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PREFACE

The Fifth National Confevence for Vocational Education Personnel Develop-

merkt Coordinators was held January'26-28, 1976, at the Quality Inn-Cibola in

Arlington, Texas. In additien to the personnal development coordinators (or

their representatives) and the project staff, the 77 participants included

U. S. Office of Education staff members from Washington, D. C., and the ten OE

regionar offices, teacher educators, a state director of vocational education,

and three EPDA fellows. The conference was sponsored by the Center for Occupa-

tional Education's EPDA-funded national training activity entitled "National

ResOurce Panel for State Personnel Development Systems."

The theme of the conference wa3 "Philosophy, Program Development and 1m-

Tlementation," and the conference objectives wcf-e as follows:

1. To develop collectively a general pMlosophy.of vocational education

professional development:.

2. To provide each coordinator participant with information tools and

techniques necessary to tailor the general philosophy to the re7

quirements of his/her particular state or territory.

3. To update participant knowledge of the state-of-the-art in performance-

based teacher education and to provide "hands on" experience with two

PBTE modOles.

4. To provide each state personnel development coordinator with a model

.for an ideal state personnel development system, as well as with

descriptions of two systems currently in place which can serve as

benchmarks for individual coordinators in assessing the quality and

comprehensiveness of their own professional development systems.



5. To incunse national, regional and state articulation and coordination

through the provision of a forum for the exchange of ideas.and new in-

formation concerning national, regional and state projects, policies,

impleMentation procedures, practices and priorities.

This report includes the basic text (or, in some cases, an outline of the .

text) of the presentations taped at the conference. Sirice the simultaneous

small group discussions wer..,: not taped, oup reporters were designated, and

their prepared Summaries are included. Unedited transcripts were returned to

each program participant for his or her reactions and suggestions, and, where

possible, their revised presentations are reproduced. A post-conference eval-

uation form (Appendix C) was completed by 16...-percent of the participants, and

the results o I the evaluation are reported following the Conf-erence Summary,

The Center and the editors wish to express gratitude Co those who made

presentations -at the conference, the group leaders, the conference planning

committee, and the coordinators themselves for making the conference a suc-

cess, and the entire Center technical staff for their assistance in the pro-

duction and dissemination of this report.

',John K. Coster

Director
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A PHILOSOPHY FOR PERSONNEL DEVELOPMENT IN

VOCATIONAL EDUCATION%

Dewey A..Adams
-

Professor and Director of Vocational Education
Virginia Polytechnic Instituee and State University

Introduction,
V"

We are mindful today of the influential audience we face and the important

role wilksh each of you plays in the design, development, promotion and evalua-

4

tion of vocational education personnel development programs throughout the na-

tion. ,We are a/so aware of the far-reaching benefits which can be gained when

state departments of education, teachdr education institutions and local voca-

tional education units decide to work together to maximize the outcomes of a

unified personnel development program. Perhaps we face no greater challenge in

vocational educatton than that of achieving this unity, and I truss that my.few

remarks will enhance our efforts in that pursuit.

Meaning of Philosophy

When first approached -about our assignment for today. I felt immediately

that it would be relativel.: easy :aid knew exactly how I wished to approach the

task. After all, had not vocational educators been/"philosophizing" for many

years, making such an assignment relatively simple? We were asked to deal with

three questions:

1. What is philosophy?

2. What are the possible components of a philosophy of vocational educa-

tion personnol development?

3. Howmight we go about developing our philosophy of.personnel develop-

ment at the national, state and local levels?

Upon more intensive examination, I have realized that my task was not so

easy as once believed. In the first place, one universally accepted definition
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I

of philosophy was not readily evident. We discovered (mice a number of possi-
------,

ble definitions for consideration. 1:et me share a few of them with you;

A !.-ystem for guiding life; e 'boLiy of prinzelples of conduct.

2. A set of religious beUafs or traditions.

-3. The study -of truth or principles underlying all knowledge.
4

4. The broad general principles of a,particular subject or field.

5. A. reasonable attitude; accepting things do they are and making the

begr of them.

Beliefs, convittionS, creeds, doctrines, attitudes, concepts, principles,

theories-and thouzhts--all these can be found in definitions of philosophy.

But we needed another dimension whieh would give philosdphy substance, reality

and a practical--world or entation: We sought statements from he vocational

literature which would Le philosophical but which would convey depth of mean-

ing. Maybe y-ou will recognize some oF those we found:.

Just after the Board had brought the schools up to date,
To prepare you for your life's work
Without teaching you one superfluous thing,
Jim Reilly presented himself to be educated.
He wanted to be a bricklayer.
They taught him to be

1
a perfect bridklayer,

and nothino more.

We must take the people where they are and catry them as far as they can

go within the assigned function of the system. If they cannot read, then

we will simply teach them to read and make them proud of their aChieve-

ment. If they did_ not finish high school but have a mind to do it, then

- we will offer them a high school education 'at ,a time and in a place con-

venient to them and at.a price within their reach. If their talent is

technical or vocational, then we will simply offer them instruction,

whatever the field,.however comple;.: or simple, that will provide them

with the knowledge and skill they can sell in the market place of our 2

State, and thereby contribute to its scientific and industrial growth.

It seems to me that adult education still has a basic confusion between a

belief that people can determine what is good.for them and a belief that

educators know what is good for them. Adult education activities very

often grow out of institutions which are primarily responsible for the

education of youth. In execisine their res'Onsibilities forthe education/



/
of youth, these institutiOns tend to act as though they are quite sure

what is good Col- youth. They set up a series of hurdles over which youth

must soar in order to demonstrate accpmplishment and reach the goal of a

degree. The number and height of the hurdles are.set by the institution,

and the face is to the bright and retentive. This kind of educational
responsibility tends to create.the. person who likes to do good to people,

whois unable .or unwilling to let people make their choices-eeven to be

ignorant if.they so desire. Now this belief is quite different from tile

conviction j.Nf the adult -e-ducator who believes that people 4re the best

judges of their own problems and can best determine how to deal with

them. If he believes this, he must hold himself largely in "standby"

condition, ready tO organize, aid, assist, help, uphold, bute,not to direct

the educatienel activities of the people with whom he works.-' '

The mest ,!ffective leader is one who acts as catalyst, a consultant and,

a resource to the gupup. The leader acts in such a way as to facilitate

group strength, individual responsibility, diverity, nonconformity and

aggressiveness. The.leader must command strong discipline, not only be-

cause people respect a sti:ong leader, but because strength and firmness

communicate care and Concern.4

We could go on, but from these ideas and experiences we should be able to

formulate a tentative definition of philosophy for vocational education profes-

sional development, enabling us to take some first stepS in philosophy-building.

.Let me offer such.a definition, but accept it only as a starting point. Modi-

fications should come in our small group di:scussions later today and should

ont inue thr,,w;iu)ut our efforts to build philosophy.

Philbsophy of vocatibnal educatibn personnel development may be viewed as

"a set of interrelated beliefs about each aspect of pre-service education, in-

service education, consultant services and research and development activities

in a comprehensive approach to vocational education persOnnel development,"

The utilization of such a definition appears to require that we accept certain

propositions of joint vocational eduCation staff behavior:

1. Both teaCher educators and state department staffs must be meaning-

fully involved in the design, development, conducC and evaluation, of

personneletraining programs at all levels of endeavor.

9
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2. Clientele themselves as well as the otganizations in witich they serve

must play a significant role in their own development.

3. Nature of and trends in contemporary society must be taken into ac-

count in the design and development of personnel training programs.

? 4. All people (teachers, supervisors-, administrators, policy-makers,

counselors and teacher educators) who provide direct or _indirect in-

put into the vocational education program must be recipients of and

benefdt from the personnel development program.

5. The,search for a philosophy of vocational education personnel develop-

f ment becomes one of raising questions rather than sta4ing answers or

solutions. Such questions must be big\and important, the "right"

questions,

Possible Components of a Philosophy of Personneli

Development in Vocational Education

Each state should expect to plan and implement its own program of voca-

tional education personnel 'development giving emphasis to those aspects of

training which its leaders consider to be most important. Yet while programs

and program emphasis may differ from state to state, perhaps we can consider'

some components and belief statements with respect to a pliposophy of person-

nel development in vocational education here which will serve as a beginning

for further refinement in each state. Such components and belief statements

(

may also serve as something of a national framework for personnel development

support and pr\ oration. Seven components around which we recommend the build-

ing of belief statemtnts are these:

1. General nature .of society and culture from which our clientele come

and to which they will go for work after their pre-servite or in-

service education.



2. Major interests, prio'rities and goals in a given state, local school

tt

area or educational organization.* (National and/or state priorities

voy influenca programS at other levels of government.)

3. Prevailing social, economic and political climate and resources with

which we.can work.

4. Nature of teachers, administrators, supervisors counselors, research-

ers,"currieulum leaders and policy-makers we wish to turn out.

5. Types of training programs (courses, workshops, seminars and confer-

ences) for emphasiI in personnel drelopment.

6.0 Variety of learning experiences. (internship, externship, coop, prac-

ticum and independent Project) which are to be emphasized in the pro-
:-

gram of personnel development.

/. Criteria, standards and procedures for evaluation and assessment' of

personnel development progra:-1.

Starting on the Formulation of a PhilOsophy of

Vocational,Education Personnel Develo m nt'

The important process of raising ques ions as an early.step in philosophy

fOrmulation was mentioned earlier. Among the questions and question areas

might be these:

1. Clientele needs and job opportunities in the immediate future.

a. What vocational education services will experience most critical.

shortages of specialized teachers in the next decade?

b. What will occur with respect to consumer education and general
\,

home economics?

c. To what extent will th'e co-op concept become predominant in all

of our vocational education programs in the hext decade

11

1-
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d. What are the needs and trends with respect to' the development of,

general, across-the-board vocational leadership7 Vocational coun-

selors? Teacier educators?

2. National, state and local priorities.

To what extent will vocatAonal -education for the handicapped con-
:

tinue to be a top national priority?

b. To what extent will job placement be a top priority in most states?

c. What pribrity will be given to career education at the local level?

3. Traditional and creative resources for personnel development programs.

a. To what extent can we increase the use of business .and industrial

resources such as fellowship5, part-time instructors and training

stations for on-the-jo experience?

b. How can we involve the community in a more substantive way in per-

sonnel development programs?

c. To .1:lhat extent can we utilize professional retirees and volunteer

workers in personnel development programs?

4. New "breeds" of voCational teachers, teaAler leaders and support per-

sonnel.

a. How should a career education leader differ from vocatiOnal or

general education leaders whom we have had in the past?

0 _

b. What should a vocational counselor be able lo do t4hieh a general

counselor has not been able to do?

c. What new competencies should across7the-board leadership possess?

d. To what extent might we build large ca es of instructors from

those trained in industry?

12
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//
5. New and/or updated types of training programs.

st.

7

a. To what extent can we cont-inue to rely on traditional courses,

workshops and confe- .ect to vocational education

pe1sonnel developm

b. What promise does the business or industrial internship expe'rience

offer?

---
What use can.we make of he individual research project, the.ex-

ternship and the independent field study as new training prograns

for vocational personnel?

New and/or updated learning experiences.

a. How Can we use the concepts (behavioral Science ) seminar.in gen-
t

eral vocational leadershtp development?

b. How can we,use simulation and/or games theory more extensively. in

vocational education personnel developMent?

c. To what extent,:can we develop cr'édft for work eXperience as a

part of our personnel develoPment program?

7. Criteria, standards and procedures.for evaluation of personnel devel-

opment programs.,

a. What roles will gradnate and undergraduate students play in'eval-

uation olpersonnel.development programs?

b. Should there be incentives for organizations which exceed' the.

.............. k,..2-67f8°Emel

c.' What.part of the total endeavor shoul&and will,tPDA programs

play at national and state levels of personnel-development?

13
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A Preamble and Exemplary Belief Statements

The process of raising questions can\tesult in the data necessary to for-
)

mulate a preamble and belief statements which makemp the major tenets of per-
-,

sonnel development philosophy.Let us try just a few belief stateMents. Hope-

.

fully, your Small group discussions will rei, ,e and result in the formu-
,

lation of others. Perhaps our belief statemL.,11, could be along the same order

as those suggested by'the panel of experts who influenced the drafting of the

/

Vocational Education Act of 1963.

We believe' that tbe major purpose of profesSionalvocational educatfbn

-perSonnel development is to provide competent personnel to direct the

preparation and continuing insetvice education of workers.-for contem-

porary society. Included are teachers, administrators, supervisors,

counselors, teacher educators rand/or policy-makers.

9. We believe that all of.those iho')are reasonably'affected by vocational.

education programs should have some role in planning, implementing

and evaluating personnel development programs. Such persons include

students,
.

teachers, teacher echicators, administrators, supervisors,

business and industrial personnel, policy-makers and general citizens.

3.
f--

We be,lieve that a new kind of general, across-the-board lepership in
t . ,

vocational education Is essential to the' future expansion. and well-

,'

,heing of our profession. Educational prparation for this hew lead-

ership should draw upon the best tradit/ions of our specialized ser-

.

.

. .

vices an,a,Vlenfrin new contepts, princiPles and7practices.-rfom the....,. .......**.........ar

i .

behavioral sciences,.businessi- industry and technology, and the field.

'ofpatf itself.

We might continue with other belief statements, but these three are ample

:

to show the framework we are suggesting for your consideration here. If the

1 4
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discussion groups find them useful, we will feel positive about our role in

this conference.

Closing Comments

Five propositions appear crucial to the formulation of a philosophy'for

vocational education per, development for our Limes:

-1. Philosophy mu:. a renewal of cooperative personnel develop-

\

ment Planning, recalling the best elements of our traditional joint
'

staff operation and adding the best innovations in our modern teathet

education programs.

Philosophy must consider a total plan including all persons, programs,

procest;es and learning experiences which are related to contemporary

vocational education.

3. Philosophy must consider all the traditional and new res.ources at the

.command of state departments of education, local school units,. and

teacher education institutions.

.Philosophy must consider.neesis.of contemporary society and the neW

breeds of vOCational educators we want for the future.

5. Philosophy must consider plans for.completc and continual evaluation

and replanning as needs. and trends change..

References
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-7

Open the Door--Alt the Way.

3. MCClothlitn, W. J. Planning for Adult Education--A Basic ConfuSion,

4. Gibb, Jack. Views of Educational! Leadership.
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PERFORMANCE-BASED TEACHER EDUCATION FOR VOCATIONAL TEACHERS

Robert E. Norton

The Center for Vocational Education, The

A. why PBTE/CBTE?

1. Several factors stimulating Movement

a. StreSs on'performance objectives

b. Conersrr fr,r.

C. 1

)untabi.lity

...vidualize instruction

Ohio
-

State University

d. Widespread dissatisfaction with'Many current teacher education

programs

2. Tremendous need for personnel development in vocational edUcation:

Chid experienced 24 growth.in number of professional personnel

1968 to 1974

3. Need exiSts for:

a. M.7,re cOmpetent anC effe,:tive vocational

b. ::-.F_ruction based on identified and valic

C. EL. _uation which is performance rather. th

d. _truction which provides for a variety c_

ers

d competencies

owledge oriented

realistic learning

experiences and options

e: Instruction which provides immediate feedback to the learner

f. Thstruction which holds both the student and instructor .

acc-tuntable

E. Ii-a=uctiah which is tc)th efficient and e_ffective:

B. What is /CBTE

1. A alternative,approach to teacher preparation

2. PBTE/CETF,,terms far all practical purposes are synonomous:

10

a. -Some prefer CBTE because it stresses the 4development of specific

combetencies

16



b. Some prefer PETE because it,stresses the development of the

teacher's ability to actually perform the specified competencies

Essential defining characteristics of PETE (AACTE 1974)
.

a'i; Competencies to be demonstrated are made public in advance

. b. Criteria to be employed in assessing competencies are made

public in advance

c. The instructional program provides Tor the development and

evaluation.of Ae student's achievement of each of the.compe

tencies specified

d. Assessment of the student's competency uses his perforMance as

the primary source-of evidence, takes into account evidence of

the s- ::Aowledge_ and strives-for objectivity

e. _The rate of progress throUel the program is determined

.by competency

4. Implied char-e,..-- ris-tics of all PB programs (AACTE 1974)

a. Instrual individualized to a considerable extent

b. 8rnr ex.p.riences are guided by feedback

c. The p: am a whole has the characteristics of a system

d. Emphazi ... f_7 on exit requirements

e. The le_ .:7 if considered to have comed the. program oniz.-

when L., monstrated the required l el of performance

f. The ir nal program is not time ba_ed in units of fixed

5. Desired charact,7 ics of PETE programs (AACTE 1974) -

a. The program _is to a considerable extent fieldcentered--to enhance

realism

17
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b. There is a broad base for decision making--for logistical reasons

as well as the requirements of democracy and professionalism

C. Instruction is often modularized and uses protocoland training

materials--to achieve flexibility and realism within the college

setting.

d. Professional preparation is career-long--inherent in the concept

of the professional teacher

e. A res rch component is often built into the program--to enhance

the knowledge'base on which the

6. ,Let's comPare conventional and PBTE

Conventiona
Materials/Programa-

Content-based

b. Time-based

c. Group paced

Group needs

Delayed feedback

Textbook/workbook

Course oriented

Classroom-based

Instructors

General objectives

Subjective criteria

What is the 8tate of the Art?

profession depends

programs

.7%

PBTE
Materials/Programs

Competency7pased

Performance-based

Indiilidually paced

Individual needs

Immediate feedback

Multi-media materials

Module oriented

-Field-based

Resource persons

Specific objectives

Objective criteria

PBTE/CBTE programs are under consideration, development, or being

lemented in every stateand most universities and colleges.;

2. 10 lementary education projects 1968

1 8'

12
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3. 17 sta.r. vo x-trld&t.:d Fl he offered ris an alternative; New York

State_ :.--Jciaia--_:;

4. 3everal consortium;.; estaH tshd

5. 120 ir,..3titutionS have Oj .reting programs (USOE)

6. 500 i.tut fl V J. programs

7. -Small number of vocational education programs but interest very high

Major ef.-'c)rt,3

.a. POP Progra:-1, L.L.ILI-H_Z, State -University, Normal

b. NUSTLT Prozram, iniver3ity of Nebraska, Lincoln

c. aL Uni rs1ty, Dtroit

d. VITAL Program, :mple Uni-.ersity, Philadelphia

8. Center 1:-;tterF- of inguir.-, prom over 110,4ye ar institutions,

22 2-3/Li.r institutionL, and 1: international agencies

See Attachment. A fc r-re detniLs

D. The Cent-r', PETJTE Curr .]

1. C7E' c2mproh:.nsive program with. three Ma jor phases:

--2search, curricula ,',.21opmnt and testing, and dissemination and
,

i_p1entat1on (See ,T;u.re 1 gr7.phic _and AttachmeH, E slide/tape script)

2. ii..,:search Phas;J-1967i972

a. Anz.:1;.-ze vocational teacher pLTformance elements,

b. Analyse vocational teechercordinator performalce elements

c. Merge requred performance ..Lements = 384

Orgaze performance elt:;;Ienl:. :121to ten categc ries

Develop criteria for each;p1-1-formance element

3. L:Lrricula development and testing Thase--1971 to present

Cooperative developmerV, of proTLD-type` modules 118

19



[Analyze Vocational
Teacher Performance

1,2esearch

Phase

[

Analyze Vocational Teacher-
Coordinator Performance
Elements

Merge Required
Performance Elements

Elements into 10 Categorioi
Organize Performance

Develop Criteria for Each
Performance Element

[Conduct
sychometr:Lc

ipRfinement
1

Cooperative Development -
of Prototype Modules

CoTduct
Preliminary
Testing

Oregon State Uni.,
Uni. of Missouri,
and The Center

Consultant
Module ,

Reviews

Development
And Testing
Phase-.

V
; t-:ise Module

L_Refine Module

Dissem-inaticn
and Imlementation
Phase

Disseminate Materials
And Assist

With Im lementation

1:111.7femarti7m-7
lin preservice\
Vocational Teacher
Education Progra:ms

In-service Voctional
Teacher Education

/Programs



b. Obtain feedback;

(1) Preliminary field testing

(2) Consu2tant module review's

(3) Psychometric refinemw

C Revie, modulesrigorous 25 sCep Frocess, see Attachment P for

Review Checklist and Typical Inst7uctional Sequence

d. Conduc t. advanced testing-25 sites inclu:ting NIE, EPplA, Cost-

Recovery sites

e. Refine modules

4. DissemirAion Euld implementation phase

a. Develop supportive training materials

(1) aate-of-the-Art Report

(2) itudent Gui,de

(3) Resource Person Guide

(4) Impiementation Guide for Administrators

(5) .Slide/tape presentations

(o) Training-workshop modules -101 and X-102)

b. Publish materials

c. Train personnel ..

d. Assist with implementation of programs

Imolem-ntation Alternatives/donsiderations

1. Blending approach

Ccu-rs-e- substttut
a /.

3. Ideali.:nd program

4. Alter/. te parallel p: _Tram

5. angle service area program

6. Preservice program

15



1nservice

8. Combination _ -service pr_.

F. Program Design Process

1. Plannina a PETE program, see ten steps suggested by Houston, et 21.

(Attachment C)

Collaborative planning and decisionmaking

3. Staffing patterns

. Reaources required

G. Summary,

.1. Major features of The Center's PETE curricula (see Attachment' D)

2. Student and staff reactions overwhelmingly positive

3. A very promising:alternativel

2 2
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Attachment A

1

CURRENT EFFORTS, MODELS, AND PROJECTS"'

.Major efforts relative to PBTE are currently under-

way in all academic and vocational areas, for preschool,

elementary, secondary, post-secondary, adult, undergrad-

uate, and graduate programs: Developmental, implementa-

tion, and dissemination efforts are in process at the local

education agency level, college and university level, state

level, and at the regional and national levels.

The teacher education project which has probably

done the most to foster the careful,development of PBTE

programs and Which has undoubtedly done the most publishing

of PBTE resburce Materials has been the-American Association

of Colleges of Teacher Education (AACTE). Under the lead,

ership of Karl'MaSsanari, PBTE Project Director,and the

Performance-Based Teacher Education Project.Committee.

(established 1970) chaired by J.W. Maucker,.the '2*AGTE has

already.published seventeen booklets indts PBTE seites and

has_ recently begun the preparation of technical position

papers.. The project which is now in its sixth year of

operation has also sponsored and conducted numerous national

and regional conferences focusing directly-on the problemse'and issues inVolved In implementing and maintaining PBTE

programs- AACTE's efforts, 'supported by a grant from the

S af.fice_ol_Educai-jaar_have'Also lioc-u.Sed-Qaaterluini1191,

the_state of the art of the national performance-based-
r

movement, and on fostering, a widespread.national dialogue

Taken from Nort:on, Harrington, and Gill, Performance-based Teachcr Ed-
ucatiOn: The State of the Art - General.Education and Vocational Ed-
ucation Draft Version The Center for Vocational Education, The Ohio.
State University, 2975,App. 33-39.

9..n
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about the progress, prospects, and problems of the movement.

Another national effort launched in 1972 and also

sUpported by the U. S. Office of Education is The Multi-.

State Consortium on Performance-Based Teacher Education.

Perhaps best known for its widely disseminated and read

PBTE newsletter, the effort represents a concerted approach

by 13 states to promote the cause of PBTE, particularly

within their own states. The prciject, administered by New

York State and directed by Theo3ore F. Andrews,.has as one

of its primary obiectives "the dissemination and communica-

tion of information about performance-based teacher educa-
,

tion." Tt has also focused on the implications of PBTE for

state certification, on the interstate sharing of information,

materials and personnel, and on helping member states

develop management systems for performance-based approaches

to teacher education.

A third prominent national effort is The National

Consortium of CBE Centers. The CBE consortium is an infor-

mal association of institutions involved in the development.

and/implementation of Competency-Basel/Teacher Education.

Also supported by the U. S. Office of/EdUcatiOn, the con-,

sortium consists of nine National CBE Centers, each of which

was an outgrowth of the design and/development activities'

as the Comprehensive Elementary Teacher /

Preparation MOdels. Each of .the Centers is involved in
/

cOnducting CBE reSearch and development activitiec, for

implementing preservice andin-service.program models,'

2 4
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and in providing developmental assistance and training to

others interested in installing competency-based education

programs. The Consortium serves to coordinate eftorts of

the nine Centers, to provide-CBE leadershiY) at the national .

level, and functions as a clearinghoUse for providing

developmental program assistance.

In order to attain an overview of the extensive

and pervas'ive nature of the many other PBTE, -CBTE, and CBE

efforts,consider the following list of 44 activitiet pre-

pared by Allen Schmieder and Margaret McNeely (1975).

State of the ArtCurrent ACtivities in

Competency-Based Education

1.. Seventeen states have mandated the approach as a full

new or alternative system for,teacher education and

certification; 15 others are considering similar action.

Several states plan full implementation within the next

several years.

2. ApProximately 500 institutionS of higher education have
pilot programs, about 120 have large operating prggrams,
and 15 have institution-wide programs.

3. In 1972 a complete'bibliography Oh the subject had 22

items; a "complete bibliography finished in 1973 in- .

eluded over 800 items covering 57 different categories.

4. _Pilot programs exist for almost every-condeivable cat-
egory of education: adult education, teacher education,

education media, library persOnnel, nuclear radiology,

dentistry, etc:

5. Thirty-seven out of sa national professional associations

-----------aur.me.yed_in_1974_indicataLinvelvement
in competency-

bated education program developm-enr.--

6. Six states have mandated both competeney-based education
and career education as-major program priorities.

25
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,. Competency-based examinations have become part of the
licensing process for several occupations and profes-
sions.

8. A'major national commission including 30 prominent
educators.and political leaders has been prmed to
spearhead a national research and development progiam
in CBE--the'commission is supported by private founda-
tion and is affiliated with the Educational Testing
Service of Princeton, New Jersey.

9. Thirty-one states have joined the Interstate Certifica-
.

tion Project concerned with the mobility of educational
per-so_nnel and interstate reciprocityje-teach/ing cer-
tificates.- A major focus.of the 74-73 programlis on
transferability probleffis relating to competency-based
education.

10. FOurteen states have formed a national consortiuth for
the purpose ofSharing information materials and.per-
sonnel and for.helping member states to develop manage-
ment systems for, the development and use of performance-7._
based approaches to teacher education and certificatiOn.

11. Leadership representatives from a cross section of
edutational constituencies--higher education, teacher
professional associations, schq,p1 systems, students,
,the.basic- studies,-state educaiaon agencies, the
Federal Governmenthave formed a National Committee oh
Performance-Based Teacher Education (spOnsored by the
American Association of Colleges fOr Teacher Education)
tR determine the "state of the art" of he national :

competency-based education movemen and to support a
widespread national dialogue about the'progress, prospects
and problemp of the CBE movement.

12. Ten predominantly black colleges haVe
. formed a consortium

to spearhead the development of competency-based educa-
tion in:small colleges.

13. The Fund for the Improvement of Po
'Is

t Secondary EdUcatiOn
upports projects whiph'include a large number-of pro-
fessions and are denerally directed at the identificatinn --
and formulaticm of competency objectives, as§essment
for mastering of.competencies, and the design and
implementation of learning processes.which facilitate
the attainment of specified competencies.

--proj6-cts imiolving as mariTinstitu-
tions of higher education .and.local school systems
give high priority to qu prograping.

26



1 . A national occupatiOnal competency Testing Institute

has been formed at the Educational Testing Service,

Princeton, New Jersey.

16. HEW is supporting the development of alternative approa

to staff development for adult educators in all 10 HEW

regions. Two regions (II, III) have concentrated on

competency-based education, others have focused on re"

lated_approaches.

17. Ohio State University's Career Education Personnel

Development Project (USOE) is developing competencies

for teacher educaation in career education.

18. There is a National Clearinghouse on PBTE at American

Association of Colleges for Teacher Education, in

Washington, D. C.

19. There is a National Clearinghouse on Individualized

Instruction at Georgetown University, in Washington, D,

20. There is a National-Clearingho se for CBE in Community

and Junior Colleges, Universit of Florida, Gainesvi11 4

Florida.

21. There is a National Clearinghouse for Action'Research

in cpE, at Bowling Green Upiversity, Bowling Green, Oh

22. There are nine Regional Competency-Based-Education
Centers supported by the Office of Education to develo

experimental CBE models in teacher education and to

provide developmental assistance and training services

for those interested in Installin4 CBE programs.

23. The American Bar Association iS spongpring a study of

(Hastings Law School, San Francisco) the implications

of CBE movement for training :of lawyers and for educa-

tion related court cases.

24. The School Libr'ary Manpower Project administers six

experimental program models competency-based libra/

media edUcation.

25. Over two years the AACTE National Committee has spon-

sored.10 regional leadership training institutes for

over 2,000 edudational leaders.

Ayirtual "National Stbrehouse" of related materials

have been-developed At colleges, universities and

J4edera1ly supported educational laboratory and researl

and development ce s,le.g., 145 validated protocol

packages, 650 (Gag Catalogue) validated training

_Materials, mini cour es, ITU Teachers College Unita,

Parson's Guided Self Analysis, Interaction Analysis-Y
_ .



27.- The Educational-Testing Service is developing and

testing taxonomy and assessment instruments for identi-

fying and evaluating competencies acquired in domestic

and volunteer activities.

28. The Council,for the Advancement of Small Colleges is

conducting case studies regarding cost effectiveness

in a variety of CBE programs.

29. A number of skills and competency banks have been

developed at several institutions of higher education

and regional education laboratories.

30. Large module banks exist at approximately 3.0, institu-

tions.

31. Four tates have developed state-level generic competency

catalogues.

32. The Antioch-administered University Without Walls

Program provides external degree opportunities for
thousands of students through a national network of

colleges and universities.

33. The Open University of the United Kingdom enrolls

nearly 50,000 students from all Walks of life and is

'the largest edUcational publisher in the nation.

34. New. York State has developed an external degree program

in the fields of nursing (AA&BA), business administration

(AA) and the liberal arts (AA&BA) (heavy emphaSis on

life experience and military experience).

35. The Learning Resource Center in Syracuse, New York has

a goal of koviding competency-baSed external degrees

to 5,000 adults in the next several years.

36. Experience to date in implementing CBE programs-for

educational personnel development includes:
--conceptualization and initial development .of an array

of CBE pilots
--iMplementation, evaluation, and rev sion of many of

these pilots
--development of a wide array of inst uctional materials

and resources
--building of relevant data banks
--development of new assessment proced res and instru-

ments
--development of competency lists

37. An Institute for Research and Development c Competency-

Based Teacher Education Programs has been 1 ,.]med in the

College of Education at Wayne State University.

2 8



38. The Department of Supervision and Curriculum Development
at the University of Georgia is developing a competency-
based center in Curriculum and Supervision. A number of
other places now have CBE degree programs in supervision,
including University of California at Santa Barbara,
Florida International University, University of North
Florida, Governous State University, Tri State College,
Louisiana State University, Weber State College, and the
University of Utah.

39. The American Association of School Librarian Division pf
the America: Library Association has formed a committee
to develop El_ competency-based certification model'for
school media.personnel.

40. The Model Legislatica Project, Working in cooperation
with the Lawyers Committee for Civil Rights Under the
Law, made an analysis of all state regulations and laws
relating to education (developed 3,000 pp. index) and
as one consequence, i developing model legislation for
competency-based.education.

41. Six leading CBE states, working with the National
Commission on PBE, axe developing plans for coordinating
research programs and sharing results.

42. Competency-Based Education is one of" the major priority
areas in a newly developing Federal Government interest,
in finding ways to diminish the isolation of formal
education. Three Federal agencies (HEW, Commerce,
Labor) have formed inter-agency task forces-7including
one-on C,BE"to work on the problem.

43. The National.Institute-of Education is supporting a
number of significant CBE efforts--two of the most
important being the California Project,which is
examining relationships between teaching and learning
in key subject areas and-the Oregon State Project which
is developing CBE programs.at the high school level. A

large number o other NIE projects have important
implitations for CBE program developers.

44. Experience to date in implementin'g CBE programs for
educational personnel development includes the:
--conceptualization and initial development of an
array of CBE Pilots

"implementation, evaluation, and revision of many of
these pilots

7-development of a wide array of instructional materials
and resources

--building of relevant data banks
"development of new assessment prbcedures and

instruments
--development of coMpetency lists

2 9
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Modul P ew Oh list

Modul. -. _ Revi wed by:

Langu:,,:.:e
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1. al.-nfn.-logy is deeined :- ..i :i, intreduction Thf)rmati:an

E
Yes No

.2. The - - logy is consistent throughout. Yes No

3. The ire ions are simply and clearly stated, a. :=7.rralet l.7-Yes o

4. The r. --.7ance objectives are stated -n measur_L. rle-:rms .
Yes No

5. The :_.._-:-,2 _ions clarif: the rformancc objectiv-: ae-,,-- are

not :;i- : a restatemmt c he performance obj lye. Yes No

6. The ._ii.-:- tions clariff wha -he performance is, .w r.-2 do

it, and 'ly it is nec2ssar7 Yes No

7. The br. age is lively and interesting; it is not mer.--21y

mechanicA. Yes No

8. The lang!.!age is geared to the level of an average reader. Yes No

Learning Exn-riences

1. Learning experiences are sequenced logically. Yes No

2. Learniwg experiences do not overlap. Yes

3. Learnirg experiences lead to competency in the performance

objecteve. Yes'

4. All required readings contribute directly to attaining the

objective. Yes

5. All required activities contribute directly to attaining

the objective. Yes No

6. Vhen an:activity may be difficult to implement, alternate

ways of completing the activity are provided. Yes No

7. Optional learning activities are provided to give depth

and flexibility to the learning experience. Yes No

8. A range of activities is provided to accommodate students

of different abilities, needs, and interests. Yc:s No

.9. A range of activities is providedto allow for both indi-

vidual-and grcup,work. Yes No

10. Role playing activities include role descriptions and situ-

ations to guide anyone playing a role outside his/her own

frame of reference.,
Yes No

11. The learning-activities are varied and.interesting, with a

minimum of repetition from one learning experience to

another.
Yes No

Information Sheets .(Criteria in the "Language" section apply here)

1.. The module is self-contained,.if possible, and praCtical. Yes NO

2. Information sheets contain up-to-date information. Yes .No

3. Information sheets are concrete and tangible, not just vague

generalities or lists of criteria; they tell "how to." Yes No .

No
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4. nfon
ith

,

Jucai_

5. , Itsi:

6:

t..-ley are

7. Ti!ere ar

e..:perienc

8. Outsid._

Slf-C]ecks

1.

2 Self-chec.
in the

3. Model
the readiE

4. Checklist:.

5. Checklist
performan:

6. Chccklis
- the obicc::

7. Alternhti-:

learners
8. Each feedh

mance.
9. Evaluation'

mance is n-

Media

I.

Ire relevan: o vocati ' education,

dr:- from variow- .ervice of vocational

luire less tan 30 p_ige_ )f reading per

not :7-lore than 10 year: .11d .:.Linless

)nal value).
:ewer references p learning

Ire standar-d enough that they should be
, any M:-dule user.

-1, Checklists

-Amply rote activities A7id arc not
informtion prpvided in the learning

_.-:asively reflect the inf rmation provided

T:erience.

=h do more than parrot the information in
provided to reinforce learning.

-zated in observable, performance terms.
all criteria.necessary for successful

tJ1.,

i7er evaluation are provided for those
not arrange to work with peers.

includes a stated level of perfor-

y ass.ss the learner's progress toward

:or rc: cling if the level of perfor-

Yes

Ves

Yes
Yes

Yes

Yes

Yes

yes

No

No

No

No

No

ves 'No

The mdeia cable to all vocational service areas. YeS

The media _
craze, clarify, reinforce, or extend the

concepts introduced in the module; they don't simply repeat
them. Yes

3. The media ar,-). realistic, i.e., the, teacher, students and

real.school e are belivable. Yes

4. The length i.-- reasonable .(10 to 20 minutes). Yes

5. The r-..edia .r,L) --1-eresting -nisually/aurally. Yes

6. The n..!dia yisually/aurally. Yes

7. If tke med'LA inludc an e:,:emplary instructor, the instructor:
a. relatc-=, wen with students. Yes

b. ...:ses 5 !r--717. feedback. Yes

c. uses r ?a :11-. teaching aids where appropriate. Yes

d. presen formation geared to the needs of the students. Yes

e. teache, , Lhe basis of up-to-date learning theory. .
Yes

8. The media,ar -ree from racial and sex bias. Yes

9. The media ar li-Jely and action-oriented. Yes

10. The informati.:17 is presented in a logical sequence. Yes

31

No

No

No
No
No
No

No
No
No
No
No
No
No
No
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1. -1-:)e mile delivers or: the dojectives. "'es No

9. The mr,dule meets "new format' specifications. es No

3. The mAule Js interno:ly con:Astent (objectives, ions,

feedb::ck devices, etc .. do not contradict each othe:, ,

cirec:ly or_ indirectly). "Zes. No

4. !:o le=ning experience other, than ,the final learni:-
perienIce requires performanCe in a real school sit_Lat Yes No

5. Upportunity is provided for practicing any _perform:al.,
yhich must be .executed in the real world. Yes No

6. The final learning experience requires performance 'LL-r1

actual school situation. Yas No

7. The learning experiences are realistic; i.e., they
require an unreasonable amount of prior knowledge
time on the part of the learner. No

8. The module is easy to implement; i.e., it does not
an unreasonable amount of the resource person's tiny__ va_s No

9. Learning activities, information sheets, ease studio. ,

resources, etc. provide across-the-board representation of

the various service areas in vocational education. Yes No

10. An introductory statement is provided which motivates the'

student by explaining why the competency is needed,'not
simply what the competency consists of. Yes

11. An introductory statement is provided which places-the
module in a frame of. Te'erence with other modules in the
category, and with the broad theory of vocational education. Yes No

12. All necessary prerequisite competencieS are listed. Yes No

3 2
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1
.PROC 1 DE OCESS

.3 :.;._:tich fc. )ws -1..Jes ten stLge. the
teachc.: a:-_:ation program :1-.,2sigr- ..,:::Jcess which ha%,;!

sugge:-:sd W. Robert Hous:-_on "2-)esigninc: Inst: ac-71. nal
Syster-..: ?erformance-Eass3d E'.ca.17.-iion Programs, IThs.

exper.1c:,s provided are -end; t deip participsn:.
(1) be:te:- ..:11derstand the pzogrE.L:r. d-Lsign process and is

operaons_i 5:Td hter understand
roles :he' might play in f- that process.

e tlan steps are ljsid below:

Specify Assumptions

Identify Competencies

7 Delineate Objectives

Ind_cate Cr teria-levein and Assessment rde- for
Obj.:!ctives

Cluster and Order Objec-Lii.ies for Instruc-:in

E. Design InstrActional Strategies or Moduls

Organize a anagement System

Pro otype Test Instructinal System

9. Eval...late InL'tructional ilr')gram

:O. Progr _m

The r :)cess is r-t lincar, b sYstemic and reeLcerative
in n.atcre1 --.ntribut g to a more and more -refined and explici
model.

-Early version of Competency-Based teacher Education Prcgram
Design:, A Simulation, Houston, W. R., Dodl, N. R., and Weber, W.
A. Competency-Based Instructional Systems, P. O. Box 90627,

Westfield, Texas 77090.
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va:ABLE TIME LINE

PLANNING

ACTIVITIES Pan,

PRACTICE

OR

SIMULATED /

ACTIVITIES

ALTERNATE

ACTIVIT1ZS

(DEMONSTRATED \

CC.IPETENCE

,aft,*/~.~.001=mmImml*

TYPICAL INSTRUCTIONAL SECUENCE

FOR CVE MODULES



MA4R FEATURES OF

THE CEN7ER'S Pen CURRICULA

1. EACH MODULE FOCUSES UPON ONE DR MORE VERIFIED

IMPORTANT VOCATIOUL TEACHER COMPETENCIES

2. MODULAR DESIGN PROVIDES MAXiMUM FLEXIBILITY FOR

DESIGNING INDIVIDUALIED PROGRAMS BASED ON NEEDS

3. DESIGN OF LIARNING EXPERIENCES ALLOWS FOR INDIVIDUAL

SMALL OR iARGE GROUP INSTRUCTION

4. ALL MODULES ARE SUITABLE FOR PRESERVICE AND/OR IN-

SERVICE USE

5. MOST MODULES ARE SELF-CON ED

6. RECOMMENDED (monk GLTSME RESOURCES INCLUDE

PRITED AND MLIO-MEDIA MAMItALS

7, DESIGN PERMITS ADAPTATION PANS USE OF SITUATION

SPECIFIC urAL ftfA7'RIALS

8. EACH MOLJLE CULMINATES WirN EVALUATION OF THE SPECIFIED

COMPETEL1' AN A:TUAL TRCHING SITUM1ON
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Attachment E

Script for the Center PSTE Slide/Tape Presentation

1975

Teacher educators have always sOught to provide teachers with the skills they

need to perform effectively.

In spite ef this aim, however, a recent Nacional Education Association survey

indicated that many teachers felt dissatisfied with their preparation in the

basic teaching skills.

why were they dissatisfied? One reason may be that a careful,analysis of the

snecific teachiniLskills needed had never been'done.

Another re:Ison may be that most teacher education courses emphasize the theory

of teaching in general rather than focusing on the specific skills needed.

Teacher education programs have also long been aimed at giving teachers the

necessary number of courses, with the proper titles, to meet certification re-

quirements.

As a result, these programs tend to focus on knowing about how to teach rather

than on being able to perform specific teaching skills.

As everyone knows, there is a fundamental difference between knowing about the

job and being able to do the job.

Another result has been the offering of similar methods courses in every disci-

pline or service area, thus duplicating efforts.

Teacher education pregrams have also tended to use paper and pencil tests to

determine a prospective teacher's ability to perform in the classroom.

Not have been required to ''.emonstrate their competence, it is not surftising

that many.teachers find themselves unprepared to meet the challenge of the ac-

tual classroom.
-

These concerns prompted the development of dn alternative approach to teacher

education: /Performance-Based Teacher Education, or PBTE.

PBTE stresses the-identification of-the specific knowledge, skills, and atti-

tudes--called competencies--that are needed by all teachers.

These competencies are stated as performance objectives to be achieved.

PBTE programs are then designed to help students achieve these objectives.

A student's program can be individualized to meet his or her needs, interests,

and abilities.

3 8
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-In PBTE programs, students are able to work toward the objectives at their own
pace, instead of at the pace of the instructor or the group.

Evaluation of the teacher is based on his or her ability to perform sucess-
fully in actual teaching situations.

The performance-oriented nature of PBTE programs can make students more account-
able for their performance and more confident in their basic teaching skills.

The Center for Vocational Education at The Ohio State University has developed
a performance-based curriculum. ,

Curriculum materials have been developed in modular form for preparing teachers,
preservice and inservice, in the seven vocational service areas: agricultural

education, business and office education, distributive education, health occupa-
tions education, home economics education, technical education, and trade and
industrial education.

Center work began with research efforts to determine the essential competencies
or skills of effective vocational teachers.

Educators representing all of the vocational service areas identified a total
of 384 competencies as critical to successful vocatioftal teaching.

These competencies were clustered into 10 categories and then further grouped
into module topics. For example, one category is Instructional Planning;
within that category is the module "Write a Lesson Plan."

Other,examples include modules in-Instructional Execution, Instructional Eval-
uation, and Instructional Management.

A total of over 100 learning packages, or modules, covering the 384 competencies
were developed.

The modules were developed in a cooperative effort by faculty at Oregon State
University, the University of Missouri at Columbia, and the Center for Voca-
tional Education, The Ohio State University at Columbus, Ohio.

Writing teams, representing the different service areas at each university,
developed the initial set of modules.

Teacher educators at both universities and Center staff critically reviewed each

module.

The Center staff then synthesized all reviews, and the modules were prepared
for preliminary field-testing..

Preliminary testing of the modules was conducted at three sites: Oregon State

University, the University of Missouri at Columbia, and Temple University.

Students and teacher educators involved in the testing provided feedback based
on their use of the materials.
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Supgestions for revision cre 1 o obtained from independent consultants and

subiect matter expertis w-no rev, c(id the modules.
-7

7siri.: these inputs_ the 7A"ALile. -ent thni'agh a rigorous revision process in

arep-,tat'-a for

23.st..h ms le c!xpLI:-Ition (D7- 1.717 the skill covered is important

relatos t r

N-xt, wav in wh.i t moLi. isior,:irani7.ed and Che various options for

:rolet: .7g it are

per . ?rmance abj to be Chieved and the'required and supplemental,

r, ur 's needed ar.:

TL re ...)f the 7-loci.L.- .)f learning experiences
designed.to help stu-

d,.1s t: tn oti
performance.of the competency in an

a,.:Lual hal stuati--

Some Iclrning cuperica previe students with the information they need to

p,..rf,)rr. the comT)etc.nc-, c)thc-r :earning experiences
give students the oppor-

'an -ty
:lapetency in a :iimulated situation.

Th, learning t a aildays requires the student to demonstrate in an

act il hool he or sfte has achieved the competency described

in :he

Ech Ie:oning (ixper- ..-- a ncludes devices which allow the student to get im-

mtHiate hi: cr hfr flrogress.

The learni:Ig .11s:) provide optional .activities that allow the stu-

dent tY, Cloice a topic furCher.

The modules are se1f-7containe(H. The provide witHin a single booklet

ma:-it of tho rim Let al st.:Jdent will reed.

Even C)cagh are :,signed foit individual use, Aroup activities are

arri .cher Aticator is actively involved as a resource person,

ldvia;(:r, and c27a1ua1,ici.7.

A set .-)1-7
7- arial has been developed to assist with the implemen-

ttiOt o'f thi:7 cur7c..,liuri. The materials are audio-visual and printed in na-

ture .iod ..lets for both teacher educators and students.

A nan,'hook on how develop modules has also been prepared tO assist educe-

want to modules in specialized subject areas.

liotM 'le modules marl immlementation materials have been advance tested at

.s,.:c:!r..d sites in a Ide variety of institutiOnal settings.

The .nter also c'7,71:ificted a user survey to determine the potential demand for

(e,
::::)dules in w,caiional tea4er education programs.
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The. findings indicate great interest in the PBTEcurriculum among universities

and colleges, state departments of'education, and other educational agencies at

'all levels.

The materialsare wanted for both preservice kind is:::trvice education use.

With the flexibility inherent in PBTE curricula, it is ,asy to select modules

so as to meet the needs and interests of both the institution and the individ-

ual.

PBTE curricula offer a promising alternative to current teacher preparation

programs.

As the performance-based name implies, 'these curricula should result in teachers

who are bett_er abVe to'perform ef,fectively.

If you would like more information about this PBTE curriculum and the availa-

bility of materials, contact:
Performance-Based Curricula Program
The Center fo'r Vocational Education
The Ohio State University
1960 Kenny Road
Cplumbus, Ohio 43210
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A PARADIGM FOR STATE PERSONNEL DEVELOPMENT

IN VOCATIONAL EDUCATION
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on Personnel Development
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by

Darrell L. Parks
Assistant Director for Vocational Education

Ohio Department of Education

People are the single most important element that affect the

degree of success of any program, movement or endeavor. Such a statement .

is as applicable to vocational education as it is to any other facet of

our social and economic structure. Ultimately, we rise or fall in relat-

ion to the quality of the people who assume leadership and supporting

roles regarding the development, operation and'maintenange of vocational

education at all program levels. "An effective comprehensive vocational

education program canonly be impleented.and made operationally functiohal

today with a qualified and competent staff of teachers, supervisors and

administrators."
1

In view of the significance of the professional personnel com-

ponent, "..".an adequate supply of competent personnel is too important to

vocational education's success to leave to chance."
2 A comprehensive

1 Folicv-Nnkin," for Vocational Education. Division of Vocational

Education, University of Ualifornia, November, 1975. p. 10.

2'Darrell L. Parks, "Sltandard Characteristics of Vocational Education",

Unpublished i'aper, Ohio Department of Education, 1975, p. 4.
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Personnel development program must be developed and maintained on a

systematic basis, "...providing some structure or framework which helps

provide outcomee, many of which are predictable."3 Such a system must

address itself to the following points:

A. A personnel development;program that is based upon a commonly

accepted and supported philosophy of vocational education with

reference to As purpose and its place in the total education

schema.

B. A program that provides for the preparation of all professional

vocational education personnel including teachers, supervisors,

and administrators.

C. An in-service program that provides the latest and up-to-date

information regarding accepted current teaching methodologies

and technical advancements as they apply to vocational 'education.

D. A program that establishes and maintains an effective and posi-

tive relationship with business and industry, local education

agencies, teacher education institutions, and the appropriate

state education agency responsible for the administering of

program standards.

E. -A ir/ogram that provides for advanced study and coordinated re-

search efforts that address local, state, and national vocational

\

education needs, problems and issues; and

F. A program that arises directly from the social, economic and

cultural needs of people in a demanding, rapidly changing,

technological.society to which it is ultimately accountable.

3James D. McComas, "'What Is The Personnel DeVelopment System For
Vocational and Technical Education?", CoMnrehensiVe Vocational Education
Personnel Development and Utilization. U. 6. Government Printing OfTice,

DHEW Publication No.. (UET 72-141, p. 95.
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Goals of a Professional Personnel Development System
4

If a state system for professional personnel development' in

vocational education is to be truly comprehensive in nature, it//Seems

only logical that the design and implementation of such a system be guided

by a set of carefully formulated'and clearly,stated goals. illustration

of some suggested goals for a professional personnel developMent system for

!

voc-ational education are:

A. To identify sh e and/intermediate-range professional

personnel needs.

B. To develop and administer a plan for recruiting and training

professional personnel in accordance with identified needs and

commensurate with current and projected business and industrial

practices.

C. To identify and coordinate in-service activities aimed at up-

grading and/oreretraining existing professional personnel.

D. To provide leadership and coordination to the development and

administration of professional personnel certification policies

and standards.

E. To assure optimal effeciency and effectiveness in the utilization

of available resources in the preparation of professional personnel.

F. To provide for both formative and summative evaluation processes

to determine the relevancy and adequacy of the personnel develop-

ment system.

Assuming that the aforementioned goals are appropriate to a professional

personnel development system for vocational education, attenLon can then

'directed/to designing such a system aimed at realizing those g9p1s.

'
4Adapted from; "A State Model for'Professional Personnel Development

In Vocational i'Aucation," by Darrell L. Parks..Comprehensive Vocational'

Education Personnel Development and Utilization.. U. S..Government Printing ,

Office, DEEW.PubliCation 1oo (OET-2-141, pp. 45 - 39.
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A Professional Personnel Development System

The professional personnel development system proposed within

the context of this paper is based upon the following principles.
5

1. Planning for vocational personnel development should begin at

the locus of educational responsibility, namely at the State

level.

2. Planning should not fail to occur at every pointof decision

making.

3. Opportunity should always be given for public and professional

inputs which are external to the establishment.

/7 F. kcOmprehensive vocational education personnel'development

system should always include a research component.

5. A comprehensive, vocational education personnel development

system should always include provisions for review and eval-

uation.

Also, the point needs to e emphasized that a system design,

although somewhat structuially rigid in oncept, must posses6 a degree

of elasticity or flexihility in order to be-functional. Such elasticity

is necessary'in order to\adjust to the process riables that play upon

it. In a professional pereonnel development s em for vocational edu-

cation these process variables include;.unique prm characteristics

that cannot be addressed through standardized procedures, different target

populations in terms of level of preparation and nature of responsibili-

ties, fluctuating needs regarding the number of personnel required from

year to year, the"'nature of the training activity as to whether it is

prelpervice or in-service, the availability of resources to support such

5Gordon'I. Swanson,. "Summary and Highlights of the First National

WOrkshop On Comprehensive Vocational Education Personnel Development and
Utilization,"'Comprehensive Vocational Educationyersonnel Development and

Utilization. U. S. Government Printing Office, pillA Publication No.- (OE)

72-141_, p. 287. 4 5 /



a System, and agency/instittitional differences.

The remainder of this paper will address itself to an elabor-

ation of the professional personnel development system depicted on the

following page.

Determining the needs .
Once the goals of the personnel develop-

ment system have been defined and the common program.philosophy has been

established, the intial point of departure in implementing the system is

to determine a base against which ensuing planning.and programming efforts

can be directed. Such a needs assessment effort must be comprehensive in

terms of covering the entire spectrum of occupational fields throughout the

state which are vocational education's responsibility. This data must

generate from an economic and projected emplo7ment bacc as .ell as from

the program d:E.velopment, expansion, maintenance and/or phase-out perSpective.

The needs as.:..2ssment component of the system, as is the 7..-zrse with all the

other sysle= components, is on-going in nature and the ,cess employed in

making su an assessment should be constantly refined 'as expertise is en-

hanced.

In too many instances, past needs assessment activities have

been limited to cursory surveys, internal in design, with little, if any

input from the business-industry complex. More and more the involvement

of business and industry is essential if the systeM is to be responsive

to the existing and projected needs and expectations of the job market.

Business and industry will respond. "They will serve in adVisory roles,

join in planning processes, and assist with instruction at every level

of the professional personnel development system."
6

In recent years, the determination of personnel needs in vo-

cational education on a statewide basis has been the responsibility of

6Ibid., p. 289.
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the State Educational Agency responsible for the administration of

vocational education. In fact, personnel needs data have been a

corporate part of the State Plan for the Administration of Vocational.

Education required by the Federal government in order to participate in

Federal funding. The SEA should continue to perform the role of gathering

data regarding professional personnel needs. However, such an assessment

i-7ocer:.; Lztilize ever:r available data source in arriving at profess-

cna -.:.3onnel need E:-oje:tions.

ljevlopini7 the :lan - After the data has been gathered and

cyntaeLized regarding prof,ssional personnel needs, theOdevelopment of

a co=eL2nsive progVam plan designed to meet identified needs becomes

the ncr_t irder of bu inesa. The personnel development program plan should

set foth, in a re14tive1y concise manner, the mechanisms or vehicles that

will be resonsible for addressing identified needs.

This plan must be cooperatively developed, involving the State

Educational Agency, personnel training institutions, and an advisory, body

comprised ofrepresentatives from businessi industry, the local education-

al agency level, past products and perhaps the lay public.

The plan should clearly state the needs, broken into their

various categories, the available resources for meeting such needs, the

procedures relative to programming that will best utilize available re-

sources in meeting the needs, and, if necessary, alternative strategies

to address,needs that cannot be met for one reason or another through the

regular process.

Furthermore, the plan should .spell out the cooperative arrange-

nents to be followed with personnel development institutions regarding pre-

service, in-service, advanced study dnd research activities.

4 8



41

- Generally, it has been common pradtice

that teacher education intituticns play a major role in the preT)aration of

'vocational education 'professional personnel. Historicglly, it c....an be pointed

out that they ha.:L perfc)rmed their role rather successfully as indicated .by

thg number of capable ad competent personnel who are currently enjoying

leadership and instructional positions in vocational education across the

*
nation.

However, with the rapidly changing times, and the additional play

upon available resources, it is apparent that teacher education programs

must become more sensitive to both the internal and external pressures and

adjust accordingly if they are to continue to serve the needs in profession-

al personnel 'developme=t in vocational education.

Althoughnot explicitly shown on the personnel development.model /

on the preceding page, it is becoming exceedingly more important-for teacher

education institutions to develop their own, comprehensive program plans that

indicate their strategies for fulfilling their roles in the personnrl fiovelop-

ment process. Th..!,fle 2)1r1r .6c2 co- 2ratively developed, utilizing

the input and counsel from an external advicpry committee, a:-;.d setting forth

a resource utilization plan that optimizes efficiency,and effectiveness in

reference to dollars, time and personnel.

Another dimension that personnel development institutions must

address involves the process that is to be used in staying abreast' with

the rapidly changing technological and social movements. Efforts to keep

up7tordate have implications not only for planning and conducting relevant

in-service programs, but also carry implications for the in-serviCing of

professional personnel training staff. "We haye many problems in education.

One of which is seldom ever talked about is our lack of a realistic plan

4 9
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for self-renewal and staff development throgh inservice education of

some kind."' Leet it be overlooked, the inervice element just referred

to in the name of teacher education L5 just as imPbrtanl for vocational

education state leadership personnel.

Cooperat.ive arrangements between-the State e..:LIcational Agency

and professiohal personnel development institutions releive to the

development of vocational education professional persone:\can and do take

on varying patterns. Some arrangements. may provide for eepp of designated

positions at the university leVel, some may call for pe.-reial oUpport of such
\

positions, some may provide little or no support from a financial point of

view, and some pay provide support in direct proportion to cervices render-

ed in accordance with expressed needs stated in the comprehensive plan

for professional personnel development. It ie nct the eei )oce of this paper

to propose which er:eo-eteent ;6 mL;7e desiratLe However, it is important to

realize the importance of and necessity for open and coreeinuous dialogue

between the SEA and,training institutions. A state profeeeienal personnel

development system for vocatienaL education must provide the vehicle or the

means for such communications to take place if a truly comprehnsive plan

is to be implemented.

Evaluating the results - The appraisal or, evaluation process

employed to determine the effectiveness of the professional personnel

development program must be both process and product oriented. That is to

say it must not only reflect upon the extent to which needs have been met

quantitatively or qualitatively, but it must also look at the process to

determine its efficiency in proportion to the investment of fiscal, time

and facility resources. In essence, the evaluation component should provide

7jack R. Frymier, "beveloping Human Potential," Pomprehensive Vocational'
Leucation Personnel Development and Utilization. U. S. GoVernment Printing
Office, DH.6W -Publication No.. (GET72-141, p. 35.
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fOr both external and internal appraiSals.

External appraisal should deal with the extent to which the

product is performing in the field. ::;uch an appraisal should be based

upon a comprehensive set of ci'iteria that relate to the degree to which

the neec was met, the timeliness in meeting the need, the performance

of the product in the field, the expressed satisfaction of the employing

agency that utilizes the product, and the degree to whigh the product -

considers himself adequately prepared. This external appraisal will most

likely be spearheaded by the State Educational Agency responsible for

monitoring and maintaining vocational education program standards, however,

provisions could and should be made to closely involve teacher training

, personnel in the appraisal process. 3uch involvement will.

provide for immediate feedback that will reflec,t upon preparatory and

inservice program strengths and shortcomings, and hopefully reduce the

amount of turn-around time to make any necessary adjustments in the

training program.

An additional .external appraisal process will also be available

in terns of the quality of the vocational student turned out by the program

that was a recipient of the professional development process./ Such eval-

uative information will have a built-in time delay factor, however, it-

still must be taken into .account in the final analysis of program and

product effectiveness.

\.

Internal appraisal will most likely deal more with a process

review, looking critically at the procedures that are employed in all

phases of the personnel development system-. Such a formative evaluation

procedure should be continuous and the system-must be extremely sensitive

to the findings in order that immediate adjustments and/or modifications

5 1
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can be made for the betterment of the system and to the benefit of the

ultimate products cf the system.

Although a process review almost always implies a self-review

approach, it may be worthy of consideration to include an external review

copponent; that is, a review of the process activities and procedures by

a review element outside the system itself. Often, such an evaluation

approach is more objective and can more readily see needed changes as

compared to internally oriented evaluative efforts.

- Nothing has been said up to- this point

regarding the management of the professional personnel development system

with the exception that the responsibility for such a system rests.at the

State level. However, it is obvious that such a system as the one just

discussed does not self-generate and is not maintenance free. Therefore,

some mechanism must be designed to assume the responsibility for planning,

implementing, operating and maintaining the professional personnel develop-

ment system.

As is currently the case in most states, a position has

designated within the,State Educational.Agency structurb that carries-

a major responsibility for the development of profesSional personnel. In

a majority of the instances such a position was precipitated with the pass-

age cf the Education Professions Development legislation. Such_legislation

at the Federal level has stimulated states to direct attention to the pro-

fessional personnel development issue in vocational education.

State Educational Agency structures ehould provide for the

continuance of a professional personnel delielopment position in the event

that-Federal legislation should expire. The willingness of states to make

_

such a move is indicative 61 their commitment to the impOrtiince of providing

5 2
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a comprehensive and systematic means for the preparation of quality

professional personnel in vocational education.

Thr individual filling the'personnel development position

would have the responsibility for managing the various components of

the personnel development system and would serve as the liason between

the state, the training institutions, and the local educational agencies.

Consideration may be given to the establishment of a coordi-

noting council for professional personnel,development. This council-would

be coml.rised of representatives from training institutions, business,

industry, LE:!;.'s and the general public and its major responsibility Would

be to serve an ex-officio, advisory role to the State liklucational Agency

on matters regarding the preparation of professional personnel for vocational

education.

Summau

These are fascinating but frustrating times. Problems are

evident on every front; limited resourceS, criticism against education

in general, high unemployment, increasing Federal intervention,- and the

public's hue and cry for ever7increasing accountability. But these times

will pass: The challenge lay in designing techniques and procedures to

deal with these contemporaiy issues; to rethink our concepts add processes

for.helping people to develop into quality professional personnel in

vocational education. In doing this we must think differently; we must

comprehend the difference between 'doing' and 'being done tol, and we must

systematize our procedures and programs in such a way as to provide us'

a greater degree of control and a better assurance of the outcomes. The

.task.is unbelievably large. We need to think bigger,-harder, and better

than We have ever thought before.

5 3'
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ARIZONA STATE PERSONNEL DEVELOPMENT SYSTEM

Outline of Presentation

Robert V. Kerwood
Arizona Personnel Development Coordinator

Major problems in small states

1. Lack of full-time staff

.
Lack of "critical mass" to get professional development moving

3. Same amount of paperwork as a large state with a large staff

4. Regional competition with subprojects

Maintaining continuity with short-term projects

6. Extension policies on EPDA grants

Highlights of Arizona Professional Development

1. Fully integrated into State Plan and other Division-of Career and

Vocationai Education publications

.
Regular evaluations of the university progr.ams

3. All activities on a project basis

4. Increased emphasis on interdisciplinary projects such as Women in

the Work Force

5. Professional development has become an integral part of long-range

'goals and the planning process.

Future Needs

1.1 Block grant to states for professional development

2. Statewide coordination

3. Minimut of regulations

4. Less dependence on discretionary money
IV

5. Larger subprojects

6_. Longevity on coordinator positions
orCft-

7. Long range goals on the.national,level

5 Fi
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THE ILLINOIS STATE PROFESSIONAL DEVELOPMENT SYSTEM

Richard Hofstrand

I would like to talk just a little bit about our organizational system

in Illinois. We are a little bit unique in that Illinois is such a populous

state. We have about 672 districts, plus about 41 community colleges and 33

arca vocational centers. At last count we had about 13,500 vocational educa-

torsteachers, administrators, and counselors. We train about 662,000 per-

sons a year in the elementary, secondary, postsecondary, and adult education

programs. It is also unique in that Illinois is a center for private voca-

)nal education. Another 600,000 are trained through private schools. Many

-of these proprietary schools are in Chicago, and they have tuition coming in

-

from many states. The State Advisory Council made a study
1

that found that

.

private vocational schools in Illinois take in about $1,000,000 a day in fees.

In 1972, about $350,000,000 came to Illinois for fees in private vocational

education. That complicates the entire situation.

I'd like to talk about our contracting process, our liaison structure,

mid some cOncerns we have in trying to do more with less. We're trying to

use the monies that we have more efficiently, more effectively, and with greater

impact. But'let me start with our organizational chart.

We have just joined forces with the Illinois Office of Education. We

were separate until last Ju.ly. Under IOE is Adult, Vocational and 'Technical

Education. Under that is a series of units, and I am in the Professlonal and

Curriculum Development Unit. My main job is inservice education. With EPDA,

1Katz, H. H. A St-ate of the Art Study on the Independent Private School

industry in the State of Illinois. Springfield, Illinois: Advisory Coune.il

on Vocational Education,J973.
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Part B, Part F, and Part C, we also do things in preservice education and cur-

riculum development. The priorities that we determine in Illinois are decided

annually through a priority input,.,process. We just received the input data
[

forms which were due January 1. 'The priorities that we cannot address in pre-

service, inservice and curriculum development with Part B, F, or G monies are

shifted into EPDA. We define a priority as the magnitude of a need, together

with the plausibility of fulfilling that need. I'm sure you realize that with

13,500 professional teachers out in the field, trying to reach just 20.percent

of them in a year is a.gigantic task in itself.

Everything we do is on a contracting basis. Almost all of our contracts

are put out on Requests for Proposals. The RFP's will be prepared in conjunc-

tion wiL:h the State Advisory Council and with a liaison structure which I'll

deScribe later. Those RFP's will be coming out about the first week in April.

People were asked to write to the RFP's in competitive proposals. The propo-

iials are reviewed, negotiated and contraatad by the first of July for a one-

,

Contratt period. About 80,percent of ourwerk is in competitive \propo- (

There are no grants-made directly to any institution.

I'd likp to spend a litle time on the\llniversity Occupational Education

Coordina,wrs CoUncil. We have eight public universitios in Illinois that are

trair,qng';-6Cali-onaj. education personnel. We write a contract with each of

these universities for a person who is known as a COordinator on that campus.

The person named is.appointed by the president of the university. We pay up

to- one-hall of the 'salary of the Coordinator, plus some secretarial services,

travel, and Matarials. These Coordinators meet with. one pcson from our

office once every:SixWeekS to talk about needs, problems, an commonalities.

It is more an effert togat[the Fliversities together than it

57
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state office and the universities together. We talk at these meetings about

the priorities and the contracted activities.

We're trying to do more things with the money we have. One of the things

that really helped us was going through.Management by Objectives. Some of you

have gone through that also, I'm sure. It was a difficult process, but it

helped us get to-a higher level of management. Instead of being intimately

involved in all of the activities, we came to a "process" orientation rather

than an "activity" orientation. With NBO, everything is scheduled.

We have started a thing called the SCILL System (Staff Competence in

Illinois) in which we write contracts with local superintendents of education

service regions to conduct "skillshbps" at local educational agencies, on

their topics, with their time, and with their resource person. This is our

attempt to satisfy soMe of the needs Chat come in on the priority input data

process. We get lots of requests from school districts to send somebody out

to talk on a specific subject or conduct a workshop on a particular need.

This is our way of meeting those local kinds of needs.

The money from the superintendents of education service regions is for

all of education, but we are trying to break some of that loose for use in,

vocational education. Our funding is for vocational education, bUt we're

not opposed to having the skillshops.for all of education. For example,

metrics is the same in physics as it is in .industry: We are inviting all

the people that are involved in metrics. The State Board of Education in-

structed that every school, by the fall of 1976, will have implemented metric

education. The boom fell On us in inservice education to tqo get all of

that accomplished.
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We're also trying to work out some-alternative vehicles for delivering

inservice education. The typical workshop has its effect, but it's limited.

Once the contract is over and the final favel falls, that's it for the season.

We have moved into.some other strategies. One thing we have been developing is

self-instruction for teachers. We have four packages available right now on a

.free loan basis from our materials center. We have self-instructional pack-

ages on metrics, measurable objectives; and the Occupational Safety and Health

Act. We even put out a self-instructional package on self-instruction.

We are involving the professional education association as much as pos-

sible. We run contracts with the Illinois Vocational Association. We'll be

running 17 mini-workshops on 16 topics in vocational education at their con-

vention. We haVe a contract right now using EITA money with the.Illinois Asso-.

ciation of School Administrators for workshops, on career education. We con-

sider that a very vital link in the total system of staff development. We

haven't done anything with the unions yet, though.

We're also trying to do some things in developing internal consultants to

the school -!istricts: If there are ten fourth-grade teachers in the school

district, one of those teachers may be identified as a consultant in metrics,

occupational safety and health, or whatever. This would provide a continuous

role of inservice staff development.

We're also asking local districts to do planning for professional devel-

opment within the district. To date there is no real lever on getting dis-

tricts to do that. There is some thinking in the state office of tying con-.

tinuing certification with local plans of staff development. Right now,if

you get a teaching certificate in Illinois, you're good for life.
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I was talking this morningswith one group about the action research that

we are trying to dotrying to instruct teachers.on how to do some action re-

search. The objective is not research; the objective is to change teacher be-

havior in the clasSroom. If you are a teacher and you are asked to evaluate

three varying curricula, you'll undoubtedly look into all three of them quite

extensively. Your instruction will change as a result.

We're always looking for alternative vehicles and for ways of getting

more "bang" for our "buck"--more impact from the monies we have. With ex-

panding enrollments and more teachers, we are faced with having less and less

impact on each teacher. The -s-37-etems approach seems to be the only way to do

that which works for us.
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TEXAS EXEMPL&Y REGIONAL PROJECT

Billy Pope

Region X., Texas, Education Service Center

There are several people in the audience who could do a much better job

than I of describing our regional project for you--Roger Labodda of New Mexi-

co, Zed DeVaughan from Oklahoma, Jack Nichols from Arkansas, Leo Schreiner of

Texas, and 1iarie Louise Hebert from Louisiana. Those five people have had more

to do with shaping this project than I have ever had. I just manage it and

make sure.things happen somewhere along the line, that people and media get .

together, and that the coffee is in time for the breaks.

This past year we held our fourth regional conference. Each year the 553

coordinators in the statc::, help plan a conference based entirely on.what's

needed for the region--what we have going on in the different states that we

can share, what we can "steal" (like Oklahoma "stole" Arkansas' extern pro-

gram)--so it is a sharing process as well as a learning process. This year our .

emphasis was on special populations--the needs of special populations, what is

taking place in diffcrent states to meet their needs as far as vocational edu-

cation is concerned, and how we identify shortcomings within each state so that

we can compose state plans to meet the needs of special populations. Each

sate made a concentrated effott to make sure that the person who had the

major responsibility for developing the state plan was present. We had a

show-and-tell perfod for each state to demonstrate.those kinds of policies---arid_

practices that they'are doing in terms of special 'populations. Then-the plan-

ning group tried to identify those kinds of people who are action-oriented, who'

are doing things that make an impact with the different special ereas.
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Eich year we try to build a.four-day program that will meet the needs of

scate st4iff members, teacher educators, and others in terms of inservice

training for personnel development. Last year I think we had our best con-
,

ference because of the input of the different people who pranned it, and be-

cause of their willingness to help secure the necessary personnel to have a

successful conference. We planned for 100 and we ended up with 136 in atten-

danceour largest group ever. The amazing things about these conferences are

the joint effort, the sharing among the five states, and.the willingness to

cross state jines with concepts, ideas, and resources. I think these are

among the-greatest outcol,cs that we have had of the ifour conferences. This is

the conference report in which we have recorded what took place, the presenta-

tions, the action items that grew out of the program area meetings that con-

cerned the program people, the concerns of the states, and ways that we can

meet the different issues as far as special populations are concerned. We

think it is a beautiful way to have an interchange among the five states in

terms of the professional development of Vocational-technical personnel.

We are meeting,this afternoon to talk about what direction we want to

take next year in terms of our inservice workshop for state staff and teacher

educators. I would like to call your attention to the dates--October 7-10.

There is a reason for those dates. Arch Alexander, who always has some very

direct input into the program, insists that that week in October is the best

week of the year Co have a conference. .It ends at noon Friday, but several

of the participants from Oklahoma never make it home until Saturday night be-

cause the conference always precedes the annual confrontation in the Cotton

Bowl between the University of Texas and the UniverSity-of Oklahoma. We tried

switchingiclates, but had no success at all.
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At this time I would welcome any input from those of you who have planned

=this project for the past several years.

Roger Labodda: Regarding last year's conference, the information that was

taken back to the states for including special populations in the state plan

has initiated teacher educators input into the state plans, and we are re-

writing a section focused especially on their needs. The remarks I have re-

ceived in the last three years I have been attending these conferences are that

teacher educaters are looking forward, to it and are' already asking, "When is

the next meeting?" So, if you haven't tried it in your regions, it would be a

good thing to look into. The internal exchange among people is tremendous.

There is no way that you can evaluate in dollars that kind of exchange by it-

self.

Jack Nichols: I would like to add ene thing. Billy is very modest here.

He and Leo have ramrodded this thing and have done an excellent job. In

Arkansas, rather than having to twist arms to get people to attend this confer-

ence, it is competitive among them to see who is going to get to go. It is one

of the few conferences our people have ever attended that everyone said, "I'll

go if I have the chance."

I have been asked how other regions can use what we have done. I think

the conference proceedings would be of some help, but I think more than that

would he the interaction among people and the activities that vre taking,place

that began here as a nucleus for change back in-the states. I know Leo will

admit that we have had some impact in the state plans as far as teachpr educa-

tion is concerned in Texas as a direct benefit of these conferences. There is

no way of really being able to measure that for outsiders.

Question: How did you determine this to be a priority for the utilization

of your-regional project funds?

The state coordinators did some checking with their people about direc-

tions, concerns, and needs that we might meet in this way.

Question: Row much did each conference cost?

About $31,000 including travel, consultants, and all the things,that are

associated with it.

Question: Rhom did you include in "special populations"?

We talk about a great number of groups, and you may not agree with all

6 3



56

of them. For instance, we included women, the.disadvantaged, all kinds of

minorities, the handicapped, adults, and bilingual groups. It was a kind of

"catchlall" type of thing.

6
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REGION VIII STAFF DEVELOPMENT WORKSHOP TO IM)ROVE

TliE ADMINISTRATION OF VOCATIONAI EDUCATION

Vern Bak
Region VIII Offce

Richard Edsall
Colorado

In Region VIII the state directors felt that it was probably time to stop

and look at what we are really doing--what our
philosophy is and what our con-

cepts are in relation to vocational education. We were seeing such things hap-

pen as the watering down of funding and new demands on funding such as in in-

dustrial arts and the volunteer fireman areas. We have received reimbursement

requests for such things as single courses in typewriting and industrial arts

or exploraeory-type programs. As a result, it was felt by a planning committee

that we should re-assess our concepts and principles vocatidnal education

and determine what our philosophy is. Are we changing? Are we flexible with

the times?

A workshop was conducted in Region VIII on staff development to improve

the administration of vocational education, aimed at local education agencies,

state education agencies, and advisory council representatives in selected

groups throughout the region.
Simultaneously, on the west coast at the Uni:

versity of California, a similar project was being planned with representation

from throughout the entire United States. Recognized educators in vocational

education, teacher education, . d iabor and industry developed a booklet,

1

"golicy Making for Vocational Edutatinn,". I would encourage you to write to

the University of Califdrnia and obtain a copy of the booklet. There are some

very good principles and concepts directed at policy-making contained therein.
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On Friday of this weeki the first of 11 briefings on that project will be

held in Washington for the Bufeau of Occupational and Adult Education staff.

Following that, during the next two months, there will be a briefing in each of

the ten regional offices. Contact your regional office and they can tell you

where and when it will be held.

The University of California will conduct a workshop in-each region, and

we are scheduling this prior to our next regional conference which will be

conducted by the University of Wyoming under the direction of Dr. Jim Durkee

through the State Department of Education in Wyoming. They will be conducting _

our second-year conference of a three-year project. The first year, we were

attempting to focus our attention on philosophical concepts and standards of

quality; what really.is quality and how you can define it. What's the purpose

of yocational education? I think we need to identify the group that we are

going to serve, and I think we need to re-assess constantly whom we are to

serve in vocational education. Why is that necessary? There are those who

say it probably isn't ancrthat it should all be called general education or

career education or community school concepts. flow does it really differ from

general education?. I shared with the group this morning an experience I had

last week. I was invited to attend a two-day inservice workshop for teachers

of career education. We spent approximately two hours trying to come up with

a definition of careef education. We had pos!.tion papers or definitions of

career education from eight states to read, and then we had Ken Hoyt's defin-

ition, Our task was, as individuals (and there were approximately 50 of us),

to develop our own definition of carenr education. Well, needless to say, we

()lad 50 different definitions. Try it with vocational education sometime._

"
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It was called to our attention a number of years ago that when we talked

about vocational education, we found out we all were not talking about the

same thing. So, to begin to focus the effort, we asked Colorado-to bring to-

gether the six states in Region VIII and to develop or to begin to develop a

common basis (a common set of components that you're asking for), and we did

come up with a report on the conference. SubSequently, we have developed a

draft of a booklet that is going to be an outline of vocational education

philosophical concepts as we know them in Region VIII. As you would expect,

any time you bring 150 vocational educators tOgether, you get every extreme you

/) can imagine,.. from vocational education's being nothing more than an arm of

general education to the opinion that it is to prepare people for either ini-

tial employment or upgrading. We asked Dr. John Walsh of the Dunwoodie Insti-

tute to come in and speak to us during this conferPnce. We also brought Gene

Lehrman in from Wisconsin as a consultant. We'felt here were two people who

Ilad over the years developed a philosophy which was similar to what we hoped

would be the outcome of the workshop. Dr. Walsh startled the group because the

first thing he laid on the podium was Prosser's 16 theorems. There were a lot

of snickers that Went through the crowd when he started, and some said, "Oh,

no, not that again." But when Dr. Walsh finished, he had communicated what

vocational education is all about. I would encourage all of you to go home and

review those theorems. Now you can update them, modify them, change them, but

when it gets right down to it, you're going to be right back to them in some

ibasic form. This was the point of our whole conference. Dr. Walsh did point

out and come up with what he called a star, and I think it gets the poinl'

across. That is, you can't talk in vocational education about any one entity

in and of itself; each part depends on the other, and in the center of the
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whole program is the stuEent. You can't talk about anything-else. We went

back even further and explored in the next part of the workshop the purpose of

each procram service area. We came up with a statement from one particular

7

work group session.that the vocational agriculture program exists to prepare

people to enter the next level of education focusing on the baccalaureate de:-

gree. n::ediess to say, u-e've had some rather frank discussion about that one.

We turned it ov to Jim Durkee from Wyomlng. The second Conference

is goin. Lo focus on the pr_)blems, issues, and standards of vocational educa-

tion. That conference will focus on the recognized vocational service areas

and the purpose of those areas. They will develop_concepts and standards for

the seven basic vocational service areas. Hopefully, next year we can talk

more about that and the outcomes of that conference.
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DISCUSSION GROUP I REPORT

Dr. Zed F. DeVaughan, Jr.
Oklahoma

, -

The meeting of Group 1/1 was held in the Mendoza Room of the Cibola

Inn from, 9:30 a.m. to 12:00 noon, on Wednesday, January 28. 1976, with

the following persons present: Dr. Zed DeVaughan, group leader; Mr. Sid

Cohen; Mr. Roland Krog'stad;'Dr. Richard Edsall; Dr. Joe Kinzer; Dr. Arnold

Wilson; D . Bob Kerwood; Dr. Charlie Jones; Mr. Don Brannon; and Dr. Vern

Bak. 'Dr. Darrell Parks -11c1 Dr.'Dewey Adams were also present,.and served

as consultants.

The purpose of the group meeting was to establish the basis for and

characteristics of a Professional Rersonnel Development System. There

Was-not enough time to fully address the assigned task. 'However, the

following belief statements, recommendations, and comments resulted from

,the meeting.

Belief Statements

Since the .uality of workers entering the labor force is directly

related to the quality of Vocational-Instruc-tion-received by_the

trainee and since'the vocational instructor in the classroom,and

laboratory is a key individual in the preparation of the worker, 4'

therefore professional development of those tesponsible for admini---,

stration; teacher training, and instruction in vocational education

is critical and must be supported by adequate resources.
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That-the major purpose of professioual vocatonal development

is to enable vocational educational personnel and others who .

serve in increasingly important roles in vocational education

to be more effective and efficient in understanding and ful-

filling responsibilities in the performance and continuing

education for individual careers in a contemporary society.

That KuL,IN is of-Sc-a c duca-t"-on-Agenei-e7I-dua
Agencies,'and Teacher Educat on Institutions shoulli have\ma-

jor responsibility for professional improvement of vocational

personnel with input from other entities, such as 'State

sory Councils, business and industry, and others.

That, as stated_by Dr. Darrell Parks in his ptesentation,

state professional personnel development system for voca-

tional education should include:

Identification of quaritative and quantitative short- j

range and intermediate-range prof\essional personnel needs.

In-service activities that identify and coordinate train-

ing aimed at upgrading and/or retraining existing proffes-

sional personnel.

Provisions for leadership and coordination for the devel-

opment and administration of professionAl personne/ cer-

tification policies and standards.

.
The assurance of optimal effeciency and effectiveiness in

utilization of available resources in the preparation of

professional personnel.

.
Provision' for both formative and summa.tivevrAuation

-processes to determine the relevancy and adoq acy of the

personnel development system.
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.
That sections 552 and 553, Part F, of EPDA are viital components

of a .comprehensive vocational education programl, :and that all

future meetings and activities of EPDA include both components.

Recommendation made by the total group of personnel development

coordinators:

. That linkage of 552 and 553 programs of professional develop-

-Ment be-improved in.order....to_more.heavily impact on vocational

education at the state and national

. That a task force of Teacher Educators, EPDA Directors, and

EPDA 553 Coordinators., be brought together to clearly define a

philosophy of professional personnel development that will be

a strong force on legiSlation.



That this group become a unified, moving force to further

professional.personno1 developMent.

Comments

I think it .is appropriate to include some remarks made by Arch
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Alexander, Deputy State Director of Vocational and Technical Education

in Oklahoma, in his presentation at the Fourth Annal. Meeting of Per-.

sonnel Development Coordinators in Washington, D.Q., on January 22, ,

1975: He discussed the basis or rationale for a state Personnel.deq11,

opment system. He pointed out that in our vocational and technical

'education programs, we have to prepare personnel Who possest special

kinds of skills so each individual can make his contribution to our

way of life. Because the many skills vocational education is attempt-

ing to impart to its constituents are different, it requires different

preparation for the personnel who pre going to be involved in the de-

livery system for these skills. We muSc have input from the teachers

in the field,"the student: who are undergoing the training, the admini-

strators who are supervising the instruction, the members of the advi-

sory council who have a feel as to'what the ,general public wants and

expects from vocational and technical teachers and/Pdministrators, the

supervisory and consultative staff of the state agency, and the staff

of teacher training institutions.

He also said that successful coordinated effort for personnel

.development means opening lines of communication between the businesses

and industries that emliloy the p-ro-ducts of_t_be_vocational programs,. the
- -

/

students who undergo the training, the .teachers who provide the training,



'he administration at qhe state and local level who supervise the

trairling, the State Board, the Advi:;ory Council, and the institutions/

that prepare the teachers. Preparation of teachers and administraOrs
,/

voc-ttional programs is too important to be left uncoordinated.

The Tisk is too high when coordination is left to chance.

In addition, he stated that at the state level, we must coordinate

1.11g total effort in planning both preservice and in-service' education

with or without EPDA. We have not really emphasized in-service educa-

Lion enough. it is a vital part of professional personnel preparation.

We must communicate more about'in-service education at crlt levels.

Business, industry, teachers, and students must pass on in-service

training needs as they perceive them to administrators and state vo-tech

officials. The job of communication belongg to the personnel development

coordinator. College and university teacher educators must be receptive

to changing needs for in-service education. If they, aren't receptive,

substitute,agency/will evolve to meet the.need. ,We have\a lot- to do in

coordinating in-Service professional personnel development.

We should'be constantly reminded that the personnel development

coordinilor mii!-A be involved in the total program of personnel develop-

ment, not just EPDA funded activities. To do otherwise woulid lead to

piecemeal, disjointed, unassorqated management of personnel development.
,

The coordinator must do more than coordinate, he must lead, initiate, and (X)

Innovate. He must serve as a catalyst for personnel development within

the state staff and between the state agency and teacher educators in

colleges and universities. And too, in order to make any significant long,



44sting impact on professional improvement of state staff, teacher

educatcrs, vocational teachers, counselors, and administrtors, the

position of professional personnel development coordinator should

nave-stability. That person shouldhaveLthe necessary expertise,

authority, and respOnsibility to make key decisions affecting per--
son el development.

ts.
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DISCUSSION CROUP II REPORT

Linda Letwin
Michigan

The task of Group II was to develop a set of goals in terms of services to

-------
performed, groups to be served, and needs to be addressed, and then to de-

velop a skeleton system or model for personnel development. A subtask was to

identify the components of a personnel developm;,nt system.

An overall goal would be to provide. adequate staff in all areas suCh as

teaching, administration, counseling and all the occupational areas for a total

vocational education program. The sub-goals under that would identify short-

range and long-range professional needs:

1. To develop and administer a plan for recruiting and training profies-

sional personnel in accordance with identified needs and commensurate

with current and pi-ojected business and industrial practices.

2: To identify and coordinate inservice activities aimed at, upgrading

and/or retraining existing professional personnel.

.3. To provide leadership and coordination to the development and admin-

istration-of professiOnal personnel certification policies and stan-

dards.

4. To assute optimal efficiency and effectiveness ir the utilization 'of

available resources.

5. To provide for both formative and summative evaluation proe6ses.

The following are the main components of a.personnel develqment model:

1. Assess needs. This involves the collection or gathering of,dta.

Some of the groups that should be included in needs assessment are

administrators, teacher educators, students, business and indestry

and especially teachers. Often teachers are not asked to provide in-

put for a vocational personnel development necds.assessment.

2. Analyze. The second step in the model is to analyze-the data.

3. Prioritize. The third step \is to set priorities. In setting priori-

ties it is suggested that the input of an advisory council or.connittee

be considered at the same time. National priorities, regional priori-

ties, local priorities, employment demand, current legislation and

past evaluation should also be considered.
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4. Develop a plan. The fourth step of the mrdel is to develop a plan.
Through the input of an advisory committee, we would set objectives,
identify activities, identify a delivery system or strategy for imple-
mentation, set time lines,, identify fiscal allocations, identify both

human and physical resources, and identify the target population.

5. Implement.and mainta I. Step number five is the implementation and
'maintenance of the plan developed in step number four.

6. Evaluate. The sixth stel.) ofTthe model is evaluation. Evaluation re-

lates to every step and should be ongoing in every step of our per-

sonnel development model. Both summative and formative forms of eval-

uation should be used.
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DISCUSSION GROUP III REPORT

Joe Dzurenda
New Jersey

Our group had 'responsibility for identifying the roles of the State De-

partment of Education, the LEA's, and the colleges and institutions. Leader-

ship within the State Department would manifest itself in facilitating projects

and programs within the ,department, implementing those projects and programs,

assisting in the decision-making process, setting up policies and proceures

in approving programs, assisting the LEA's in developing local programs of

,professional development, conducting cooperative meetings between the Itate De-

partment of Education and institutions for program development on the various

needs of the teachers and staff, making a needs assessment and setting priori-

ties based on the needs assessment, developing seminars and workshops for new

and innovative programs, and coordinating courses for teachers at the insti-

tutions. Within the ins,titutions themselves,
leadership should be developed to

coordinate the various activities among the teacher.training institutions that

provide inservice training. Local programs for recertification are tied in

with the system. Research identifying preservice needs and preservice training

theory should be conducted at each of the varic,:s agencies as well.
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DISCUSSION GROUP IV.REPORT.

W. A. Rumbaugh.
Kansas

Our group was assigned to define the involvement of business and industry

in the process of professibYididevelopment-.-

Business/industry has a meaningful role to play in identifying the needs

of personnel and should be actively involved in state-level planning, imple-

menting, and evaluating the states' personnel development systems. In addi-

tion, these advisory groups can and should be actively involved in the delivery

system, such as internships for preservice programs and in providing validating

experiences in technical competencies for prospective instructors.
-

This same approach needs to be emphasized in programs in the local educa-
,

tion agencies in their processes of:developing, implementing, updat.s.ng, and\

evaluating programs. Examples of this ate numerous, but there is a single com-

mitment to the idea of actively seeking agriculture, business, industry and

labor involvement in all the processes--planning,:developing,
and evaluating

personnel. State department personnel and teacher educators should belong to

organizations such as the American Society of Training and Development, agri-

cultural groups, home economics-related'organizations,
personnel directors'

associations, etc. Students in teacher education..programs should be encouraged

to join these and other groups.

Lastly, each state's plan must contain the machinery necessary to

implement these rommendations.
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MINNESOTA IN-SERVICE PROGRAM FOR VOCATIONAL

TEACUER EDUCATORS

George Boroff/John Van Ast

Minnesota

71

In recent years th-eq-e hag- ,:ry-irrere-a-s4.r.oncorn about . the_relevancy of

teacher education programs. There have often been doubts expressed that teacher

educators are aware of some of the new educational thrusts in.vocational education.

at the secondary, post-secondary and adult levels. In order to help overcome Some

of these problems and to maintain high-quality teacher education service, the

State.of Minnesota has; adopted.a vocational teacher education certification pro-

ccdure. This rocedure is unique in that the certifying authority has been vested

in a Joint Council of Vocational Teacher Educators;,a group of teacher educators

who are elected.to this body by their peers.

In addition to the certifying authority granted .to 'It in the Minnesota

State Plan for Vocational Education, the Joint Council of Vocational TeaPher Educa-

tors has identified one of its roles as the improvement of vocational teacher edu-

cation to insure programs-of the highest _qua.lity. It intends to do this by pro-

viding experiences for currently certified vocational teacher educators to add

depth and breadth o their backgrounds. In 1974-75, the Joint Council sponsored

two workshops which provided in7service vocational teacher educator self-improve-

ment activities. At each of these' meetings, approximately 100 vocational teacher

educators from Minnesota were in attendance. This is an indication of the concern

that vocational teache: educators have for their own updating.

The Joint Cot%wil of VocatiCinal Teacher Education, being a voluntary, non-

funded group, does not have a funding base from which to carry out a comprehensive
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rogram of vocational teacher educator self-improvement. This proposal, While

eing prepared and submitted by the University. of Minnesi)ta, is intended to be

ised to carry out an in-service vocational teacher education program under guid-

ince and advice from the Joint Council of Vocational Teacher Educators.

The principal objectives of the project being proposed include the following:

.1. To provide opportunities for vocational te-iEffe-r-e-driardrs---ro---urydate frnd-up--

grade themselves in four topical arec.s:

a. Concepts-and practices of career education

b. Working with mi irity- and disadvantaged persons

c. Performance-basea voca_.,onal education programs, and

d. Training programs in business and industry.

2. To provide assistance in vocational teacher .gidorreation curriculum development

to vocational teacher education institutions in the State of-Minnesota.

3. To_provide opportunities for selected vocational teacher educators to visit -

and assess the following:

a. Training programs in business and industry,

b. College and university-vocational teacher education programs

c. Armed forces training centers

d. CETA vocational programs

Results .Expected.

As a result of the experiences to be provided, specific outcpm-es as listed

below will be expected.

Vocational teacher educators wil

1. Have a working-knowled; of career education concepts and _practices. Such

working knowledge will be reflected in the content taught and -activities

taking place in their individual classroom.
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2. Be aware of the problems faced by minority and disadvantaged persons pur-,

suing vocational education. Such awareness will be demonstrated in the

activities they use in their individualclassrooms to prepare teachers who

work with minority and disadvantaged students.

3. Be able to develop curriculum and learning activities which are perfc-mance

based.

4. Be aware of vocational education activities in business and industry and/or

__systems application to college classroom practices.

5. Modify vocational teacher education curricula as needed to best meet the

needs of today's teachar.

6. Utilize ideas gleaned from visits to business and industry training programs,

armed forces training centers, and college and university'vocational teacher

education institutions to improve vocational teacher edu ation curricula in

the State of Minnesota.

Approach

Three types of activities will be undertaken to achieve the obj.ectives as

listed earlier in this proposal. 'These activities are outlined beziow.

Vocational Teacher Educator Self-improvement Seminars
_

A series of four one-day Vocational Teacher Educator Self-improvement

Seminars will be held. DiscUssions by the Joint Council of Vocational Teacher

Educatojrs to date, indinate that. the following four topics are lost important:

career education, working with minorities and disadvantaged, training programs in

business and industry, and performance-based vocational educati.on programs. All

vdcational teacher educators in the state will be invited to participate in .each

of these seminars. There are at the present time 114 certified vocational teacher

educators in the State. These persons are employed in two branches of the Univer-

sity of Minnesota, six state colleges, as well as several private colleges, whi:ch'

8 1.
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are located in allTarts of the State. The seminars will be held under the aus-

\.

pices and planned with the assistance of. the Joint Council of Vocational Teacher

Educators. The seminars will consist- of-large- and small-group meetings.. Indiv-

duals from throughout the United States who halie particular expertise in the topi-

cal area will be selected to work with seminar participants. Individuals in atten-

-dance uill-he-asked--to-s-haret-hil-learrtiagat_the
seminar with those from their

institutions who could not be in attendance. Project funds will also be used to

cover travel expenses of the participants. The employing institutions of.each par-

tIcipant will be asked to pay all other expenses of the participant.

Evaivation'forms:will be distributed at the end of each seminar. Participa

be asked to assess the format, speakers,. and activities. Tn

cipants will be asked to indicate their needs for future seminars

Calendar of'Events (Anticipated for Seminars):

September 30, 1975; Program for fir-st-seminars will be-set and invitation

to participants will be sent.

October 15-31, 1975: First seminar will be held.

.pccember 15, 1975: Program for second seminar will be set and inVitations

to particSpants will he sent.
1

January ):-5.-30, 1976: SecOnd seminar wfll be held,

-February 28, 1976: .Program for. third seminar will be set and invitations

will be sent.

March 15-31; 1976: Third seminar will-be held.

April 15, 1976: Program for Fourth seminar will be set and invitationS to

participants will be sent.

May 12-25, 1976: Fourth seminar will be held.
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Vocational Teacher Educat'ion Curriculum Development Assistance

A. second set of the activities of this ptoject designed to improve vocational

teacher education is to provith this assistance in curriCulum development and assess-,

ment. This assis,tance will be provided in two ways: (1). to bring in experts ta

assist an institution.to'devolop and assess its vocational teacher education curri-

culpa, arld (2) to purchase materials to assist in the assessment and development

o?curricult:a. Grants for vocational teacher education curriculum development pro-

jects will hcl awarded on the L'5is cf formal proposals. A subcommittee of Ehe Joint

Council'of Vocational Teacher Educators will assist in wriCing. proposL31_ guidelirws,

viewing proposals and making reco-,-lenda;:ions to the project director of those that

should be funded.

Project Euhds will be used for consultants! honoraria and ._expenses, as well

aS exe:7pInrv materials. Tlye institution-will be expected to prOvide-flaculty curri-
.

culum ,,:ritint; 'time and other expenses.

Calen.'ar cf. Evnts

Septe7nber, 15, 1975: 'A call for proposals will be,sent to all institutions of

higher education in the State lof Minnesota which have approved vocational

tea.her cdnc./,Ition pro'grams.

October 15, 1975: All proposals due in Projecr Director's office.

November 1, 1975: Subcommittee of Joint Council of Vocational Teacher Edu-

cators will meet to review proposals and make recommendations of those

which should be funded to the Project Director.,

Novembt,r 15, 1975: Project Director will make final decision as to the

.proposals'-to be funded. Awardees will be notified, by 'mail.

June 15, 1976: .Report of curriculum development activities will be iii.,Project

Director's office.

10,N
N."

Ni>
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Ceographic Location

The project will ho 1noused at the University of Minnesota, Minneapolis, MN.

lt is desi;:,ned, however, to include participation of vocational teacher educators

-frc,m the entire State of Miniles;ota.

Project Director

Charles R. Hopkins
254 Peik Hall
University of Minnesota
Minneapolis, MN 55455

612-373-3306

B.S.\x(Business Education) St. Cloud State College, St_ Cloud, MN (1960)

M.A. (\usiness Education) University of Minnesota, Minneapolis MN (1966)

Ph.D. (Education) University of Minnesota, Minneapolis,'MN (196S)

\

Charles R. Hopkins, Professor and Head of Business altigation, has been a
;

member of Business Education faculty since 19667 He taught 1\igh school business

subjects in La Crosse, 1,Tisconsin for three yedrs and ,Mounds View, Minnesota for

three years. His occupatioal experience includes c,,ork as an accountant and

opeator-;-1-:nar;er of a setwice staien. He was assistant project director for the

University of Minnesota; sub-contract on the USOE funded NeW Office and%Business

Education Learnings System development project; co-director of a Minnesota bepart-

ment of Educationfunded project studying the effectiveness of office procedures,

NN

model office and cooperative office education in developing decision making skills

and .offcs work perception, :and. co-difector of the Business-F:onomics Curriculum -.

project at 'Richfield (MinneSota) Senior High School, one of th,:eo such national

projects funded'by che Joint Council on Economic Education. He is the author of

a number or articl,s and chapters in business education periodicals and yearboOks.
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Other Key Personnel

Joint Council of yocational Teacher Educators

Edgar Persons Chairperson, Joint Committee)
Joyce Pappenfus
Wayne Little
Glenn Duk2:s
Allan Larson
Mtlflowe Wegner
Robert Krejcie
.Tom Sunnarborg
Gayle Stelter
Marjoty Noravk
John Van Ast
Mary Klaure,ns
Jerry Scheer,
Mel Johnson
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University of Minnesota,
College of St. Benedict
St. Cloud State College
'Winona State College
Southwest State College
Moorhead Srate College
University. of Minn., Duluth
Bemidji State College
Mankato State College
-Tankato State College
State Department of Education
University of. Minnesota
Bemidji State.Colle-
State Dep:-rtment of Education



GEORGIA PERSONNEL DEVELOPMENT PROGRAM FOR

CAREER EDUCATIOr LEADERSHIP

Marion Scott

Federal and state emphasis on establishing, operating, and updating com-

prehensive career and vocational eexarion programs at the local level re-

quires extens.ive inservice develc,.;

79

adminisrative personnel in planning,

implementing, and evaluating career ,nad Vo,:aticnal educati m. Recent research

done for USOE indicates twc fundamentals necessary for new approaches in voca-

tional and career educatiDn to beccme implemented at the local level:

1.- 'Local administriazors'IfLust be familiar with\and understan'd Ihe compo-

nents of the program and have been part of the design of new programs

in the local district,

2. There must be-a long-range district plan for.Ea-ree-f-and vocational

education designed to include new approaches as part of the overall
\

plan, and it must be Part of a total plan for educati:.:, in the lcKz1

district.

Georgia has made extensive progress in reccnt years toward the development

and implementJtion of comprehensive vocational and career education programs

at the local level and has realized overall success in such efforts. Personnel

development activities havr also been conductett ,to assist local teachers and

leadersbip personnel in the implementati.on and operation of such programs.

'With primary staff development attention being placed on assistance to local

teachers, however, less time had been given, up until 1974, to the preparation

of administrators in vocatinnal and career education program implementation.

State-directed evaluaLion of our personnel development program and c local

implementation of career education progr ns indicated that local leadership

personnel needed inservice trainip 1 manner and ilia direction different
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from our past practices. Indeed, if state-wide efforts to extend comprehensive

vocational and career education programs locally for all students were to suc-

ceed, such programs must be better understood and supported by local school and

system administrators.

As a result, the r,eorgia Str,te Department of Education contracted with

Georgia State University to provide an intensive staff development program for

local leadership personnel in the plarr,ing, development, implementation, and

aDeration of vocational and career education programs in grades,l-l2. Dr.

Grant Venn served as director for the project and arranged a series of five-da)i

seminars constructed around specific training
objectives 3nd products as fol-

lows:

As n result of training, each participant will be able to:

1. define, select, and include rhe components of career and vocational

education in a plan for the local school unit; and

2. develop an actual administrative plan for implementation at the local

district and buildic:8 level to include:

a. responsi.n.:lity and authdvity delegation,

b. job responsibiliiies,

c. plans for :nvolving community, staff, and students in implementa-

tion, an:;

d, plans for evaluatian and feedback.

The administrative plan shall:

1. define and lay out time frames planning, development, organization,

evaluation, and review;

2. design a total program and plan f a comprehensive design for voca-

tional and career education;

3 8
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3. specpify times for interilal review of plan and program and set a date

for an outside evaluation and report;
4

4. provide a working bibliography of pla:, institutions, research, and

reports that can be used by the local district over the de'Velopment

period;'

S, design i staff develcpment plan for toti7l staff as a i-iasis for imple-

menting the plan; and

6, develop J. tentative .school board pblicy on career education.

Participation-by loclstems was voluntary in that the system superin-

\\

tendent requested that,a trainin seminar be conducted for selected members of

his administrative staff. There were many more requests for training than

could be filled through the project, so a system of prioritties was established

to determine which systems appeared to be most committed to recei.!1 g train-

ing and, therefore, which systems would receive highest options as participants.

The priorities were set forth as follows:

1,,T The superintendent would be available for the rull time of the insti-

9

tute.

All district principals or those in the schools involved would be

available for the fell institute.

3. A system plan would be developed that involved the administrative

leadership of.the school district in the development of multiple

component.s of career education.

4. Space and necessary reproduction and clerical help Would.be made

availzqble by the local system.

Those systems selected for training werc
personally,visited by the project

directol., and he and the system superintendent planned out eaCh day of seminar

sessions to er.sure that all training would meet.loc4.1 system needs.

8 9
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Outcomes of the training seminars during 1974-75 were most encouraging.

Each participating local, system did develop system and sch.ol plans for career

education to serve as guides and incentives for future action. In addition,

evidence is now being shown thtat increasing numbers Of the 42 school systems

participating during 1974-75 have taken.definite steps to 1.-direct the total

system curriculum to one that gives primary emphasis at all grade levels to a

comprehensive system of career education. Such planning and re-direction are

now, more than ever, being supported and, indeed, pushed by school principals

and members of the system central office, including the superintendent. _these

results, as Georgia looks to the future, are very encouraging, In fact, re-

spunse from local systems was so great in search of the seminar training, and

the immediate outcomes from such training have been so obvious, that Georgia

State University has again offered training for local system administrators

during 1975-76. Latest request counts indicate that approximately 45 addi.-

tional systems will participate during the current year.

Persons deF;iring information on specific details relating to this praject

its activities may contact Dr, Grant Venn, School of Education, Georgia

State University, Atlanta, Georgia.

9 0
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COCEP,ENCT: "13I7, A SUPER ROOSTER"

John Van Ast

You can't have a productive system unless you're a super rooster. What

do I mean by a "super rooster"? Those of you who are agriculturists know

that unless you have a good rooster in your flock, your egg production is going

to be down, not only in size but also in number. And those of you who get the

Farm Journal know it does a lot of advertising. A couple of years back there

was an advertisement for a "super rooster" for $35, guaranteed to improve the

quality and quantity of eggs or your money rack. There was this-farmer who had

5,000 chickens but just wasn't getting production. He had tried everything

else--farm agent, university e:tension, you name it--so he ordered a mail-order

It super rooster." Lo and behold, in 30 eays, the U. S. mail rode right up to

his mailbox. Befl.2. the mailman hod a chance to get'out of his truck, the

rooster popped out himself and greeted the farmer with, "Here I am." -The

farmer said, "Am I glad to see you:" The rooster said, "Show me your farm."

So the farmer took him over to this big long 'barn with 5,000 chickens, and he

said, "Now, you've got a choice, rooster. Either you increase production, or

within 30 days you've had it." The rooster said, "Farmer, don't sweat

The rooster entered the chicken house, and there was cackling like you wouldn't

believe.

At the end of the first week the farmer said to the rooster, "I can't

bOieve it, but within one week the size and number of eggs are up."

After three we,:qcs he talked to the rooster again: "T can't believe what

you've done for my flock, but you've got to lay'Of'f the ducks and geese. You

are going to kill yourself."

9 1
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Afuer four weeks of increased prodction beyond his wildest dreams, one

morning the farmer watKed out in the barnyard, and there in the middle--flat as

a flounderlay hi,: 1:ocster. The farmer slowly walked up and, shz.king his head,

said, "Rooster, I told you. 1 told you it was going to kill you. If you ;lad

just laid off the ducks and geese, you'd be all right now." Then the rOoster

openeIl ano eye.an whispered, i7armer, look up thare jal the sky. Sec2 thop,

vulture?" The farmer nodded. "W,7,1_1" ,aid the r.00ster, "then vulture., are

getting closer all the time:"

As an EPDA coordinator, that's the kind of enthusiasm you've got to have.

That's the ;4ind pi goal-setting you've got to have. Look at the turnover of

-

iTPDA coo;7dinators. I believe that those who have been arOund for three to

years have that kind of vision, and you've got to have it, too. If you accom-

plish one major felt, you go one rung higher; and there are a lot of vc1t-ures

out there.

The challenge that I leave for yau is to go home and take a day off your

sc..hodule to sunmiarize what happened at this corn-cronce. Review each tool that

has beon presented here. Utilize them. They work for othen;, and they may

work for you. "Implementation" was the theme of th is conference, and implemen-

tation is where the "rubber meets the road." Remeffoer that the chicken farmer

had ruled everything possible and was willing to try one more approach

Be a super rooster, and even if you can't get to those vultures, at least

you will have tried. Go home and use the things that were shared with you

here. The 'planning committee tried with foresight to put a good conference

together; you've got the hindsight now to select and use these ideas. Use them

to the best of your ability. Work 63gether with your teacher educators. Oith-

out them you're nOt going to be able to do it; with them you are,

9 2
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Define the ptinciples which determine the belLivior of educati.on; efin

the broas.: goals which underly your resporsibility effectiveness; and plan your

strategy to provide vocc.tional education personnel development leadership for

maximum productivityquality and quantity. Be a super rooster.

9 3
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CONFERENCE EVALVATION

Near tiw L.,n the :oni'erehce, participants were a,ked '..1-o comph,te

25-icem Conference Evalnatin Form: A facsimile of this]form appears.as

Appendi:: C. Th-ough tbe form, c,mferees were given an :pportunity, on 5-item

Likert-type scale, to indicate the degre to yhich (in their judi.,x,lent) each

Cee iive confertfnce objectiv,_s wa:-; fulfilled, tl-,e ,egree t ich

the objc7[:71vs wls orr .
1 7-he to the ,-1:!reed or di:2-

a2,red with 11 statel:Jnts realHin;; to structure, locale, c:mtent and theme

of the cuhference. .12ctici; nts weve alsc) asked to provide certain items of

! cki,-ound
ah'Int thciliselves and to make any nartative comments or

statements about the conference tor thd benefit of future program committees.

Excluding)four project staff members, there were 17 conferees in atten-

.dance. Of this total, 43 (67) submitted Coniereitce Evaluation Forms. ry

posion cotegry,.29 of the respondents were state professional developi,:ent

coord: :ator, 7 were representativw; of state coordinators, and the lemaining

7 wr:re r.omprised F S. Office of 1:ducatic71 staff menhers, teacher od,,ca-

tpcs,.EPDA 552 fellown, State directors of vocational education or USOE re-

gional project officers.

Dackgroury! Data

The background data on respondents provided by the evaluation form are

.presented'im Table. 1. The N's at the right of the table indiCare the numbers

of respondents by years of experien e; those at the bottom of the columns in-

dicate the numbers of respondents by position title. Reading across the

teblc,, it can be observed that a large majority of the respondents had held

their prc ent posieTcns for between t.wr: uad ftve years. This was particularly

9 4
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Table I. Ye2rs of Experience by Position Title

Experience

Positioa

State -Rep, of State .Regional

Coordinator 'Coordinator Project Officer

Less than 1 5
N = 9

year (17.27)

2-5 years 20 5 1 2 N = 2E

(69.0%)

Over 5 years 4 9 N = 6

(13,8%)

TOTAL N = 29 N = 7 N = 1 N == 6 N = 43'

true of the state coordinators, more than two-thirds, (69%) of- wh.:m were in this

\

categoiy.

Although the respondents constituted a self-seleCted saMple, position

ere approximately proportionately represented according to the tetal

population of coperees, with two
exceptions'.~Projectst:iff members were de-

liberately c _luded, and Regional Project Officers were seriously and inex-

;

/plicably under-represented. RPO's may have felt th=t't.ne conference was de-

signed primarily for coordinators and that RPO evaluation was inapnr, riate.

An evaluation form was submitted by only one of the tenRegional Project Offi-

cers pre

Fulfillment of Objectives

In this section of the evaluation form, participants were asked to india

cate the degree to which the intent of each of the five conference objectives

was realized ac--)-1-1g to the following scale:

9 5
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= ,ThjecLiv,
=

fulfifled

.Ider-,telv fulfilled

2 = OblecL-ive

I -

EiJ ,-,bj,,2cL17,: I, j 2, follry,;ed by the percenic f respon-
.:

dent,, ::heLking eauh t the five resl.-,ose categories. Percentages cl000t total

100 in two c.:JF:
oi rounding. "N" figtrres at the extreme right of the_

Tah]c
nLjectives--Percentage of Respondents Checking

Each
ner nhjective

C.!tectlw,
Response _Category

5 4 3 2 1

A. T:.; dovelop colftctiveiy ',4enerzll philosophy 10 24 44 .20 2 N = 41

of_voc:Iticrtal edneation pOfessional deve-

opment.

X = 3.2

b./TO p-ovid,a each coordinator participant with/

tools onJ i:echnioues necessary

to
1,,Horal(lihilosophy to the re- '10 32 34 24 0 N = 41 . a

,;.ii-comcnt:i hi:i/her 'particular te or.

territory.

X = 3.3

c. To epdate p:Irticipant kno,,Jedgi: of the state-

oil-the-af: in 1.1±rlormin::e-based
chcr edu- 12 55 24 10 0 N = 42,

cation ln, C a provide 'ndild's on" experience

with Pr,TE

=. 3.8 /

'

D. To provice each tote peroonnel dc-elopment

coordinator with a ;,,)del for an ideal state

personn-A devclopl-Ac.ut syt.
as well ls, with

descriptions cq' cwo systems currentiy in

place which can s,,o:ve as benchmarl,s for indi-

vidual coordin;:tors in assessing Ltle. quality 12 27 46 16 0 N =

and comprc.henr;ivoness of their ova profe:,-

sional development systems.

E,-TO,increase/nationaf, regional.and
state ar-

tic,ulation and.coordination
through, the pro-

vision of a forum for the exchange of ddeas

and new information,
concerning national, re-

gional and sta!_e projects, policies, imple-

meiltation procedures, practices and priori-'

ties.

9

3Z-= 3.6

26 47 21 5 2- N = 43

X = 4.2
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table vary slightly because some respondents chose not to answer every question.

A mean rating (X) was calculated for each objective.

Table 2 indicates that Objective A, receiving a mean rating of'3,2, was

judged by the respondents to have been least well fulfilled. Nevertheless,

a.

more than three-quarters of the samp7.e i icated that the intent of the objec.-

tive was adequately, .substantialll or completely fulfilled, versus one-quarter

who felt it was inadequately or poorly fulfilled. With regard to Objective 8,

a .similar situation prevailed. Ratings were even higher for Objectives C and

D, with means of 3.8 and 3.6, respectively. Fully 907 of the respondents judged

the intent of Objective C to have been adequately, substantially or completely

fulfilled. More than 8 out of 10 respondents indicated a similar judgment for

Objective D. The highest rating, 4.2, was given to Objective E. Nearly 94%

of the respondents judged the intent of Objective E to have been adequately,

substantially or completely fulfilled, as opposed to 77. who conSidered-it to

have been inadequately or very poorly fulfilled. Overall, .an average of nearly

857, of the respondents indicated that the intent of the _five objectives was

adequately,'substantially, or completely fulfilled.

Appropriateness of Objectives

The purpose of this section of the Conference Evaluation Form was tO assess

the extent to which the conference addressed matters that were of present con-

cern to the participants (i.e., were the objectives and'planned activities

appropriate; was the subject matter of the conference directed at participant

needs and expecLtions?). ,Participants Were asked to rate each of the objec-

tives stated above according to the following 5-pOint Likert-type scale of

appropriateness: 07
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.5 = Highly appropriate
4 = Somewhat appropriate

3 = Moderately
,:!ppropriate or no opinion

2 = Somewhat inappropriate

-- 1 = Highly inappropriate

The results are shown in Table 3. As in Table 2, the figures in the col-

umns to the right of each objective indicate the percentage of respondents who

checked each of the five appropriateness
categories for a given objective. N

equals the number of respondents per
6ojective, and X indicates the mean appro-

1.
prrateness rating for each objective across all five categories.

Table 3. Appropriateness of,Obje.2tiveS--Percentege
of Respondents Checking

Each Response Category per Objective

Objective

Response Category .

5 4 3

A. Obiective A stated above
43 29 19 9 0 N,= 42

X = 4,1

B. Objective 13 stateThabove
31 48 14 5 2 N = 49

= 4.0

C. Objetive C stated above
,,

31 50 17 2 0 N = 42

= 4.1
-;

D. Objectiiye D '.:tated above
45 38 12 0 N = 42

3-c 4..3

E. Objective E stated above
62 33 5 0 0 N = 42

= 4,6

9 8



As can be seen from Table 3, the respondents rated the degree of appro-

priateness of the objectives even higher than-they rated the degree of ful-

-
fillment of the objectives. Every.objective receiyed a Mean (X) rating of

four or higher on the five-point scale. Nearly`three-quarters pf the group

felt that Objective A was somewhat appropriate to highly appropriate; fewer-

than one. respondent in ten considered it to be even somewhat inappropriate.

A similar situation prevailed re,garding Objectives B, C, and D, which re-

ceived positive ratings (folir or five) from 797, 81%, and 83% of the group,

respectively. Objectives B, C, and D received negative ratings (two or one)

from only 7%, 2%, and 5% of the respondents-, respectively. ienly.Ohjective B
v-

was considered highly inapprbpriate by any respondent, and that was by only

one person (2%). With a mean of 4.6, Objective E received the highest appro-

priateness rating of all the objectives. Ninety-five percent of the respon-

1

dents felt that it was somewhat to highly appropriate. The remaining 5% had

no opinion or thought Objective E was moderately appropriate. No respondent

considered it to be in any respect inappropriate.

It would certainly appear from the mean ratings in Table 3 that the

planning Committee members were sensitive to the needs of tile state person-
,

nel development coordinators.

9 9
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Structure, Locale and Content

In the fourth section of the Conference Evaluation Form, participants

were asked co indicate, on the followi_ng 5-point scale, the extent to which

they 2gred with 11 tatements c,,ncerned
conference structure and for-

mat, 1.-,c33e, content .1nd theme.

5 - Strorly Agree
4 - Agrce

IThdocicicd

2 ,= Disagree.

1 Strongly Disagree

The 11 statement.; and the percentages of respondents checking each of the cate-

es ore re.,ented in Table L. N equals the number of respondents to each

statement, ind X indicates the mcan agreement rating for each sntement..

Table 4. percentage oi Respondent Agreement with 31 Statements

Stateent

A. I f-Ivor the MoucLAy afternoon

starting time and even_ng session.

favor some other arrange-

ment.

C. I favor vntiety in geOgraphic lo-

cations for national professional

deVelopment conferences.

D. This conference had a g-od balance

between large group presentations

and small group working sessions.

E. The Quality Inn-Cibola is a. good

.pince to hold a conference.

F. The large group presentations were

helpful.

1 )

Response Category
4 3 1

63.4 -)9.0 4.9 9.8 0.0 N 41

X 4.4

10.0 15.0 20.0 35.0 20.0 N = 20
X = 2.6

71.4 23.8 2.4 2,4 0.0 N = 42
X = 4.6

33.3 )53.9 5.1 7.7 0.0 N = 39
X = 4.1

24.4 41.5 4.9 19.5 9.8 = 41
X = 3.5.

.22.5 75.0 2.5 -0.0 0.0 N . 4n

X '= 4.2
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Table 4 (continued)

Statement

Response Category
4 3 2 1

G. The sm.all p,roup working sessions

were productiw.

17,5 62.5 7.5 10:0 2.5

H. Overall, this conference was
better than previous national pro-
fessional development conferences 32.3 41.9 12.9 12.9 0.0

I have attended.

I. Overall, this conference compared
favorably with most national con-
ferences (on'any topic) I have

attended.

,17.5 65.0 7.5 10.0 0.0

J. I think t;lat the theme of next
7ear's conference should be
evaluation and quality control

in professional development.

30.0 40.0 .22.5 7.5 0.0

K. (PD coordinators only)
I would have been nbie to attend

this conference even if travel

funds had not been provided by 15.6 25.0 6.3 15.6 37.5

USOEICOE.

93

N = 40
X = 3.8

N = 31
X = 3.9

N = 40
X = 3.9

N = 40
X = 3.9

N = 32
X = 2.7

From Table 4 it can be seen that well over three,fourths of the respon-

dents ..vored the Monday afternoon starting time and Monday evening session.
,iC

About one-fourth favored some other arrangement, specifically (from their com-

ments in the ne-xt section) arrival Sunday evening with a Monday morning start-

ing time and no Monday evening session. The latter has been the traditional

arrangement for national personnel development coordinators' conferences.

Previously, such conferences have been held in Washington, D. C. This

,year's conference in Arlington, Texas, was a sharp departure in terms of

locale. The vast majority (957) of tlie respondents favored variety in geo-

graphic locations.
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Eighty-seven percent of the respondents agreer or strongly agreed that the

1

conference had a good balance between large group presentations and small group

working sessions. However, while 97% agreed or,strongly agreed that the large

group.presentations were helpful, only 80X, agreed or strongly agreed that the

small group sessions were produCtive.

Overall, this conference was judged to be better than previous national

professional development conferences attended by three out of four respondents.

Thirteen percent were undecided, and another 13% felt it was worse. Interest-

ingly, when asked to compare this conference with other national conferences on

any topic attended, the favorable agreements increased to 82.52, with 7,5% un-

,

decided and ot{ly 10% judging it to be worse. This would tend to indicate that

/

1

the four pre ious national conferences for personnel development coordinators

---

have been scm'ewhat-better than typical national conferences attended by these

participants.

Evaluation and quality control as a conference theme, postponed until next

year by the conference program committee, was favored by 707_ of the respondents

1,Tf.th 22.57 undecided and fewer than 87, yxpressing.disagrcement with the program

Conoill t tee decision.

A majority (537) of the coordinators who responded felt that they would

have been unable to attend the national conference had travel funds not been

provided by USOE/COE. -More than six percent were not sure they could have

.attended, and about two out of five (41%) were sure they could have attended

even if travel monies had not been provided by USOE/COE.

Finally, two out of three participants felt that the Quality Inn-Cihola

was-a good'place to hold a.conference. It is apparently an excellent place

to hold a conference if one does not'have to eat there. Virtually all of the
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negative comments (see nex.t sectfon) with regard to the Cibola were concerned

with the quality of the food and food serv4s..

1

.ParticiPant Comments

the last section of theConference EValuation Form was designed to elicit

narrative c),miilents and, suggestions from the participants. To foster unity,

coherence and emphasis, the responses have been grouped into the following six

categories: 'Conference Format, iaccommodations, Presentations,
Future Planning,

Net Year's Conference, and Miscellaneous. In every case, however, the re-

.

sponses are presented exactly as they appeared on the evaluation forms.

Conference Format

Excellent idea to provide new-EPDA
coordinators the time to meet with

USOE officers and experienced EPDA coordinators.

Start Monday a.m. and eliminate p.m. meeting.

Needed more time for AVEPDA meeting,
especially as it related to legis-

lative discussion.

Additional time waS needed for meeting with regional coordinators and

regional project officers.

Excellent conference.

My thanks to all involved in planning this conference. It was one of the

best I have attended.

Unique ideas for obtaining and analyzing "needs" data.

Congratulations to the committee on the different job done,

Start in the morning with no evening sessions.

Priorities were on target--good job on the [part of the],planning com-

mittee.

Start at 8:30end at 4:30; come in Sunday-.=meet Monday morning.

Good conference.
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Need to start in morning-of first day to take advantage of time.

Neede*more in-depth treatment of the objectives.
a

Needed mcre opportunity for dialogue between coordinators.

Planning committee members should be eongratulated for a well-planned

conference.

Conference also needed a Tuesday evening session.

Alternative and innovative techniques for effecting meaningful change

in educators' behavior.

Distribute written conferences [sic] at least during the first day.

Accommodations

Motel--o.k.; restaurant--terrible.

Try to find a conference site with morealternative eating facilities.

Food service is an important component of the meeting--that component

was horrible.

Hotel needs to be selected mith adequate eating facilities.

Food service poor.

Presentations

Limit presentations to summaries and answering questions.

Presenters obviously need some encouragement to utilize multi-media in

their parts of the program. The lecture method which was used detracted from

what should have been most useful material. Hand-outs would also help.

Have the presenters prepare written position papers in their field--it

takes too long to get proceedings.

Future Planning

Invite island territories to make presentations of their projects in the

future.

ence.

Have participants work in groups by regions at least once during confer-
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Would suggest more time be allowed for small group sessions.

More regional meeLing:3--perhaps all group work.

Prepare written information about the important and/or relevant discus-

sions,.e.g.i-funding, national priorities.

More small-group work (nuts and bolts),

When wbrking,on program items like development of a philosophy--a Task

Force shouid develop an outline of a philosophy upon which to work rather

than s-rarting from sc7;atch.

To save time, a draft of-a philosophy and rationale could have been pre-
,

pared ahead of time by planning group and then total group be given opportunity

to refine during conference.
#

Get priorities out'earlier In the program--much discussion would have re-

sulted,

HaVe sume type of meetilng just for new coordinators:

1. Keyn on proposal preparation.
2. Explanation of iqiLials and terms. (What is familiar to Old-

timers is newoto others.)
3. 'Overall, it would a help in getting to be a part-of the group.

More pre-conferehce assignments for each participant.

Have exchange of nlow we do it" tyRps of information between states.

Need a session for orientation for new coordiDators.
;1

Techniques for preparing State Plan of Action.

Continue "Show and Tell" (regional and state).

More leadership and structure to conference progi;mi design and orchestra-

tion.

Have examples of working and/or proposed philnsophy-statements anaPper-

sonnel development systems to react to and adapt.

The reports of small groups at this conference could be elafted and sent

to participants for review, suggestions, r4pvisions and returned for final draft

which coUld be reviewed at next year's meeting for final editing and comments

and then published during Spring, 1977.

Why haven't previously developed documents been used as a basis for moving

forward? Philosophy should have been studied a year ago.

Maintain open discussion--workshop activity.
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Next Year's Conference

Strongly urge that evaluation be t:Iken up at the next 'Conference.

Next ye,ar should be a follow-up on this year's coniarence.

Next year's focus: Coordina.tion of a total national and-state vocational

persoi16:1 development program. In other words, let's have the 552 and 553

coordinators meet arld develop a plan:

Quality control means somethin2, different than evaluation and would hold

promise as a 'new topic for next year's conference.

I would be interested in evaluation and a progrPss report of PBTF ot next

year's conference.

Miscellaneou

The a/r polluted by s:vokers was killing me.

1

1 0
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FIFTH ANNUAL NATIONAL CONFERENCE FOR

PERSONNEL DEVELOP:ENE COORDINATORS

"Philosophy, Program Do.:LI,..pment and 1:1!plementation"

MONDAY, JANUARY 26, 1976

11:00 a.m. - 2:30 p.m.

2:30 p.m. - 2:45 p.m.

2:45 p.m. - 3:30 p.m.

3:30 p.m. - 3:45 p.m.

3:45 p:m. - 5:30 p.m.

5:30 p.m. - 7:00 p.m.

7:00 p.m..- 8:00 p.m.

8:00 p.m. - 9:00 p.m.

9:00 n.m. -

AENDA

Registration. - ftain Lobby, Quality Inn-Cibola

Arlington, Texas

Welcome and Opening Remarks - Auditorium

Char1es Jones, Marshall University, Presidini7

"A Phi1osoph2 fY1- Professional Development" -

Auditorium
Dewey Adams, Virginia _ )lytechnic Institute and

I State University

Break Lobby of the Cibola Center

Group Work on Philosophy Development - Group

Assignments on Aud7:.torium Door

A & i - Auditorium
& D Mendoza Room
E - Suite 511

F Suito 512

Dinner

"Performance-Baed ToachKr Education" Auditorium

Robert Norton, The Ohio State University

PBTE Module Walk-Through - Group Ass.ig,aent on

Anditorbum Door
1 & 2 Auditorium-

3 -_Mendoza Rwm
4 - Suite 511

5 - Suite 512

Social Hour - Suite 435-436

TUESDAY, JANUARY 27, 1976

8:30 a.m. - 9:15-a.m. "The Ideal State Professionll Development System"

.4, Auditorium
Jarrell Parks, Ohio

9:15 a.m. - 9:30 a.m. Break - Lobby of the Cibola Center
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9:30 a.m. - 12:00 noon "Compunents of the ProfeSsional Development System"

(Part.icipants ,-co-nte tiough small,groups, one

for each oup assignments to be

determ session.)

A & B
C

D Desoto Room .

E - Devaca Room

12:00 noon - 1:00 p.m. Ltinch

1:00 p.m. - 2:00 p.m. "Two Exemplary State Professional Development Sys-

tems" -\Auditorium
, Robert Kerwood, Arizona ,

RicRard Hofstrand, Illinois

2:00 p.M. - 2:30 p.m. "TwO Exemplary WegiOn 1 Projects" - Auditorium
Region VI, Billy Pope, Texas
Region VIII, Vern Bak and Richard Edsall, Colorado

2:30 p.m. - 3:00 p.m. Small Group Reports on PhilosoPhy Development -

Auditorium
Group Leaders

3:00 p.m. - 3:15 p.m. Break - Lobby of the Cibo.laCenter

3:15 p.m. - 4:00 p.m. Reactionjo Group Reports/Develop Draft of Phijosophy -

Auditorium

4:00 p.m., 5:00 p.m. Business Meeting - Auditorium
Charles Jones; Presiding

Evening - Informal meetings as desired

WEDNESDAY, JANUARY 28, 1976

8:30 a.m. 9:15 a: "Two Exemplary State Subprojects" - Auditorium .

Minnesota - John Van Ast/George Boroff

Georgia - Marion Scott

9:15 a.m. - 9:45 a.m. "Implications for PersonneL,Developmerit" - Auditorium

Charles Jones, Marshall University

9:45 a.m. - 10:00 a.m. Break - LolAy of the Cibola. Center

10:00 a.m. - 10:45 a.m. "Polic-Le6, Procedures and Priorities" - Audit-drium

DUane Nielsen and Muriel Tapman, USOE

1045 a.m. - 11:45 a.m. Regional Project Officers Meet with CoordinatorS

by Region
IT Auditorium V & X -.Desoto Room

III 601.II 7 Mendoza RooM VI - DeVaca Room

IV - Suite 511_ VIII - Suite'513
IX - Suite 512 .
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11:45 a.m. - 12:30 p.m. "Conference Summary" - Audi,torium,
John Van Ast, Town State University

.(Evaluation forMs, travel'youchers, etc.)

12:30 p.m Adjourn

*NOTE: At 1:p -p.m. Wednesday and during,.thc morning Thursday, Regional

Project Officers will meet with/Muriel Tapman in Suite 512.

CONFERENCE PLANNING COMMITTEE

Charles Jones, Marshall Univtrsity
Robert KerwOod, Arizona State Departmentii

John Van Ast, Iowa:State University
G. William Porter, Center for Occupational Education, North Carolina State

University

I

of! Education

/0-
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APPENDIX B

LIST OF PARTICIPANTS
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1417T8.NATIONAL CONFERENCE FOR VOCATIONAL EDUCATION PERSONNEL DEVELOPMENT COORDINATORS

Arlington,.Texas
January 26-28, 1976

PARTICIPITS

Dewey A. Adams
Direct:cu.- of Vocational -I T. '

Education
Lrginia Polytechn.L...

State University
Blackburg, Virginia 24061

Vern Bak
Regional Program Officer
U. 5. Office of Education
Denver, Colorado 80202

lames W. Becket
Coordinator, Professional DevelopMent

California Department of Education

Sacramento, California 95814

JamesL R. Beima
State\ide Coordinat.

Development
Deparrment of Educa.
Jo/1watt, A.laska 9931

)r Staff

1, Pouch F

Rose Mary Bengel
Professional DeveloimenL'Team Leader

Maryland State DeDarimont of Education

BW1, Ai'rport
P. O. Box 8717
Baltimore, Maryland ".',1240

Patoa 3enioni
ASs'istant State DireclDr, Vocational

Am,ri.f!aft Samca ..0--:n7y College

Pago, F :,ea 96799

Arthur O. Berry

Coordinator, Vocat1-:_1-Technical
Education

University of MaTne-irtland Gorham

Gorham, Maine 04038

112

Carl Blank
EPDA Coordina'
State Departm. of Education
Lincoln, Nebra.,Ra 68501

Dower E.,Bolen
Coordinator of Special Services
Missouri State Department of Elementary

and Secondary Education
Jefferson City, Missouri 65101

Donald R. Brannon
Resea.rch Assistant
Center for Occupational Education

North Carolina Sta-e. University

Raleigh, N. C. 7

Archie U. Bres)
EPDA Coovdinatry
Washington Comm.
Olympia, Washiny

on for Vocational Educat

98501

John Bunten
Regional Project ficer

Region IX, V. S. .Hie of Education

San Francisco, Califernia

Verner Burkett
Teacher Ed4ention.Cormltn,.t
South Caroflna Department of Education

Columbf.a, SI C. L'cl202

Donald Clark
Associate Dean Research and Developmen

Texas A&M Unive.: ty

College Station, exas 77343

Robert N. ClaxtoP
Director of Professional Development

TennesSee Department of Education

Nashville, Tennessee 37209



Josie Mae Cole
EPDA Coordinator
Public Schools ot the District .of

ColUmbia
Division of Career Development ProgramS
Washington, D. C. 20011 .

Sidney Cohen
Consultant, Teacher Education
Connecticut State Department of

,Education
P. O. Box 2219
Hartford, Connecticut 06115

John K. Coster, Director
Center for Occupational Education'
North Carolina State Unt:ersity
Box 5096
Raleigh, N. C. 27607

Barbara Crebo
Professional Development
Office Supt. of Public 11
Jfelerta, Montana 59601

Zed DeVaughan, Jr.
Ass't. ,loordinator
ProfesLonal Personnel
State .spartment of Voca anal-

Ta aical Education
Stillwater, Oklahoma 74(

Jim Durkee
State Coordinator, EPDA
UniVersity of Wyoming
Department of Vocational

"ducation
Laramie, Wyoming 82070

Joseph Dzurenda
EPDA\Coordinator
State Department of Educatior.
.Tenton, New Jersey 08033

Rkchard H. Edsall
PI)A Coordinator
4tote Board for Community C
i and Occupational Educat n

Denver, Colorado 80203

..or
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Arthur H. Ellum
Director of Professional DevelopMent
New Hampshire Department of Education
Division Of Vocational-Technical Education
Concord, New Hampshire 03301

Howard M. Fortney
EPDA Project Coordinator
Alabama State Department of Education
Montgomery, Alabama 36130

Kay Funderburk
EPDA 552 Administrative Intern
USOE Region VI
Division of Vocational-Technical Education
1114 Commerce St.
Dallas, Texas 75202

at.y Greenwood
Administrative Assistant
52 Resource Panel

University of Ainuasota, and
State Departme7lt of Education
St. Paul, Minnota 55108

Vaden B. Hairr
Associate Director of Occupational Education
North Carolina Department of Public Instruction
Raleigh, N. C.

Richard Hofstrand
Head Consultant for Inservice Education
Adult, Vocational, and Technical Education

.
Illinois Of.-71,-- :)f Education

Springfield. 'iinois 62777/

Richard HolJot, /

Specialist, CL 2er Education Personnel
Development

Oregon State 0 -Dartment of Education
Salem, Oregon

Charles I. JonE:3
2rofessor and Chairman (/
Department of Occupational, Adult and

Safety Education
Assistant EPDA Coordinator
State of West Virginia-Marshall University
Huntington, West Virginia 25701
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tobert Rerwood
)irector of Personnel Development
rizona Department of Education
'hoenix, Arizona 85007

foe Kinzer, Jr.
kssistant Professor, Vocational

Education
:antral State University
:Amond, Oklahoma 73034

Joseph P. Kisko
:onsultant, Teacher Educatiol
3tate Department of Education
Vocational Division

4ontpelier, Vermont 05602 \

:.toland J. Krogstad

EPDA Coordinator
4isconsin Board Vocational-TectInical

,Education
qadison, Wisconsin 53702

Roger A. Labodda
Director, Vocational Research
EPDA Coordinator
New Mexico State Department of Education

Vocational Education Unit
Santa Fe, New Mexico 87501

C. Janet Latham
EPDA Coordinator
Supervisor, Home Economics Education

Idaho State Board for Vocational Education

506-North 5th St.,
Boise, Idaho 83720

Linda S:'Letwin
EPDA Coordinator
Michigan Department of Education
Lansing, Michigan 48192

HelenB. Lipscomb
Direct4i Staff DeVelOpment
VOcation 1 Divi§ion, Department of

Educat on
Tallahassee Florida 32304
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john R. Lovegrove
Regional Program Officer
U. S. Office of Education
Atlanta, Georgia 30323

Lovelace, William

Consultant
Texas EducatiOn Agency
Educational Service Center
Richardson, Texas 75080

Edward J. Medeiros
Coordinator, EPDA

.
Rhode Island State Department of Education

Providence., Rhode Island 02908/

Allen Meyer
Consultant, Adult and Career Professional

Development
Iowa Department of Public Instruction
DeS Moines, Iowa 58319

John P. McDonagh
Supervisor, Professional Development
Massachusetts State Department of.Education

Division of Occupational Education
Boston, Massachusetts 02111

,Norrm McDonald'
Administrative Secretary
Canter for-Occupational Iducation

North Carolina State University
Box 5096 .

Raleigh, N. C. 27607

Nelson H. Muraoka
Coordinator Of Personnel Development
University of Hawaii
Office of the State Director for Vocational

Education
Honolulu, Hawaii 96822

Barnie MacAlpine
Educational Specialist
Vocational Education Personnel Development'

U. S. Office of Education
5652 ROB#3, 7th and D Streets S.W.

Washington, D. C. 20202
';=



DarY1 E. Nichols
Program Officer
U. S. Office of Education
300 South Wacker Drive
Chicago, Illinois 60606

Jack D. Nichols
RCU Director and EPDA Coordinator
Arkansas Department of.Education
Little Rock, Arkansas 72201

Duane M. Nielsen
Chief, Vocational Education Personnel

Development
U. S. Off-.,.c.e of Educntion

5(;',2 RO.B i3, 7th and 0 'Streets S.W.

Wn.;nington, D. C. 20:202

.2-rt E. -orton
_As,ociate ITogram DL-ector

formnnce Base Cur-icula
C07-Ler for VccationL Education
n1-0 State Univursi
Cumbus, Ohio 43210
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G. William Porter
Research Associate

:
Center for Occupational Education
North Carolina State University
P.O. Box 5096
Raleigh, N. C. 27607

Michael L. Rask
Associate Superintendent
Career and Occupational Education
Department of Education
Government. of Guam
P. O. Box D.E.
Agana, Guam 96910

Richard W. Rowles
State Director, Occupational Education
State Department of Education
Cheyenne, Wyoming 82002

W. A. Rumbaugh
Vocational .Personnel Develoment Coordinator
Kansas State Department of Education
Topeka, KansaS 66612

Daell L. Parks William F. Sands

Asistant Director for VocatioiH Program Officer, Vocatior.al-Technical

Education Education

Ohio Department of Elucation U. S. Office of Education, Region VI

Division of Vocational Education 1200 Main Tower

Coiumbus, Ohia 41))5 Dallas, Texas 75202

Mary, Jenet Pe::rod
Coordinator, i'rofessional Development

Services
State Board of Vorational-Technical

Education
Indianapolis, Indiana 46204

Gene Alan Sayler
Professional Development Coordinator
North Dakota Sta,Le Board for Vocational

Education
Bismarck, North DakOta 5S505

\

Leo M. Schreiner

.. Loren Peterson Program Director, E0A
Coordinator of Vocational iacation Texas Education Agen07

U.S. Trust Territory of th: Pacific Islands Austin,' Texas 7870,1 i

Saipan, M. I. n6950

Billy N. Popc,

Coordinator, Consortium D

Richardson, .;:is 75080

Marion H. Scott
Coordinator, Vocational Staff bevelopment

Georgia Department,of Education
Atlanta, Georgia 30334
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Hilda Segarra
Coordinator, Vocational EPDA
University of Puerto Rico.
Rio Piedias, Puerto Rico, 00924

Bob Spillman
atT4,4tor, Personnel Development Unit
0-areau of Vocational Education
"Kentucky Department of Education

E:J.zam J, Spurlin
Ndministrotot, Staff Development and

Teacher Education
State Department of Edcarion
Tallahassee, Florida 32303 .

Ri.2hord Swinney
Coordinator, VEPDA
Unl.versity of Neada
eno, Nevada 8917

!!It..iel Shay Tapm,A1

.E: Senior Preall Thfilcer
U. S. Office of Au,ation
5652, R0B03
',.:a:ihington, D. . 20202

Les Thompson
Program Officer
U. S. Office of Education
Kansas City, Missouri 64118

Lucille V. Throne
Assistant Director of Resource
The Ohio Center for 1c):ationa1

Ohio State UniYersit:
Collimbus, Ohio A3210

Dex:ter Tilroe
Program Officer, EPLA
DHEW-0E-BOAE,egion II \

New York, N. 10007 '

Development
Education

'Jotn Van Ast
Cop77dinator of IndustrialVocational

-eacher E.ducation

Iowo State University
Ames, Iowa 50011

116

108

Walter C. Verney
EPDA Project Officer
Senior Program Officer, VTE
U. S. Office of Education, Region I
J. F. Kennedy Federal Building
Awm 2303 - Government Center
Boston, Massachusetts 02203

Fe
EPDA Coordinator
Puerto Rico Department of Education
Vocational-Technical, and High Skills

San Juan, Puerto Rico 00657

James W. Warren, Jr.
VTE Program Officer
USOE,'Region TII
Philadelphia, Pennsylvania 19101

Arnold WilSon
Cool7dinatr of Inservice EdUcation
Bureau of Vocational Educaion
Departmen of Educatlon
Frankfort, Kentucly 40601

Programs

Betty Wong
Curriculum Specialist
Misstssippt State Department of Education
Jackson, Mississippi 39206

Robert L. Workman
Program Officer
U.S.O.E. Region X
Seattle, Washington 98101

William G. Cummsens
Senior Program Officer, VTE
Region VI, U.S. Office of Education, Region VI

1200.Moin Tower
Dallas, Texas 75202

Herbert W. Mackey
Assistant Regional Commissioner, BOAE
Region VI, U.S. Office of Echication

1200 Main Tower'
Dallas,,Texas 75202,

Elaine Price
EPDA Fellow
Box 3668, E.Q. Statlon
ommerce, Texas 75=28
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FIFT;1 CONFERENCE
COORDINAlu.

Confevencc- Ec1111J:ion Form

I. Backilround Information

A. Position (checik one): 1. State Coordinator of Personnel
Development

2. Representative of a State

Coordinator
3. Regional Project Officer

4. Other (specify)

B. Experience in present Position (Check one):

1. Less than one yr!iir

-2. Two to five years

3. Over five years

C. Region. (indicate OE region):

110

D. Number of anil.ual national conferences for personnel development

poordinators attended

II. Fulfillment of Ob1ective's-

Please'indfcate (by encircling the appropriate number following each

objective) the:degree to whiph, in your judpient, che intent of the

objective was ful[illed. Use the following scale:

5.- Objective comOetely fulfilled

4 - Objective substantially fulfilled

3 - Ob.jectiye adecLuately ful:Llled

.2 - ObjectiVe inadequately fulfilled

1 - Objective not addressed or Yery poorly fulfilled

A. To develop r?llectivelv general philosophy of 5 4 3 2 1

vocational education professional development.

B. ,To provide each qoordinator participant with

information tools and techniques necessary to tailor

the general philosophy tothe requirements of his/her

particular state or territoty.

5 4 3 2 r

C. TO update participant knowledgeof the state-of-the-art 5 4 3 2 1 '

in performance-based teacher- educatior an2 to provide

"hands on" experience with two PBTE module,s.

hatreststs.,
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D. To provide each state personnel development coOrdin-

at!or with a model for an ideal state personnel devel-

opment system, as well as with descriptions of two

systems currently in place which can serve as bench-

marks for individual coordinators in assessing the

quality and comprehensiveness of thei.r own profess-

ional development systems.

111

5 4 3 2 1

To increase national, regional, and state articulation 5 4 3 2 1*

and coordination through the provision of a forum for

the exchange .Of ideas and new information concerning

national, regional, and state projects, policies, im-

plementation procedures, practices, and priorities.

ITI. Ap.Ernpriateness ot; Objectives and Activities
---

The purpose of this section is to assess tbe extentAto-whi-eh thecon-

ference addressed matters that are of present td-ncern to.you (i.e., .

w,-_re the objectives and activities appropriate; was .the.subject mat.ter .

of the conference directed at yoUr needs and expectations?). Please

rate each objective. according,to the following scale:

S Hfghly apprnpriate
4 - Somewhat: appropriatn,G

.3 - Moderately ap.i.-,9p,rte or no opinion

.2 Somewhat inappropt"iate
1 - Highly inappropriate

A. Objective A. stated above 5 4 3 2 1

E. Objective. B stated above 5 4 3

C. Objective C stated above 5 4 3 2 1

.F. Objective D stated above 5 4 3 2 .1

Objective-E stated above 5 4 3 2 1

Please list those objectives or activities that, you, think might have

Deen mo,re appropria(e:

1,

E,A1



IV. Please check the ,Ippropriate cplumn for each statement below.

Strongly.

Undecided Disagree Disagree

A. I favor the-MOnday
afternoon starting
time and evening
session.

B. I favor some other
arrangement
(specify):

C. I favor variety in
geographic Inca-
tions for national
professional devel-
opment conferences.

This conference had
'a good balance be-
tween large group
presentations and
small group working
sessions.

E. The Oualit'Y Inn-
Cibola is a good
place to hold a
conference.

F. The large grouP
presentatioris were
helpful.

G. The small group
working sessions
were productive.

H. Overall, this con-
ference was better
than previous na-
tional profes.sional
development corfer.7
ences I have attended.

5 4 3 2

Strongly
Agree Agree

112

I. Overall, this con-
fer-ence compared
favorably with most

(on any topic). I

have attended.

120



J. I think that the
theme of nekt
year's conference
should be evaluation
and quality control
in professional de-
velopment.

113

3 4 3 2 1

Strongly Strongly

Agree Agree Undecided Disagree Disagree

K. (PD Coordinators
only) I would have
been able to attend
this conference even
if travel funds had
not been provided by
USOE/COE.

V. Comments and Suggestions for Future Program Committees:
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