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ABSTRACT

“If you don’t know where you are heading, you’re likely to end up somewhere else.”

(Yogi Berra, quoted in Bryson, 1995, p. 67)

Facing challenges such as increased workplace diversity, competition from the national and international marketplace, labor shortages, technological development, and limitations in economic and national resources, US public and non-profit organizations are seeking creative solutions to expand their productivity and responsiveness in serving the publics’ needs.  Leaders in public and nonprofit administration are looking to the next generation and mid-career students and employees to enter the field and join the “call to service.”  However, many of the methods to encourage involvement are myopic in that they are attempting to apply strategies without considering the underlying structures and belief systems that are the serving as the catalysts for and barriers to change. Ultimately the meaning and history of public administration must be considered together with information and technology driven innovation.  This paper underscores the importance to not only attracting qualified, creative, and quality individuals to the field of public administration, but questions the current practices of conveying the meaning/purpose of public service to future professionals.

 INTRODUCTION

       
The public sector has long been responsible for responding to complex and abstract social issues.  In recent years however, in the advent of global and technological advancements, issues such as Internet personal identity theft, environmental resource limitations, and Homeland security are difficult to address by traditional and mere technological interventions. Simplified, surface level solutions are no longer satisfying the public or the public administrators who work with them. For example, the website “ready.gov”, maintained by the U.S. Department of Homeland Security, displays pictures to aid citizens in preparation if they choose to remain in their homes during biological and chemical emergencies (Figure 1). The plan is controversial because citizens equated the solutions with the “duck and cover” plans designed for World War II nuclear emergencies and saw them as ineffective solutions to complex problems.

Figure 1. Shelter-in-Place Emergency Plan (http://www.ready.gov/shelter-in-place.html).
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The complexity of problems requiring the attention of public administrators is prevalent in many types of public service provision and at all levels of government. Limited resources, bounded information, technological barriers, and normative orientations supporting democratic participation, efficiency, effectiveness, and equity create a sophisticated arena in which decisions about public administration practices are made. Managing “homeland security” in the United States requires balancing material and ideological social components. Citizens want to be safe, but do not want to sacrifice democratic ideologies for themselves or for other nationals. The same balancing act is required in deciding how to control air pollution, wherein the health of individuals and preservation of the environment for future generations is considered against the freedom to own and drive private vehicles. In providing redistributive goods through social security or through welfare programs, public administrators must weigh short and long term resource availability with equity issues. Police officers must consider the safety of individuals as well as their rights, and educators must consider both curriculum effectiveness and student social preparation. The problems faced by public administrators require information about what citizens want, about what resource barriers and assets exist, about the most recent theoretical and technological innovations and their applicability to the problem, about the rules, regulations, and laws that affect the situation, and about the ever changing set of circumstances that are based on the behavior of persons, groups, or nations outside the problem solving unit. 


The current issues of public administration are increasingly “virtual state” problems. They are without clear boundaries, are multifaceted, and are relationship based. In a sense, they are holographic, visible, but difficult to grasp, define, and control. Not only do the technical and ideological factors overlap, but the overlap of public agency jurisdictions, of local, state and federal governments, and of public, private for-profit, and private non-profit responsibilities requires multilevel communication and clarifications of goals and missions.  In addressing issues in the public sector, it may be more effective to consider the problems as located within ecosystem—versus the traditional battlefield analogy (Ray & Anderson, 2000, p. 61). Issues within an ecosystem tend to be viewed as organic and often require a whole system approach to problem solving. How agencies and governments interact with each other becomes critical. Communication of mission and vision reduces duplication of services (and therefore of resource use), but also reduces the possibilities of agencies inadvertently working against each other’s goals. It is through multiple system approaches and visualization of solutions through varying normative orientations that these problems can best be addressed (Mockros and Csikszentmihalyi, 1999, 175). This means that solutions must be considered the through the lens of age, gender, professional socialization, and interaction/collaboration with colleagues (Mockros and Csikszentmihalyi, 1999, 177, 180-184, 189-190, 205). The answers are drawn from a mechanical, technical, objective base as well as from an ethical, subjective, normative base of knowledge (Goswami, 1999, 3). Because it is already spanning the normative orientations emerging from a variety of professional categories and educational specializations, the field of public administration is the ideal home for the type of knowledge development, which can address world problems. Its theoretical development has roots in political science, economics, psychology, sociology, business, philosophy, as well as other disciplines. Public administration is, therefore, an incubator of ideas emerging from differing disciplines, from varying professional specializations, and from varying levels of government and in non-profit organizations.

THE TRENDS IN PUBLIC ADMINISTRATION AND EFFECTS ON TEACHING
     
An interesting trend is being highlighted by the current literature. It is suggested that the number of creative culture individuals rises prior to periods of major social, economic, and political change and innovation.  If this is an accurate trend, is the increase in the numbers of knowledge workers able to meet the increasing need for them in society and are educational structures in place to assist in their development?  Providing some insight into these problems and the potential answers for solving them have been described in the following books: When Generations Collide by Lynne C. Lancaster and David Stillman (2002), The Rise of the Creative Class by Richard Florida (2002), Creative Collaboration by Vera John-Steiner, The Cultural Creatives: How 50 Million People Are Changing the World by Paul H. Ray and Sherry Ruth Anderson (2000), and Imagine: What America Could be in the 21st Century edited by Marianne Williamsen (2000). These authors report that a core of individuals is transforming public and non-profit agencies by creating sustainable development that takes no dimensions of a problem for granted. As the caretakers of information and knowledge, these individuals are reportedly leading change through careers in health care, social work, education, and many other fields. The future, however complex the existing and approaching problems, is full of hope. 
     Some detailed examples of this optimism are present in the following works. Lancaster and Stillman explore the communication patterns between employees born within five generational groups and related outcomes for employee productivity and satisfaction. Florida’s text describes the growth of the creative class in relation to generational groups and how this emerging class is altering the face of the workplace. Creative Collaboration by Vera John-Steiner describes collaborative relationships resulting in groundbreaking innovations in the arts and in scientific thought. The work provides examples of thirteen partnerships and provides intimate details of working relationships between creative class individuals. Ray and Anderson, in The Cultural Creatives, report that the creative culture community can transform challenges into opportunities and provides practical details on how creativity can be used to inspire new social solutions (pp. 318-319, 340). In Imagine: What America Could Be in the 21st Century, Williamsen optimistically discusses the topics of education, citizenship, law, economics, activism, community, environment, and government through the visioning of creative class members. These works suggest that taking an active approach to including the creative class in organizations will result in solving some of the difficult problems with which we are now faced. Public agencies, through embracing the creative culture, have the opportunity to fulfill their visions for a better world.

     What do the trends mean for public administration and public administration education? How we teach public administration and facilitate knowledge development is dependent upon our understanding of the ecosystem (external and internal environment) of public administration. Our understanding of the new generation of students, the millennials, and the creative class workers is key to obtaining increased capacity for taking on world problems.  The theories of public administration are rooted in political science, psychology, economics, sociology, business management, education, and social work and individuals in public administration practice in professions such as K-12 education, social services, police services, and city management.  They are in city, county, state, and federal positions, as well as in non-profit organizations. As educators of public administration, we, and the students we teach can draw from a variety of fields and disciplines to resolve the complex problems facing society. How we teach and what we teach becomes necessarily and increasingly elaborate both in the technical and in the normative sense. A role of public administration educators is to not only convey the mechanics of public administration, but also the meaning and purpose and through an improved understanding of generational and creative class strengths and differences and educators should be able to effectively translate this message. This presentation will introduce both creative class and generational perspectives as an aspect of diversity in public administration education. 

ADDITIONAL COMPONENTS OF DIVERSITY:  

GENERATIONS AND CREATIVE CLASS


Two approaches offer some further guidance to teaching public administration with consideration of diversity and through generational and creative class normative orientations. These perspectives are presented in two recent books: When Generations Collide by Lynne C. Lancaster and David Stillman (2002) and The Rise of the Creative Class by Richard Florida (2002). Weaving the messages of the two books allows educators to develop a broader view of the changing environment of public administration and to understand the specific needs of students and employees specializing in public administration research, education, and application in the field. Lancaster and Stillman explore the communication patterns between employees born within five generational groups and related outcomes for employee productivity and satisfaction. Florida’s text describes the growth of the creative class and how this emerging class is altering the face of the workplace.  


When Generations Collide (Lancaster & Stillman, 2002) suggests that persons born within certain historical periods share performance and communication characteristics based on social and normative orientation. The authors suggest that there are five generational categories, the Traditionalists, the Baby Boomers, the Generation Xers, the Millennials, and the Cuspers. These groups are defined by their years of birth, by the social/normative environment in which they were raised, and by common generalized characteristics (Figure 2). Lancaster and Stillman suggest that differences in beliefs and experiences between the generations lead to communication-based problems within the workplace. For instance, Baby Boomers may view the desire for flexibility in work hours and relatively frequent movement between jobs attributed to the Generation X and to the Millennial generations as a lack of dedication and a lack of loyalty to the organization. The focus on history of the organization and consistency attributed by the Traditionalist generation may be interpreted as lack of support for creative solutions and for innovation by other generations. The failure to address generational communication differences may lead to problems in retention and recruitment and ultimately reduced productivity (pp. 3-9, 155-161, 239-247). Ultimately, this suggests that communication and teaching students from different generations may require various methods and styles. Further, it requires the teacher to have insight into his or her own generational bias in interpreting and presenting classroom material.

Figure 2: Generational Characteristics

	Generation

	Years of Birth
	Generalized Characteristics

	Traditionalists
	1900-1945
	-loyalty to and faith in institutions

-belief in a top down approach

-stress on the reward of retirement for years of dedicated service

	Baby Boomers
	1946-1964
	-economically optimistic

-driven by competition and by material rewards

-hard working

-focused on the “big picture”

	Generation X
	1965-1980
	-skeptical about the safety and the predictability of the world

-independent

-resourceful 

-media savvy

	Millennials
	1981-2002
	-realistic

-self-controlled

-collaborative

-driven by meaning in their work

-experts with the use of technology

	Cuspers
	born at the years at the boundary between generations
	- able to navigate between generational categories 

- facilitate communication between generations of individuals


     
Richard Florida, in his text The Rise of the Creative Class (2002), suggests that as a society we are moving from a labor and service market towards a new era based on knowledge and creativity.  Leading this market shift are the 38 million Americans in many diverse fields who create for a living (p. 8).  The group of individuals, referred to as the Creative Class, are “people who add economic value to the community through their creative acts – referred to as the ‘knowledge workers’” (p. 67).  Comprising this class are two sub-groups, the Super Creative Core (scientists, engineers, professors, poets, artists, etc…) and the Creative Professionals (high technology, financial services, legal and health industries) (p. 8).  The Creative Class is not new to our society, it has been a component of our society, however, in recent years the number of members identified within this class has grown dramatically to 38, 278,000 individuals or 30.1% of the work force in 1999 (p.332). This growth can be compared to the creative class as 10% of the workforce in 1900, 13.9% in 1930, 16.6% in 1950, and 18.7% in 1980 (p. 332). As a result of this growth the labor market has changed markedly. Changes reflected in this shift include a horizontal market where organizational charts become flatter and shorter, where emphasis has been placed on self-motivated life-long learning, and where a vibrant horizontal hyper-mobility movement from workplace to workplace is common.  


Along with these changes, the Creative Class brings to the workplace the contributions of innovative and cutting edge practices and solutions to problem solving.  As an employee, the Creative Class member is motivated by a passion of developing “one’s life’s work” rather than simply collecting a paycheck.  The individual is invested in the project, program, or process to the degree of where they require little direction or oversight.  The motivating factors for the Creative Class as result differs from what could be considered “traditional” employee motivation. For instance, motivating the Creative Class requires a stimulating workplace environment.  In this environment the creative class worker is challenged to express their talents and develop their abilities, is given the freedom and flexibility to weave their personal and work lives together, and is  compensated both financially and by supportive creative organizational culture, and an external environment (i.e. physical location such as a city) that is culturally stimulating.  

Intersecting the Two Streams of Thought

     The impact of the creative class, on the organizational culture, is often underestimated.  Over time the number of creative class members increases with each new generation of the population exacerbating the generational and the creative class issues in the workplace (Figure 3).  The issues described by both authors begin to overlap and underscore the importance of creatives in the workplace.  

Figure 3: Overlap of Creative Class and Generational Roles
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One of the most important messages gleaned from both of these texts is the simple acknowledgement that a shift has occurred in the workforce and that this change has ramifications now and in future for public administration.  Both texts lead to questions as to how public administration could and should respond to these changes:  

· Is the public sector creating an environment to attract and retain the Creative Class worker?

· What changes would need to take place in public sector agencies to promote this environment? 

· What are the consequences for the public sector if they choose not to invite the Creative Class into their workforce?  

· What are the consequences if they choose to? 

     To avoid the trap of developing a “one-size fits all” approach to responding to these questions, public sector agencies should conduct a self-examination, a consideration of how it could/should embrace the change (if at all).  Things to consider in the self-examination are:

· What is the nature of work within the public sector agency?  

· What is the current organizational culture of the public sector agency?

· What rules and regulations would prohibit the embracing of creative change?  

· Would embracing the creative jeopardize the public nature (responsiveness to the citizen) of the public agency?  

· What are the demographic characteristics of workers and do these reflect the diversity of the community and customers?

· What are the potential costs to the quality of service if less centralized, less regulated systems are adopted?

· How will the history and mission of the organization be preserved or adjusted if change is adopted? 

Solutions: What of Mission and Vision?


The solutions offered to in responding to generational and creative class issues in the work place include focus on mentoring, training, rewards, and flexibility.  In order to harness the energy of the creative in their workplace some simple alterations to the environment are suggested:

· Mentoring: Mentoring support systems, where generational groups approaching retirement age actively include younger workers in the decision making processes and in developing a history of successful and unsuccessful agency solutions, may allow the agency to limit unnecessary risk taking and integrate the mission of the organization into creative approaches to problems. Younger workers may also mentor senior co-workers by introducing and translating new technologies and innovations. 

· Training: Training programs may be adjusted to allow for life long learning. As training is divided into stages instead of as a singular, larger process, it can be used as a reward for good performance. Earning training may encourage loyalty to the organization, reduce the initial investment into the training of new workers, reduce the costs to the agency of hyper-mobility, and may allow employees of all generations to benefit from updated technological and theoretical information.

· Rewards: Rewards may need to be balanced with the motivation of workers in different generational groups. Training, vacations, flexible work hours and place, and monetary rewards may be used to attract and retain workers with good performance. The organization may need to create a wider range of rewards for employees to choose from.  

· Flexibility: Embracing the technology available, agencies may explore flexibility in the place and in the hours of work. Balancing flexibility for employees with responsiveness to customer needs, agencies may be able to attract creative class workers as well as retired Traditionalist and Baby Boomers on a part-time basis. Problems of workplace diversity may also be improved through flexible work places.


Although the above suggestions may be helpful tools in addressing the type of organizational solutions that will be meaningful for the practitioners of public administration, they tell us how to resolve problems, but do not provide guidance on what we are trying to resolve and why it is important to try. They are too simplistic in that they do not address the range of diversity we are faced with in public administration. They are surface solutions. The lesson for public administration education from this example is that we must first identify and clarify the problems facing any organization, before identifying solutions. Mission, vision, goals, and objectives are even more important in a postmodern, diverse world. They may simply need to be more flexible and require continual revision. Public administration is faced with the dilemma and the advantage of not having a clear, precise mission or vision. It is a dilemma in that the path of public administration is not always clear and is difficult to describe to students and practitioners. It is a strength in that the new generations of practitioners may not experience the Cartesian anxiety of unclear definitions and missions and may be comfortable with creating multiple missions: as individuals, in organizations, and for public administration. They may, in fact, be attracted to public administration because of it multiplicities. Several questions around mission and vision emerge and need to be asked:

· Is our mission, goals and objectives still relevant? 

· What is public service and is it a meaningful concept for communicating the vision of public administration? 

· If the concept is relevant, then how do we share the mission and vision with others so that they see the relevance and the meaning?  

· How do public administration organizations and their leadership express their visions for the organizations to others, including to current and future employees and to citizens?

· Is the mission of public administration being conveyed to the target population? 

· Is it time to revisit the mission, and the methods of communicating the mission? 

· How do we teach students to create personal and organizational missions that will guide them through the complex society in which we live? 

VIEWING PUBLIC ADMINISTRATION IN ORGANIZATIONAL TERMS: MISSION AND VISION

     
One useful method in addressing increasingly complex problems and diversity is the reframing of the field of public administration as an organizational entity.  It is a model in how to effectively communicate the aspect of meaning in public administration to the next generation of administrators/students. Let us consider for a moment an organizational mission and vision.   A mission “clarifies an organization’s purpose, or why it should be doing what it does” and a vision “clarifies what the organization should look like and how it should behave as it fulfills its mission” (Bryson, 1995).  Both the mission and the vision communicate to the outside world the purpose of the organization and illustrate the importance of the entity’s existence. Lack of understanding or clarity in both the mission and the vision preclude meeting goals and objectives. 

     
The mission of an organization should be inspiring and should answer the following questions:  

· Who are we?

· What are the basic social or political needs we exist to meet, or what are the basic social or political problems we exist to address?

· What do we do to recognize, anticipate, and respond to these needs or problems?

· How should we respond to our stakeholders?

· What are our philosophy, values, and culture?

· What makes us distinctive or unique?

     
An effective vision blends together the mission and the values to be accomplished and direction of change (Koteen, 1997, p. 59).  Successful vision statements share a number of characteristics, they are:

· compelling and satisfying;

· pose clearly stated challenges;

· act as guideposts on uncertain terrain;

· honor the past; and

· require the development of commitment (pp. 60, 61). 

For a vision to be successful it must also be communicated with the abstract and complex issues being addressed (p. 61).  Visions are communicated through symbols, actions, and words, which aid communicating “why” the organization operates and less about “how” it operates (pp. 61, 63).  The style of delivery, the means by which the leaders convey and shape meaning, is an important indicator of success for the vision. A strategic and effective leader has the charismatic ability to embody this purpose and translate it to others. 


In the classroom, it is possible that, we, as educators can use the structure of the mission and vision to allow students to create meaning, direction, and purpose at several levels. A personal mission and vision may guide the student to focus education and experience on the population or problem that is important to him or her. Understanding how to use organizational mission and vision can assist students in guiding their organizations and in adjusting for changes in the environment that may be a threat to organizational goals. Tying into the mission and vision of public administration as a field can allow them to partner with others in resolving related and overlapping problems. The public administration vision says “we will save the world”, while the organizational vision says “we will save the world by saving the _______.” Both are very attractive to creative class individuals.

When is it Time to Review a Mission? : 

Considering the Macro and Micro Dimensions


The mission and vision of an organization expresses how the organization will respond to the external and internal environments. The organization weaves together these two contexts to effectively and responsively respond.  An organization should be continually aware of these environments, feeling the pulse of change, and reflecting on whether or not their organization is prepared to meet these changes.  In general, an organization should consider what is happening externally to itself that would dictate a certain set of responses by the organization? This keeps the organization responsive to the community (in this case the field of public administration).   In addition, the organization experiences changes within themselves (employees, programs, funding) that can in turn create a force for change.  

     
When you consider the field of public administration, the environment both external and internal is naturally dynamic.  In general the field of public administration, with its many associated disciplines is highly complex as is its issues that it addresses.   This would then suggest that the mission/vision of the pa organization would need to be ever cognizant of changing environment and as result modify its behavior.  PA has under went numerous “reforms” – alterations in implementation of mission -- in attempt to respond effectively to its environment.  These “reforms” have altered the way in which pa performs and views (perspectives) the society for which it serves.  For instance, Mary Jo Hatch portrays, in Figure 4, the various organizational theories over time in relation to their sources of inspiration (individual theorists and academic disciplines).  These perspectives are not exclusive from one another or evolutionary, but rather additive.  

Figure 4:  Sources of Inspiration of Organizational Theory in Public Administration

(Adapted from Hatch, 1997, p. 5)

Culture Studies

                                                                                                                                         Literacy Theory          

                                                                                                                 Poststructuralist Theory

                                                                                                         Postmodern Architecture   

                                                                         Linguistics

                                                            Semiotics

                                                     Folklore

                                                     Cultural Anthropology

                             Social Anthropology

       Industrial Sociology

                                             Biology-Ecology

                                Political Science

                        Sociology

            Engineering

     Economics

	1900’s 

Classical    
	1950’s 

Modern       
	1980’s 

Symbolic- Interpretative
	1990’s 

Postmodern


Adam Smith                                     Herbert Simon                                   Thomas Luckman                            Michael Focault

Karl Marx                                         Talcott Parsons                                  P hillip Selznick                              Jacques Derrida

F.W. Taylor                                      Alfred Gouldner                                Vladimier Propp                              Jean-Francois Lyotard

In addition, the field of public administration is embedded within a larger society and as result shifts occurring at this level, societal, for instance from industrial to postindustrial, also impact the perspective of the field (Figure 5, adapted from Hatch, 1997, p. 25 – based on the work of Clegg (1990), Heydebrand (1977), Kumar (1995), Lash and Urry (1987, 1994), and Piore and Sabel (1984)).  

Figure 5:  Industrial and Postindustrial Societal Characteristics

Industrial                                                       Postindustrial

________________________________________________________________________

Environment    *  national state regulates                            *  global competion

                             national economies                                 *  de-concentration of capital                      

                        *   mass marketing                                           in relation to nation state 

                        *   standardization                                        *  framentation of markets

                        *   the Welfare State                                     *  rise of consumer choice,           

                                                                                                  social movements

                                                                                             *  pluralism, diversity, localism

Technology     * mass production, routine                           *  flexible manufacturing, 

                          manufacturing output                                     computers aided design, 

                                                                                                 automation, speed and 

                                                                                                 innovation, service output 

Social 

Structure         *  bureaucratic, hierarchial,                           *  new organizational forms,

                         specialization, control                                         flat organizations,                            

                                                                                                   outsourcing, loose 

                                                                                                   boundaries between units,  

                                                                                                   functions

Culture            * celebrates stability, tradition, custom        *  celebrates uncertainty,            

                                                                                                   diversity, innovation

Physical 

Structure        *  concentration of people, nationalistic        *  deconcentration of people

                        *  time is linear                                               *  simultaneity

Nature of 

Work              *  routine                                                        * frenetic, complex

                        *  deskilled labor                                            *  knowledge-based skills

                        * functional specialization


*cross-functional teamwork









*emphasis on learning


In addition to the growth in organizational perspectives, and societal postindustrialism, there are two forces, macro (External) and micro (Internal) dimensions, which apply pressure on the mission of any organization (Figure 6).  Let’s consider for the moment the macro and micro forces in relation to the field of Public Administration. 

Public administrators are faced with the types of societal issues, which are difficult to 

address by traditional and technological interventions. Occurring at the agency level and for society as a whole, these issues include: responsiveness and participation; limited resources; lack of information; lack of adherence to mission and vision; lack of innovation; duplication of effort; increased complexity; and lack of meaning (Figure 7). New approaches to problem solving are required by public administrators in resolving problems of national security, of environmental preservation, and of human services delivery, as well as many others.  The role of public administration in addressing the macro-level and micro-level issues of society is crucial to social welfare and requires approaching the theory, the application, and the teaching of public administration differently.

Figure 6: Macro and Micro Forces on the Organizational Mission
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As complex societal problems cannot be responded to only with modern material based methods and require an additional response of creativity or ingenuity emerging from the subjective information available to the problem solver. According to Alfred A. Knopf, in The Ingenuity Gap, the increasing unpredictability and complexity of the world coupled with factors such as global environmental stress has created a shortfall between the need and the supply of ingenuity (Homer-Dixon 2000, 1). Knopf states that incremental change is no longer viable and that change must extend from ideas for new technology to improved social and institutional arrangements (Homer-Dixon 2000, 2-4). In order to approach the emerging problems, the micro and the macro level factors should be considered simultaneously by the public administrator in practice: responsiveness and participation, resource allocation, information sharing, innovation, duplication, complexity, and associated rules and regulations must be addressed by public administrators in practice (Figure 7).

Figure 7: Examples of Micro-Level and Macro-Level Issue

	
	MACRO-LEVEL ISSUES

Affecting Civil Society and Public Administration 

as a Whole


	MICRO-LEVEL ISSUES  

Affecting Agency/Organization

And Individual

	RESPONSIVENESS AND PARTICIPATION


	Lack of Meaningful Participatory Opportunities for Citizens 
	Decrease in Appropriate   Responsiveness to Customer Needs and Diversity

	RESOURCES
	Lack of Responsiveness to Resource and Environmental Limitations
	Failing to Attract and Retain the Best and the Brightest Employees

	INFORMATION


	Inability to Identify Emerging Social Issues
	Underutilizing the Knowledge of Workers

	INNOVATION
	Lack of Innovative Responses to Complex Social and Global Problems
	Failing to Maximize the Innovations in Technology and Theory

	DUPLICATION OF EFFORT


	Costs of Duplication and Fragmentation of Services to Citizens
	Increased Costs Due to Turnover Such as Hiring and Training Costs)

	COMPLEXITY
	Lack of Awareness of the Depth and the Complexity of Issues or Consequences for Failing to Resolve Them
	Inability to Adjust to and Integrate the Amount of Knowledge and Information Available to Make Decisions

	RULES, LAWS, MANDATES, AND REGULATIONS


	Inability to Integrate Laws, Resources, Theories, Practices, and Ethical Stances 
	Inability to Respond to Changing Rules, Laws, Mandates, and Regulations


CONCLUSION

 
The field of public administration, because of its richness in diverse backgrounds of experience and education, has the ability to clearly identify problems and establish policies that can lead to their effective resolutions. Public administrators, collaboratively, have the tools and information to make meaningful changes for the betterment of society.  In the face of a number of environmental changes (both external to pa and internal to pa) the field of public administration requires an examination of how we create and communicate meaning to potential public administers and therefore attract persons capable of and energized for solving the problems now facing us.  A key component to responding to a number of the global/societal issues lies in the inclusion of the millennial and creative class students/workers in the public sector.  These individuals posses the innovative and creative skills to transform the way we view problems and their solutions.  As we learn more about this group of potential public administrators we find that the “glossy high tech and insincere” approaches to “luring” them into the business of public administration is shortsighted and incomplete.  Mentoring and training, for instance, can be used to truly communicate the meaning of public administration to newly entering practitioners by nurturing them in the potential benefits of their contribution to the whole of society instead of as a technical, mechanical means of socializing them to practice public administration under a doctrine of status quo. This allows more experienced administrators to teach to the strengths of public administration, such as is diversity and flexibility and reward innovate behavior while still setting parameters for safe and efficiency practice.
       Translating meaning of public administration to students in a diverse and post-modern world requires teachers to create structures that are both flexible and individualized without diluting the identity of public administration. Public administration must create, recreate, and share its dynamic and multifaceted mission. Educators must assist practitioners in drawing from the depths of the knowledge and meaning in this mission to create individual and organizational missions that can make a difference.  Attracting a new generation of public administrators is tied to portraying the belief system that is inherent to the work of public administration. The tenets of the belief are inherently attractive to creative class workers and to generations exploring entry into the public sector. We must simply reveal the magic that is public administration.
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