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AbstrAct

Career and technical education (CTE) occupations require highly skilled workers. This workforce 
must possess very specific technical skills. In addition to the technical skills, these professionals need 
to posses knowledge, skills, and abilities for the workplace that are non-technical in nature. To ensure 
students have this non-technical preparation, core interpersonal skills and business components are 
needed in the CTE curriculum. The integration of human resource development and management (HRD 
& M) concepts in CTE can develop these skills. Understanding the human resource (HR) component 
provides those entering CTE professions a better systems view of the organization and how the orga-
nization functions outside of their own technical area. Additionally, the understanding and knowledge 
of core HR components, that are not technical skills, are needed when human resource functions are 
integrated into technical job roles. When entering the workforce new professionals will need to per-
form HR functions. Often times CTE students are not highly prepared for non-technical skills in their 
CTE education. Therefore CTE should have HR concepts integrated into the curriculum so graduates 
are prepared to successfully implement the education they received into a workplace setting. With this 
in mind, this chapter seeks to provide an overview of HRD & M concepts, discuss how HRD & M are 
integrated into the work roles of those entering CTE professions, and show how these concepts can be 
integrated into CTE courses. 
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INtrODUctION

Career and technical education (CTE) has evolved 
historically over time. It is difficult to identify a 
specific point in time when workforce education 
began, but according to Gray and Herr (1998) “as 
soon as there was a division of labor between food 
gathers and those who provided other goods and 
services, skills had to be passed down to the next 
generation and that required some level of formal 
training” (p. 5). In America, apprenticeships were 
identified by Gordon (1999) as the oldest form of 
vocational education and were heavily influenced 
from Europe. Apprenticeships require protégés 
to develop their career from a skilled individual 
already in the profession. Often in the early times 
during apprenticeships, the master craftsmen 
provided apprentices with food, shelter, and took 
care of the protégés. Issues that are a concern for 
today’s human resource professionals were often 
handled within the apprenticeship.

Over time, the term vocational education often 
carried a negative connotation in the United States 
as a second class or lower form of education. The 
American Vocational Association (AVA) voted at 
the December 1999 meeting for an official name 
change that would more accurately reflect the 
organization to the Association for Career and 
Technical Education (ACTE) (ACTE, 2008). At 
that point in time vocational education in America 
shifted the name of the profession in formal 
educational settings to what is now known as, 
career and technical education. While vocational 
education appears in many international settings, 
in the United States it is recognized as career and 
technical education (CTE). 

bAcKGrOUND

CTE can be viewed from a comprehensive per-
spective that includes many different disciplines. 
According to Rojewski (2002), entrepreneur-
ship is a possible core component of career and 

technical education programs. With the growth 
in the small business sector, one aspect of being 
an entrepreneur is managing human resources 
within the organization. This chapter adds to this 
core component another concept of HRD & M. 
Knowledge of HRD & M in today’s changing, 
global, technology based workplace is critical. By 
definition, the Association for Career and Techni-
cal Education (ACTE), stated career and technical 
education (CTE) is about education and training 
for individuals seeking to develop skills to be 
employable, education for advancing in careers, 
corporate training, and education to update and 
refresh skills for the workplace (ACTE, 2008). All 
of these fall under the scope of human resource 
development for entering CTE professions. Hu-
man resource development and management is a 
core capability needed for individuals who will 
be utilizing their career and technical expertise 
in their own entrepreneur efforts and especially 
in small business. 

With business and industry relying more on 
human resources to meet strategic goals, knowl-
edge in this area is becoming a common core 
need for success in the workplace. Especially for 
those in fields that are experiencing technology 
advances, globalization, and change at a rapid 
pace like those entering CTE careers. 

To understand basic and core concepts in HRD 
& M it is pertinent to examine a variety of introduc-
tion to human resource management texts. Often 
times these texts have very similar topical outlines 
and discuss much of the same knowledge, skills, 
and abilities for people in business and industry. 
For example, Mathis and Jackson (2007) include 
sections on the nature of human resource manage-
ment, staffing the organization, developing human 
resources, compensating human resources and 
managing employee relations. Another widely 
used text by Dessler (2005) included the topics of 
introduction to human resource management and 
strategic human resource management, recruit-
ment and placement, training and development, 
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