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, This content'of this module was used ai apart of a'graduate course'

in,yocational Technical Education at Waihington State University. The

effectiveness of the curriculum materiel was evaluated on the bas of:

1. Performance data froi Ore and post tests and other

evaluative techniques used in the course.

2. Use of a Curriculum Evaluation Questionnaire which'

was developed, administered and summari d by the

third Party evaluatOr, Northwest Regi 1

Education Laboratory. This questionnaire provided

a faculty and student rating of: individualisation

of the curriculum, choice of' learning settings

aPd qUality. of curriculum.

Revisions in final drafts utilized these evaluations.

It
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INTRODUCTION

Purpose

The purpose of this module is to provide the prospective Vocational

-.EduCation Curriculum Specialist with the necessary knowledia, skills; and

'ittitudes required to organize ope te a staff development prograi that

will improve vocational educators' abi ty to develop and use curriculum plans

and materials.

tionale

The terms professional growth, inservice develppment, and staff develoPment

are used frequently to describe aprogram of continuing education for professional

school personnel. No one assumes that the professional preparation of a yocational

'teacher is completed.after a four-year program of pre-service education. Nor is

the individual\prepared who enters the teaching profession with several years of

work experience and a course or rwo in teaching methodology. Opportunities for

,extending and refining the competence of vocational educators are now considered

to be an integral part of professional development. Curriculum specialists, in

cooperation with their administrators, have resrsibility for the effective

coordination of staff development Activities related to curriculum development

-smd change, teaching strategies, and evaluation of instruction. Each activity,

f -

will neet to be planned in terMs of established philosophy and the expressed
\

needs,of the Yeaching st\lrff.

If vocational education is to exert its full impact upon the social and

economic needs of our nition and people, it will be necessary-for curriculum

specialists to help in the development of an effective vocational education

staff.

The curriculum speCialist must possess a good background in the theory

, 1 ,
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of leadership in staff development and the knowledge, skills, Tnd attitudes

to work wit others concerned with the improvement of instruction in vocational

education.'

Assumptions

It can be assumed that:

1. The curriculum specialist serves as a leader in helping the teaching.staff

to improve their ability to identify, select, organize, implement, and

evaluate learning experiences as they relate to vocational education.

2. To be effective, the curriculum specialist must be able to work cooperatively

withia variety of gro(ps or individuals.

3. There are several "leadership styles" used in identifying and training

leaders.

4. Since the curriculum specialists must, by definition, achieve instructional

. .objectives through the action of others, communication'is central to

their effectiveness.

5. When curriculum specialists provide leadership to imprOVe communicatibn,

or to imitiatychange, they do so within the context of an agency,

a school or an organization. It is critical that hypotheses about ieffective

staff development behavior be developed in light of existing knowledge,

research and theory on organization.

6. For a curriculum specialist to translate aspirations into.practice

requires the application of various skills. Besides the interpersonal

dimension, many of Ai skills are shared in common with counseling,

administrative, and other leadership positions.

7. Successful implementation of new curriculuM depends up the commitment

of each vocational education teacher.

9
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8. The success of new or revised.vocational curriculum, including the use

of new curriculum materials, depends upon effective staff development.

9. Staff development, like curriculum development, is a continuous process.

10. Successful staff development depends on the active parlicipation and

cooperation of all vocational education staff. .

Overview

module is divided into two parts. Part I involves the acquisition

:>

4..

of con
,

epts and background necessary for planning and conducting a staff

development program through participation in discussion and other simulated

activities (i.e., case situation approach and conferences).

Objectives included in Part I concentrate on the following areal of staff

development: underitanding the terminology, competencies for leadershi ,

0.0

communication, planning procedures, and evaluation.

4

Part II concentrates on implementing the ideas gained from Part I by

participation in an internship. Suggested activities might include: working

with advisory committees, speaking to community groups, etc.

The Case Method

This module makes extensive use of the case method. The Orofessor and

students should become familiar with this instructional:strategy.

The cese method.continues to be a sound teaching method in vocationil

education. As used in thin module, the case method is a discussion of A

typical problem or issue actually facing the curriculum Specialist together

with surrounding facts, opinions,4and prejudices upon which the curriculum

specialist has to depend. Thee* realistic cases are presented tO students

for analysis, open discussion, eind final decision as to the type a action

that should be taken.
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The rationale supporting the case method centera.mrourid the development_

of independent, constructive thieklhg on the part of the students. This is

accomplished in two rays. First, there is a disbussion of possibilities,

probabilities and expedients. The possibilities involve combinations of

intricate facts; the probabilities include human reactions; and the expedieets,

are,those that most likely bring about responses in others that lead to a

specifft goal'ior objective.

Second, student participation is achieved by opening up channels of

.communication between students and students, and between students and teachers.

The use of the case methVd does..not preclude the use of other methods and' "

is often combined with instructional strategies. The ease method trains
s

students to kngw and to act by beCbming tive participants rather than passive

listeners. Before the curriculum speci sts cAn engage in case d6ussions

involying decision making in staff development, they must acquire abickgiound

in the mechanics of staff development. Once the students understand the rAtionale

for staff develoment and the techniques eMployed in improving the effectiveness

of the staff, they'can approach cases with leis'apprehension and with more

positive resulis.

4
Students may be required to formulate their own solutions to the case

presented, Or they may work in small groups. The procedures to be employed in

Aing the cape method in the clasiroom are left to the discretion of the

professor. However, regardless of the classroom Rrocedure employed, the case

method must accomplish four basic objectives: ;

1. Identify the'problem.

2. Secure all information bearing on the'problem.

3. Advance Silternative solutions, keeping in mind human eactions.

4. Select 04 malt appropriate solution to the probleM.based on logic

and indicate the type of.action to be.taken,ro achie4e the established



44.

o

.1111.

goal.

1

Questions appearing at,the end of ach.cfee are for discussion,putposes

and should not.be construed as the problem but a possible problem that needs a

solution.

Module Prereoujilbites
41.

This module is planned for persone-titho have had experience in vocational

education and advanced course wo* in curriculum. It should be planned as the
1

414

last module in the program destgned to prepare Vocational Education Curriculum

Specialists.

/ it

N5
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'1- LE'RET -

,l. The indilidual ultimately responsible for profession

A. Superintendent.
11-.\ B. Principal.

, C. IndiVidual instructor.
D.. Curriculum specialist.

2. Idservice is to itaff as:
A

A. .Pre-service 1 lundergradttate
B. Professional.development : factilty

C. Teacher : workshop
D. Conference instructor

. The chief difference between an administrator and

A. A "line versus staff" pqsition status.
B. ne background experience required.
C.. Decision making skills required.
D. The amount of authority granted.'

development, is the:

,

441

supervisor is:

4. .The moet urgent need for an organized staff development process is caused by:

110'A. Increaiing pupil enrollments.
B. Need for improved sctiool leaderagip.
C. .linade4itate pre-service development.
D. New knowledges and skills.

,

5. When the individual and/O'r his/her work is adjusted so that motivation and
sense of self will be maximized, it best'describes:

A. Administration.
B. Supervision. .

C. Staff development.
D. Professional growth.

6. Management is to staff development as:

A. Goal setting : planning
B. Data collection : need identification
C. Process : product
D. Leadership : professional growth -

7.- The process of individuals and groups interacting, where both move toward
educational goals that are acceptable to them, best describes:

A. Educational leadership.
B. Professional growth.'
C. Supervision.
D. Management.



Which adjective.best describes the reason for professional'growthl

.4

A. jtight .

B. Eesponsibility
.C. Privilege
D. Duty

9. 'The oneJactor upon which all others depend for workshop effectiveness is:

4

A. Personnel involyed.
B. Priorities ideftified.
C. Time scheduling.
D. Planned evaluation.

10. Common causes of unsuccessful staff development Workshops include:

A. Poor planning, groups which are too large, and lack of motivation. .

B. 'Poor leadership, too large of a4Oroilp, and too"much repetition.

C. Improper use of instructional aides; 1adç of involvement,and pressure
to pertidipite. \

D. All of the above.
5-,

11. In general, which of the following is the LEAST satisfactory form of staff'

development:

A. Faculty meeting.
B. SchoOl visititians.
C. Sabbatical leave. .

D. Administritive internship.

12. The role of school administrators, With regard to staff development, is to:

1

A. Encourage and support in a positive way.
B. Provide a plan by which Xeachers develop profesionally.
t. Provide financill assistance to attend meetings and conferences.
D. All of the,above.

1,

13. If maximum participation is expected in a staiidevelopment workshop, it is

imost essential that:

Ai. Participants be notified well in advance of the workshops,/
B. Objectives be Clearly identified at the beginning of the workshop.

C. Participants be actively preparing prior to the workshop.

Da A variety of prebentation modes be incorporated. 4
/.

14. Which of the following Motives is the best one for participating in a typical /

staff development program?
1

A. Satisfy university and/or college requirements for a master's degree

B. 'Workshop title appeals to-the indivpual
C. Prepare oneself to be better .in writing instructional objectives
D. Improve teacherp' performance in triggering student performanae
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15, An effective designe of curriculum staff development will: ._.

A. Involve th#eteachers in planning.
B. Find ideas' permeatiug from the top down.-
C. Develop, PERT chart for activities.
D. Attend

/
ional workshops remularly.

,, w

16. Which one f the following identifies aropriate objective(s) of inservice
educati al programs?

A. Keeping the teacher up-to-date in subject matter
B. Informing thp teachers of new developments in tegching
C. Feeding back researth and innovative methods of teething
D. /All Of the,above 410

17% AS the 'curriculum specialist, the first step,to complete in arranging for
stAff development workshop is:

A. Survey the gioup for identification,of their needs. .

B. Secure the approval from administration to Conduct a workshop.
C. Design a rough draft of the topics for the workshop.
D. inalize the plana and assign time schedules.

18. 'If supervisors are in a position to see /nnovative teachers and teaching,
it is their responsibility to:

A. Publish effective practices Epr others to benefit from.
B. Reward such efforts with,appropriate recognition.
C. Encourage the teachers to publish.
D. All of the above.' .

19. The case study method is basically:

A. Void of any opinions or prejudices.
B. CognitiVe oriented.
C. Problersolving based.
D. Based in experience.

ak_

20. The managerial grid theory of leadership, as developed by Blake and Moulpon,
is baBed on:

A. Eighty-one saelgement styles.
B. Thirty-sixvombinations of leadership.
C. The assumption that a 5,5 is the ideal leadership ay e.
D. Two critical variables: production and goals,
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POSTTEST

1. The individual ultimately responsible for professional development is the:

A.. Superintendent.
B. Principal.
C. Indiiridual instructor.
D. Curriculum specialist.

2. Inservice is to staff as:

A. Pre-service : undergraduate
B. Professional deVelopment : faculty
C. Teacher : workshop
D. Conference instructor

3. The chief difference betWeen an administrator and a supervisor is:

A. A "line versus staff" position status.
B. The background experience respired.

, C. Decision making skills required.
D. The amount of authority granted.

4. The mosi urgent need for an organized staff development process is caused by:

A./ Increasing pupil enrollments.
B./ Need for improved school leadership.*
C. Inadequate pre-service development.
D. New knowledges and skills.

5. When the individudl and/or his/her work is adjusted so'that motivation' and
sense of self will be maxiXized, it best describes:

?0

A. Administration.
B. Supervision.
C., Staff development.
D. Professiohal growth.

6. Management is to staff development as:

A. Goal setting : planning
B. Data collection : need identification
C. Proces : product
D. Leadership : professionalgrowth ,

7. The process of individuals and groups interacting, where both move toward
educational goals that are acceptable to them,.best describes:

A. Educational leadership.
B. ProfessionaX growth.
C. Supervision.
D. Management.



8. Which adjective beet describes thereason for professional.gr thl

A. Right
B. Responsibility
C. Privilege
D. Duty

% ,

. The one factor upon whiCh,all others depend for workshop effectIveness is:(

11,

A. Personnel involved.
B. Priorities identified.
C. Tine scheduling.
D. Planned evaluation.

=*k

10. Common causes of unsuccessful staff development.workihops include: ,

A. Poor planning, groups which are too largo, and lack of motivation.
B. Poor leadership, too large of a group, and too much repetition.
C. Improper use of instructional aides\elack of involvement, anW

. ,

pressure to porticipate., .

D. All ofthe above'.
\

.

/*
1

11. In general, wtich of the following is the LEAST satisfactory form. of staff
development:

A. Faculty,meeting. .

B. School visitatiais.
C. Sabbatical leave.
D. Administrative internship.

12.` The rolelof school administrators# with regard to staff development, is to:
.

.
A. Encourage and support in a positivi way.
B. Pr9vide a plan-by.which'teachers devilop professionally.
C. Provide financial assistance,to attend meetingwven, conferences.
D. All of the above. .

13. If maximise participation is expected in a staff development workshop, it is
most 'essential that:.

Participantsbe.notified well in advance.of\the workshop. '
B. .Objectives be4early identified at die beginning of the workshop.

Farticipanis be actively preparing pri to the workshop. .

D. A varietY of present flied.ation modes-be,

14. WhiCh of the :iiiring.wotiveS is the best one paiticipating.in a typical
staff develop' 'program?

A. Satisfy- university and/or college requirementsjor a master's degiee
B. Workshop title.appeals to the individual
C. Prepare onesilf,to,be better. in writing.instructional objectives
D. Improve teadhers' performance in triggering student performance

18



15. An effective desiiner of curriculum staff development will:

A. ''InvoiVe.the'teiChers_in planning.
B. Find ideas permeating from the top. down.
C. DeVelop,a PERT Chart for adtivitles.

Attend national workshops regularly.

_16.. Which ohrof the folloWing identifies ppropriate of inservice
.

educational programs?

A. eeping the iteacher-up-to-date in subject matter
B. InfOrming the teachers of new developMents in teaching
C.'_Feeding,back'research andiinnoyative methods of teaching
D. All of he above

J4
/k )

17. As the curriculum specialiat, the first step tolkomplete in arranging
for a staff development workshop is:

- A. Survey the 'group for iiientificition of theirmeeds.
B. Secure the approval,from administration to.conduct a
C. Design a rough draft of,the topics for the Workshop.
D. Finalize the plans end assign tine schedules.

workshop.

° 18m ) If supervisors are in a position to see ihnovative teachers and teaching,
it is their responsibility to: I

."A. Publish effective practiceifOi others to benefit from.
ReWard such efforts with apPropriate recognition.

ek Encourage the teachers to publish'. 1./7

D,'A.411,of.the aboin.

19. The tease study method is basically:

,

A. Void'of Any opinions or prejudices.
B. Cognfiive oriented.
C,, Problet-solving based.
D. Based in experience.

20. The managerial grid theory of'le hip, as developed,17y Blake and Moulton,

is based on:

A. Eighty-one management styles. ,

B. Thirty-six combinations of leadership.
C. The assumption that a 5,5 ip the.ideal leadership style:
D. TWO critical variables: prodhctitn and goals.

19

'/



.4

,

11. The best evaluation of effectiveness ofa'staff devalOpsent program
involves%

A. Student outcomes.
,

B. Staff 'ogle.
/

C. Program goals.
...

D. All,of the above.
4 %

22. A.vocational instructor who has been suOcessfults a craftsman for le,
number of years decides to try teaching for the f t ties. Which of

the following types of staff development is needed tely?

That which:

A. Ts devoted to the instructor's occ tional area. J
14

B. Presents the teacher's first oblig as maintai classroom
discipline.

C. Focuses on increasing,Seacher effecti classroom.

Dr. Stresses the 1mperts0111 of vocational tion. .

.

..

23. The one shortcoming of the " ait approach" in selection and identifica-

tion of effective leaders is hat it is:

A. Readily un erstood by pra ticing managers.
A

B. Used with modification in any manner of disdussion group. ,
.

C. Open to indiiridual interpretation of characteristics and abilities.

D. Used by indlruals to make periodic assessments of performance.

24. Task-oriented is 6 Fiedler as: .

A. Self-actualization : Argyris
B. Aelationship-oriented : Bakamis
C, Tnterpersonal influence : Katz
D. Proficiency : Argyris

4, 4

V

20

0
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PERFORMANCH OBJECTIVE 1

Describe and explaim.the terminologyInd Concepts in staff development.

Learning Activity 1-a
,

Using the references and the material thmt follow, develop

atbrief explanation of the following terms and concepts

relate4 to staff development:.

aderskip

nag int 'Conference

Professional Growth Visitation

InteractiOn

Administrition

Supervision

Organiz4ion

Staff DJVAlopment

Psychological Distance

Inaervice Education

Instructional Systems Design

Administrator,'

Supervisor

-Intervisitation

Leadership Style

PERT

Inservice

Program Staff DevelopMent

,1

References:

Alfonso, Robert J.; Firth, Gerald R.; and Neviile, Richard F.
Instructional Supervision: A Behavior System. Boston,
MA: Allyn and Bacon, Inc., 1975. Chapters 1, 2 and 3.

Evans, Rupert N., and Terry, David R., eds. Changing the
Role of.tocational Teacher Education. Chicago, IL:
McKnight and McKnight, 1971. Chapter 4.

Good, Carter V. bictionary of Education. New York: McGraw
Hill Book Co., 1973. .

4

Marks, James R.; Stoops, Emory; and Stoops,-Joyce King.
Handbook of Educational Supervision. Boston, MA;
Allyn and Bacon,,Inc., 1971. pp. 219-229.

22
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Learning Actixity 1-b

Read the referenced material found in the Appendix. Upon

coMpletiow, adswer the following questions.in wziting and be

prepared to,defend your answers orally.

* P
1. The person assigned the area of staff development :suit

aisume responsibility for what specific iiems?

2. Who is to be included in the staff development process?,

3. Give a minimum of four ways co assess needs in staff
,

development.

I.
4. Name at least nine methods uied in providing staff

(

development.

5: List(the steps r organizing a staff developnent

piograd:

C-4---)

What three areas should evaluated in a staff development

rogram and how should the evaluation-bn accomplished?

JP

Reference: --\

Bakamis, William A. "Organizing a Staff Developing Program in
Vocational Education." Washington State University,

, _Pullman, VA, 1976. (Mimeographed.)
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PERFORMACE OBJECTIVE 2

-

Desdrii4 the 41mpetencies needed for effeCtive leadership in cpnducting

staff development program.

40.

Learning Acti*ity 2-a
N,

Individually, or with'other students, Aevolop, a list of what

you consider to be. your most important qh4ities for'leadership

in working with a group in curriculum development or'improve-

fment. Compare, your list of qualities with those suggested in

the references below.

References:

AifOnso, Robert J. Firth, Gerald R.; and Neville, Richard F.
Instructional Supervision: A Behavior System. Boston,
MA: Allyn and Bacon, Inc., 1975. Chapter 4.

Stadt, Ronald W.; Bittle, Raymond, E.; ,Kennelle,-Larry J.; and
Hysttom, Dennis C. Managing Career Education Programs.
Englewood Cliffs,,NJ: Prentice Hall, 1973. Chapter 3.

Wenrick, Ralph C. "Development and Leadershtp1Rolea in Adz4nis7
tration." in 'contemporary Concepts in Vocational Education.
First Yearbook of the American Vocational Association.
Edited by Gordon F. Law. Washington, DC: American Voca-

.

tional Asiociation, 1971.

Wiles, Kimball. Supervision for Better Schools. New York:
Prentice Hall, Inc., 1950. p.

os-"N
Learning Activity 2-b N

Using'the reference, list ten or more ways in which the

chrriculum specialist can foster and Maintain highmorale in

an organization. Develop the list into an evaluative check-

list that can be used to appraise mbrale.

2 4
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.

Reference:

Stadt, Ronald W.; Bittle, Raypond, E.; Kennelle, Larry J.r
and Hystrom, Dennis C. Managing Career Iducation Programs.
Englewood Cliffs, MJ: Prentice Hall, Inc., 1973.
Chapter 4.

Learning Actiiity 2-1

Review the information concerning the Case Method on pages

Using the guidelines consider the following case studies.

Case Situation'

Ad an AsSistant Dean of /nstruction, you are serving as 04 Feeder of

vocational education in a community college. )john George ie an outstanding

teacher in the vocitional education division. During the first quarter you heie

beep so impressed with his performance that youihave informed your Dean of

Instruction, by lettej of his accomprlishnents. Tim,Dean is.anxious to lotate

Orrising teachers fot: the purpose of preparing them for great responsibiliiies

and assignments.

Then, for some unexplained reason, there is dticeable change in John..

Once a happy, easy-going and enthusiastic person, John has become quiet, noody,

and is easily angered. At times he has become quite belligerenrover imall and

insignificant matters. Mil relationship with his colleagues and worknrs hes

deteriorated.' He is careless in his teaching, turns in poOrly prepared reports,

and often arrives late for work. Prins time to time he reports in ihat he is

sick.

This person was once a dynamic personality with a positive attitude toward

his work. Once he positively influenced the morale of the entire faculty but

nov he is,becoming a serious threat to the morale and motivation of the entire

diviiion. Many have noticed this change in behavior and have indicated that

"sonathing must have happened to John!" 'You have infornation from two sources



suggesting that John may be haviUffamily problems.'

39 .

YOu realize that you musk act_quickly, because the welfare of your-staff

and John's career are at stake. One of your resOonsibilities is to pilovide for

high moral"egd motivation fo membefs'of your staff. A
17

*In view..of this situa (a) What:would be your.,.0tWoourte of action?

(b) Whom would you COatact for assistance? (c) What Otter courses of action
-,

could you take'in theAsOlution.of theimoblem?

Explain how you would golibout getting.John Georp to once again become

an effective member of your..teaching staff.

26



Case Situation 2

As 4 member of the central administration staff, yon he beet given the

responsibility of cooidinating some of the city4i4e progra0 In-Nproving

k
curriculum for Vocational education: You have beii encoitra0 to$ vs observant

for individuals having leadership poiential. In your aatiOcOtIc'e %Pith the
0

junior high and senior high school Principals, you'are Lowrie" b) young.,

Ian
senior high school principalYou notirthat there exists 110 4t10ol an

esprIlt de corps unequaled in the entire systimObrale ta 'the etmospberk

ah 11t4'within the school is one of Cheerfulnems, friendliness, and odUttivity.

You have, therefore, identified'this,school is one from ahidi 1°42,Ahould select

. a team to rrviie the curriculum in business education.

note
On your next visit tb the school, two months later, yo, t change in

the school atmosphere within the business education departtOte ;11 start ta

khearand feel ihat there is a movement against the school 1,-
Aderi

tp. TO

determine the.ceme, you find that the principal, a dynamic eitIlee, has encouraged

his staffSto be innovative, to accept greater responsibilit02* an4 to osouno

Ourri
leadership roles in the overall program designed to improve %lam. You

'further discover that the principal hail au:sired a neiw, 101100 te4011er as acting

' 'pepartment Chairman of the business education area.

The teacher in charge is aggresiivM, acd'epts additional rillapetsibilities

his
without cOmment, aUd shows considerable promise as a leader. Performance,

as far as you can fell, is excellent. SoMe of the older ts04"ra'' however, haveos
-'resiste&him and have engaged actively in degrading the loud

at .ta
"%cher .

-
.

You know the reason for the change inthe department
Otft0ent

8 ''-40re Answer

these questions:
tyl

2 7
.
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c.

Alt

40'

1. What d6 youtonsider your role' to be 'in this,situation?

2: .What steps would you take to correct the 'situation?

3. What advice would you give to the young principal to prevent

the situation from'occuring again?

4. Define the.competencies you would need to act6Mplirktho

overall task of solving the problem and providing an atmosphere

conducive to cUrriculuiktsvision.

*

2g .



PERFORMANCE OBJECTIVE

Identify the basic faCtors that influenCe communication and iedicate the ftiplica-

h

tions of each on the Vocational Education Curriculum Specialist in conducting

a staff development.program.

Learning Activity 1-a

Read the identified reference. Divide a sheet of paper into

two columns and head one "Basic Factors" and the'other.

"implications." Unclip' "Basic Factors," identify the six (6)

factors that affect Commueication. In the second column, list

the implications the particular factor has for the curriculum

specialist.

Reference:

Alfonso, Robert J.; Firth, Gerald R.; and Neville, Richard F.
Instructional'Supervisi6n: .,A1Behavior System. Boston,

MA: Allyn and Bacon, Inc., 19754: Chapter 5.

Learning Activity 3 -b

Using the reference, analyze and determine solutions to these.

cases:

Case Nos. 1-8, p. 131-154

Case go. 10, p: 155

Case No. 11, p. 155-6

Case No. 16, p. 158

Case No. 17, p. 158

Reference:

Stadt, Ronald ,W.; Bittle, Raymond, E.; Kennelle, Larry J.; and
Hystrom, Dennis C. Managing Career Education Programs.
Englewood Cliffs, NJ: Prentice Hall, /nc.; 1973.

A



' PERFORMANCE OBJECTIVE 4

Develop and defend a modal foliemplementing ari inserVice program for vocational

education staff.development.

Learning Activity 4-a

Aftet studying the Vogler Model which follows,and/or o audit

as the Comprehensive.Career Educatibn Model found in Compre7

hensive Vocational Education Personnel Development and Utilize-
.

tion, develop.your own mo,del.

Reference:

Department of Health, Education and Welfare. .Comprehensive
Vocational Education Personnel Development end Utilization.
Washington,-DC: Superintendent of Public Documents, 1972.

Vogler, Daniel E. "Contemporary Ideas for Inclusion in Inservice
Training." Paper presented at the American:Vocat1pnal-
Association Convention, Atlanta, GA, Dec. 3, 1973.
ED 089 121.

(
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FEASIBILITY

1. What is the afea*fOi'change?

2. What are the trainee needs?

EVALUATION

1. Were performance goals accomplished?

2. What is there of change?

DEVELOPMENT'

1. What are the trainee perfor-
mance goals?

2. What tesources are needed to
accompliih.the performance
goals?

IMPLEMENTATIOTP

1. How will the inservice be delivered?

,2. Who will manage the delivery?

.1

:Daniel E. Vogler, "Contemporary Idea* for In-service Training." (Paper
presented at the American VocationaX.Aasociation Convention, Atlanta, GA4 .

1101ecember 3, 1973.. p. 4. RON 121, 1973.)
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ID PERFORMANCE OBJ IVE 5
(

. Describe how to organize-and implement a staff development program.,

Learning Activitil 5-a

Using the'references, outline the stips which you would use

in organizing and implementing a staff development program.

References:

Bakamis, William A. "Organizing a Staff Development Program
In Vocational Education.," Washington State University,
Pullman, WA, 1976. (Mimeographed.) Site Appendix.

Marks-4 J R.; Stoops, Emornand,Stoops, Joyce Xing.
HaAboo of Educational Sdpervision. Boston, MA:

d Bacon, Inc., 1971. pp. 91-130.

Learning Activity 5-b

Using the guidelines concerning the case"Study method on

pages 3-5, consider the following case ilituation.

dime §ituation 10

Assume that you are the Vocational Director of a large school district

*which includes'^four junior high schools and three'high schools. You have been

., .

asked by the superintendent to organize and coo inate the efforts of all the

automotive staff in solving the following prob em:

Six,metbers of your vocational auto mechanics faculty participated in a

summer workshop devoted to the study and development of a student workbook,

designed to be used with the newly adoPted textbook for the coming year. The

district paid the summer regiotration fees for the participants. The workbook

was developed for grades 10, 11, and 12 on three levels of difficulty. Copies

. -
of the workbook were sefit to all automotive instructors, who were to review

them during the year. At the end of the year, these instructors were to turn in
cr
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.their corrections, recommendations, svggestions, and evaluations of each unit.

In a meeting w4th the auiomotive department chairmen, you discover that:

1. Half the members of the Cuto mechanics staff did not approve the

0

adopted test.

2. One school did not have representation at the sulkier workshop.

Alpo absent-from the workshop was the automotive instructor from

the evening school.

3. Many of the teaching staff resisted the effort--indicating that

IIour prOgrim La good enough."

Explain how you would follow through on the request Of the superintendent*
.

aar

,
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PERFORMANCE OBJECT/VE 6 '4

Identify the basic techniques uSld in staff development end deecr e how to

apply them.

.4

4

Learning Activity 6-a,

Using tht e references and the form provided, listithe tachniquee
t.

used in staff development in ColUmn 1. /n Colun 2, briefly

4

describe the technique used; and in Coluia. 3; establish a set

of guidelines that will assist you in usiNkthe pfyticular
1

.)
technique. (Ekample below.)

I. TECHNIQUE II. DESCRIPTION III. OIDEinin

4
1. Supervisory Vistts to classroom, , 1. Evaluate the job nOt

. ,

visits .especially those for ,... the person.

cr--
studying the total 012. Bapa4our elialuation
learning situation. on;"06-eite",obser-
Attention is given vaftuf teacher
to all factors which..: . a .1 *rner.

affeCt student learnL'.3. Ustvositive approach,
ing, including the ...; 1 conei4er how to liw
curriculum being -' _ prove teachers'

$1,,used. 0 effe4tiveueae. .

/Risco d observations
f' lminajiiately.

5. Etc.
. .

References: 4

Department of SupeEvisors and Directors on Instruction. Newer
Instructional Practices of Promise, Twelfth Yearbook.
Washington, DC: National Edication Association, 1964.
pp. 328-349.

Marks, James Ri; Stoops, Emory; and Stoops, Joyce King. Handbook
oflEducational Supervision. Boston, MA: Atlyn and Bacon,
Inc.,.1971. Chapters 7, 8, 9; 10 and 11.

31
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Workshaat for Learning Activity 6-a

I. TECHNIQUE /I. DESCRIPTION /II. GUI

3 5
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PERFORMANCE OBJECTIVE 7

Develop a system for evaluating the staff development program.

,

Learning Activity 7-

Using the -references, Appendix, and Module-Six,on

Preparing for Curriculum Evaluation, prepare a list of

criterikyou would use in evtluating a.staff develop-

ment program..

References:
444.,co. A

,Bakamis, William A. "Organizing a Staff Development Program
in Vocational Education." Washington State University,
Pullman, WA, 1976.. (Mimeographed.) See Appendix.

Marks, James,R.; Stoops, Emory; and Stoops, Joyce Kipg. Handbook
of Educationkl Supervision. Boston, MA: AllyrOiand Bacon,
Inc., 1971. Chapters 18, 19 and pp. 62-84.

Learning Activity 7-b

Develop a checklist you would'use to determine your effectiveness

in conducting a staff development program.

Learning ACtivity 7-c

Write a paper concerning the importance, purposes, and

techniques of evalua ing staff improvement programs in vocational

education.

if
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PART II

APPLICATION OF STAFF DEVELOPMENT PROCESSES

PERFORMANCE OBJECTIVE 8
oe ...of)

Be able to implement staff'development theory into practice in a variety of

situations.

Once the learner has successfully completec1Part I,of the Staff Development

Module and experienced activities involving simulated cases, the learner will

then be ready to gain meaningful experiences in the field. The following staff

development activities are suggestive of what'the learners can engage in while

serving internships. It ehould-be noted that the activities suggested are not

to be construed as. final.

Obviously, the learners wlll noi''have the opportunity to participate in

all of the suggested activities. However,.efforts must be made to include as

many and se wide a variety aa possible. ('

In many cises, interns will enter the field with some degree of-apprehensioa.

Ne doubt- they-will encounter special prograits.. To help overcome the intern's

anxieties, the professor should refer the proapective intern to the reference

below. This reference will identify and discuss problems encountered in working

with the teaching staff.

Reference:
%

Wiles, Kimball, and Loveall, John T. Supervision for Betti'r S 1 . -Englewood

Cliffs, NJ: Prentice Hall., Inc., 1975. Chapter 13.

Suggested Activity 8-a

Interview twenty or more teachers or curriculum workers and be

prepared to report in a group seminar on:

3 7
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(1) What they liked most about the staff development program.

(2) What they &inked most abOUt the staff development program.

(3) Haw staff development Oyactices, proceiures, and'interactions

can be improved.

List the necessary steps for the reorganisation of stiff develop-
,

ment training programs..

Suggested Activity 8-b

Develop a lesson plan for orienting new teachers to departmental

policies and procedures for curriculum development and change.

Check the plan with the'field superviior from the university.

Reference:

Marks, Japes R.; Stoops, Emory; and Stoops, Joyce King. Handbook
of Educational Supervision. Boston, MA: Allyn and Bacon,
Inc:, 1971. Chapter 10.

'Suggested Activity 8-c

Using the lesson plan developed in Suggested Activity 8-b, deliver'

the presentation before-the new faculty. Evaluate your effective-

. ness by developing a self-evaluation rating scale.

.Suggested Actiliity 8-d
1

Determine what model is being Usedfor f development in a

local.school district, community college, or ther edUcational
1

agency. In cooperation with theNfleld supervi or and local

director of'the internship, help improve the model. With the

approval of.the local director, present the-model to the

culty. .Evaluate their acceptance of the model.

4ti
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(

8940sated Activity 8-0

Identify an educator who can benefit through interscholl

visitation. Dvelop a plan with this educator and other respon-
.

sible personnel to'ensure that there ere benefits from this

experience. evaluate the success of this activity.

Suggesed Activity.8-f. lk

identify a teacher who is resitting curriculum change. Develop

and pubmit a plan:for a conference to the local interenhip

director for resolving the problem. Observe the conference

between the teacher and the local internship directormand

evaluate the conference.

Suggested Activity 8-g

Wbrk with a "task force" of educators to arrange for a

university courae to be taught locally. (The courses should

be designed to meet a specific need of several.teachers.)

Take Over the leadership role and demonstrate your
,

fictive-

nese in this role by systematiC planning and followup.

Suggested'Activity 8.6h

Identify a new program currently being taught.. Develop a

plan for measuring the effectiveness of the teadher,

Suggested Activity 8-1

Assist teachers in developing or improving teaching self -

evaluation instrument. Develop a plan for doing that.

,Suggested\Activity 8-i

Work witb a "task force".to develop criteria and procedures for

selecting new teachers and their assignments, and the reassignment

39



of teachers in service.
.1.**

Suggested Aétivity

,

33

Develop a plan for orienting advisory committee members to

their now role. Carry out the orientation plan and evaluate

the results.

Suggested Actatity 8-1

"*.

Prepare a speech to. 4p given at a civic club meeting.' The

topii' should be on a new or innovative programvurrently_being'

introduced in the vocational education program. Work with the

local director in making arrangements for your presentation.

Suggested Activity 8-0

Work with a "task force" for the purpose of producing a periodic

publicailon of professional and technical rears. Help them

dfvelop the plan and procedures. Evaluate the effectiveness of

this effbrt.

Suggested ActivitY 8-n

Identify a problem area in a specific subject matter area and

help plan a workebop fOr teachers who could benefit from this

experience.

C.

Suggested Activity 8-o

Present a lesson on the toptc: "The Working Conferfnce." Make

certain that all in attendance recognise not only the role and

responsibility of the conference leader, but of the conference

members,.as well.

4 0
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Suggested Activity.8-p

Identify a senior teacher who is resisting cOnite (1h.the baali

of his seniority. Develop 4 plan on how you el° be assistaece

and evaluate the results.

Suggested_Activity 8 -q'

Plan a social:Activity for the vocational oduelstiee raculty.

Coisult with the local director on policy 5mdiltilee4Ures. Follow

_through by providing leaderdhip in the organieee Uhaseieild

demonstrating to the group yOlir leadershipaWitY.

Suggested Activity 8-r

a.0elect444Take the leadership in-helping teadhers in service

area to develop an instructional guide.

41
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ORGANIZING. A STAFF DEVELOPMENT PROGEAM IN VOCAT/ONAL EDUCATION

37

William A. Bakamis

Intioduction,

The terms professional grow$h,.iniervice education, on-the-job training,

111

and staff development are used frequently and oEten interchangeably to describe-.

programs for the cOntinuing education of profepsional school personnel. A good

program should focus on increasing the effectiveness Of'all those who engageAn

the teadhing/learning process: The following material will explain hoortO
-

organize and operate a pr ressive, centrally coordinated program that will

improve learping opportunities. To accompliSh the goal, this material presents

those practices, procedures ana techhiques used by, a nutber of schools of varying

size and financial support thiOughout the country. In the planning of a staff

development program, the.durriculumespecialist needs to bear in mind, certain

objectivei that Are basic 'to the type of program being discussed. These objectives

aie:

e'N

1. to provide a system-wide and continuing program,

2. .to involve the entire staTf, and

3. to provide in action program.
"

Let's discuss each of iiiese objectives separately.

How Do We Provide a System-Wide and Continuing Program?

Obviouslythe responsibility for improving the professional competency of

the teaching staff rests with the principal and other, supervisory officers he/she

may have on the etaff. However, in a great many cases, this responsibility is

relegated to the curriculum specialist. ' Therefore, the curriculum specialist

must be willing to assume the responsibility for: (1) defining and clarifying

problems that cut across the school system, and (2) bringing unity to the entire

program and system.
4 3
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Only when the staff development program is on a syStem7wide basis and
,

F'
only when,all pertinent facets are coordinated, can the school system achieve

the results and broad'participation that is essential for a good,program. Whether

the curridClum specialist is operating in an intermediate district or a particular

school system, the systea-wide coordinated program helps to.close gaps thet are

certain to result if staff development activities were confined to the professional

staffs of individual schools. As a curriculum specialist you should plan', not

. .

only for a system-wide program, but also for a continuing program. Teadhing

staff in youi particular system needs'stimulation and encouragement tO apply

;diet they knaw,and to grow as individuals.. Not one of them will ever reach optimum

effectiveness, a fact di-at the best of them will readily edmit. The development

of a continuing programaf staff development is needed to bridge the gap existing

between personnel,realities and desirable 'curriculum *deals. Vocational education

has always had a shortage of qualified teachers. Significant nutbers still do

J/
not Rossess the'baccalaureate degree; others have completed their degree enywhere

from 1 to/46 years ago, and under widely different philosophies of education and

einterpretation of the learning process. Regardless of the fact that a particular

school system may have bgen able to develop common understandings and procedures

over a given period of time, the inservice program still must be continuous.

All systems have a turnover as a result of retirement, death, marriage, maternity .

and moving from one location to another.

Who Should Be Included in the Staff Development Program?

Staff development programs must include the entire Staff, individually and

collectively. They must include not onlY teachers but adthinistrative and

supervisory Oersonnel. The guidelines listed below are for the purpose of involv-

ing all professional persons employed in the teadhing, administration and

,supervision of vocational education course; and subjects.(

.4 4



.1. Avoid leaving the,retraining of teadhers to chance or individual

initiative.

2. Concentrate weivo.major objectives.

3. Provide for leadetehip development.

4. Make.provision for meeting individual needs.

,5.. Understand and accept,the basic princilites of learning.,

Let's discuss each guideline separately.

1. Avoid leaving the retraining of teachers to chance'or individual initiatkve.

1n-the past, teachers have participated in various,workshops, attended professional

meetings, or have taken university courses mostly on their own initiative. Usually

this was done because they felt a-personal Ben 'bf professional responsibility, a

pride in their profession, a desire and a conCe 'for self-improvement or.fOr.tfie

advanced.degree Or salary increments this additional traininirtring

Today, however, we cannot afford to gamble on individual desire for improvement.
MI%

There is a definiteneed for a planned programfor retraining teachers. In voca-

tional education, new knowledgeis being brought in almost dailY. There'ifialso

a need for restructuring the old knowledge. The public has shown great interest in

and concern for education and the improvement of education. 'Along with this it

the clamor for excellence and quality in education, and this of course requires

operation of a good staff development program.

2. Concentrate on two major objectives. Regardless of whether the proems

is called inservice education, on-the-job training or staff development, the primary

purpose iS to increase the overall effectiveness of those who are engaged in the

teaching of voCational education. To attain this goal, it is important that the

curriculum specialist concentrate on two major .objectives: (1) members 7f the

professional staff in vocational education must develop their kneWledge, skill and

attitude to the maximum, and (2) they should be placed in a positionwhere they

45,
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can make the greatest cantribution to the educational program. It is important
. _

'sro note that these two.Objectivee aen only be Met when a program is system-wide,

continuous and involves the entire staff. The curriculum specialist must never

overlook or minimize the second objective. ,Althqugh curricul specialists may

7not have a direct responsibility for personnel administration, one of the precepts

of personnel administration is thae.the'worker's personal 'satisfaction has a
,-!

direct bearing on job performance. Today, When people are giving great attention

to the status of their schools, and the schools in turn are giving great attention

to their staff personnel, a staff development program must foster personal growth

and development in the broadest and most Professional sense.

3. Provide for leadership Mtvelopment. Today we are witnessing a significant

change in vocational education. Profeisionally-minded'staff members are becoming

more and more inWested in professional advancement. Equally, the school system,
1

and particularly those that are growing rapidly, are pressed With a supply of

candidates to fill positions of leadership. To meet these needs, the usual method

of developing teachers through long term experience and advanced university

coUrses.falls short of meeting the expanding needs. One of the ways in which the

immediate needs can be met is to include a local leadership program. Further

discussion of the method employed in developing this local leadership training

program will appear later in this unit.

4. Meeting individual needs. In planning for a staff-wide training program,

it is importent that the curriculum specialist recognize that the individuals who

. .

make up the professional staff represent a wide range of abilities, aspirations, .

background, motivation and values. It is evident that any program must include

. opportunities for growth, not only for imdividuals, but for groups as well.

5. Understand and accept the basic principles of learning. Teachers pursuing

inservice training have a right to expect that the curriculum specialist understand

4 G
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and apply all thaeis known about the teaching/learning process. ThroUghout

,planningforataff development the curriculum specialist must accept and use

these basic'learning principles: (1) Give primary consideration to the readiness

of the learners; if they are not read/ it is almost futile/to anticipate that a

particular ?attern of training will tesult in an improved on-the-job performance.

s.

(2).MAke c4rtain that the goals of thdlearners will affect the significance-that.

they attach to the learning opportUniV. This opportunity to learn will only be

effective if the participants relate the projected experience to their perception*of the ow-the-job responsibility'. (3) To facilitate learning, the program st
1 .

involve the learners. The participants must be involved if they are to g in.

maximum personal satisfaction from the inservice training expetiences. -(4) RecOg-

- .

nize that learning is a con, nuous process, in which previous training ois facilita-

,

ted with planned, sequential and folloOup activities.

We gust Provide an Action/Program.

An action program is imperative. If the progiam is to foster continuous

/
imikovement of the per,ionnel, it must be an action program. Both the incuMbent

and new teachers freqUently need action training when they are to teach courses

in any of the technical areas. Action programs with all the equipment and hardware

at hand are the only means of preparing teachers to make effective use of new

teaching devices ,tich as educational television or other audiovisual equipment.'

New media method's Are constant15i and increasingly being introduced into the-

'laboratory and/classrooms.

,

How Are Needs Assessed?

The fist step in planning for staff dive/opment is,po assess the needs.

Such asse7ement is, of course; a continuing process. One way the curriculum

specialiats can keep abreast of the diverse needs of individuals is by reviewing

needs ,a experienced by the system and expressed by the staff. This can be

4 7
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liccomplished by using questionnaires, surveys, opiaton polls, gathering data

concerning certification and related matters, and by using curriculum study and.

redearch findings.

Ascause personnel realities reveal diverse needs, opportunity must be

provided for many different groups. Members of the teaching staff include beginning

teachers, experienced teachers.new to the system, former teachers returning to
1.1.

the profession, and teachers in continuous service in the system. Another group

is composed of established teachers' who already,know.more than they are willing to

apply to the concerns of the school system and the improvement of the instructional

program. In addition, leadership training is also desirable to,maintain a reserve

of candidates for administrative and supervisory positions. Following are some

techniques that provide the curriculum specialist with specific information on the

needs of individuals and groups: (1) Toward the end of the school year, meet with a

group or groups composed of beginning teachers, experienced teachers new to the

system, and former teachers returning to the profession. Ask for an evaluation of

(the orientation program they attended lmost a year ago and for any other information

that.will guide you in helping teachers in these categories. (2) Establish a line

of communication between your office and all the principals, supervisors and any

other person in a supervisory or administrative position dealing with the teacher

directly. For example, a prinCipal may report that his teachers have little or no

knowledge of.programmed instruction and need to know more.sbout how to spot students

who need psychological assistance or guidance. (3) Interview individual teachers-

as time permits.. In a smaller school system the curriculum specialist may have

more tile to codduct interviews; however, in a larger system these interviews will

be rather limited and will probably involve individuals who have problems and

ft

are referred to the curriculum spec$alist by the principal. These interviews

may also include individuals who specifically ask for help. (4) Provide for a

feedbaCk channel Which will allow teachers(to.get information through to:0 you.
:.
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Teathers should feel free to call the office to-say that they are interested in
,

a workshop or,course either scheduled or tentatively announced, or to proilde

suggesttons on othe i workshops or courses Ofinterest. Some schools make it a

policy to send out printed booklets indicating ihe workshopi or of -campus .

coursesthat are being offered. Usually, on the last page of theiiibolzklexaris

a form whith miq be filled out by the teacher whickrequests future wolhops

or courses This information is revieFed by ihe curriculum spedialist and

included in the overall plan for staff develomente

How to Use Questionnaires, Surveys and Opinion Polls

Quedtionnaires may be.distribuied among teachers asking them theji needs.

These'frequently give significant clues to needed inservice activities. To obtain

information on the number of teachers that May be interested in proposed workshops

or seminars, the curriculum specialist can use a questionnaire'or post a notice on

,bulletin boards. Use of surveys.of teacher opinion on or reactions to, current

efforts is a valuable technique in evaluating the total.program. Curriculum special-

ists should not overlook publid opinion poll* in community surveys as sources of

clues to needed inservice activities. These polls or surveys may reveal that

teacher groups need to study and improve such things as reporting, grading, and

grouping practices, a needthat teachers themselves may not clearly recognize.

Gather Data Concerning Certification and Related Matters

Because certification requirements in vocational education not only vary

from state to state but,also change frequently, the curriculue specialist needs

information concernini the certification of staff members. It is'important tO

find out what courses uncertified teachers need for certification, what job

experience is required and the information needed for renewal of certificates.

With the emphasis being placed on getting baccalaureate degrees, it is important
c

to plan for credit courses either on oroff campus. Similarlyf,,,the opportunity.

49.



44

to attain advanced degrees should be made available in an organized fashion. .k

total survey of professional needs must be made periodically. In most systems

this survey is made annually. Although surveys need to be made periodically to

get much of this information, a large amount of the information is'available in

manageable form and may be obtained from the school personnel office.

Using Curriculum Study and Research Findings

. To shorten or eliminate the time lag between the need for.and the change in

cdrriculum, it is ne4sisary to correlate inservice training with study and work
ri

leading to curricului changes and revised courses of study. The needed inservice

activities should be instituted at the same time as the curriculum study, if not

before'. Otherwise, the needed change'is not likely to be introduced in the class--

rooms but reamin with the writer. The eurriculua speailist.should design inservice

training to bring about changes in the knowledge., skills-, attitudes, and values
.10

of the responsible teaching staff members.

There ire several areas in which vocational education teachers are unprepared..

'Most teachers are not adequately trained in the use of edticational television or

individualized instruction. As a result, frequently'at the request of teachers them-

selves, school systems are offering workshops and u.i.zersity courses in these

areas. Such workshops and courses will be needed for soMr4iime to come. The

number orteachers participating in related inservice activities increases0when

the activity is repeated, and positive results'occur as outcomes of inservice

activities. The teachers who have not participated in the inservice activity

will be inspired,to take active part in any new activity in that same general

area. It is important therefore, whenfthe curriculum specialiat is planning

staff development programs, that preparation be made to offer the activity until

all those who are interested have been served. Likewise, it is important

for the curriculum specialist to use the results ok research. Mew knowledge,

Al

5 0



.45

change in instructional content 'and.eikhods,.change in the learning tVory,

and change in materials and equipment require that the steaUdevelo*nt prOgrem
1 Og

include activities directed at the performance of the teaChere within iheir

particular area of responsibility. , .

..

ft

Pioviding for Areas of Need ,
-,

-
. , ,

Asseseing needs, the first step in planning for inee*vice training for staff '

-44!'

development, is simple inscontrist to the challenge in meeting these needs. 'The

scope of this challenge is determined bY the professional commitment Of the staff,

. r

ihe size and structure of the sdhool system,.and probably the ideinands of the

comMunity. There are a number of well-recognized staff development services.that

4

.have been developed over the years, although there may be some additional ones.

Following are the major services used in most school syste

1. the orientation of new'teachers,

2. the organization-of scheOl year workshops and study groups,

3. the setting up of campus University course centers,

4. the establfment of a summer program,

5. the encouragement of student teacher supervision,

6. the coordination of class and school inter-visitation and teacher

exchange programs,

7. the promotion of sabbatical leave and attendance at local, state and

national conferences,'and

8. a development of programs for leadership training

Let's take each one'Of these services individually.

1. The orientation of new teachers.

For manyiyears industry and government have been requiring new professional

staff to undergo orientation and preservice training programs, some of which

last not weeks but months. School systems should actually follow this practice

0
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,b,:r.adopting practices and te. niques that business and industry have found

.efiective over the years. st schools require that ill niw,teadhers, including

I

those new to the eystem
0,

in the orientation progr

teachers returning to the Professinn, participate

Attendance at these meetings would not be optional,

but mandatory, and the ne ly. hired teacher would be informed of,this fact. at the

timi of hiring. As a cu icuium specialist you would probably be responsible for

getting involved in this program in one vay or another. The program should be .

planaldifor a prolonged period of time, approximately two weeks.

The primary purpo of these orientation programs is to help new teachers with

their most immediate problems and with instructional planning and know haw. These

three objectives will serve the curriculum specialist in planning:

a. Welcome newcomers sincerely and warmly as a member of a team. Generally,

o

it is a good idea to have the opening session welcoming speech given by

the superintendent, for all are gratified by warm and friendly attention

from their supervisor and superintendent. This may be followed by a

social hour at which new teachers can get acquainted with each other. It

is also a good idea for the superintendent to be presented to the new

teachers and members of his/her administrative staff, building principals,

and perhapa"the school board. The curriculum,specialist should make

her/his rounds, makft sure that each newcomer has the opportunity to

meet with the administrative staff and the mapervisorrstaff.

b. Give the new teacher all pertinent information about the system, the

assigned school staff, its students, and the community.

c. Give the newcomer individual heIp in developing the necessary skills

and techniques to do a good job over as long a period as is necessary.

The importance of planning the orientation program carefully cannot be over-

emphasized. SpecifiCally the orientation 'should (a) provide an introduction

5 2



to the organization and the policies of,the school system, (b) explain benefits,

resources, and services available within the school system and the communt4,

(c);discuss the professional association and its activitiel, and.(d) outline

routines and expectations of the assigned school.

.ftientation practices vary from sOool to sehool. In some schools it is

conducted from the central office, by the,central officeAstaff, in cooperation

with local professional associations and complimented by orientation activities

within individualeschools. Whatever method of orientation is used, the activities

design should give information on local history, population growth, government,

educational goals, salary schedules, a school calendar, certificatiO requirements,

and personnel policies and.procedures. This.trpe of information is invaluable to'

the newcomer and will actually save the curriculum specialist a significant

amount of. time in bringing about the increase in the newcomers' morale. -Schools and

school-systems that require new teachers to attend prolonged orientation workshops

have found them well worth the careful planning necessary and the financial invest-

ment. Such programs increase teacher efficiency and the personal feelings of

security in a new situation: Preschool workshops or orientation sessions contribute

to the echool system's long range goals for staff development. Since one of the

purposes of orientation is to provide the teacher help in developing the necessary

goals and techniques over as long a period as is necessary, orientation is more

than educatiqn and does not end on a day early in September when new teachers meet

their first classes. Actually, orlen4tion is.a part of the.total staff deVelop-
:

ment program and merges with the other &ivities in the total program. In fact,

as the booklet designed for newcomera isleed froM-time to time, the older

teachers must also be given the opportunity to review some of the changes that are

included in the new publication.

2. Organizing School Year Workshops and Study Groups
40

The curricullm specialist, in planning workshops, should try to schedule these
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ik*

workshops and study groups during the school year or in the summer according...to

the school 'needs. UsuaXly these workshops are scheduled advance and a descrip-
-,-

tive booklet is given to all interested teachers: Most workshops meet for two
a

hours, and include 10 to 15 sessions. These meetings may be weeily Or at times
. R

every other week. By attending many'of the Workshops teachers mayearn credits

toward the renewal4of their certificates. The curriculum speciekist must realise

that these Workshops and study groups scheduled during the school year should be

planned to help teachers (a) improve their Methods of teaching, (b).to become

more knowledgeable in a subject field,;2and (c) to inerease their understanding

of both the children and adults with whom they work. Teachers attending some

study group sessions, meeting with a slow learner OK a disadvantagedAearner, are

stimulated to define and develop improved and workable plans and,to follow.up with

critical analysis and discussion. Other areas for study groups'for vocational-

educators include the exploration of the various innovations:, such as educational

television, new instructional materials and equipment, end programmed learning.

Who Should Be Selected to Teach These Courses?

Actually the curriculum siecialist must be aware that there are competent

people within the organization and outside of the organization whom she/he may

call upon for assistance. Staff may be selected from within or from eutside-of

the school. Principals, superviisors, subject matter specialists, and other
ti

risource teachers from industry may be used, depending on the occasion. If it is

impossible to get somebody from within the system or from the community,,the

curriculum specialist can, of course, supplement his/her staff by contacting out-
,

side specialists and consultants as they are needed. The curriculum specialist

should set up workshops and studY groups on a system-vide basis. Then partiCipants,

Whether they are teachers or supervisors, can be offered many and varied opportunities
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frOm which they too can,plan sequential prograa built on their.own interests

49-

and following their own choices. Another tdvantage,is that the more school situations

+reprèsent in a study grOup,,the greater.the breadth of.participants.I

,

3. Setting tip an Off-campus-Univirsity Course 4enter

The curriculum specialist can be instrumental in helping teachersIfufill

requirements that meet certification requirements by assiiting them to keep
_

"reast of new technology,_new methods, and by providing them the Opporiunity for

piofessional improvement.and Status that domes with the advanced degree. This can

be accomplished by setting dp.dourse centers within the'geOgraphical borders of

the schdOl-district. The dchOols that are set up as cesters.Should be conVenient,

for teachers'who wisivto it L: These course centers should be geared tO the
A

. _

...needs of the, individual tea hers add selected tooperatively_by. the Oublit school

1

and university personnel. n cooperation with, the university or)dollege, the
e

curriculum specialisp-shoul strive to provide qualified ISitrudtors to teach the

-

credit course. Universiti s are in,the position to hire adjunct professors to

assisit in the teaching of hese courses. If a good program IS provided,participa-
-

tiowshould be high, In sone localltieti anywhere from 103 to 1/2 of the7eAtire.'

staff should participate

within the school distric

workehopi and -credit _courses giveti in,a school center

4. Establishing a Summer Program
4.-

a

7 A good staff deVelopment program will include activities during the summet

when teSchers are frde from classroom chtties.- Some schools use local workshops .

at which teathers work full time or perhaps for a month during the sulimer, while

others encourage teachers to attend on-campus classes. In those schools which

schedule summer workshops, teachers work together for periods varying in lengtA

from one week to as many as Six or eight. The tasks are specific dnd related'to.

-(
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tfie improvement of instructiOn including the development of (a) the curriculum,,

(b) the teacher's own professional competencies or knowledge in certain areas,

(c) curriculummeterials centers; (d) teaching guides, and (e) p cedures for

differentiation of work accordag to individual students.

In school systemowith summer schools, there is oppOrtunity to nee the summer

segelon as a laboratory and demonstration schoolifor staff.development and

research purposes. In fact, these purposes provide one reason for having a summer

session. Tile ideal snmmer sdhool situation for training pufposes includes a variety

of offerings for children including both remedial and enrichment prOgrams at all

levels. In schat'systems large enough to offer a'summer program, the classrooms

and laboratorieg den play an important part in putting on demonstration teaching.

In this type of situation, you have students attending classet that,can be u'ied

as live demonstration claases. Even small schools can carry on programs success-
,

fully. 'If possible the summer.prOgram should be broad enough to include scholar-

'ship aid for selected staff;.meMbers wishing to do both graduate and:undergraduate

work. Most teachers invopational edneationwill have the baccalaureate degree.

However, there are those who.wilihave to finish up certain general university

41114., requirements to coMplete their baccalaureate degree.

When euch'aid is offered, the school system should adopt a clear cut policy

regarding awards. These ere some of the matters generally included in policy

statements: (a) recipients are expected to pursue studies that will improve

theipekills in the particular subject matterwhere the school has a recognized

need, (b) recipienti should be able and willing to share their experiences and

knoWledge with other teachers through various phases of staff:development programs,

and:(e) scholarshipsfare not awarded to.epplicants who wish to attend a local

institution, or to applicants who intend to'complete work to meet a requirement

for i a silari, increment. 1.
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5. EncolAgiag School.Teacher Supervision,

Vocational Education Curriculum Specialists need to place emphasis on-

teacher training,and intern programs as well. AB they guide a bright and

eager student teacher in his/her first teaching situlatioh, the experienced

coopemating teacher undergoes practical inservice training of the highest

quality. By,suiding_and-constantly watching the alert student teacher, one

51

offers the individual teacher an inservice challenge as well as a practical

opportunity tgkeep abreast of ihe-lateit findings in the field anoi to examine

his/her own philosophy andpractices. School systems have a responsibility to

help train teachers by providing a laboratory experience fo ,teacher training;

and the school system that provides student teachers a gratifying and pleasant

eperience strengthens its recruiting program. This ip one way in whiCh you

an identify those teachers yhom you wish to hire atsome later date.

Flans and patterns for student teacher training programe'differ. Usually
-

during the "fiital year in college the student teacher cae on a work-studv

program in which-the participating school provides laboratory,experiences..

However,, many systems offer sophomore and junioreducation-majors the opportunity

to visit-awl to observe. In some vocational programs, individuals are taken
. .

directly from industry and after a short 30,hours seasiorJ teaching methodology,

are placed into a school system who're they will work with experienced teachers

-in. learning how to be effective in their teaching. There are several guidelines

to assist the curriCulum'specialist in planning a successful prograM of this

type. First, select the. cooperating teachers with great care, asking principals

and Supervisors to assist in identifying those wto are capable and who are wililkg

to serve themselves and their profession in its need and reSpOneibility to train

its own members. This is one of'the marks of a true profesaional.. One of the
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responsibilities of these teachers will -be to screen mit unsuitable candidates.

Secondly, provide for meetings with univezsity or.college members concerned

with stndent teaching, It which the objectives of the instruction are clarified

within the fralework Of the philosophy and goals eethe school system staff

'members. These members include cooperating teachers and often student teachers

themselves. Diecuss common problems and develop workable plans toward their

solutions.

Thirdly, schedulesseminars at which student teachers, cooperatin achers,

and others get new insighteinto subject matter, learning theoryend the latest

research. Some schools employ intern teachers who have met the requirements for

certification and are employed on a regular.salary basis. Others have aTgood

background in industry but lack professional training of the university type.

During the'school year, the salvol system and college coOlaatebn a joint program
)

of supervision to;furt4r.intern training. When these interns.comPlete their

year of teething, they will attend a-summer session, frequently their second,

at the close of which they will have met the requirements for the Maiter's

degree. The advantage'of this type of training program cannot be overemphasized.

It .has a definite effect on teacher turnover. Studies show thai the first year

-Of teaching is the most critical;.and that more teachers leave at the end Of
(-

their first year than at any,other period of their experience. When the college

and the school system cooperate to help teachers during those crucial years of

induction'into the profession, they Are more likely ;o decide' tO,remain in the

sehool,system.

6. Coordinating 'Class and School. Intevivisitation

and Teacher kxchange-Programs

The eurriculum specialist should provide for shop teachers and'classroam

teachers to viisit 'other classes and other schools. Although such vinits vary,

in duration and:Pnrpose, they have nevertheless proved, a valuable means of
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professional growth.in many school systems. Both the visitor and the school

visited have had great.upportunity to grow in insight and understanding through

the exchange of ideas and infoxmation. Whether teachers visit other classes dad

other schools in their own system or go 6 other distrigss, it.is-up to the

curriculum specialist to centralize the coordination. This will minimiae conflict

problems and will facilitate cooperation and good will. Tfie higher the educa-

tional reputation a school system enjoys, the more outside visitors it attracts.

If requests for visits by outsiders run into the hundreds, in the course oi a

single year, it is imperative that thecentral office coordinate arrangements.

This will (1) avoid confusion, (2) permit a wider selection of schools to ts,

visited, and.(3) equalize reqtlists, thereby lessening the danger of oierburdening

the better known and the more heavily populated schools. A good example'of thin

type of school is the Southern California Regional Occupational tenter (SCROC).
,

at Torrance, California. This program has a sigsificant number 'of visitors dail50,.
4v

. 1.

i r

and is designed in Such a way as to accommodate large riumbers without li!SterfeOng
,

,

with coom operation. ,,.

t
Teacher exchange programs with other,tountries offer similar advantages. ,.,

,

-,-.
for professional growth in addition to gontributing to internationalunderstandlini.-

.. ,
.a;:' 4. : ,

Though opportunities.in 4ocationa1 education are limited in this areC-there are '.
;,.

.,'

certain schools that have found ii advantageous to arrange!for travel'to -japan,

Germany and ifenmark for teachers to gain new experience An new'met4odolbiy.
- s

7. Promoting Sabbatical Leave and Attendance at Localt_State)

.1 :, e:st.

..and National Conferences,
,.

Sabbatical leave, usually six months to an academic year, and Sttendanci. at
..

conferences both help to increase participant self IAA:Airy, wider6e6n41ng and'

insight. There is little doubt as to the value of sabbatical I 1(eve; it is;an

NiiA
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Here ill an example'of the metbpd used by ont school system:

1. Any t er who
'

gids a bacdaimireate degree and who has a Minimum of,

11

54

F

employet benefit. Industry, government and college; have long made provision

for the necessary leave of employees.

8. Developing Programs for leadership training

.A leadership training program should te designed to maintain,a reservoir of

candidates for administrative and supervisory potations who understand the goals,

programa, services, and scope,of the school program. To accomplish this, the pro-

gram should (1) identify and prepare potential.leaders, (2) orient beginning leaders,

and (3), foster contiequi,grokh of experienced leaders employed from within and

withOut the/systema through' Organized, inaervice opportunity/

.' 1 4

.
.. ::, ,

Hose'Do You', Select and
4:

Prepak ',Potential. Leaders?
. , .,.

there are ieverialmethpds.4if-aelec ng and preparing potential leaders.
, .,

thirs years ofkithing eicperience and'meete otheevrequirements, may

.',
participaie. .

.

.0.,
..-

...

''.

,

submit confidential endorse-Principals. anclApervitiorA are requeSteet0
1,

t....1_-. =7
. f , 1 .t . ... 4

AentsVapit mendationa fox all parricipatinitteachers under their

,' .jurisdictio ,
4 , .....

.o ..

,
N

. Candidates tabe)4W'teat prepare&-ty:the Educational Testing Service of

..

. 4
1

.9.
,e 44. 4 Ot

.

gat. .,,,4.
0

Princeton, Npie Jersey', designed tä tesi professional competency in
... ..4

rIspecOto the needw*,the Particulatechool district.. The ETS
NI. .,-. .

i'ite.. --:= battery of tests includes tests on admibistration and supervision,
.

-..
.

, .

6ontenateas,. onverbalr0444:"and Ehilish expression.- -

,

. .

.4. Each participant is interyielied by,a'committee composed of a representa-

tive Of teachers, peers, Fitincipale, And supervisors.- The committee
J. ...3,

attempts toi,sia1uate the..iolleWing"tfiaiticteristice in terms of the
,

44,-
4.4
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applicant's area of interest:. academic pieparation, work experience,

'personal appearance, poise, speech, ability to converse fluently and

intelligently, and emotional control (there are other factors that

could be included).

5. All persons int ested in professional"advancement may take a special

workshop course offered 'by the nearby university, in cooperation with

the school district; a workshop eR,cially designed to.meet the needs

'cif the school system. Teachers see ing better understanding of the

school organization_ may take this course eVen though Iheir goal is

not zidministration or supervision. Participants, who wish_u iversity

credit may pay tuition to the university. Those wish F:edit pay

nothing.-

t. For those who complete the course successfully and for-experienced

administrators on the job, an advanced workshop in educatiOnal leader-

ship is offered. Applicants.are selected by a screening.committee

which considers all information available and at times interviews the

applicant.
iv

7. The final step is the assignment to administrative iiernship. The
__

intern, who is on full salary, is relieved of his teaching assignment,

in full or in part and ii required to registec at the nearby university.
A

The intern is to take nine semester hour., of credit during the year

and be enrolled for 66 semesters at the university to coinplete resi-

dency requirements for the'advanced degree. During the internship,

interns spend part of the time in one or r'nore individual othools and

part in the central officeW the school systeM. They keep daily logs

of activities, and the university and school syiltem use appropriate

'
methods to.plan each individual program and o evaluate their performance.

61
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Orienting the Beginning_Leader

The second phase Of the leadership program consists of the orientation

of beginning leaders. It,includes seminars, workshops, meetings with outside

consultants and specialists within the system, ae these neophyte leaders explore

and clarify problems of mutual concern. If the role of the instructional leader

is to be fulfilled, he/she needs orientation as much as the teacher. The final

phase of the program provides inspiration, stimulation and continuous growth,
.

from.the country's,experienced leaders. In this program, consultants, leaders,

and experts with national reputiations in the field of eduCational leadership

supervision, curriculum, growth and development, and.vocational education, meet

with groups in seminars, workshops, and diacussion groupe.' A system such as that

described is costly and some of the smaller school systems lay not be able to

afford it. However, it is possible for n the very small school to work out

an internship program with rotating assignments.

0 How to Organize the Total Program

Regardless of the size of the school, an adequate staff development program

offers a variety of actiiities designed to meet the inservI .ce needs of a wide

\
variety of individuals. The approach must be specific and the program well 1

organized. The following are seven guiding principles::

1. assume responsibility or delegate responsibility for the program,

*

2. ihtegrate with all related services,

3. consider administrative feasibility,

4. provide resources,

5. use the cooperative approach,

6. provide leadership, and

7. provide for a wide range of optional opportunities.
,

Let's take each one of these principles individually.

6
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1. AssuMe Regponsibility or Delegate Responsibility for the Program

It is essential to pinpoint the responsibility for developing and maintaining
0

a staff development program. This is usually the concern of the chief administra-

tor who may relegate the responsibility to the curriculum.siecialist, who in turn

may democratically assign the development of an inservice program to a staff-member:

However, tHe responsibility will still rest with the curriculum specialist as this

is a role assigned by,the chief administrator. It is important.to remember that

professional growth is everybody's concern and yet everybody's job is too often

nobody's job. Regardless cif the school's organizational structure, iflothe

superintendent.or her/his chief administrativejofficer assigns the responsibility,

then die curriculum specialist must accept and take over the staff development

program. s large school systems reorganize, many of them are making clear

provision for ehe responsibility of building staff development programa concurrently
0

with the research and curriculum development prograMs. In smaller systems, staff

development may be specified as part oC the ri6onsibility of the director of'

instruction or an assistant superintendent, depending on the organizational pattern.

2. Integrate with All Related Services

Curriculum studies should be a central motive of any strong inservice

program. A school system intending to build an organized program of ,staff develop-

, ment for improving instruction should not overlook interrelationships with

curriculum development and the research on which it is based. Teachers, principals

and supervisors should'be involved in the development, improvement amok evaluation

of curriculum if full implementation of the change in curriculum ig'fo-,Col1ow.

All instructional and personal services should be coordinated so that

giowth opportunities arranged for, and conducted,through the staff develop-'

meneprogram, will be compatible and consistent with the help provided by

6 3
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supervisors resource teachers, curriculum development workers, instructional

materials specialists,.research specialists, consultants, and administrative

staff. This is particularly important in large school systems where communications

can break down easily if careful coordination is not maintatned. Leadership

personnel must be informed and involved so that conflicting interests and opinions

can be minimized. Unity and consistency are significant goals although conformity

and repetition must be avoided wherever possible.

3. Consider Administrative Feasibility

The curriculumapecialist must consider the feasibility of the program from.

the administrator's point of view. The art of educational'administration lies in

the ability 'to manage organizational'details in such a manner thatgrowth and

learning are facilitated for all individuals and groups served by the administra-
.

tion.

Although learning is an individual process, the administrator must weigh

carefully factors, such as time and facilities, that can either impede or expedite

learning. Let's take the matter of time. Before embarking upon an organized

7 program, the administrator must weigh such things as time, extracurricular

demands and,the general pressures always in operation. Without time to plan and

prepare, and without the exertion of mental and physical energies conducive to

'.1darning, neither the molt wiling teacher nor the.most outstanding leader can

suCceed in an inservice activity. The,teacher who must sandwich in a university

Course-between a faculty meeting and a P-TA meeting or advisory committee

meeting is not-likely to:enjoy growth or good morale from any of these experiences.

4
;be school calendar must be carefully planned so that many activities will neither

conflict not.compete for staff timeahd ability to participate. For example,

orientation cad be clocked in if the calendar does not include a specific period

or orientation prior to the opening of school. Courses, workshops, and committee
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In advance so that teachers nay plan schedules. Again, this is the responsibility,

oiithe administrator, but the curriculum specialist can play an important role

in advising the adiinistration of this factor.

Rogardlesief the subject or problem under scrutiny, rachers tesent

courses and meetings held in unsultablefacilities. physical fa ters-to con-

eider in room selection which are often overlooked include the s se of the group,

ventilation, acoustics, lighting, seating, restroous and refreshment accommoda-
t

time, and if the-activity takes place outside of the local school building,

travel distance and parking accoumodations.

4. Providing Resources

Advance planning is necessary to ensure that the supply of materials and

equipment is adequate for the agreed-upon activities. The so-called treasure

hunt approach wears thin vay quickly, likewise the group leader who cannot

provide for use of appropriate films slides, recordings or demonstration equip-

. mut, is ieverely handica4ped. Of even more serious consequence is the fact
-

that if teachers are to be encouraged to try new techniques and methods they

must first learn for themselves the application of new techniques in an action

program. In other words, 'the curriculum specialist must set the example.

The learning resources center, a.new. innovation for vocational schools, is

increasing rapidly :Although these centers are intended primarily for students,

their obWious rela ionship to teacher training should not be colerlooked. A

survey of practices reveals the need for large scale inservice training programs

to train and encourage teachers to use the media available in ihese centers.

If'the library is t y to become a learning resoutce with television, movie

projectors tape recorders, filmstrips, photographic equipment and picture

6 5
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collections, in addition to the usual books and periodicals, teachers must.be

given help in using these devices and trained in the skills of planning for visual

A
presentations. Li

\

\. Ustthe Cooperative Approach

The type of staff development program being describid involves cooperative

planning and action with the school system, teacher training institutions and

professional organizations all playing a part. Not all school systems can involve

teacher training institutions and professional organisations. All school systems

-.can and should involve teachers, administrative and supervisory personnel.

To involve teachers in a staff development actabity such as workshops, find

out through the survey, or by other means, what topics or prOblems they would

like to study. Set up workshops or study groups accordingto the number of
4.5

participants, prtviding physic ilities, equipment and competent;leadership.

Involve the teachers actively t the undertaking in 1) identifying needs,

2) defining objectives, 3) planning for miterials and resources to be used,

4) carrying out the recommendations and 5) evaluating the results. To help create

the climate necessary for improving instruction, provide opportunity for teachers

to participate actively in democratic and group-centered activities under enlight-

4
ened and cooperative leadership. Secondly, let then discuss topics and matters

of their own choosing. By doing so, you not only stimulate their desire for

improvement, you also minimize the feeling of threat ind anxiety io often prevalent

when behavioral changes are tnvolved. In all planning to involve teachers

cooperatively in staff development activities, recognize.that an organizedfrogram
F

is of necessity a two-way process. Not only must teacher needs be fully recognized

ana efforts made to meet those needs', the needs of the 111406111 as a whole, as

expressed bx educational goals must also be emphasized% .These two important staff

development goals can be successfully realized if, and only if, the teachers
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concerned are conscioue of both of them and committed, to their attainment.

How Do You.Involve Administrators and Supervisors?
.

If the goals and objectives of stiff development programs are to be fulfilled
,

and the outcome* put into 'practice, the administrative and supervisory personne*

must be invoiiied. Usually the leadership for introducing new programa does not

permeate from the top down. You may, as the curriculum specialist, get some

indication that some changes need to be made, but usually the changes will coma

from the staff to the curriculum specialist and then on to the administration.

-

The importance of getting your supervisory and adlinistrative support cannot'be

overemphasized. Never Is this caution more appropriate than when the aitivity

-

consists of writing curriculum materials. If the principal prefers the old

materials, teachers in her/his building are most certain to encounter problems

when theyendeavor to introduce the new into their classes.

6. Provide Leadership

Planning for leaders of all staff development activities is a responsibility

of the person in charge of the program. Leaders of 4 cooperative effort serve

more as facilitators and coordinators, and less as directors or dictators. If

they are also status leaders (principali; resource teachers or supervisors) they

must subordinate the authority of their position in order to create an atmo-

sphere for growth for all members of the group including themselves. A well

executed activity, planned and carried out, must provide a ziotting in which each--

individual involved is valuable, has a contribution to make, and can help stimulate

the thinking powers of others. Even if a so-calle4Optatus.leader is available to

lead or teach a group, this does noi guarantee that participants will grow or

change behavior. The group.leader or teacher must create an atmosphere in which

participadts will feel accepted, respected and supported. At the ame time,:the

6 7
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.

31k

. 4
leader must, through precept and example, win both the acceptaift,and the respectla,

. .
.

,... .
.

.

anisupport of the group, if members ars to grow and learn. As workshops Continue

to be beld.yeer after year, ney leaders generally emerge from these groups. When1

participants learn to solve problems of their own choosing and to share in lorielon

asking, leaders are developed within the group. To aasure a continuous sUpply Of

theee'leaders for subsequent workshops, it is nefessary for tUrriculum spenOalUts
.

to emphasise the importance of thaconference method to those-on the teach*"
711F-

staff who may use dictatorial methods.
T.

Usiag Consultants

'When a specialist from a particular field is not available 'within the immediate

nchool system, the services of a consultant may be needed.' Those in charse of

staff develOpment should be responsible, not onli for determining when and what

kind of outside help is needed, but also fot obtilning help appropriate to the

activity. TOO .often vocational eddcators are too proud.to seek help from outside

sources. It is the curriculum specialist's responsibiiity togovercome this

attitude and to encourage the use of consultants whenever it is necessary. There

are decided advantages to using consultants. In as much as the grass appears

greener from afar, teachers and staff members often tend to hold speCialists from

outside the district in higher esteem than home grown specielists. Alai, when an

outside service is brought to bear on a.problem under consideration, resistanCe to

change tends to break down more. readily. The situation usually changes by the

outside specialist's very presence.

The consultant should be selected on the iasis of insight and know-how

with respect to the particular problem under study. Outstanding spaak.rs can-be
T'

helpful for inspiratioA0and stimulation, but little change occurs as a result of

speeches. To bring about a change, design the inservice actrty so that.tfie

consultant acts in the manner of a catalyst, or change agent, when working Uith

6 8
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7. Provide for a Wide Range of OptiosApportunities

The Af development activities must be many and variech Such aCtivities

will offer all profess onarpersonnel many choices to facilitate individual

growth and increase competency. Good pTograna will provide Ior workshops, study

groups and consultant services; orientation of *new teadhers; sabbatical leave;-

attendance at 1local, state, and national conference Ia and school iniei.-visita7

tion; teac14n exchanges With scilooli;. leadership training ana administrative

internships; partiC4Ation in continuous research and cur culuMAislo ; student

teacher placement and supervision; aid the coordination of coursea pro ded. by

nearbyvaiversities. Some aspects of the program ire developed and co ucted

cooperatiliely with out-of-state as well as local colleges and universitiesand

0 provide for continuous cooperative evaluation aimed it improviniquality, increasing

the number,.and broadening the range of staff improvement opportunities. Although

the activities mentioned arA carried.out in an organized systematic manner, the

importance of activities within individual schools under local leadership is not

minimized. Schools are encouraged to take the initiative in supplementing the

organized program and,are given asiistance as requested.. As mentioned previously,

some schools are not able to plan and car
,4

staff development. Whatever the size of

so broad and varied a programpf

.

ool, however, it is important to

offer as wide a range of optiOnal opportunitiesfas possible within the scope of

thischool syStem's financial captibility.Sdatling of interest for all staff

members, i vidually and collectively, should be included; and if possible M

W
'proilsions made for leadership training'.

Zvaluating the Staff Development Program.

As clearly indicated,'the Major objective of a staff development program is
. 40

to continuously improve the knoWledge, skills and attitudes of If staff members
.-,-.' 6 9
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with 4/1;iew to improving the instructional program. It follows.then that the

staff development program should be evaluated in terms of effects on the staff

and the educational program.. The evaluation of the effect on the teaching staff

is not enough. It is important that the students be evaluated to see the effect

the stiff 4evelopment program haihad upon them and the results of the learning

that has taken place.

Evaluation is basically a judgment process. To arrive at sound 7judgmentt,

collect, analyze,comb'tpe andcoordinate differeit types of data from different

- 4

sources.- Use all dataf and all judgments based on those data, as a guide for

ImproVing the program. Evaluation is a means toward improvement, not dgoal of

the program. The nature and scope of the staff development program will dictate

a

the intent of evaluation; however plans should provide for these steps: 1) major

outcomes of the total.program 2) major outcnmes of the individual aitivities,
i4

and 3) morale considerations.:

Measuring the Outc e-of the. Total.Prograi

Measuring tHi 'meffect -of the total program means measuring the impact on

the school systemof all activities-included in the framework of the total
*

program. If judgments are to be sound, data from different sources and different

types of sources must be collected and analyzed. Gather significant information

4/through interviews and systemrwide surveys and,from evey othei source available..

Use objective tvidence wherever possible, as for example, in measuring 1) staff

reaction and attitudes, 2) instkuctiona

data.

Staff Reaction and Attitude

am improve:sent, and 3) personnel

To obtain the reaction of staff meioHers to t2ii4 toialp-rogra4:*.4a- system-wide.
'p

betas thy principal techniques are surveys and per onal4nteii,lewii. Professional

7 0



-4) personnel react most favorably to the following activities:

1. workshops in summer in which practical methods; techniques and use of:,

materials and equiptent are demonacrated and.ihared;

2. 1411ta.:to other schools and classrooms,

- 3. on-the -job.help from staff or resource people and.consultants,.

X

5

4. activities that increase partiCipant's understanding_ofthe'group process,_
.:

for problem solving,

5. activities in which"participants study instructional and learning theory,

and

. information-givipg sessionV with opportunity/to exchange ideas and

.gpinions such as.supervising student teschers, leadership,training,

participating in -action research, cfirriculum developlient workihops,

attending conferences, attending Summerschool, serving on advisory,

'cOmmitiees, visiting business and'industry estataishments.,

If the evaluation is to beobjeCtive, the swvey instrument or rating sheet

must provide space for negative comments, and every skilled inteiviewer Should

,;
seek information from participants cehow the program cap,be improved. ,T4e

following riot of conditions to which participants react unfavorably should serve
;

as.a guide to planning ill activities in the program. In other words, this is

what turns off Wost oT the participants in any of the staff.development programs:
;

-

1. pboOrleadership,

2. lack of skill of members of the group or workshop in group proFesses

(this would include noncontributors, dominators, or persons who lack

interest or are unwilling tO accept responsibility),

3. poor planning,

A. lack of tile,

5. too much repetition, 71
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6. not enough differentiat,

7. inappropriate or too little use of consultanClielp,

8. pressure to participate and

9. too large a group.

In general, the most effective activities 'axe tire that enable participants

to recognize their own growth processes. turric 2specialists must avoid, at

all costs, repetition:and waste of time. In short, teachers have a,

right to expect that those guiding them will apply all that is known about the

teaching/learning process.

Instructional Program ImproVement

In search of information on the quality and competency of teaching, the

curriculum apecialistmust study the results of standardized intelligence and

achievement tests of pupils. Placement of teachers in industry or business and

their resulting competencies is another indication of the effectiveness of the

program. .The Curriculum specialist must compare tesvresults each year with those

of the previous year or years, to detect the deviation and underachievement.and

to diacover if there are any weaknesses in the teaching progiam. If test results

axe not satisfactory and the causes are related to inadequate teaching, it itk th*

responsibility of he curriculum specialist to make.plans immediately,to provide

appropriate inservice activities. )

School systems that send a high proportion 6f their graduates to junior

college or universities usually study carefully the college records of theii

.former students. School systems that.feature vocational train;pg are beginning
-

to inquire about the work records of graduates who enter business or industry.

Records are usually easiliobtainable from recent graduates. Efforts must be made

to maintain a continuoui follow-up of graduatebrecords.so that,areas of weakneas

aa well is strengths can be identified.
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In addition to Significant information related to pupils' achievement;in ,71,

II'

subject matter and skills, the curriculum specialist will need information on .'

their physical, emotional, social, and perillal development. Some of this informa-

at
'":

tion will be difficult to come by and also difficult to analyze since it nay tend

to be subjective rather ihan obje tive. Efforts are being made in some schools

to obtain this information, but Jch more needs to be done.

Personnel Data

The curriculum specialist can investigate the teadher turnover statistics

and reasons giVen for leaving. The Study of turnover data in terms of nuMber of

4

years d+n service, subject(s) and leyel taught, may reveal clues to inservice needs.

For example, if many teachers leave after the first year, this-is usually an

indication that the school system needs a mote effective orientation program and/or

possibly better follow-up during the first year. Help muit be available.and be

given at thJ time the new teacher is'in need'of it. This is especially true of

people coming directly from business and industry who feel a little apprehensive

about joining academically prepared colleagues

The curriculum specialist should not underestimateAhe impOttance of the

first year follow-up. What happens during the teacher's first year is probably

more significant than the7initial.and brief 'orientation period. A high turnover
9

rate in a particular field may be attributable'to the need for intensive teacher

training as a result of new developments in the field.

Measuring the Outcomes of Individual Activities

To evaluate the effect of individual activities'such as workshops, a study

group, or a university couge, curriculdirspecialists Must base their judgment

on observed behavior. This technique is superior to,an opielon survey or individual

:
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terview..:

e lhan-dbn

;
e

.4:7;O;t cOnStrticted rating sheet can do.little
.

yhaCleaders Of indivtdual activities should tnow if theyiapply

'

theii4overs Of,obstryitiOn.. To mix a true evaluation of an inservice activity
-e - ,

the ciuft9u1& splfialiee mUsi,.hasel evaluation on 1) an actual observation of

whether iht par_iti ant beh. s avior has been altered as a result of the activity'

.and 2) the e 4 that Change of behavior haa had On the participant's students.
...

'One of (he best techniques for securing desired information is the anecdotal

record.

Measuring Change in,the Behavior of Participants

One can evaluate the effect of an inservice activit as poeitive when teadhers

put into classroom or laboratory practice those new tonc ts and skills acquired
1N

o 11
as a result of their participation. For example, folldwing a workshop designed

to train and encourage teadhers,to use audiovisual equipment to better advantage,

requests to the instructional materials center for Maw, filmstrips, and alides

tend to increase markedly. Though the number end frequency of requests ms0 vary

among participating teachers, any marked increase proves that the goal of the

activity was partially achieved.
p

Measuring Effectiveness-in the Classroom or LaboratOry
,

One can evaluate more fully the effectiveness of an activity by determining

whether or not learning has been facilitated. Increased use of instructional

aWterials by a teacher is, of itself, no guarantee that learaing has.taken place-

or that the pupils have changed their behavior. Conclusions should be baited on

'classroom use of materials and evidence of student growth and leerning.as well as."

sudh factors as how appropriate the material is to the content 'eing taughtithe
, .

level and of the pupils, and whether or not the activity has resulted

in teaching skills improvement.
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Morale Is Important

Morale, a simple word but difficult to explain, is certainly.related to

motivation. It can be defined as the wil o do or the desire to achieve bigger

and better things, to be important, tt grow. Certainly no person is highly

motivated,who does not also flave a high level of morale. Morale is not an end

in itself,, bui a means of obtaining better results. It grows out of the intangible

climate or enVironment in-whia people work. In a school system, morale is the

feeling of well-being that-inducei all peeple to pull together to improve educa-

tional opportunities for students.

If extraneous circumstances do not cloud the atmosphere, morale is'generally

high in a school 'system that proVides: 1) good working cond&ons under good

administrators, 2) good salary, and 3) good opportunities for professional growth

and 'advancemea. '

Morale is,even more difficult to measure,than to define but an astute
,

curricaum specialist can easily detect evidence of its prelsence. If personnel

take'pride in their achievements, they are stimulated.to seardh actively and
.

.

;4: --yl'A open-mindedly for,ways to ve their performance. If they do notlowo

enthusiasm and,conuern fotppila in the community they serve, then certainly

morale is at a very low ebb. When evaluaAng inservice activities and experiences

I

for'their contribution to high morale, consider questions such as these:

1. Are the experiences cooperatively planned?

2. Are decisions coficerning program changes made cooperatively and on the

basis of the most objective data possible?

3. Does the group feel free to ask for assistance?

4. aoms the group feel encouraged toward realiNg its full potent/41?

5. Are channels of communication established so that ideas can flow

freely to the center oecontrol, and from it to gory group and
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individual?

6. Are both formal and informal communication duly recognized? ,

7. Are the policies and procedurea that serve as a framework for the

operation of the schools Compriaing the systems, readily available

to the total staff?

8. Are Several means established for two-way communication regarding

interpretation and need for change of existing policieltnd'procedures?

If the answer is "yes" in each case, then the inservice program is playing

a major role in contributing to high morale and professional commitment and

development of the school staff. Improving teacher effectiveness in the class-

room in the major goal of staff developme t programs and the major concern of

all school systems regardless of size ealth, or structure.

The elemenz4 o staff developmen 1crogrsms discussed are SpOlicable to all
-

(1'

sehool systems even if needs are confined to.smaller numbers and there is less

Variation among professional personnel.

Conclusion

The curriculum specialist plays an important role in the planning and

organizing of a program of staff, development for vocational education.personnel.

What the specific responsibilities will be in the staff development process is

dependent upon the school system and the exact responsibilitieb relegated by the
e,

immediate supervisor. Administrators who do mit have the insight to develop
-

programs of staff development must be encouraged by the curriculum Specialist
114%,

to do so. In the final'analxsis, it is the curricn specialist who hal/a

well organized, written program baSed upon a sound rationale, and concrete

facts and figures, who is able to inspire the administrator to promote and to

develop ataff development programs for vocational'education personnel.

76



71

BIBLIOGRAPHY

Alfonso, Robert 3.; Firth, Gerald R.; and Neville, Richard F. Instructional
Supervision: A Behavior System. Boston: Allyn and Bacon, Inc., 1975.

Bakanis, William A. "Organizing a Staff Development Program in Vocational
Education." Washington State University, Pullman, WA, 1976.

Department of Health, Education, and Welfare. Comprehensive Vocational
Education Personnel Development and Utilization. Washington, DC:
Superintendent of Public Documents, 1972.

Department of Supervisors and Directors ofanstrUction. Newer Instructional
, Practices of Promise. Twelfth Yearbook. Washington, DC: National
Education Association, 1964.

'd

Evans, Rupert N., and Terry, David R., eds.' Changing the Role of Vocational
Teacher Education. Chicago: McKnight and McKnight,.1971.

Good, Carter V. Dictionary of Education. Nevi York: McGraw-Hill Book Co,
1973.

Law, Gordon F. ed. Opntemporary Concepts in Vocational Education, First Year-
book of the AmerIcan Vocational Association. Washington, DC: American
Vocational AssOciation, 1971.

Marks, Jameg/R.; Stoops, Emory; and Sioopb, Joyce King. Handbook.of Educaticm
Supervision. Boston: Allyn and Bacon, Inc., 1971.

Prent e Hall Ediebrial-Staff. School Executive Guide. Englewood Cliffs, NJ:
krentice Hall, Inc., 1964.

tadt, nald W.; Bittle, Raymond, E.; Kennelle, Larry J.; and Hystrom, Dennis
in Career Education Pio rams. Englewood Cliffs, NJ: Prentice Hall

Inc., 1973.

: Vogler, Daniel E. Contemporary Ideas for Inclusion for In-service Training.°
Atlanta, pA: ERIC Document Reproduction Service, 1973. ED 089 121.

Wiles, Kimball. Supervision for Better Schools. New Ybik: Prentice Hall,
Inc., 1950.

14)

77,J

Wiles, Kimball, and Lovell, John T. Supervision for Bqpter Schools. Engle-
wood Cliffs, NJ: Prentice Hall, Inc., 1975.

77


