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M AT NE TEACHER CORPDPS

A Viable Alternative

by Paul R. Walker

Dr. Paul R. Walker, director of Maine Teacher Corps and Associate

Professor of Reading, has worked extensivelv as a consultant on

Learning Disabilities and Reading. He is co-author of the "Cali-

foernia Test of Basic Skills" and is co-author of a texthook on

Learning Disabilities, designed for use by the classroom teacher.
Many features of the Maine Teacher Corps Program at UMPG have far reaching impli-
cations for the future education of teachers, for state departments of educaticn
and for school districts. Some facets of the Maine Teacher Corps which should be

examined by teacher preparation institutions include:

1. Competency based teacher education;

(28]

. Variable entrance and exit points;

3. Emphasis on individualized programs;

4. Inceorporation of specialized skills;
5. Community involvement in curricula design and evaluation;
6. Tripartite decisions by University, State Department and local

school systems.
Competency based teacher education is not a new concept. Professional educators
have ordinarily demanded that prospective teachers demonstrate their skills in
some form of a field-practicum situation. The Maine Teacher Corps differs bv
length of time and a shift of emphasis. Required to spend two vears demonstrating
and acqﬁiring teaching skills in various educational settings, interns do not
regulate themselves to teaching one grade. They spend time teaching and learning
cducative processes by active involvement in Kindergarten through grade cight,
plus ancillary services offered by a school district; i.e., library, guidance,
remedial, special education, etc. Interns must participate, additionallv, in
community service activities and various projects indigenous to each community,

The Teacher Corps faculty gives instruction and guidance on site. Total immersion

4
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in a school and community while maintaining a university commitment deserves

scrutiny for professional schools of education.

Participating interns in the Maine Teacher Corps propram must have completed a
minimum of 60 hours undergraduate credit. Many interns have accumulated more

than 60 hours and in some cases possess a baccalaureate degree. Variable entrance
(interns are not classified as juniors, seniors, etc.) into a teacher education
program is accomplished by the diverse academic status of each intern. Although
Maine Teacher Corps is a two-vear project, variable exit is accemplished since
interns may receive a buchelor's degree and/or a master's degree upon success ful

completion of the program.

Program flexibility is a mandate necessitated hy variable entrance and exit
points, resulting in individualized intern programs of study in which an intern's
particular needs are met rather than attempting to force-fit an intern into an

already specified course of study.

A logical consequence of pregram flexibility is the possibility for an intern to
specialize in a discipline vhich may not be included in a traditional curriculum.
The Maine Teacher Corps makes provisions for concentrated study over a two-year
period in special education, learning disabilities, reading, language development,

1

and human relations.

Comnunity involvement in curricula design and evaluation is a significant part of
Teacher Corps and operates on two levels. Local team leaders serve as adjunct
prefessors assisting in all phases of instruction and delivervy. All team leaders
are magter teachers, selected by local communities and employed full-time by
Teacher Corps. They communicate dailv with interns and supervise the utilization
of interns in a community. Team leaders, in conjunction with Teacher Corps

faculty and a program specialist, desipn and implement interns' programs.

5)
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On ancther level, cormunity coordinators are emploved part-time by Teacher Corps
to insure, plan, and facilitate intern involvement witirin each community. All
community coordinators are selected locally and ave generallv non-professional
educators. Each cemmunity also has a local advisory committee with'commupity
representatives who assist team leaders and cemmunitv coordinators in local pro-

gram development and policv.

Perhaps most importantly, tripartite participation by the Universitv, State
Department of Educational and Cultural Services, and local communities leads to
collaborative decision making cencerning the operation of the aine Teacher Corps
Program. For example, the program specialist is a State Department appointment;
team leaders, Interns, communitv coordinators, and local advisory committees
represent local school districts; and the University is represented I'v 7eacher
Corps administrators and faculty. In addition, each of the afcrementioned groups
is represented on a Central Advisory Committee which assists in supporting and

recomrmending goals and objectives for Maine Teacher Corps.

It would be naive to state that everything initiated by the Teacher Corps is new,
creative, or highly innovative. However, Teacher Corps does encourage many vari-
ations of traditional teacher education in a systematic format. Professional
educators have an opportunity to evaluate, reject, "in toto" or in part, or in-
corporate "in toto" or in part, salient aspects of the Maine Teacher Corps Program.
Teacher Corps represents one alternative approach for preparing future teachers;

other alternatives need cexploration and evaluation.

1. PRISM, University of Maine, Portland-Gerham, Gorham, Maine, 1974, 28-30.



IT. The Selection Proceuss of Interns and T am Leaders

The seclection of proyram participants may have more impact on the effectivencss
of the program than anv other factor. The criteria for faculty selection, a
university process, is dealt with in Section V. The criteria for selection of
interns and team leaders, a local process, were not formallv documented. The
covonts in this section are, therefore, interpretations of information collected
during the last two vears. Outlined are the precesses and criteria used, the
implications for the program of the results of the process, and some recommenda-

tions for other proprans.

Ao What was done:
1. The selection process for interns
a. Selectien was done entirelv by local committecs

1) The cormittees at the 6 sites had various compositions;
some had no community representation, several had the team
leaders, others did not.

2 There was no niversity representation on the committees.
The criteria stated by the university were the ability to
meet the university's regular entrance requirements and
that one intern at each site should be an undergraduate
presently enrolled at the universitv.

) The university through announcements in local newspapers

[}

requested applications.

4)  The 1,500 applications received by the project were forwarded
to the appropriate site, usually indicated on the application.

+

5) The local committee then screcned, contacted, and interviewed
candidates.

b. The papers of the candidates selected were then forwarded to the
university for final acceptance.

c.  aAll candidates selected by the local committees were accepted by

the universitv,

d. All interns were living in the state at the time of their applica-
tion and acceptance.

¢. Twenty-five of the thircty-eight interns were already living within
10 miles of the site which selected them.

ERIC
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t.  Stated criteria of the loc | committees were similar, ey,
experience with children, interest in living in the state,
evidence of maturity, ete. instated but implicd criteria
of the leeal committees varied. Examples of reasens which
contributed to the selection of certain interns are:

1) relative on the schicol committee

2) spouse on the school staft
3) a way to take care of former emplovees of presentiv
unfunded programs
4)  political pressures to include "biy nomes" of the
community
5) desire to have more men as teachers
. Threughout the 6 cormittees, there was onlv superficial under-
standing of the pregram for which they were selectiug students
and accurate infermatiorn was sometimes given to those inter—
viewer. Fxamples of interns' misconceptions were:
1) every person vho stavs 2 vears receives a master's degree
2) the program is like a long student-teaching experience
3)  the intern will function as an aide

4) Teacher Corps is an easy way to get a degree, a free ride
2. The selectien process for team leaders
a. Tecam leader selection was an entirely local decision

b. TIn some sites, the position was posted and applications were
accepted from anvone in the svstem. In some sites, the team
leader was appointed by the superintendent without the position

being cpened and with little, if any, input from others.

c. Some reasons for selection, stated informally after the fact,
appear to have beecu:

1) providing a job for valuable pecple in projecrs no
longer funded

2) providing training or additional experiences for
people about to move into principalships

3) choosing the "best' teacher

P. What we learned:

1 Vide differences among interns resulted in the need for individualized
programs which became individualized to the extent that there was an
inefficient use of resources. There were no consistent criteria for
selection.

1) thev rauged in age from 19-48

2) they all had completed at least their sophomore vear

ERIC 8
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3) 18 had cempleted their bachelor's deyree in a Tberal
arts tield

4) 14 did not come directly from a schoaling experience

5) appreximately 1/4 of the interns had had professional
therapy at some time prior to entering the progran.

The interns most willing to travel were those whose permanent homes had
not been in a local site. The disequilibrium which leads to learning
never occurred for many interns in their familiar environment. A great
percentage of dnterns were at home. Many had husbands at home to take
care of. They were settled in, unwilling to leave the district to £o
to the university or even combined meetings in the nearest site. Theyv
perceived that all their learning was to occur at the loeal school.

An inaccurate aura of LEA control of the program was created bv having
the first process, selection of interns and tean leaders, go on without
university input. The university was later scen by many sites as an
interloper who entered the picture after the fact. Team leaders and
local districts often attempted to protect interns against what thev per-
celved as unrcasonable academic and experiential demands or standards.
Because interns had not had an introduction to the core faculty with

whem they were to work and whe were responsible for nuch of the evalua-
tion (mest weren't even hired by this time), they tended to think of the
local committee as representing the program.

In some sites, the closed process of team leader selection led to bad
feelings about the team leader among other disrtrict staff members. Team
leaders were verv warv of working with their peers in a new role and
reluctant to assume anv leadership.

Fach team leader knew that he had been chosen by the Superintendent for
specific reasons. Thte two men looking to be principals were anxious to
please the local administration so as not to jeopardize their futures.

Compared with the men team leaders, the women team leaders had less
defined career plans and were more flexible. Thev seemed better ahle
to cope with thc new requests made of them. Their primary concern was
in doing this job well, rather than in preparing for the next joh.

Because the criteria for selection were primarilyv internal to the school
system, little or ne attantion was paid to the fact that the team leader
would be a university faculty member. Team leaders' education and exper—
fence generally had not prepared them for a program which expected new
forms of experiences, documentation, reflection and artieulation. Thev
viewed these program expectations as unimportant for teachers and fell
into a role of protecting the intern from the university.

Team leaders' lack of skills in supervision meant that the interns had
very little helpful supervision.

Team leaders did net want to do in-service work with other teachers,
especially during the first year. Later, some team leaders would do
workshops 1n cther project sites.
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L0, Team leaders fonnd it Jdifficul: to keep up with the modifications which
ceanrred in thig experiment., e ambiguity of some situations was in-
tolerable fer several.

1. The overall ctfect of the sclection process of teon leaders was that bene-
¢ fite to the learuning of the interns was not commesurate with the expenditure
of resources in terms of team leaders salaries and cove faculty cuerpy
which was spent trving to unravel situations.

12, The interns and team leaders who were most successful in this program had
in conmon:

a. a wide rarge of experiences. Most had lived outside the state at some
time; most had a break in their schooling; thev were open to more new
expericences.

b. a background in a discipline other than or in addition to education.
‘“hase people rmay have previously gained a framework for decision making
(scientific method, literary criticism, economic theoryv) and a feeling
of knowing an area thoroughly.

c. the ability to initicve own learning experiences. They could locate
resources, plan and corry through on independent studies, develop
alternative wavs for themselves and students to work toward a goal.

13, sn additional qualit - of successful team leaders was a counsciousness about
their own brhavior as teachers of children and interns, which was mani-
fested in the abilitv to plan, articulate, prioritize, and improvise.

Recommendations

1. The LEA, community, and the university would have input to each selection
comnittee.

2. The selection cormmittee veuld develop a list of criteria for selection of
participants after working through the goals and objectives of the program,

3. Program expectations would be realisticallv explored with applicants.

4. The program and its evrectations would be developed with faculty, LEA, and
cormunity before the selection process began.

[SPEN
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The Program Structure

Several orguanizational aspects of the Teacher Corps project were developed as

methods for structuring a highly individualized program. biscussed are grades

and credits, or, more accuratelsy, what information was provided in place of

grades and credits. IMinimal exit criteria, or bread goal statements of expected

competencies

» were the core of the eommon program. Propram committees for each

intern helped plan how eachi person would work toward completion of the exit cri-

teria. VTortfolios helped interns, comittees, and staff keep track of progress

toward corpletion ol criteria.

A, CGrades and Credits:

1. Vhat

a.

ad.

b.

ERIC
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was done:

I't was established with the registrar and the Dean at the beginning
of the program, before interns arrived, that degrees would be based
on successful completion of a competencv-based program rather than

on grades, credits, and course rrquirements. During the 2 years of
the program, the onlv notation on the student's transcript was "Y',
the universityv's designation for an experimental program. The {un-
terus who left at the end of the first year had individualized “rans-
cripts piving the information most useful. One stated merely . hat
the student had been enrolled as a master's candidate for a full sum-
mer and 2 scmesters. The second student was awvarded a B.S. in
education with course equivalencies stated rather than competencies,
At the end of the program, stzcements of competencies completed,
experiences and university courses taken appeared on transcripts.
(Appendix 1)

2. That we learned:

dany interns wanted the securitv of the known srades and credits.

Interns and staff n-eeded a competencv cherklist to indicate progress
and completion, vhich was provided in form of lists of competencies.

fnterns were very vorried about the possible difficultv of beinp
certified in another state without grades, credits, or course 'titles.

Seme states' computer svstems cannot handle a list of competencies.
Taey must be translated into courses.

Anxious as they were about his part of the experimental program, in-
terns were the best spokesmen for competency statements in place of
prades and credits during job interviews.

il



3. Recomnmendations
a. o Create quarterly propress cheeklists of exit crviteria to be tilled
cut by cach person responsible tor evaluation and sent to the intern

and program cormittee menbors,

o Collect information on reciprocity of certification to bhe given in
writing to interns,

c. Desipgn a translation of competencies into courses before it's needed.

it Criteria

1. that was dene:

A, Decided to wait until all arfected were selected or hired to
determine exit eriteria, minimal competencics for successful
completion of program.

b, VWaited te determine exit criteria until interns had been in class-
rooms for a semester and had scme idea of vhat thev needed to be
able te do.

¢. Created a committee of 2 team leaders, 1 core faculty member, and
& interns (1 from each site selected by interns) to determine the
criterin:
1) Accepted and revised lists of recommended competencies from
faculty in their area of responsibilitv. Some faculty createa

them with {nterns.

&) Wrote competency statements in curriculum areas not covered by
facultv. Some team leaders submitted lists ia these areas.

3)  Used the following informal guidelnes:

a)  Is it semething teaclhiers must be able to do rather than
something that would be nice for teachers to do?

h)  Are the feoi that make this program unique cmphasized?
¢)  Would the list of competencies give an emplover more infor-
ration than a list of course titles?

-y

d)  Ts the lTist "deable" in 2 vears?
4y Clrculated drarts and held mectings to discuss and modifv the drafts.
by ¢ .

5) Preparcd a final draft wvhich was accepted bv the director and sent
to eachh participant.

2. What we learned:

a.  Many interns wanted to know the exit criteria the first dav of the
progran. There was a semester of floating for some, anxiety for
othiers, and free exploring for a few.

- 3
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b Facultv, whe are specialisis, have a natural investment in their
area et expertice and ofte find it ditficult to perceive the total
progran of an intern.

c. Representative involvement in the process does not ensure acceptance
of the pre ict.  Seme felt that the minimal exit criteria tocl aw.v
the possibilite of {adividual decisions; others found that they dic
not apree with the areas of focus.

(o8

Mhere was preat disparity betveen what interns, team leaders, and
individual staftf members felt represented the achieverent of any

compatency.

veo LEAs expected 2full vears of service from an intern even though he
rmav have completed the preogram earlv.

. There was Tittle understanding of the difference between poals and

objectives,

5. There was no understanding of the application of different criteria
to difrerent degraes (nasters and bachelors). Tire in progran was
often used bv committees as criteria for receiving degrees.

3. Recermendations:
a. Establish wminimal exit criterin before interus enter the progran,
glven that the stafl is available.

b. Hstablish examples of objectives that would work toward these
criteria which are understood and accepted, though not necessarily
decided as the only wav to reach an exit criteria. '

c. Make sure that the conrmon <riteria are reallv minirmal, allowing as
auch time and energy as possible for additional, individual cempe-
tencies.

d.  Reach aprcement befeore progran benins among LEA, SEA, university,
and natienal Teacher Corps en carly exit via successful completion

of program.

e. Have workshep for all participants on outcones, objectives, activities

C. Pregram Committoes

. Whaot was done:

)
B
[49]
3
—
o
ja Ny
e
I
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a. Committees wer
b, Cormittees could include:
1) team leader

2)  ether intern(s)

3) in-service teacher(s)

ERIC
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4) administrator(s)

5) core faculty

6) other (S¥A official, friend, professor at another
uitivers

o Committee membership ranged from 1 (Team Leader) to 8

d. Committee functicns included:

1) support

2) advice

3) negopiating for intern

4) help in locating resources

5) help in planning program

6) approval of program proposal
7) monitoring progress of program
8) recommending for degree

9) recormending for successful completion of program and for
certitication after staff indicated minimal competencies
had been achieved.

Vhat we learr.d:

a. Committee selection was an important indication to many interns
that they were responsible for their own learning.

b. UWhen the task was explicit and finite, e.g., a form to be completed,
committees functioned well.

c. Committees often could not help an intern deve. op alternative methods
for achieving a competency or working toward a goal,.

d. Most memters had not previously helped structure individual learning
experiences in anv context.

e. Some memboers saw the minimal criteria as an imposition to be gotten
cut of the wav.

f On cormictees that were not functioning well, faculty members were

seen as ''pushers."

n.  Interns bepan to compunicate directlv with staff members about the
criteria for vhich they were responsible instead of "wasting time"
with a comnmittee.

h. Those committees whose members had previous experience in individual-
ized and/or competency-based learning and who accepted the assumptions
of Teacher Corps were important in helping the intern.

i4



7. Reecormondations

a.  Continue committees becawse thev can increase the effectivencess of
a Teacher Corps propram both by helping interns and by increasing
program jmnpact on site personnel who are Committee members.

- Provide training in fadividual program and objective developrent, at
Ieast twice in propram, for all interns and Committee members. This

trainin;, can be especially useful for in-service teachers.

Mare one menber of the staflf responsible ror meeting vith Conmittec

<.
mermbers to arvive at o consistent and clear notion of the responsibil-
ities of program ceonmmittee menbers.
0. Portfoiios

1. that was deones

a.  Asked eact intern to ereate a portfolio as his own record of the

progran,
. Used pertiolios for:

1) Ceommittecs to review prosress and sce development of intern's
total program.

Committecs to receive infermaticen relating te additional com-

1o
~-

petencies bevond minimal exit criteria.

3) Interns to have a concrete, phyvsical reprasentation of their
program and progress.

4) Central staff to indicate future direction and needs of project
5) National reports

6) Job interviews
¢. Inciuded in portfolios were:

1) program proposals
2) objectives and exit criteria completed and signed by appropriate
staff

3) time lines for competencies i1n propress

4)  observation reports by teachers, team leaders, interns, faculty
5) reports of workshops, conferences, etc., attended

6)  lessen plans

7) preprams develeoped for individual children

3) samples of children's work
¢} papers written

10) dailyv logs, diaries

11) bibliographies 1,w

ERIC
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What we learned:

A, Host ointerns and team leads rs had no emperience in docurenting
their experiences and litole experience in writing.

b. Most interns and team leaders saw little reason to kerp written

records of experiences.

c. Portfolins tended to become very massive; there was little discrim-
ination abont wvhat to include.

d. hifferent organization schemes for portfolios were appropriate at
different times in the program, :

c.  Some staff never locked at anv part of the portfolio excent that
which apoeared to concern them directly, Otbers Kent entlrely
separate records and cailed pertfoiios "silly."

f. Interns wanted their portfolios read thoroughly and cermented on.

e Portfolios being "due'" becare the motivation for interns refeocusing
from the classroom to their own learning and progran.

Recemmendations:

sign respensibility for portfolios to a staff mnember. Thev need
-» be explained, called in, circulated among staff, returned, etc.

b. Make sure that pertfolios are not just "busveork."
¢.  Review portfolios centrallv at least everv four ronths.

. wturn sicnificant cemrents to interns after each review.

Ask interns to weed cut peortfolios after eacn review as some mater-

ials becore dated.

16



Iv. The struct ional Trogvam of Interns

The core of “he project is the instructional pragram. This scction is organized
inte content, supervizion, and evaluation. Constant medifications in the method
of delivering instruction made this a fluid, frustrating process which we've
attempted to describe here.  Supervision of interns in the field c¢lassreoms raised

the question of tean leader skills which was addressed in the Selection Section.

Evaluation of interns, staff, and program was a rrocess full of problems which
remained unresolved. Here we describe some things we tried and sugeest some next

steps for others to trv.

A, Content
1. What was expeeted:

a.  Each faculty would teach two or three different courses repeated
at various times in a field Jocation north and south (sites were
as much as 120 miles apart) when appropriate for a sipnificant
number of interns.

b. Faculty would teach mini-courses in small groups on site in regu-
larly scheduled time periods.

¢. Team leaders would serve as instructional staff at their site as
well as in other Teacher Corp sites.

d.  Each faculty would be responsible for individual projects of
auality, 5o that over two vears most facultv would have worked on
an individunlized instructional basis with most interns.

e. Some faculty would do "demonstration teaching' with children, as

instruction for interns and teachers.

t. Faculty would serve as resources to individual teachers on specific
requests.,

2. What was found:

a. That the niles between sites made it virtunlly impossible for
taculty to consolidate their instruction, energv, and time to mect
the irmediate needs of interns.

b. That superintendents and principals expected interns to be on site
in the classroom 5 days a week from 7:30 - 3:00.

c¢. That the immediacv of classroom concerns became the single most
fmportant factoe: in determining what interns felt thev needed to
learn. This learning was to occur in microscopic pieces, instantly.

17
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d. That seme interns were unwilling to leave their site for any reason.
2. That team leaders were a barrier to working with slassveon teachers.
What was tried:

a. Intern instruction time.

1) We tried having interns in classroom 4 davs a week and spend-
ing | day a week at a central Teacher Corps site for instruc-
tion. This proved unsatisfactory because:

a) membership in an instructional group was never constant.

b) immediacy of the classroom prevented interns from taking
time to do tasks, i.e., read a chapter, change a teaching
plan,

C) some interns never attended.

d) a total, sequential learning package was impossible to
deliver.

2) We tried having interns in classroom for 4 davs a week and
© spending 1 day a week on site or a close locatien. This worked
initially, but:

a) as instruction among interns routinized with predictable
patterns or responsc, new input and cross-fertilization
of ideas and experiences became difficult. (A normal prob-
lem of any isolated, small group.)

b) interns would arrive at the location at different times
so that instruction began after evervone finally pot
there, generally after school with evervone exhausted.

3) Ve tried take-hcme modules. This proved unsatisfactory because:

a) interaction with other interns emerged as essential for
most learning.

) face to face contact with the instructor emerped as criti-
cal for reinforcement, support, naking changes and
sugsestions,

We tried four weeks in classroom with one week at the university.
This worked better, but the week in Gorham became so crowded

with individual program meetings, back-home pieces to get ready,
cemmunity pileces, travel expenses, general meetings, etc. that:

o~
N

a) each facultv found himself teaching only what could he
done in isolated 2-3 hours - again microscopic pieces with
no homework or reading,.

b) both faculty and interns were strung out in that intense
week from teoo much to do in too little time.

5) We tried three day conferences in Gorham on a central theme with
several outside resources. The agenda usually included a long,
group presentation followed by informal conversation with the
presenter. This proved satisfactory for intern learning because:

a) participants included interns, teachers, others which
alloved greated cross-fertilization of ideas.
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b) vcopsultants bad the aura of "important' people who
really knew semethinog.

¢)  three days was leng enough to supply some Tepitimate
knowledge base.

f) Ve tried evening classes with interns from several sites topet-—
her. This proved satisfactory because:

a) there was a mixed group of participants including teachers
and iaterns from different sites.

b)Y  the meecting place involved some driving vhich removed
"school”, but was close enough to get back before midnicht.

7) We tried individualized work with interns on site with faculty
teaching P courses at university which interns could attend.
This proved moderatelv successful,

1) interns who took <ourses got a focused topic, in-depth
learning, and a sense of closure.

b) scme interns discovered they wanted the structure and
formality of a university course because it allowed them
to learn in a way in which they felt secure.

¢) individual conferences became immediate problem-solving,
prodding, or gripe sessions, and only rarely explanation
or direction for learning.

§) Ve tried on-site in-service davs. These proved noderately
successful because:

a) there was a mixed teacher and intern group with a lot of
interactioen.

b) faculty were always at their best.
¢) options were available.

d) hewever, the workshops were often redundant for mauv interns.

b. Scope and Sequence of Instruction

1) ALl content regardless of nede of deliverv worked toward the
general goals of minimal exit criteria. The "presentations"
provided the knowledge base which was usuallv evaluated by
tests or products. The presentations were then followed by
performance in the classroom by utilizing knowledge acquired
with students. This performance was evaluated through ohser-
vatinn, conferences, changes in product, written self or co-
operating teacher evaluations, or other documentation of some
type.  The knewledpe objectives, penerally commen to all interns,
were vritten by the instructor. The performance objective was
written by the intern, team leader, facultv, or in combin.tion.

4.  Tthat we learned:

a. That learning experiences with a mixed group of participants, teachers,
interns, university students, or others created the best conditions
for learning regardless of location or content.

iy
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That in 2 propram with "sp. sialized" faculev, it is difficult to

deal adequately with all dimensions of learning usually included

in a teacher preparation program. Tt was assumed that team leaders
and cooperating teacher would fi1l the content gaps.  This happened
only in cursery wavs and without proper emphasis, e¢specially in
science, social studies, art, and nusic. Generally the cooperat-
ing teachers expected interns to do it "their vav' and in most
instances the above content areas were missing from the elementary
school program.

That all but one conference built on a content tocus of the program
for which we already had cxpert faculty rather than using consultants
te fill-in content deficiencies. Theso conferences did benefit
teachers, extended the knowledge base of interns, and gave faculty
someone to talk with but did not correct weaknesses in intern programs

That faculty and interns both discovered a structure - i.e., time,
davs, groupings, inter-action, achiecvements - in which they were
comfortable learning. No one mode of presentation would have worked
best for 2 vears for all coencerned, but all found their best mode

at some time,

That facultsv did an outstanding job of tving content knowledne to
classroom prejects.  The connections wera not immediately perceived
by interns, who at the time were trving to deal with both the class-
roem and with «xit cviteria. As interns began te focus their learn-
ing through behavioral objectives, they realized that work in the
classroom was the major vehicle for completing "performance” criteria.

That the majority of the community prejocts reflected the interest
or concern of the teanm leaders rather than interns, Thev were the
team leaders' projects with little involvement of interns.

That for a communitw component to be most successful, it needs:

L)  to be defined as happening during the school day, the regular
work dav.

2 to be the responsibility of a faculty member to help establish
guidelines, coordinate, and keep records.

That team leaders needed direct supervision and training in the teach-
ing of adules.

Recormendations:

a.

Create criteria and prioritics for the allecation of monies for:

1)  consultants
2) conferences
3) nmaterials
4)  travel

5) individual intern cxperiences
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Pather than all faculty troing to do all parts of their instruction

all the time, arcate a tentative content {Tow chart with pProgression
from large vroup to small groups to individual work, with cach semester
having a desiygnated content focus.,

1) this provides direction for iutern.

2)  this permits faculty to alleocate time to dimensions of progran
responsibilitics other than large group instruetion, i.e.., in-
service, prosran cornittees, publications, rescarch project:,
creation of classroon materials.

Divide non-instructional tasks of propgram among staff so that respon-—
sibility is knewn, i.e., program evaluation, in-service coordination,
prograr committees, portfolios, community prejects, coordination of
individual learning expeviences outside Teacher Corps, such as national
aud regional conferences, supervision of team leaders, coordination

of classroom ecxperiences.

Sehedule 4 weoo
classroor for students and cooperating teacher and allow enough time
for program tasks, community projects, and academir instruction.

ks in classroon - 2 weeks out to assure continuity of

That team leaders:

1) take a university course in supervision during initial phase
of proyran.

2)  teach an undergraduate educatien course at universitv as adjunct
professor.

3) attending universitv mectings to Torther their development and
to maxe thelr university affiliat.on more real.

Divide up =ites amoang facultv so that one faculty 1s responsible for
attending local meetings, serving on the LTCAC, and providing direct
support to team leader.

L. Supervision of Interns and Classroom Luperiences

1. “hat was cupected:

d.

That team leaders would supervise, i.e., coordinate, initiate, pro-
vide direction, schedule, keep records on intern's classroom
cxpericnces.,

That team Leaders would serve as Tinison, facilitator, and scheduler

L

of faculty work on site, in classrooms, ctc.

That team leaders would develeop a echesive group of interns who
shared and learned teogether from their ewperiences.

That team leaders as master teachers in elementary schools would
teach and assist interns in curriculum areas not the responsibility
of core faculty,

That team leaders would have rapport with classroom teachers within

21
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2. What was found:
a.  Team leaders who had not read the proposal and who did not know
what the propran was to do or what their job was. When thev
a

undevstood the proposal, most did not agree with its assumptions.

b, Team leaders whe had no experience in supervision, organization,
or ceordinaticon other than how their principals worked.

c. Team leaders wvhe were feartul of assuming Teadership with the
classroen teachers.

d. Teachers who had not had a helper in their classrooms and who did
not know vhat to do with interns.

3. What was done:

a. Intern class assignment - who, where, for what, for how long - and
coordination was the responsibility of team leaders.

b. Instruction and evaluation of interns in all classroom curriculum
arcas other than reading was the responsibility of the team leader.

c. Team leaders were an integral part of all project staff meetings.

d. Frofessional development rcequests of team leaders were encouraged
and supported.

¢. Faculty taught with team leaders.

f. Team leaders taught interns and teachers in other sites.

g Faculty created numercus record-keeping and documentation procedures
as ailds for team leaders, vhich in most instances were passed on to

interns to do and became an additional task for them.

h. Central office requested information from team leaders which was
seldom received and often collected by an intern instead.

i. Taculty reluctantl~ by-passed team leaders and often worked directly
with principals, superintendents, teachers, and interns.

j. Central office tried to create a seminar for team leaders, but failed.

1) There was no faculty vho had rapport with all tean leaders.
2) Team leaders tried on their own to mect without faculty but
thuse became pripe sessions and quickly died out,

4. What we learned:

a. That team leaders needed both formal and informal instruction in
supervision.
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b That the issue of ditferent ¢lassroom respensibility for difterent
interns wvas never understo I by tean leaders vho held the kewv tor
making intern classroem opportunities possible, Fxample:  Some
interas at beginning of program wvanted and were prepared for an
all-day classreoom responsibility of some lenpth. Thev learned
best in an immersion experience followved by open time for reflec-
tion, learning, changing. This opportunity was rarely available
until the second vear of the program.

. That intern classroon dutics sequenced from 1 te 1 tuterine, small
groups of "ten-essential’ instruction, total c¢lass for 1 or 2 coa-
tent arcas, and then tetal class all davy for 3 to & wveeks.,  Without
a randated pelicy statement from the central office that all interns
were to have total class responsibility for 3 to 4 weeks, nosc
interns would not have potten this tvnical student-teaching cxperience.
17

do That che numbor of teachers with whom interns worked, interns

~

withh over 200 teachers in six sites, far exceeded our expectations.

¢.  That tew leaders in instances of disagreement with racvulty tended

to protect interns {rom "unreasonable demands"” rather than help,

clarify, assist interns in their learning.

t. That the team leaders vho wanted to be principale sav their jeb as
voeeping the site calm and "administered"” the interns rather than
teaching then.

5. That residency prograns, Dank Street for example, for interns were

essential to expese them to alternative classroon models.

h.o That in the 4 sites vith "lost” team leaders, an intern emerged wvho
assumad a large portion of team leader responsibilities and all in-~
terns did more te fill the team leader gap, i.e., arranged their wwn
classreeom expericnces, requested other observers, wrote and kept
their evo docurentation of experiences.

weernendations:

. Creare a list {for each site of potential classroom experiences for
first semester Vor interns to choose from to provide a structure
for team leaders te contact classroom teachers and to get data on
what is pessible to avoid intern disappointment and indecision,

I'vample .
—_—— I'ime
... , . Grade I Speciality Pesponaibility requesteod
LOaCcaers Louaile . )
i Level Area Possible for

Convene cocperating teachers at ceontral site twice a vear and on site
ence a month for sharing and instruction in areas such as behavioral
obicectives, modes of evaluation, individualization.

)

c. Teach a class in supervision to team leaders first semester of program.

d. Plan and sct up residency programs to oncur in fall of second vear to
provide alternative classroom models, to facili-ate cross-f{fertiliza-
tion of intern proups, to assure follow-up time for some new
implementation back on site,
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C.,

¢.ooArrange a repsonal tean leclder meeting for puipose of instruction
and sharing aad exposure.

r. Have one core faculty be responsible for supervision ot team leaders.

g. Develop and follow throupgh or a2 team leader Jjob deseription.

Evaluation
1. uf interns
a.  What was done:

1) Encourayed data be given to interns from a variety of sources,
i.e., faculty, team leaders, teachers, other interns, progran
comrittees plus self-reflection. All data became a part of
documentation with final approval or nonapproval for corpletion
of an exit criteria goal statement resting with the staff mem-
ber or team leader responsible.

2)  Provided varicus types of instruments for interns to chooze
from for getting feedback from teachers whe were inexperienced
in working with or observing other adults in their classrooms.

3)  Encouraged und solicited all tvpes of information for evaluative
purpeses.

1) tests as indicators of knowledge

b)  observations

c) video-tapes and cassette tapes

d) projects, articles, letters to self, journals

%) Tncluded area checklists and progress reports for some parts of
exit criteria when portfolios were reviewed,

b. What we learned:

1) That the seif-discovery of the need for objectives was a long
time coming for mest interns. Only when documentation was sub-
mitted, not approved, and questions asked, "What were you trving
to do? That was your objective, for you or students? What were
vou trying to teach?" did the meaning of objectives begin to
emerge, The accompanving question of "How do vou know if that
happencd?" had even less understanding for most interns.

2) That enly in rare instances, except for ohjective tests. were
any criteria or standards of what constituted approval or non-
approval known in advance. In part this was a result of the
vast number of individualized objectives and the diversitv of
cheice in experiences which necessitated different criteria
for each. ‘fany times approval was granted on just knowing the
intern had focused, thought, and worked on the dimension of
the total. We felt we had moved "miles'" when we knew before
evaluation what the intern's nbjective had been or what he per-
ceived he was working toward at that point.
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Thoras dnterns becane waster's degree students, a common

taca .t eriteria for a-proval became the ability to articu-

LU

late, erally or written, with clarity and concreteness.

That a major problam throughout the program for interns brcaroe
the lscek of closure, sense of propress, foeling of accomplish-
ment or kunowing when thev were done with something. Without
focus or concentration by interns and known standards or cri-
teria by faculty, it was hard to reach closure., Ve didn't come
clese to solving this one except for faculty to use different
standards at different times for ecach intern as it scemed import-
ant for his develorment.

fhat video-tapes werce rarely useful for evaluation purposes

as the filmer can distort what is happening for the viewer by
where he chooses to focus the picture. That cassette tapes
vere rarelv userul for evaluative purposes unless the

intern was speaking from some organized framework.

That procram committees needed direction and assistance if they
were to serve adequatelv the evaluation function for the total
avnthesis of an intern's experiences and learning.

Recormmendations:

L)

1o
S

1)

4)

What

1)

Create clear criteria and standards for performance of interns

and staft, a leng, difficult process.

Convene all participants of interns' program committees at least
twice during 2 vear period and provide systematic imput and
direction for what theyv are to do and options for how to do it
so that their evaluative function could be operational. Again,
these program committees must be a responsibility of some one
staff memher.

Create a systen for monitoring intern progress in each area of
focus so that clear directions f..r the next step are more likely.

Do ToTA (Instrument for Observation of Teaching Activities) work-
shops during first year of program rather than seccond.

2. 0L Staff and Program

was done:

During the tirst weel of program, we had administerced to all

Teacher Corps participants:

@) O.d. Harveyr's "This I Believe" and "Conceptual Systems
Test'" which vas scored on 6 dimensions, i.e., concreteness/
al stractness, flexibility/rigidity, etec.

b)  "Self-Concept' Sematic Deferential.

This data was compiled but a final administering of these
tests at end of ram as an indicator of change did not
take place.

During first month ogram, a consultant was present at a

neeting in whiech tot ogram evaluation was discussed. No
responsibility for ta.. was assumed or delegated.
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YN0 evaluation of statf rerirormance was done. A recommondation
For «uch evaluation wa. rejected by staft as being "prematuere"
In March of the Tirst wear. Two staf urrhers tried at differ-
ent times to paot feedhack from other participants with less
than 507 return,

4)  Various evaluative instruments were used followving workshops and
universitv courses,

5)  lafermation for program reports to Washington was collected ir
different wavs: from administrative staff onlv, from staff,
frem total vropram participants.  No reports were ever dissemin-
ated to staff or progran members.

What we learned:

1) That for evaluation to be an integral part of a procram and a
o1sis for making decisfons within a program, it must bhe the
desipnated responsibility of someone staff member and funds
allevated propertioratelv,

2)  That an outside~preogram bhut inside-svstem, close to progra
evaluator is probably the most useful.

3)  That random gathering of different information bv differ

necple is little better than no infermation.

Recommendations:

-

55

the bepinuing of the program.

) Assipn progroam evaluation/responsibilitv to staff member at

2) Use Yashington program reports as the basis of a newsletter
24
and sharing of what is happening in the program across sites.

3)  Evaluate staff performance in first vear, using information to
make instructional decisions.
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The In-Service Progran

This section focuses on the dimensions of work with in-service teachers and

impact on LEAs.

A,

B.

What was expected:

l. On-site courses

2. VWorkshops on in-sorvice davs

3. UWork in classroom with teachers, interns, and students

4. PBe ar “ntegral part of teachers' meetings and school comnittees

What was found:

1. Districts with no in-service days for teachers

2. Districts with no staff development plans

3. Teachers whe had never had other adults in their classrooms

4. Team leaders very reluctant to assume any leadership with their peers

5. Teachers and principals who had not been a part of the decision to be
a Teacher Corps site and who had little or nn knowledge of the project.

that was done:

1. Held a meeting w th Teacher Corps site superintendent to clarify and
restate what was available through Teacher Corps.

2 fistablished direct communication between Teacher Corps faculty and
principals and superintendent where possible.

3. Purchased and developed materials for students compatible with Teacher
Corps goals: ESS projects, paperback reading libraries, curriculum

boxes, open materials, diagnustic aids to be used bv cooperating teachers
and interns. These maicrials were low threat for fearful teachers,
established a pecsitive entrv, and gained acce:, for faculty and interns
te manv classroors.

4. Worked with school boards, superintendents, and teachers on educational
program gouals where possible.

5. Held 3 day conferences on campus Thursday, Friday, and Saturdav and
negontiated with superintendents for 2 days released time for teachers
in exchange for their attendance on Saturdays.

6. Conducted in-service days at sites that had set aside the days and
initiated in-service da s at other sites.
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Pidione-day and after-schoo? -~ orkshops with alternative options to
choose from at those sites holliing back on Teacher Corps involvement,

Taught two gradunte courses on site in special educaticn and learning

disabilities which grew out ol needs related to legislation on

"mainstreaming."

Tricd to establish repular conferences of interns, cooperating teachors,
and team leaders but failed.

Instituted staff training for team leaders which was not successful.
Conducted TOTA (Instrumeant for the Observation of Teaching Activities)
workshop with teachers, interns, team leaders, administrators, one
cbjective of which was to provide a better knowledge base for working

with interns and for teacher assessment.

Used interns as special education ‘tants in non-Teacher Corps
districts which needed and wanted

Did workshop conducted bv interns in non-Teacher Corps site.

Served as consaltant in ore district in the development of an Tndividu-
alized Stafi Dewvelormont Plan which can lead to a new way of teacher

assessnent,
Utilized interns as teachiers in the Adult Education Progirams in sites,

Team taught with tear leaders in courses and workshops whenever possible.

we learned:

Throw away the idea that one-dav workshops do anything other than exnnse
participants to Teacher Corps and/or create an awareness of a concept
or process,

txpand the coencept of what constitutes in-service:
; i

4. Most classroom change grew out of professional relationships
established between iutern and cooperating teacher.

b.  The utilizatien cof "different" classroom materials can form
the core of relevant in-service,

Tosist on voluntary participation of teachers in anv in-service program
presented.  As teachers experienced positive henefits from experiences

with interns and Teachor Corps in general, both the quantity and guality
of participation increased.

Ofler numerous, diverse way in which teachers mav participate voluntarily.
a. classroon work with inte s

b. new materials to try out
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on-site workshops and clas- 2s

8]

d. central site conferences, workshops, and classes
e. individual teacher graduate programs

opportunity for teachers to be in-service instructors for work-—
shops in other districts

™

5. help in development and distribution of teacher-made materials

h. opportunity to be consultants in other on—campus classes

Establish at a ve carly o 1 Lritte cdure and standard
rstablish at a very early starce a clear written procedure and standards

for recertification credits, graduate credits, independent study, reim-
bursement of travel tuition, and use of classroom materials.

The best indicator of comon in-service needs is anv new state legisla-
tion which affects districts and teachers,

Recommendations:

1.

(93]

H.

Have superintendents write a letter to all their sta f explaining Teacher
Corps at beginning of project,

Be on the agenda of the first teacher's meeting in each site before
interns begin their field work to explain:

a. what Teacher Corps is

b. what interns are expected to do

¢. whom to contact for what resources

d. benefits possible for them

e. to distribute an indication of interest questionnaire
Meet with superintendents to resolve operational issues.

Have tean leaders conduct individual meetings with co-operating teacher
and intern to determine:

a. expectations and experiences possible

b. intern objectives and evaluation procedure

c. a schedule fer periodic conferences for intern and cooperating teacher
Have team leaders heold monthly meetings of all site cooperating teachers,

interns, and invited resource people to share past and determine next
steps.  Membership of teach s should change as interns change classrooms.

Send a quarterly newsletter from Teacher Corps central office describing
in-service conferences, workshops, classes, events available to teachers.

Hold twice yearly meetings of all current cooperating teachers and
interns to:

a. share information from other sites
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b. tallk to other teachers wit interns

deterniine in-service needs

(]

d. schedule and distribute Teacher Corps classroom materials

¢

give new inpul as needed
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VI. The Universicv as Host

The University of Maine, Portland-Gorhan, was created in the late sixties through

the nerger of two collece campuses within the larger 9 campus svstem of the
University of Maine. 7t was stated by the university that Teacher Corps was a
way te provide new input into the staff, to implement an experimental model, to

explore alternatives within the school, and to provide financial assistance in a

time when wmoney for educatinn is severely limited.

A, What was done:

a. All Teacher Corps staff (7) were full time with Teacher Corps.

. 0 staff new te the university (3), two had doctorates and two were
enrolled in dectoral programs.

e, Three of the five new staff were womnen, two of whom held doctorates,
This doubled the number of wemen who were full-time facultvy members
and tripled the number of women holding doctorates in the School

of ¥ducation.

d. ALl mew staff members held bachelor's degrees outside the field of
education, and three held master's deyrees in a liberal arts area,
thus broadening the perspective of the school's faculty whe had
suddenly found themselves as only one piece of a larger university.

.  Provided skills new to the school in language development, affec-
tive educatinn, and open education.

. Added depth to ¢kills in several areas of exceptionality, reading,
and program development.,

g. Fach staff member taught at least one course outside Teacher Corps
for the school. ’

The appointment and employment of the Program Specialist was trans-
ferred frem the university to the State Educaticnal Agency both in
the spirit of collaboration and to make available additional exper-
tise in teacher education to the SEA. The Program Specialist was
based with the program at the universitv and received university

rank with full veting privileges. Later, at the Program Specialist's
request, the pesition was transferred back to the university because
the State's classification for the position carried a lower salary
than the university's allocation and no fringe benefits.

1. Althouph Teacher Corvs was a separate program, all Teacher Corps
faculty were voting members in a department.
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j. Daring the second vear, th. Teacher Corps statf pradually became
integrated into the school md were elected or appointed to the
following positions:

Chailrweman of the Faculty of the School
Member, Facultyv Senate of University
Director, Tn-Service Division of the School
Fditerial Beard, PRTSM Journal

Director, Fxcepticnality Program

2 members, Ciabinet of the School

k. Only one staff menber continues at the Coltege in a capacity utiliz-
ing the specific skills for which he was hired, and he transferred
freom Teacher Corps at the end of the first vear. Two additional
stafl remain primarily in administrative, non-teaching function.

2. Program

a.  The university provided adequate space, telephones, and supporting
services. The Teacher Corps office was the most central and visible
place on campus.

b. The university agreed to substitute competencies successfully completed
tor grades and credits as degree requirements., Tn order to provide
information which might be needed by the university at some time, we
also indicated the ways (previous course work, classroom experience,
independent study, Teacher Corps workshops) in which interns met
school requirements for a degree. 1In other words, the same informa-
tien was put into competency format for Teacher Corps and. course
format for the school. The Dean of the School of Education and the
Dean of Graduate Studies both supported these preogram attempts to
maintain the integrity of the experimental program. For example,
the school has a requirement that a graduate student take nine hours
in a liberal arts field in addition to professional education courses.
For Teacher Corps interns, this requirement was turned into four com-
petencies, rather than three courses to be met by work primarily
within the program.

c. The university registrar collaborated on the final transcript form
which includes: a program description, list of minimal competencies,
additional competencies, and experiences, equivalent courses com-—
pleted toward special certification. This transcript provides more
information than the normal list of course titles or numbers, prades,

and credit hours,
d.  Teacher Corps attempted to acquaint and involve other faculty with
the program through
- invitaticns to conferences and meeting
- being presenters at conierences

- setting up short-term individualized contracts for interns
with faculty
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- guest teaching in their university classes
- uwriting articles for school journal

- instituting faculty development opportunities

Until the second vear, very few facultv of the school knew anv details
about the Teacher Corps program other than that it was "in the field",
Further knowledee and curiosity abouc the program grew out of personal
experiences with the Teacher Corps faculty in settings outside Teacher
Corps. At the end of the program, the questions freom the faculty were
still of a curious nature rather than serious explorations of the pro-
gram's components and possible implications for their own programs.

Influerce of Teacher Corps on the scheool ig primarily a result of the
personalities of the Teacher Corps facultv., The staff worked hard to
create change with the scheol by doing more than their shiare of committee
work, proposal generation, progran development, and reorganization.

The university did not have a commitment to the staff it hired for
Teacher Corps. The only person presently utilizing the skills for which
he was hired left the program at the end of the first yvear to head an
tndergraduate program in exceptionality,

Fequests for deviating from "normal university procedure" were most
successful wvhen made in person with a clear raticnale and a plan for
implementation.

Recommendations:

1.

Have written commitments from the university regarding future emp loyment
of Teacher Corps staff.

tormallv introduce Teacher Corps staff to the school faculty so that one
vear later thev don't ask, "Vho's that?"

Recoxnize that staff hired to create change are probablv different from
the present staff and need support for their work.

Include present school staff rore deliberately in the program through
staff meetings, requests to plan together, ctc.

Disseminate information about effectiveness of program components througli-
out the scheol.
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