally critical that the [student] recognize and appreciate their own ethnicity [and culture(s)] 

and learn to appreciate those of the other [students] in the class. This recognition of individual 

ethnic [and cultural] identities is the beginning point; it is a connector of both the teacher to the 

students and the students to each other. It is the basic building block in the learning process 



Page | 28                                                                                                                           Thresholds 

 

which requires knowing where the [student] is relative to him/herself and the content to be ad-

dressed. This ethic [and/or cultural] identification is a continual point of focus throughout the 

education process and as the basis for developing the next level of identification which is a na-

tional identification. [Every place is part of another place, a larger (usually) context.] 

 The national identity of the individual requires his/her understanding and commitment to the 

democratic ideals such as human dignity, justice, and equality. Here the focus is on becoming 

effective members of a democrat society. An individual's strong national identification is essen-

tial to his/her development of a global identity. [Identity, or understanding sense of place in this 

greater context, must include the belief and knowledge of the ability to participate in the demo-

cratic process.]  

 As our society becomes more and more dependent on other societies [and/or as we become 

more AWARE of those dependencies particularly the ecological], it is critical that the schools 

address the problems of the world as a whole [and/or more critically, connect the student's lived 

experience to that greater context when and where appropriate, and in collaboration with com-

munity education toward that end]. The development of the global identification provides the 

students with the opportunity to see how as a nation we fit into the world society [to understand 

the dynamics of that ecology]. It allows students to better understand that the actions of a nation 

must not only be viewed in terms of the implications for that nation but [in terms of] what are the 

effects on the whole world [its places, people, and processes]. [Students] who have developed 

both a strong ethnic/[cultural] and national identity should have the perspective to also develop a 

global identification which should in turn make them better citizens of the world community." 

92. This kind of education can be described as place-based. This course is designed to provide 

you, the student/co-learner, with the opportunity to experience placebased education. 

93. The course construction, including the place-based, experiential approach is designed to pro-

vide an environment where you can first experience, second learn about, and third teach others 

about this approach to understanding education as an agent of change. 
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