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BABSTRACT . ‘ -
2 competency-based assessment procedure for the

tﬁaining and selection of preschool teachers has been developed using
the content validation strategy and a variety of measurement

techniques. Those certified under this procedure will be called Child
Development Associates. A list of conpetencies, generated and agreed
upor by a large number of Child Development experts, is the starting
point for the assessment procedure. The competency list was developed
under the Department of Health, Education, and Welfare, Office of
Child Development, by a task force, the Child Development Consortium,
Incorporated., The task force established six major areas of )
responsibility for preschool teachers, developed a preliminary set of
conpetencies under each of six ‘major areas and added a set of
perscnal capacities necessary for relating to children. The
conpetencies were then"validated by means of a survey of
practitioners and others in the field. An interdisciplinary tean
hpproach was used which might be a model for the development of other
cofipetency~based assessment procedures. Methodology is described in

used. A few examples of competencies are appendixed. (Author/is)
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~Abstract

A competency-based assessment procedure for the training and selec-

‘tion of pre-school teachers has been Jeveloped using the content vali-

a
dation strategy and a variety of measurement techniques, An inter-

disciplinary team approach was used in a manner that could be reasonably
and successfully employed in the development of other competency-based

assessment procedures’
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PROBLEM

The problem herein is to develop a competency-based certification pro-
cedure for pre-school teachers, such as those teachers in Head Start.
Those certified will be called Child Development Associates (CDAs). The
move toward CDA certification is an attempt to increase the quantity and
improve the competency of pre-school teachers, Assessment procedures are
to serve both the diagnostic purpose of indicating the type and extent of
training needed by an individual CDA candidate and the certification pur-
pose by indicating that the pre-school teacher is, in fact, competent in
this '"new" professiom. Though the CDA tralnee may acquire college credits
and possibly even a degree, the credits are not to be requirements and, in
fagt, may be irrelevant to the certification process.

A list of competencies, generated and agréed upon by a large number of
Child Development "experts', is the starting point for the assessment pro-
cedure., This competency list was developed under the impetus of -the S,
Department of Health, Education and Wejfare, Office of Child Development by
.. a tack force called the Child Development Consorftium, Incorporated., The
7"} task force established six major areas of responsibility for pre~school
) teachers, developed a preliminary set of competencies under each of the six
_major areas and added a set of personal capacities necessary for relating
to children. The task force then had their set of competencies validated
by means of a survey of practitioners and appropriate others in the field,
obtaining ratings and suggestions. (See Appendix A for examples of the
competencies, ) : ;

Various early childhood programs throughout the country have been
charged with the responsibility for developing training programs and assess—
" ment devices for the CDA, based on the resulting set of competencies., The
development of assessment procedures réported herein is bedng sponsored by .
the Iowa Head Start Training Program headquartered in the Department of
Child Development at Iowa State University. Although the assessment pro-
“cedures are being locally developed, they are expected ultimately to meet
minimal, though vet undefined, national criteria. L
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METHODCLOGY

There are two major aspects to the methodology belng utlilized in meet-
ing this problem, One important aspect is the interdisciplinary profession-
al) expertise of the persons attacking thls problem and the roles of each In
‘t 1is undertaking. The second aspect 1is the step-by-step procedures follow-
éd by each professlonal and the team as a whole,

Professional Expertise and Koles

There were four specific professional competencles involved as
follows:

1) A professional in the area of Educational and Psychological Meas-
urement, who outlined procedures, instructed others, monitored processes,
and provided technical support, . e

2) A counseling psychologist with item-writing skills, who functioned
mainly as a coordinator and group facilitator,

1) An administrator responsible for a state-vide staff training pro-
gram and liason with the University Department of Child Development.

4y A unibersity instructor and pre-school teacher /trainer, who work-
ed with Child Development faculty, graduate students and pre-school
teachers, '

The latter group met almost weekly for many months with the counseling
§Sychalégist for purposes of review, discussion and assignments, The meas-
urement person and the administrator met with the group as needed, This
procedure has insured the appropriateness and relevance to the assessment
procedure while providing "in-service measurement training'' to the content
area speclalists,

Step-by-step Procedures

1) Formal ratings of the original 1list of competencles on an
"{mportance'" scale were made by local Child Development faculty and graduate
students and by Head Start trainers. Why? Because this gave us a basis for
judging which of the competencies we should place most emphasis on or those
which should be eliminated, and it gave a basis for veighting different
parts of the final preduct, ,

2) The group discussed each competency in detail for purposes of
clarification and assessment approach. That is, the competency statements
were carefully reviewed in order to interpret and elarify their meaning, to
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assess overlap In statements, to consider what types of behaviors or know-
ledge would demonstrate each of the competencies, and, subsequently, to
conslider the way(s) in which a given competency best be arsessed. In other
words, could a particular competency best be assessed throush multiple-
choice items, true-false statements, written short-answer itews, structured
experiences (to be video-taped and rated) or some combination thereof.

3) VNext, the content area speclalists were asked to begin indepen~
dently to wfite out assessment items and procedures as well as formal ans-
wers [or each with formal scorilng or rating procedures or guidelines to be
used by an evaluation team. They were asked also to define the minimal
acceptable level of each competency., At the beginning of this process,
individuals were not assigned specific competencies to work on. We believ-
‘ed that more enthusiasm and confidence would be generated for the task 1f
each person began by working on those competencies with which he/she felt
most capable or interested in, This also helped to build up an item pool
so that we would later have more to select from.

The group met with the counseling psychologist about every two to four
weeks to critically review the items (or procedures) generated, the answers
and the guidelines. Some items were thereupon eliminated, others revised.
After several meetings, we began to assess which specific competencies were
lacking items and individuals were then assigned to work on those competen-
cles, )

Efforts to date have been focused primarily upon the written assess-
ment. At the time of this writing, only the basic elements of the struct-
ured experiences have been set forth and work on the details 1s just be-
ginning, Some examples of the structured experiences to be used are as
follows: @

a) The trainee will be charged with responsibility for planning and
supervising classroom activities for perbhaps two separate lLalf days. The
trainee will be given some directions as to the nature of che activities
he/she should plan for. This will be done in order to standardize activi-
ties across trainees and the competencies which are likely to be demonstra-
ted "on the job". These classroom sessions will be video-taped; judges will
later view the tapes and, following the guidelines set forth, will rate the
trainee's performance on the appropriate competencies.

\f(

b) A number of carefully sélected actual or role-played situations
will be video-taped. These may include such things as children on a play-
ground engaged in disruptive or dangerous activities or a film of an irrate
parent, being critical of the program. The trainee will be shown these
brief films and asked to respond with how he/she would handle these p f
situations. v -J'

4) Written items were carefully selected and compiled into a two-
part assessment tool. Part I was made up of the objective multiple-choice
" and true-false items: Part II was made up of the written shgrtEanswer
items vhich will be judged by an evaluation team.
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5) A trial administration of both parts of the aggessment procedure
was carried out with a small group of graduate students, faculty menbers
and Head Start trainers, who had not been previously invalved in the pro-
ject. These testees were asked to answer the items, to critically review
the items for clarity of meaning and appropriateness, to offer suggestions
and to note the amount of time it had taken them to answer the itermi. Feed-
back from the testees was utilized to re-edit the items, After re-editing,
the assessment procedure was agaln administered to a different and larger
group of testees; it was then re-edited again,

6) The objective items were administered to 79 Head Start perssnﬁel
and to 42 first-year college studeuts in a Child Development course, The
32 items had a score range from 14 to 31, a mean score {(for all 1&4 sub-
jects) of 24.9 and a standard deviation of 3.6. The KR-20 reliability ent-
imate was 0.68, The item-score correlation data indicated that only one
item needed clavification or re-writing, The average score for the Head
Start personnel (24,7) was slightly above the average score for the first-
year college students .(23.9). “Lhe~scores of the Head Start persormel were
considerably more variable than the scores of the students (standard devia~-
tion of 4,0 versus 2.8). Some of the Head Start personnel were directors
and trainers, which accounted for 24 Héad Start personnel scores of 28 and
above, whereas, only six students received a score .of 28 and no student
received a score above 28, On the other hand, six Head Start personnel
received scores below 18; no student scores belaw 18

This data is interpreted ‘to indicate that;the‘objective items are-
prebably measuring in a suitable way, and the only way to improve the re-
- liability of this part of the assessment procedure substantially would be -
to increase’ the number of items, However, as the objective items are only
a part of the assessment procedure, it was decided that a KR—20 reliability
of about 0.70 for this part of the assessment would be satisfactory.

7) The written short-anawer items are being independentiy judged by a
four-person tesm using the model answers or guldelines previously written
as criteria, At this writing, this task is not comprate, The reliability
of the scoring for this aspect of the asseasment 1s being estimated by
intercorrelating the ratings by the judges for all items and for all sub-
Jjects, then using the Spearman-Brown average inter-item procedure to“esti-
mate the reliability of the average rating, where the average is the sum of
the points assigned to a particular subject on a parcicular item divided by
the number of raters or judges. This estimated reliability uses the form-
ula . ~0L - where "n'" is the number of raters or judges and "r'' is

the a verége %f¥ giagnol correlation between the-raters.

8) The final step that will be used to definitely establish the con-
tent validity of the entire assessment procedure s to use gix to 12
“ekperts" who, as a first step, will be asked to document in writimg their
qualifications (education and experience) as experts, This panel will then
be furnished with the entire list of objectives to be assessed and a copy
of the complete assessment procedure. They will be asked to Judge indepen- -
dently in two ways:
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a) They will first indicate Ffor each item or element of the assess-
ment procedure the objective(s) they believe is being measured.

b) They will then rétgvea;h item or element on a fivegﬁﬁint scale
from "completely inappropriate"” to "mast appropriate" for measuring the

objective which they indicated in "a" as being measured.

Hopefully, there will be a strong consensus about the objective bnaing meas-
ured by each item or element of the assessment procedure and the five-point
"appropriateness’ rating for each item or element will average 4.0 or above,
One of the authors has utilized these same stepwise procedures for develop=~
ing an assessment procedure and formally establishing content validity for
over 250 classes of jobs. In every case, the above criteria have been met.

UTILIZATION

Throughout the development of the assessment procedure, a minimum
acceptable competency has been defined for each objective., Therefore, in
using the asgessment procedure in the certification process, it will be re=~
quired that the candidate score above the minimal acceptable level on every
competency.assessed. It is recognized that the reliability of the assess-
'meﬂt procedures for measuring individual competencies will be low when there

:1ve very few assessment items or procedures that pertain to one competency.
+ However, as it would be a much more expensive and time-consuming task to
xdévelap pracedu:es that wauld have high reliability fur each abjective meas-
EEqule tha; the :andidate score abcve the minimal 1evel on every cnmpetEs
ncy and that the combined score over all competencies be set for passing at
a level at least one standard error of measurement above’the score that
would be obtained if the candidate attained only the minimal. level on every
competency.

The assessment procedure would also be used to determine néedéd areas
of training. In this way, the procedure is administered as a 'pre~test"
as well as a final test, with the training effort being fagused on fhe areas
of greatest need as iﬁdicated by the inltial assessment.

: The assessment pfaceduré is not designed to be administered in one
session., Rather, both the initial assessment of the new candidate prior to
training and the final assessment for certification can be administered over
a period of several days, a week, or even more. Then top, on completion of
a certain area of training, that part of the assessment ﬁracedure may again
be administered before the candidate moves on to focus on: another training
area. -
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D1SCUSSION

It is feasible to develop competency-based as$essment procedures which
can meet professional standards for reliability and validity. The resulting
assessment procedure has many of the desirable attributes espoused by those
opposing "criterion-referenced" testing or assessmant. However, the walid-
ity of the procedure is determined by the age-old "content' method, utiliz- .
ing a formal and indepeadent judgment process by experts., Also, the Te~ -
liability of the objective aspects of the assessment 1is being estimated by
procedures commonly used in norm-referenced tests. When the assessment
product is used in the certification process, however, it 1s not Expeﬁtad
that the reliability, if again estimated, will be as high; 1t is expectad
that the variance of the scores obtained by the certificands will be quite
low. w ‘ ‘

Although the procedure for developing the assessment tool is quite
straight-forward, the processyis not easy; it 1s time-consuming and expen~
sive. In order to develop a quality assegsment product, it is required
that content area specialists become more knowledgeable in the area of
measurement and the weasurement specialists be sensitive to the needs and i}
expertise of the content area specialists. The actusl. group process is ral
most important, The participants need to perceive a sense of learning and
accomplishment, thus progress. The team felt that precipitously setting
target dates could result in a lower quality product, yeét it was falt that
it was necessary to keep moving so as to perceive ptagress.

In a way, the greatest frustration witb this effort has been the lack
of understanding on the part of federal and reglonal officials. - Asking
each locality to develop its own assessment procedure may seem ‘desirable to
many people; however, every locality is not likely to have the professional
resources necessary in order to develop a quality product. Further, this -
work has been undertaken with the understanding that the assessment pro-
cedures must meet as yet undefined minimal criteria, to be specified at the
national level. In fact, it is not known (and even seems somewhat unlikely)
that these minimal criteria will concern the psychgmetriﬁ qualities of the
agsessment pracedure and/or developmental méthgdﬁlegy.

The group seems well satisfied with the effort and progress and is
anxious to complete the project. They feel that the end is in sight and
that the result will be a quality product.
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APPENDIX A

"EXAMPLES DF"CQMPETENGIES

In the examples given below, those items underscored are some of the
major areas of responsibllity listed for pre-school teachers. Each area
presented herein is followed by an example of a.competency item or state-
ment within that area of responsibility.

MAdvancing Physical and Intellectual Competence”

; . "Provide varied opportunities for children's active participation,
independent choices, experimentation and problem-solving within’ the context
of a structured, organized setting and pfcgram,"

1 : H
"Stimulate focused activities: Dbserving, attending, iniciating,
carrying through, raising questions, searching answers and soluttons for the
real prablems that are encountered and reviewing the outcomes of experienge.

"Buil@iggﬁ?ggipive Salféaﬂnc%pt,aﬂd Indiyidgal strength"

%

"Give direct, realistic affirmation to the child's advancing

skills, growing imitiative and responsibility, increasing capacity for
adaptation, and emérging interest in Q@Dperaticn, in terms of the child's
actual behavior." ! :

_ Examples of DEfSDﬁEl capacities esséntial for pre—s@h@gl teachers:

"To be sansitive to childran B feelings and the qualitiés af young
thinking'"

"To be able to protect ordeyliness without sacrificing spontaneity
and child-like exuberance'

"To be able to exercise control without being threatening"




