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Tht content “of this module was uacd as a part 6£ a’' graduate courac‘

1n/ybcationcl chhnical Education at Hhahington State Univcraity. Thc

effectiveness of the curriculu- material was cvcluatcd on the baa of :

q A

1. Perfornance data fron pre and post tcata cnd other

\

evaluative tcchniquaa used in the course. - \ .

2. Use of a Curriculun Evaluation Questionnaire which® »
vas dcvcloped. adniniatcrcd and aunnari d by the '

third party evaluator, N?rthvcat Ragi cl ‘
Education Labpratory. This quaationnairc~provided

a faculty and atudcnt“rating of' 1nd1vidualiaation -

-of thc curriculum, choicp of’ lcarning acttings ; /

and-quality.of curriculum, " | : ;

‘Revialona in final drafts utilized these evaluations. ‘ N
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‘ t B INTRODUCTION

) Purpose . 'T .
The pnrpose of this module is to provide the‘prospgctivs Vocdtional

. 'Eduéation Curriculum Specialist with the necessary knowledge, skills, and

and materials.

" The terms professional growth, inservice development, and staff develoggent N

are used frequently to describe a program 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 two 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 resprnsibility for the effective
coordination of staff development activities related to curriculum development
and change, teaching strategies, and evaluation of instruction. Each activity,
will neeﬁ to be planned in terms of established philosophy and the expressed
needs of the T@aching st?ff. A
Y If vocational education is to exertvits full impact.upon the social and
economic needs of our nation and people, it will be necessary'for curriculum

specialists to'help in the development of an effective vocational education

T staff.

The curriculum apecialist must possess a good background in the theory - .

}\. . . L2 - I‘ . ‘ ;.. ‘,EB
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of leadership in staff development and the ﬁnawledge, akilla,\fnd attitudes

to work witL others concermed with the improvement of instruction in vocational

education.’

Assumptions

(

It can be assumed that:

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

I

to improve their ability to identify, select, organize, implement, and
evaluate learning experiences as they relate to vocational education.
To be effective, the curriculuﬁ.specialist must be able to wofk éooperatively

withr a variety of grocps or individuals.

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

3

leaders. ‘ c »

Since the curriculum specialists must, by definition; achieve instrucfional

4

. "objectives through the action of others, communication]}s central to

their effectiveness.

When curriculum specialists provide leadership to improve communicatfgﬁ,

or to fnitiat7/change, they do so within the context of an agency,

~

a school or aﬁ organization. It is critical that hypotheses about effective .

staff development behavior be developed in light of existing knowledge,

" research and theory on organization.

For a curriculum specialis; to translate aspirations into practice

requires the application of various skills. Besides the interpersonal

dimension, many of :%E skills are shared in common with counseling,

»n

administrative, and other leadership positionms. . S b d

Sucée83fu1 implementation of ﬁEw curriculum depends up the commitment

of each vocational education teacher.




3 .
‘ 8 Thg success of new or rcvioad_vocntionil curriculum, including the use
of new curriculum materials, depends upon .ff.ctive'ltnff development.
9. Staff development, like curriculum dev.lopncnt, is a continuous process.
10. Successful staff development depends on.thc active plrticipntion and
‘ {"‘\ cooperation of all vocational education otnff.
) . ’ ' -
Overview ,
’ 1a.modu1e is divided into two parts. Part I involves the acquisition
of co::Zpts ahd background necessary for planning and condﬁcting a :éaff )
development program through participation in dil;u..ioﬂ and other linul;tnd
_activities (i.e., case situltion‘apprdach and confgrenées).
Objectives included in Part I concentrate on the folloving areas Ok.ltgff
development: understanding the terminology, competencies for lcn'dc_r:h\i%. #
: 1l .

. comnunication, planning procedures, and evaluation.
Part I1 concentrate; on implementing the ideas gained from Part I by
participation in an internship. Suggested activities might include® working

with advisory comi:tées, speaking to community groups, etc.

The Case Method

‘ .
This module makes extensive use.of the case method. The professor and p
e ‘

e

students should become familiar with this instructional ‘strategy.

The cise method .continues .to be a sound teaching mﬁthod 1in vocational

;ducation. As used in this' modu'le. the case ne;hod is a discussion of a
typica‘l problem or issue actually facing the curriculum specialist together
with v-utli'ounding facts, opiniot_;n.‘and prejudices upon ’vhich the. curriculum
ap‘ecia]:i.st h&_s to depend. 'I‘heﬁ realistic cases are presented to students

- . AN
for analysis, open discussion, sand final decision as to the type of action

‘? that should be taken. -

10 .~

>




The rationale -uppo}ting-the case method centers around the developmant.
of independent, cohltructive‘think'hg on the pitt of the students. This is

accomplished in two ways. First, there is a discussion of ponnibilitioq.

probabilities and expedients. The poolibiliticl involve combinations of

intricate facts; the prébabilitiel inolude human reactions; and the 6x§odgcnfl;

!

are those that most likely bring about responses in others thst lasd to a e

\ B

specific goalsor objective. L , : //

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 method does.not pkeclude the uie of other methodq and’
A . " B
is often combined with instructional str?;egies. The tase method train?
stJ&ents to knew and to act by.b;Cbmiég “wtive'partiéipantu rather than pgusi;é
; ‘, . ., B .
listeners. Before the curr}culum speci sta cdn engage in case d(E;psgions g

involving decision making in staff development, tﬁey\mu-t acquire a‘bdckgfound
. ~ \ " -

-

”

in the mechanics of staff development. Once.the students understand the ggtionale
for staff deveiopment and the techniques employed in improving the effectiveness
of the staff, they'can.appr9ach cases with leél'apprehenuio? and with more ‘
positive results.

Students may be required to formulate their own_solutiénu to éhe‘}aae
presented, or they may work in small groups. The progé&ureé to be employed in
ubing the caée method 4n the clésiﬁoom are left to the discretion 9f the

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

'method must accomplish four basic objectives: ‘ Ty

1. 1Identify the problem.

.

2. Secure all information bearing on the' problem. .

‘3. Advance Qnternative solutions, keeping in mind human.
I ' -
4. Select the most appropriate solution to the problem based on logic

eacEions.

and indicate the type of action to be taken to achieve the established .

S | 11 N




‘ . - ’ ’
‘ ‘ goal. ' : ' . .

Questions appearing at \thc end of each.cpse are for dilcuuion,put'poui !
. . ) '

and should not be construed as g_\_c_'problcn but a possible problem that nesds a

solution. . L. .

L

- . . o™ Hodulc Prctcgugitn »
- 'S v

This module’ 1- phnncd for pcrnonruho bave h;d cxpcricne. in vocntionll

..

education and advanced course work in curriculun. It should be phmod as the
\)

last module in the progrnm deu!gn.d fo prepare Vocntionll Education Curriculun

’

Specialists. ‘ LI
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indiVidual ultimatelv responsible for professionfi development is the.

'The
. \\‘
A. Superintendent. e . o TN S
B. Principal. ) o ( N - . N\ : e %
C. Individual imstructor. . ., .. . .. . e < =8 e . X
D. Curriculum specialist. T~ ‘ ‘ . T D DM
. b S : v r T, "
Inservice is to staff as: . ' ' Ca . ‘ -
A. .Pre-service 9 undergraduate L _ l #
B. .Professicnal. development : faculty R . ' o as
C. Teacher : workshop , X ‘ N X :
D. Cbnference .8 instructor . * ;\ 5
‘The chief difference between an administrator and a supervisor is: .' ) _\
A. A "line versus staff" paosition status, . s - . ﬁ\y
B.Z~The background experience required. . " . o o o T
C.. Decision making skills required. ' . ' e \
D. The amount of authority granted.’ - N : ' .
_The most urgent.need for an organized staff development process is caused by:
-Increasing pupil enrollments.v ) "
B. Need for improved school leadersﬂip. ; . e
C. .Inadeduate pre-service development. - C ' S B
D. New knowledges and skills. ' .
" When the’ indiyidual and/or his/her work is adjusted so that motivation and
sense of self will be maximized it best describes. p {
A. Adnministration. Ve ‘ E |
B. Supervision. . :
C. Staff development. >

Professional growth,

Management is to staff development as:

»

Goal setting : planning _
Data collection : need identificationm ‘ : . —
Process : product .

Leadership : professional growth - .

process of individuals and groups interacting, where both move toward

educational goals that are acceptable to them, best describes:

A.
B.
C.
D.

Educational leadership.
Professional growth,
Supervision,
Management.
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v | i _ Nzﬁf -Which~adjective.beat describes the'reaaon.for nrofeaaional growth?

A. Right ! - s .
B, “Responsibility . : o
.C. Privilege
’ .D. 'Duty o . - .
-~ ' 9. “The one.factor upon which all others depend for workshop effectiveness 1s:
. : : v . ’ )

, A., Personnel involved. . : ' R S o,
B. Priorities 1 fied., Co ’
C. .Time scheduling. :
D. Planned evaluation. -

Y *

. k .
\ .10, COmmon causes of unauccesaful ataff developnent Vorkahopa include. )

§ o -i K.~ Poor planning, groupa which are too large, and lack of notivation.-
- B. 'Poor leadership, too large of a group, and too much repetition. .
C. 1lmproper use of inatructional aidea, lack of involvenent,\and preaaure-

. . to participate. : )

D. ALl of the above. . A
b 11. 1In general, which of the following ia the LEAST satisfactory form of ataff
' developnent‘ L ) - ‘

" A. “Pa,cu,],ty meeting. : ' I )

i " B. School visitatidms.:
' C. Sabbatical leave. -~ - . . : )
D. Administrative internahip. ' : -

. 12. The role of ‘school adniniatratora, vith regard to staff development, is to:’

a A. Encourage and aupport in a positive way. B 7 ' I

’ B. Provide a plan @? which teachers develop prof aionally. .
T. Provide financi¥] assistance to atténd meetings and conferences.

D. All of the above. & ‘ : ol

L]

13. If maximum participation is expected in a staff developnent workshop, it 1s.
tmost essential that: ' .

" A, Participanta be notified well in advance of the workahopa

B. Objectives be clearly identified at the beginning of the workahop. .
~ C. Participants be actively preparing prior to the workshop.
D: A variety.of prehentation modes be incorporated. ¢

14. Which of the follouing motivea‘ia the beat one for participating in a typical /
staff development program?

A. Satiafy university and/or college requiremenfa for a master's degree
B. - Workshop title appeals to -the individual

‘ ’ C. Prepare oneself to be better 'in writing instructional objectives
D. Improve teacherp performance in triggering student performance

s

- ‘. ' ‘

A A -

-
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lS. An effective deeignei of curriculum etaff developnent will: ~
A. Involve thffteachere,in planning. . N
. B. Find ideas perneeting from the top down.- '
K T C. Develop . PERT chart for activities.
D. Attend gtional workehope rq!ulerly.»

16. Which one/,f the following 1dentifies e"gopriete objective(e) of inservice -

educati al programs?

A. Keeping the teacher up-to-date in subject matter
B. Inforning the teachers of new developments in tegching
Ce T C. ,Feeding back research and’ innovative methods of teeching
D. /ALl of the .above’ . ¥

T 1 As the curriculun specialist, the firet etep -to conplete in arrenging for
‘ ﬁ staff development workshop is: .

A A. Survey the group for identification of their needs. :

/' +B. Secure the approval from administration to conduct a workqhop.

‘/ ‘C. Design a rough draft of the topics for the workshop. N . -
/ D. -Finalize the plene and aseign time echedules. ' _ ‘

* Y 18, 'If supervisors are in a position to see 7nnovative teachers and teaching, N
/f .1t 18 their'reaponeibility to: ’ B _ s e
// A. Publish effective practicee for others to benefit from. | .
Vi 'B. Reward such efforts with appropriate recoinition. - .
Lo . C. Encourage the teachérs to publish. , - s

D. All of the above. . oy -

19. The case study method is basically:

A. Void of any opinions or prejudices. .
B. Cognitive oriented.
C. Problem-solving based.
. D. Based in experience. ,’
’ - vio
20 The mnnagerial grid theory of leaderehip, as developed by Blake and Mbulton,

is based on:
Ny

» : A. Eighty-one nagggement styles.. : o
) "7 B. Thirty-six jcombinations of leederlhip. \“'/;> - )
N - . €. The assumption that a 5,5 is the ideal leadership s yle.

D. Two critical variables. ~production and goalap

o4 ' {
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1.
2. B
3. D
g

4. D
5. B
6. D
7. A
8 B
9.

10. D
11., A
12. D
13. ¢
1%. D
15. A
6. D
17. B
18. D
19. C
20. A

16
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/. POSTTEST T
The 1nd1vidmal ultimately tesponsible for professional development is the:. \Q
‘A.. Supérintendent. : ' | (o ‘
B.. Principal. _— - o Co - S
. Cs .Individual 1nstructot. T . ..
D. Curriculum specialist. - I .o a SR RS
Inservice is to staff as: .= = e
A. Pre-service : undergraduate ¢
B. Professional deVelopment : faculty ; ‘
C. Teacher : workshop - E T Ly
D. Conference : instructor . ‘ .
\" . : . -
The chief diffetence between an- administtatot and a supervisot is: . . T
A. "line versus staff" position status. . - SR ‘ |
B. The background experience regpired. _ _ S .
+ C. Decision making skills required. : ; L% ‘ A
D. The amount, of authority granted. . o
The mosé utgent need for an otganized staff development process 13 caugsed by. .

A. Increasing pupil entollments. ‘ Cy
Need for improved school leadership.- i N , LEF

Q. Inadequate pre-service development. . . »

D. New knowledges and-skills.

When the indtvidual and/or his/het work 1is adjusted so that motivation and

sense of. . self will be maximized, it best describes: ,
’\0 o

. AL Administtation. .

- B. Supervision..

C. Staff development. .

'D. Professional growth. . -

Management'ib to staff development as:

A. IGoal-setting : planning . N i3
B. Data collection : need 1dent1f1cation . : o _ j‘ﬁﬁ?fgf
C. Proces : product : : _ . 5§jﬁf

D. Leadership : ptofessional gtowth .

The ptoeess of ;ndividuals and gtoups interacting, where both move toward
educational goals that are acceptable to them,.best déscribes:

A. Educational leadership. ' //E
B. ﬁPtofessione; growth. : : -
C. Supervision. ’ o ' o

D. Management. - p _ - ‘/rf“f\



9.

10.

11.

12

13.

14.

/D Adninistrative internship.

11 -

Which adjective best describes ths reason for professional\frﬂfth? © .

N

A. Right - . .*/ v'”_' oo } . “4JJ,J G
B. Responsibility : L . . ./-_ R T
C. Privilege B L ' S
D. Duty . e . T o
o . : . T ’ o }
The one factor upon vwhich. all others depend for workshop effectivsncss 1s: 4o
A.. Personnel involved. S .H.?\h',° . Ly
B. Priorities identified.. o . oy A O
~"C., Time scheduling. \ : IR o f
D. Planned evaluation. ) : -,; PR t '-3 o .

\ L - o
!

Connon causes of unsuccessful staff dsvelopnent workshops includs‘

A. Poor planning, groups which ars too larga, and lack of notivatian.l
B. Poor leadership, tdo large of a group, and too much repetition. .
C. Improper use of instructional aidcﬂ lack of involvenent, anp ' .

. . pressure to participate., co i _
- D. All of the sbove. _ o \ ' ’ ' . : " ; -7,
In general, which of the following 1s the LEAST satisfactory form of staff | :
‘developnent‘ . S 3 . ks
! ‘ . .
A. Faculty meeting. - = - S S - R
. . School visitatioBs. . T : .Y _
“C. Sabbatical leave. : " ) e o - .

&

9The role of school adninistrators, with regard to staff development, is to:

L7 N

; A. Encourage and support in a positive wsy.

B. Provide a plan-by which teachers develop professionally. .
C. Provide financial sssistance to attend meetings.pnd conferences.
D. All of the abovﬁ L L

1f maximum participation is expected in a staff developnent workshop. it is
most essentiai that‘ _ A . _
]
‘A Participants .be" notified well in advance of, the workshop. =l
B. .Objectives be4clearly identified at the beginning of the workshop.
C.. Participants be actively preparing prigg.to the workshop. e
D. A variety of presentqtion nodes be. ated
. q - ‘
Which of the fo owing motives 1s the best one f&?‘pqiticipating.in a typical
staff dewvelop program? 3
A, Sstisfy university snd/or college requirements for a naster 8 degree
B. Workshop title appeals to the individual |
C.: Prepare oneself to be better in writing instructional objectives
D. Improve teschers perfornance in triggering student performance
| | \ . s ' . 'g";‘
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15, An effective desiﬂner of curriculum staff deVelopncgt witl:

A" Involve.the teachers in planning. .

B. . Find ideas permeating from the top down. - : ,

C. Develop .a PERT chart for adtivities. o _ v 1
. D, Attend national workshops regularly. ' . . ' '

. 16.. Hhich ohe of the following identifies appropri;\\\bbjectiue(s) of inservice ' .

educational programs? : , . o ' .
0 A. Keeping the ‘teacher up—to-date in subject matter . A‘ i - .
. "~ B. Informing the teachers of new developments in teaching ’

C.’ Feeding back research and innovative methods of teaching
. D. All of {he above 10 : .
f ! i
17. As ‘the . curriculum specialisgt, the first step. to'!omplete in arranging
for a. staff deVelopment workshop is:

. g
@

A. Survey the group 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 worknhop., -
'D. Finalize the plans and assign time schedules, -
;) * 18, » If supervisors are in a position to see innovatiVe teachers and teaching,
y " it is their responsibility to. ; ey, : :

. A. Publish effective practices for others to benefit from.
) ' 'Reward such efforts with appropriate recognition. )

% Cf% Encourage the teachers to publish. A

D.” )iﬁl‘of the above. . : ; “

19. The-pase study‘method is basically: C RN

A. Void of iny opinions or prejudices. o ° .
B. Cognftive oriented. ; Tt

C.. Problem—solving based. - o ¢ .

D. Based in experience. , -

20.. The managerial grid theory of le: hip, as developed by Blake and Moulton, :

is’based on: -
A;v Eighty—one management styles.
B. Thirty-six combinations of 1eadership.

C. The assumption that a 5,5 13 the.ideal leadership style..
D. Two critical variables: production and goals.

’ S .

4

. e . . ' s
-, 2 . .. . Q

coo 1




13,

| ‘ : Z 21. The best evaluation of effact:lveneu of ‘a suff dev;lopnent progru

mvolv“ ’ . R . s . ‘ 1
L A. Student outcomes. ' .o ;l ' I R
+ B, Staff goa]... : ‘ . . ’

-C. Program goals. . _ ,
2 D. A11 of the above. - . : ‘ . . ;
22. A.vocational :lmttuctor who has been ouqcuoful Hsya crafteman for &
| number of years decides to try teaching for the first time. Which of

the f.ollwinq typu of staff devclop-cnt. is neoded tely? ‘

. That which: R

A. Is devoted to the :lmtt;uctor s occypational area.

B.. Presents the tucher s first oblig' 7 ig
. _ . discipline. } B il Ny ’
’ . C,- Focuses on :lncreu:lng ucher;; effecti 2 classroom. -
f : D. Struus the i-portqii of vocational & t:lon. :

o 23, The one lbortcoﬂ.ng of the "éltlit approach” in uhct:lon and :ldent:lf:lca— -
o tion of effeqt:lve leaders is that it is: : -

A. Read:lly unc‘crstood by pn t:lcing nnnager-.
', " B. Used with modification in \any manner of discussion gtoup. s
oo 'C. Open to individual interpretation of characteristics and ab:ll:lt:lel.
' ) D.' erd by ind auals to make per:lod:lc aluulenta of perfomnce.., '

. .‘ \ h . 9
. 24, \Taak-or:l.ented is to Fiedler as: " : .

‘ N A. Self—actual:lution : Argyris »
, © ..+« . B.. Relationship-oriented : Bakamis
C, Interpersonal influence : Katz
D, Proficiency : Argyris :

\/.{— . ' ~ : - N . ' T,
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‘ . + PERFORMANCE OBJECTIVE 1 [ . : ‘ °
- ]
Describe and explain theé terminology fnd concepts in staff development. e
\ X \ |
o Learn 4ngctiv1:y 1-a : . A

: Using the references and the material that follow, develop
T'.’g‘,

! \\ . a(;rief explgnation of the fbllowing tgrnn_and'concepts ,
. :e1a£§§,t§;atlff development: - | .
g ‘ ; . - Interaction
' ' : ‘&Confergegé
) Pfoféssi&pal Growth - _ Visitd:ion
E - : : Administ?%tion ’ . Administﬁator ¢
Supervision i ‘ ; Supervisor ‘
_ N _0rgan1:4€1on . _ J~In;efvisitaéion
‘ h - S Staff DéLelopment o ' h Leade_r_s.h:lp Styleé
- ] A - Psy?holqgigal D;stance . PERT .f
' In@éfvice\ﬁduéation | | Inservice .’
’ instructionallsystéms Design Program Staff Development

References:

¢

Alfonso, Robert J.; Firth, Gerald R.; and Neville, 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 Vocational Teacher Education. Chicago, IL:
: McKnight ‘and McKnight, 1971. Chapter 4.

Good; Carter Vi Lﬁictionary of Education. New York: -McGraw -
Hill Book Co., 1973. . ' ‘ S

[

. 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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:_:g Accg_u l-b ——

Read the referenced material found 1n the Appendix. Upon °

L

conplation, answer the following questionl.in writing and be

prepared to, defend your answers oéally.
' * - - :
1. The person assigned the area of staff development must

-

~ assume responsibility for what specific items?
2. Who is to be included in the staff development process?.

3. Give a minimum of four ways to assess needs in staff
* '

development.

4. Name aé least nine methods ?éed in providing staff
development. ' ‘ -

5: List’ﬁhe stess‘necessarf r organizing a staff develbpnenf

prograid. N

-

What three areas should evaluated in a staff development

rogram and how should the evaluation be accomplished?
& L
Reference: - N LN

Bakamis, William A. "Organizing a Staff Developing Program in
Vocational Education." Washington State University,
\ . Pullman, WA, 1976. (Mineographed )

99




 PERFORMANCE OBJECTIVE 2

17

Describe the genpetencies needed for effective leadership in hductiné

-

staff development programs. . _ v //’

» - Learning Activity 2-a N

. Individually, or with other students, develop a list of what
iéu considerJto be-your -;st important qh%dities for'ieﬁderahib
‘. _ in working with a group in curriculun development or' inprove-
2’ment. Compare your 113: of qualities with those auggeeted 1n

the references below.

v P

References:

g

' Alfonso, Robert J.{ Firth, Gerald R.; and Neville, Richard F.

Instructional Supervision: A Behavior System. Boston,

s o 'MA: Allyn and Bacon, Inc.. 1975. Chapter 4,

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

Wenrick, Ralph C. ""Development and Leadersﬂgzbkoles in Adminis-

tration." in Contemporary Concepts in Vocational Education.

First Yearbook of the American Vocational Association.
T [Edited by Gordon F. Law. Washington, DC: American Voca-
tional Associatiom, 1971. i

Wiles, Kimball. Supervision for Better Schools. New York:
Prentice Hall, Inc., 1950. p. Q§2~ ®

Learning Activity 2-bf? %

Usinﬁ‘the reference, list ten or more ways in which the

curriculum specialist can foster and maintain high morale in , .

an organization. Develop the list 1ntb,an.eva1ult1ve check-

1ist that can be used to appraise mdbrale.

24 |

b
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. . /— ) . 4 . ‘ i - .
S - . . / ,
‘ Referepce:
" ,Stadt, Ronald W.; Bittle; Raymond, E.; Kennelle, Letty Joy
" and Hystrom, Dennis C. Managing Career Education Programs.

Chapter 4. ~ . 4

Learning Activity 2-; _ - A

Review the information concerning the Case Method on pages S

Using the guidelinee, consider the folloving case ltudi'ee.

v

. v Case Situation ‘1

As an Aeeietet;t Dean of Instruction, you et;e, serving u thé leader of
vocetionel education in a conmnity college. \John Geotge is an outeten:'ling
teecher in ‘the vocetionel educetion division. During the first q\urter‘ you he've
been so impreeeed with his perfomence thet you, have infor-e_d/ your Deen of

Instruction, by 1et:er§ of hie eccanp‘liehnente. The:-Dean is anxious to lo'cete ! ; ‘

pr’nieing teachers for the purpose of prepering them for great reeponeibilitiee
. and assignments. S ' SR N ‘

Then, for some unexplained reason, there is “ticeeble cheege‘ in John.
ane'e happy, easy-going and enthusiastic pereen, ioh;x has becone quiet; v;‘cz_ody. , V.”'
and 1s easily aiigered. At tinee he has bdeaie quiee belligeree£<over small and .
ineignificant matters. His reletionehip with his colleagues and workers has | o~
déteriorated. He is cereleu in hie teaching, turns in poorly prepared reporte,
and often arrives 41ete for work. Froq time to time he reporte‘in ‘that he is
sick. . . Co v "

\ . N
'l‘hie pereon was once a dynenic personality vith a poeitive attitude towerd

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

now he 1is becoming a eerioue threet to the morale and notivetion of the entire

division. Many have noticed thie chenge in behevior end have indicated that ‘
. . . ' ) -
"something must have happened co\John!_" You have inforgetion from two sources

) o



. a - suggesting that John may be hav:ln’ famil.y problms.

P You realize that you must act quickly, becauae the welfare of your -ataff

v

and John's career are at ataky One of your reaponaibilit:lu :ls to ptbvide for :

W

high norale\Ad motivation fo mbegs of your staff. 4 S g

In view of this litun b (a) What. would be your first .couru of action?
(b) Whom would you coguct for ns:lltance? (c) whut o?her courus of act:lon

K‘y" ' B Lok
could you take :ln the: aolut:lon of the. problan? o o

4

-

Expla:ln hov you would go ‘about gett:lng John George to once again becone

an effective member of your;,iteach:lng staff.

¥

P
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Case Situation 2]‘ ' -

As & member of the centrnl administration staff, you h"' “h given the ¢

responsibility of coordinating some of the city-‘hdc progtl’ l\pmvi-lls

7z -

cutt:lculun for vocational education. You have been eneoutlﬁ' to Ye observant
for mdividuh having lesllership potential. In your auoci’ lon \uch the
' _ Junior high and senior high nchool pr:lnc:lpal-, you are upr" ed b) s young,
senior high school principal.: .#+You notdl that thcrc ox:l..u M' ‘Qhool an
espr ¥t de cogl unequaled in the entire syntu; ‘%brale 1! j’ The atnoapt;orq
- within the school is one of cheerfulness, fricndl:lneu, snd 8h l‘!u:.(!uct:l.v:l.tY-

You have, therefore, 1dent:l.£:l.ed this 'nchool as one tron wh“” ’on“vould select |

~ %

. a team to rcv:lu the curr:lculm in bus:lneu education.
on your next visit to the school two months later, yol’ ® a change in

the school atnosphere within the business education dep.rt:n” Ybu start to

hear and feel that there is a novmnt against the lchool 16* de r&l To" T .
determine the. cause, you f:lnd that the principal, a dynapic " M ‘has eneouraged

his staff to be innavat:lve, to accept greater ruponaibilitl" “\d to asamc
Z{eadcrlh:lp role: in the overall progran designed to impyrove ¢ ue\llull You

furthcr discover that the principal has auapned a nev, yonﬂ5 Clﬁhgt as acting

} pepnrtnent Chairmsn of the buuigeu educat:l.ou area.
’ The teacher in charge 19 aggreu:lve. ncc’eptn additunai' “p%ibilitiel ,
\d.ghoot cm-ent and shows cono:l.dornble promise as a legder- Ria betfomnces

fnr as you can tell, 13 excellent. Some of the older td“‘h re,. hovever, have
resisted hin and have engaged actively in degrading the yowb°T Eaqcper. .

You l:now the reason for the: change in_the dcpartuuc'l 'phete Ali-“r

"‘m L

these questions:
w




' r 1.
. 2.
3.

be

IS

&

{ " ! . i
What do yo&ﬁéonaider your role to be in this situation?

. What steps would you take to correct the bitugtiqn?=;

Wwhat advice w&uld you give to the yohng principal to prevent

the situation from occuring again?

‘Define the .competencies you would need to acd%mplié@;the

overall task of solving the problem and providing an atmosphere

conducive to curricululevision.

f \Q: . -

o
L)
7
-2
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. PERFORMANCE OBJECTIVE 3 - : . ese
: E 2

Identify the basic factors that influence coqnunication and indicate the }nplica-
tions of each on the Vocational Education'Curriculun'Specialiat in conducting

a staff development.program.

,

| W , Learning Activity 3-a

Read the identified reference. Divide a sheet of paper into
‘two columns and head one "Basic Factors" and the ‘other '
"Implications." Und§p‘"naaic Factors," identify the six (6)

factors that affect ﬁommuhicati&n. In the second column, list

Y ' the implications the particular factor has for the curriculum
-gpecialist.
.. " :Reference: - .

i,

Alfonso, Robert J.; Firth, Gerald R.; and Neville, Richard F.
Instructional Supervision: A,Behavior System. Boston,
MA: Allyn and Bacon, Inc., 1975, Chapter 5.

A . . ! B . -~
Learning Activity 3-b | ‘

Using the reference, analyze and determine solutions to these.

cases: | - ,
 Case Nos. 1-8, p. 131-154

Case No. 10, p. 155
Case No. 11, p. 155-6

.Case No. 16, p. 158

e
L~

Case No. 17, p. 158

Reference:
Vs

. ,‘:Q'- . . .
Stadt, Ronald W.; Bittle, Raymond, E.; Kennelle, Larry J.; and

- - Hystrom, Dennis C. Managing Career Education Programs.
Englewood Cliffs, NJ: Prentice Hall, Inc., 1973. .

.29
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‘, . PERPORMANCE OBJECTIVE & o : ' 0086

— — — — o ———————
— — e ——————————

Da_v'o'lop and defend a model !o\inplnenting an :lnurﬁce f)rogran for vocational

education staff development. . - ) T | / o q

Learning Activity 4-a

‘Af_ten studying the Vogler Model which follm, and/or o -_sué'h'

N
%

i

- Q : . as the Comprehensive -Caréir Educatidn Model found in Compre- : g

hensive Vocational Education Personnel Development and Utiliza-
- tion, develop your own model. ‘ '

3
Reference: . S,

A}

Departmt of Health, Education and Welfare. Comprehensive 7
Vocational Education Personnel Development and Utilization.
Washington, DC:  Superintendent of Public Documents, 1972.

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

iy




,A_'T._._’ ; ) ' ) ‘ - —_ -
SR . : ¥ 1 >
Y -y ;o . - ’
D SR . . VOGLER MODEL L.
R A ' . . -
; ?& . i N
"\{\ 1. Lo
i :
; - ! -
R g ,
R . y ‘
» «‘7' , ,'»l . o, i - .
FRASIBILITY ¢ SR o
Do ::(\{ ’ ) " . . . : . ’ )
, @ 1. VWhat is the ares for change? ‘ , :
- cE e [3 L -
2. What are the trainee needs? B
.q,’ - ¥ -
R ,& ) P —
“j’;' .-!I v
‘3.:’
) v. ) - " . .av...‘
EVALUATION - . ' DEVELOPMENT *
1. Were performance goals accomplished? : 1. What are the trainee perfor-
’ . . o : ' mance goals? .
2. ‘What is the 7rea of change? _ » _ :
) ' 2. What fesources are needed to
accomplish the performance
goals? ~
IMPLEMENTATION'
1. How will the inservice be delivered?
2. Who will manage the delivery?
/ -
1 R DR T 8 g
'Daniel E. Vogler, '"Contemporary Ideas for In-service Training." (Paper
presented at the American Vocational -Association Convention, Atlanta, GA, . ‘
'December 3, 1973. p. 4. ED 089 121, 1973.) . : ‘

o1,
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2

asked by the superintendeht to organize and coojdinhte the efforts of all the

Learning Activity 5-a

Using the references, outline theé steps which you would use
in organizing and :h'nplementing a staff developmeht program,

References: o - - . L _
Bakamis, William A. "Organizing a Staff Development Program -
in Vocational Education.! Washington State University,

Pullman,)WA, 1976. (Mimeographed.) See Appendix.

'R‘.“";"'Stoops,". BEmory; and-Stoops, Joyce King. ~
book of Educational Supervision. Boston, MA:
Allytﬂlw_/ d ;MCOI_I, Inc. ’. 1971. ) ppo 91-1300 . . \

Marks;; J

| Learning .Activity 5-b '

1

Using the guidelines concefning’ the case ‘study method on
. i i . .

f pages 3-5, consider the _foliowing' ‘casg é_ituatiot{. ' ‘ ®

\ . K : . Case Situation .

Assume that you are the Vocational Director of allarge school district

"which includes four junior high schools and three high schools. You have been

-automotive staff in solving the following prob’ em:'

Six mesbers of your .vocatiohal auto mechanics fachlty participated in a
, L - »
‘sumuer 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 registration fees for the pari:icip&nts. The workbook

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

[y

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

them during the year. At thé end of the year, these instructors Ygre to turn in .

\

2

3 2 . A . ) : S N - .,‘..\”P««\
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N . T . PSS SO S L:. R
- their corrections, rccmgndatim. syggestions, and evaluations of each unit. ‘
' -

c.

In a meeting w:ly‘h the automotive department chairmen, you @oco&ef that:
- 1.‘ Half the members of the auto na'chanic_l‘ staff did not approve the
| adopted t;tt. ’ ' _ - ,
. 2. One lchoc;; did not have fepreuntation at \;ho sutimer wd‘rhhop.'
Also absent'fronﬂthe wﬁrhhop was the automotive instructor from
the evening school. k | l

3. Many of the teachiné staff resisted the offbrt-indicating that

“our program is good enough."

£y -

E_xg' lain how you would follow through on the request of the superintendent, °

Ao -

3% . ,
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io e e e s e s [ ___.' CER e ..:_,,___.-i__.._.__‘v‘_‘.

“

used. ‘ ¥ 4ot effegtiveness.

References: , ‘ o o

Department of Supq“ ieore and Directors on Instruction. Newer
Instructional Practices of Promise, Twelfth Yearbook.
Washington, DC: National Education Association, 1964.

pp. 328-349.

Marks, James R.; Stoops, Fmory; and Stoope, Joyce King. Handbook
of Educational Supervision. Boston, MA: Allyn and Bacon,
Inc., 1971. Chapters 7, 8, 9, 10 and 11. '

L

34 -

apply them. f . » ‘d,/
- ; ' . ’.
_‘ .’ R
Learning Activity 6-a SR Coon
Using the referencee and the form provided, 1iet‘the techniquee : ‘_"
used in staff development in Colunn 1. In Col
. f I} N
' -
deacribe the technique used; and in Coluiu 3; establish a set
of guidelines that will assist you in usi the pﬂgticular h
. B> LY .x' P
technique. (Example below.) ' SRR hs - -
. , . N 8 Nl “
r"’f‘ o .
. . ;\l ‘\ =
I. TECHNIQUE I1. DESCRIPTION III. quDELINES
[ i W
. , C
1. Supervisory . Visdts to classroom, . 1. Evaluaze the job not .
. visits .especially those for .. the person. kel
'c/" studying the total . ﬁt&.»nape;your evaluation
learning situation. on:"pnhaite obser-
Attention is given . val .-of teecher .
to all factors which.. "le&rner.
affect student 1earn-IL 3. Ue‘Vpositive approach, ’
. ing, including the & / r how to im-
curriculum being ';j .. prove/teachers'
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_Worksheet for Learning Activity 6-a | ~

e g . , RS .

' A

I. TECHNIQUE II. DESCRIPTION ur.@x_fbmuzé

»

(¥ V)
o
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PERFORMANCE OBJECTIVE 7 - ' , -7 E oo oocoee

Develop a system for evaluating ‘the '_ltaff development program.

L}

i.éarn:lng Actiw;ity 7-a
Using the -;e!drencu,' Appendix, and Module Six on

Preparing for Curriculum Evaluation, prepare a Iist of

criteria: ybﬁ would use in evtluat:lng a_staff develop-
o ': » “ o . -

ment ptogrun

~ References: ™

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

Mg;ks, James R.; Stoops, Bmory; and Stoops, Joyce g. Handbook
of Educationhl Supervision. Boston, MA: Allyn|\and Bacon,
Inc., 1971. Chapters 18, 19 and pp. 62-84. : .

.

.

Learning Activity 7-b e

D‘evelop'a checklist you would use to determine your effectivenebs

in conducting a staff .development program.

'

¢

Learning Activity 7-c

Write a paper concerning the importance, purposes, and
techiniques of evaluafiing staff improvement p'rbgrama in vocational

education.



30 .

e

PART 11

APPLICATION OF STAFF DEVELOPMENT PROCESSES

. : ¥

PERFORMANCE OBJECTIVE 8

Be able ;b inplenent eteff4developneht theory into practice in a veriety of

situations.

Once the learner has successfully conple:ed~?ert i,of the Staff Development
ﬁodulo and experienced ectiviriee‘involvingjeieuleted cases, the leerner will
then.be ready to gein meaningful experiences in the field. The following staff
deveéopnent activities are euggeetive of what’' the learners can engage 1n_wﬁife
serving 1nterneh1pe. It should .be noted that the ecttvttiee suggested are not

|} . .
to be construed as final.

’

~

' Obvieuely. the learners will nof'ﬁevp the opportuniry to participate in
all of the suggested activities. However, -efforts must be made to include as

many eed as wide a veriety as possible. . < s . '(’

In nen} cases, interns will enter the field‘virh some degree of .apprehension.
. ' $

v

) >‘ No doubt, they-will éncounter special progrehe.’ To heip overcome the intern's

enxietiee. the professor should refer the prospective intern to the reference
below. Thie reference will 1dent1£y and diecnee problene encountered in uorking

~

) with the Feeching staff.

Reference:

4 , . ’ g 'ﬁ‘

Wiles, Kimball, and Loveall, John T. Supervision for.Bettér Sqiiiols. -Englewood
Cliffs, NJ: Prentice Hall, Inc., 1975. Chapter 13. ot :

-

Suggested Activity 8-a

Interview twenty or more teachers or curriculum workers and be
_ » . .
_prepared to report in a group seminar on:

. . "




:§gggested,Activiiy 8-c

. agency. In cooperation with thbk?ield supetvilor and local

31

(1) Hh‘t they liked most sbout thc steff cholopucnt progrsm.

(2) what ;hcy disliked uoof abdhi‘the -:aff'ddyclopmnnt progran.lw

(5) How it-ff development eflcticll, proccéurll. and;intcraction;m
can ba improved. | |

Lilt»thﬁ necesssry -:6gptfor-thc reorganiszation of staff d:y;lop#

ment training prdggfm..,

Suggested Activity B8-b

e

Develop a lesson plan for orienting new teschers to depsrtmentsl
policies and procedures for curriculum dcvclopﬁent and'changg.
Check the plan with the field supervisor from the university.
.Ref oy ¢ . 1

sference’ g ©. .

Marks, James R.; Stoops, Pmory; and Stoops, Joyce King. Handbook

of Educational Supervision. Boston, MA: Allyn and Bacon,
Inc., 1971. Chapter 10. ’

. N
e

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

the presentation before the new faculty. Evaluate your effective-

ness by developing a self-evaluation rating acale.

.Suggested Activity 8-d

Determine what model is being hsed'for» f development in a

logal.schoql district, community college, orlkirer edhcatﬁonql

‘director of the 1ntern§htp, hélp improve the model. With the

approval of the local director, present theﬁﬁ;hel to the

it

e % . . N ﬂii ‘ -
38 | At ’

_ 'Aculty.' *Bvaluate their acceptance of the model.

I

e g
A .
.
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2 . .
| /
. . ? L
S Enn"‘"’.“.'d‘”hgiﬂt‘!“ 8- - h -
ol = . Identify ln educator who can benefit throu.h interschofl

. visitation. Develop a plan with this dducator and other respon-

» ’

sible personnel to ensure that there nro benefite from this

’,

axperience. Bvaluate the success of this activity.
o | ;
Suggested Activity 8-t » » L B
h 1 * ' A
' . Identify a tuchar who is ru:l.ting curr:lculun change. Develop .

and ;ubn:lt a plan for a conf.ronc. to the local :lnt.mhip
dircctor for molv:lnz tho problem. Observe the conference ~
bctwuq the teacher and the local 1nt.mh1’|': ‘director and

' " evaluate the conference. )
\. . \ . . "

Suggested Activity 8-g

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

un:lw-ar_n:lty course to be taught locally. (The courses should
be geaigned to meat a specific need of several. teachers.)
. e .
Take over the leadership role and demonstrate your oicct:lve- o .

ness in this rolé by systematic plannipg and follow-up.

4
Suggestad ‘Activity 8-h

Identify & new program currently being taught.. Develop a

. o
plan for measuring the effectiveness of the teacher.. ,

™ -

‘ ) Suggested Activity 8-1i

Assist teachers in developing or improving te_aching self-

Kol
$

R - evaluation 1nptr|mnt._ Develop a plan for doing that.

Suggested Activity 8-4 " ' .

"Hovlr. with a "task force" ‘.to develop criteria and procedures for

Q selecting new teachers and their assigmments, and the reassigmment




. this effort. :

Suggested Activity 8-n

Prnpnfe a speech t6 he given at a civic club -adtlég.i The

topié¢ should be on a new or innovative program currcntly being *

introduced in the vocntional cducntion program. Hork with the

local director in mnking arrangements for your presentation.

Suggested Activity 8-m

.Work with a "task fo;ce" for the purpose of producing a peiiodic

publication of professional and tachnigal reaighgl. Help them

develop the plan and b:bcedutél;” Evaluate the effectiveness of
N m )

'

k3

- Identify a problem area in aAopeqific sub}ec; matter area and

help plan a vbrﬁqpop for teachers who could benefit from this

experience. o .

Suggested Activity=5-o

‘ Prékent a lesson on thettbﬁié° "The Hotkiﬁg‘Conferfnce." Make

certain that all in attendance recognize no: only the rol& and
reaponsibility of the conference leader. but of the confercnce

nemberl,_an well. : ' ;

. 40 »
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of teachers In service. - o iq
Suggested Ac:iv@;zgg-k .
Develop a plnn for oricntina udv&pory co-nittnn nenbetrs to K
o
_their new role. Carry out the ortcn:ntion plan and evaluate. =
the results. o 'ﬁf
Suggested Actfipity 8-1 . ;
pett “ﬁ s

- -
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Suggested Activitz 8-p .
LS

identify a senior teacher who 1is resisting c”’nse on thc baaig
of his seniority. Develop g plan on how you 4’ be of alsistance

and cvaluate'the rcsqlts.

Suggeoted Activity 8-q . o
Plan a social activity for the vocatiqnal cdu¢’ Lon $acu1ty.

COnault with the local dircctor on policy and ‘T c°dhrcs. Follow

gf 1011

.through by providing leadcr‘iip in the org;ni bhase, and

denonstrating to the group yi&r leaderahip abf'1 ty.

;_.,’ r
e

Suggcstcd Activity 8-r . | : s

% 1
Takc the lcadcrahip in- hclping teachers in a #¢ ect‘d servicc

P

area to develop an instructional guide.r .

o

. ;
3 . -
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‘r . ORGANIZING, A STAFF DEVELOPMENT PROGRAM IN VOCATIONAL EDUCATION ,— -
* William A. Bekamis .
- ' ' Introduction , '

AR

.The terms professional growgh,'inservice educstion; on~the~-job training,

: snd staff develop-ent are used frequcntly and o£ten interchsn:stly to describe ~
programs for the continuing education of professional school personnel A good.:
program should focus on increasing the effectiveness of ‘all those who engagcwin'

. the teaching/learning procesa. The following matertal vill explain how' to

»

‘ organize and operate a progressive, centrally coordinated program that will
¢ improve learning opportunities. To accomplisn the goal, this material presents
those practices, procedurec and techniques used by a number of schools of varying )
size and financial support throughout the country. In the planning of a staff
. ‘ . development program, the curriculum specialist needs to bear in mind certain v
’ objectives that are basic ‘to the type of program being discussed. These objectives
are: o |
1, 'to‘provide a system-wide snd continuing program, .
2. to involve the entire staff, end ‘
3. to provide an action program. | _ : . , , ,

Let's discuss each of ‘these objectives separately.

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

Obviously, .the reasponsibility for improving the professional competency of
the teaching staff rests with the principal and other,supervisory officers ne/she
may have'on the P:fo, However, in a great many cases, this responsibility is

<g relegcted to the curriculum specialist." Therefore, the curriculum specialist
must be willing to assume the responsibility for: (1) defining an&,clarifying
. problems that cut acr:‘ss t.he school system, and (2) bringing unity to the entire

program and system. ' f
. 43
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Only when the staff development program is on a ayatem-wide basis and
) _
only “when all pertinent facets are coordinated, can the achool system achieve : »E

§

the results and broad’ participation that‘is essential for a gpod.program. Whether

the curric;lum specialist is operating in‘an intermediate,district or a particular
- school: aystem, the aystem-vide coordinated program helpa to close gaps that are
' certain to result if staff development activities were confined to the profeaaional

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

¢ onmly for a ayatem—wide program, but also for a continuing program. Teaching \\>> o -

Jlﬂ

§
A

staff in your particular system needa stimulation and encouragement to apply

what they know,and to grow as individuala. Not one of them will ever reach optimum
3 effectiv;neaa, a fact that the beat of them will readily admit. The development

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

between personnel realities and desirable"curriculum #deals. Vocational education

has always had a ahortage of qualified teachers. Significant numbera atill'doL
~  not possess thembaccalaureate degree; others have:completed their degree anyvhere
_ from 1 to years ago, and under widely different philosophiea of education and »
5interpretation of the learning process. Regardleaa of the fact that a particular
'school system may have been ahle to develop common underatandinga and procedures
over a given period of time, the inservice program still must be continuoua.\
All systems have a turnover(as a result of retirement, death, marriage, maternity .

w

and moving from one location to another. - n .

" 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 adminiatrative'and

‘auperviaory personnel. The guidelines listed below are for the purpose of involv-

ing all professional persons employed in the teaching, adminiatration and

Jauperviaion of vocational education couraeJ and'aubjecta.(

— ’ e ¥

[;Bi};‘ ‘ - élél
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1, Avoid leaving the. retraining of teachers to chance or individual

Y 7 N

initiative.

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

2. COncentrate.on%gyog:aior_objectives.

3. Provide for’leadeﬁ;hip development. . .
4. Make provision for meeting individual needs. |
5.. Understand and accept the basic princiﬁies of learning..
Let's discuss each guideline separately. .

1

1. Awoid leaving:the retraining of teachers to chance or individual initiative.

o
I&mthe past, teachers have participated in various workshops, attended professionsl

meetings, or have taken university caurses mostly on their own initiative. Usuyally -

this was done because they felt a: ‘personal sez; fgf professional responsibility. :
G
pride in their profession, a desire and a cqncev' for self-improvement or .for the

advanced degree or salary increments this additional training would”ﬁring aBduti

There is a definite need for a planned program for retraining teacners. In voca-

‘tional education, new knovledge is being brought in almost daily. There igf also

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 is

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

operation of & good staff development program.

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

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

purpose 18 to increase the overall effectiveness of those who are engaged in the
teaching of vocational education. To attain this goal, it fs important that the
curriculum specialist concentrate on two major objectives: (1) members ?f the
professional staff in yocational education must develop their knowledge, skill and

attitude to the maximum, and (2) they should be placed in a position where they
S : | %
b
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can uke the greatest cpm:ribution to the educational program. It ie important

\to note that these two. objectim can only be met when a program is system-wide,

continuous and involves the entire staff. 'l'he curriculum specialist must never
overlook or minimize the second objective. _Althqugh .curri.culT specialists may
not have a direct reeponsibility for personnel administration, one of the precepta

of peraonnel administration 1s that’ the’ workﬁr 8 personal 'satisfaction has a

N

direct bearing an job perfomnce. Today, when people are giving great attention
to the status of their echoele, and the echoola in turn are giving great attention
to thedir staff personnel, a staff development pregram must foster p'eréonal growth
and development in the broadest and most 'profeeeibnal sense.

3. Provide for leadership development. Today we are witnessing a significant *

change in vocational education. Professionally-minded staff mmﬁers are becoming

more and more intgrested in professional advancement. Equally, the school system, .
. » i , .

STy,

and partitularly those that are growing rapidly, are pressed ﬁith a supply of

canéidates.to £111 poaitionslof'leaderahip. To meet these needs, the Psual method

of developing teachere through lohé term experience and advanced university }.

courses_falls short of meeting cpé expanding needs. One of.the waﬁs in which the

immediate needs can be met is to include a local ieaderahip progrqm. Further

discussion of the method employed in developing this local 1eadership:treining

program will appesr 1ater in this unit. ’ . ) -
. 4. Meeting individual neede.‘ In planninglfor a staff-wide training program,f' .

it is importadnt tﬁat the curriculum apecialiet recognize that the individuals whe

make up the profeseional staff repreaent a wide range of abilities,’aspiratidna;;“

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

: opportunitiea for growth, not only for indi\iiduale, but for groups as well.

5. Understand and accept the basic principles of learning. Teachers ﬁtrauing ,

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

L
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and apply all that ‘is known about the teaching/learning process.. Throughout

i ':_,planning.for_steff development the curriculum specialist must accept and use

these baeic;learning principles: (l)g?ive primary consideration to the readineee

——

of the learnere if they are not ready it 1s almost futile/to anticipate that a

particular pattern of training will tesult in an ﬁmproved on-the~job Performance.

F

(2) Make cértain that the goals of thé-learnere will affect the aignificance that .
they attach to the learning opportuni(y. This opportunity to learn will ‘only be

effective 1f the participants relate the projected experience to their perception
B /
’ . of the on-the-job responaibility. (3) To facilitate learning, the prograzﬁmﬁ st
R
inv01Ve the learners. The participanta must be involved if they are to gain

a
y maximum pereonal satisfaction/from the inservice training experiences. (4) Recog~

5

nize that learnin ie a continuous procese, in which previous training 4ds facilita-
8 7

Py : : ted with planned, eequentiel and folloé-up activitiee.

/

‘  We ﬁuet Provide an Action/"‘ Program.
/ | , g An action program ié imperative. :If the program is to ﬁoeter continuous
;;'. 77 improvement of the perfonnel it must be an action program, Both the incumbent
Corh and new teachere 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 devicee/éuch as educational television or other audiovisual equipmentf

‘ ) :

‘ New media methode are constantlv'and increasingly being introduced into the -

/
‘laboratory and/claserooms.

/ N | o
- / ] How Are Needs Assessed? - Ve

R /

- The fi‘st step in planning for staff dEvelopment is to assess the needs.
( Such aase7bment_ie, of course; a continuing process. One way the curriculum
‘ : epeciali/jd/ta can keep abreast of the diverse needs of individuals is by reviewing
' . Y

needs ?# experienced by the system and~expresaed by the staff. This can be

Y




“accomplished by using questionnsirea; surveys, opirtfon polﬁi, gathering data ' ‘

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

research findings. ' ' i} : -

Because personnel realities reveal diverse needs, opportunity must be

v

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

«,

teachers. experienced teachers new to the gystem, former teachers returning £o

the profession. and teachers in continuous service in the systen.v Another group

is composed of’ established teachers who already ;know more than they sre willi:ng to
apply to the concerns of the school system and the inprovenent of the instruetional
program. In addition, leadership training is also desirable to maintain a reserye' L
of candidates for administrative and supervisory positions. Following are -some. |

techniques that provide the curriculum 'apecialist'with epec:l.fic information on the .

needs of individuala and groupe. . (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

~?

. are referred to the curriculum spec.ialist' by the principal. These interviews .

that,bill guide you in helping teachers in these categories. (2) Estsblish'a-line
of communication between your office and a11 the principals, supervisors and any
other person in a supervisory or administrative position dealing with the teacher E
directly. For example, a principal may report that his teachers have little or no:
knowledge of programmed instruction and need to know more about how to spot students
who need psychological assistance or guidance:~ (3) Interview individual teachers
as 'tine permits., In a smaller school system the curriculum specialist may have
more time to conduct interviews;'however, in a larger system these interviews will
X

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

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

feedback channel which will allow teachers to. get information through to you.
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Teachers 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‘proéide

suggestions on othex workshops or courses bf'interest. Some schools make it a

policy to send out printed booklets indicating the uorkshops'or of} ~campus.

courses *hat are being offered. Usually, on the lsst page of these booklets is

¥ 7
or courses, This information is reviewed hy the curriculum specialist and

/ *a form which msy be filled out by the teacher which requests future wor hops

included in the overall plan for staff development.

How to Use Questionnaires, Survexs\and Opinion Polls

Questionnaires may be distributed among teachers asking them thaﬁr needs. .

These fréﬁuently give significant clues to needed inservice sctivities. To obtain
information on the number of teachers that may be interested in proposed workshops
or seminars, the curriculum“specislist can use a questionnaire'or post a notice on

‘ ,bulletin boards. Use of surveys‘of teacner opinion on .or reactions to, current
efforts is a valuable technique in evaluating the total program. Curriculum special- .
ists should not overlook public opinion polls in community surveys as sources of
“clues to needed inservice activities. These polls or surveys maytreveal tnat

teacher groups need to stud& and improve such things as reporting, grading, and .

grouping practices, a need:that teachers themselves may not clearly recognize,

Gather Data ConcerningZCertification and Related Matters

’ Because certification requirements in vocational education not only vary

from state to state but, also changp frequently, the curriculum specialist needs
v information concerniné the certification of staff members. It is important to
find out what courses uncertified teachers need for certification, what job

A

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

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

<
to plan for credit courses either on or off campus. Similarlyf«the opportunity

J
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to attain'edvanced degrees should be made available in an organized fashion.rix
- total aurvey of profelaionai needa nuut be nade.periodically: In noet systems

this survey is made annually: Although surveys need to be made periodically to
get much of this infornation, a large amount of the information 18 'available in

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

Using Curriculun Study and Reaearch Findings
To shorten or eliuidate‘the time lag between the need for. and the change in‘
curriculum, it 1is neé%eaary to correlate inservice training with study and work
leading to curticului»changea and reviaed courses of study. The needed inservice
activities should be instituted at the same timc as the curriculum study, if not -
before. Otherwise, the needed changelis ﬁot likely to be introduced in the class~"
rooms but reamin with the writer. The curriculum apecialist ahould design inservice
training to bring about changes in the knowledgee, akilla, attitudea, and values
of the responsible teaching staff members. \ e 4

There are several areae in which vocational education teachers are unprepared.:

e N
" Most teachers are not adequately trained in the use of edtcational television or

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

aelvee, school systems are offering workahopa and uhizereity courses in these
~

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

number of'teachers participating in related inservice activities increaaeaéhhen

the activity ia repeated and poaitiVe reaulta ‘occur as outcomes of inaervice

activities. The teachera who have not participated in the inaervice activity

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

_area. It is important therefore, when’the curriculum specialist is planning o

staff dévelopment proérama, that preparation be made to offer the activity until

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

for the curriculum specialist to use the results of research. New knowledge,

-
“ »

5H




»

. . change in 1nstructional content and mhods, chenge in the learn:lng tgory,

and change in meterials and equipment require that the staff developﬁpnt program

d B2

include activities directed at the performance of the teechers within their

j.oo "

particular area of responsibility.

Provldingféor Areas of Need vj . o A

éasessing needs, the £1rst step in planning for in;&frice treinlng for staff e
development, is sgimple 1n contrast to the challenge in meeting these needs. The
a .scope of this challenge is determined by the professional commitment of the staff

Koy

“.:”the size and structure of the school system, ‘and probably the.deﬁands of therJ

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

: R ¥ - : :

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

Following-eré the major services used in most school'eystengf"'-
|

- R
- TN

1. the orientation of new‘teachers,

i N
. Ny B
P . - @
4 . . .
. . . -

2. the organization of school year workshops and study groups,

3. the setting up of campus univeraity course centers,
1 , . . -

4. the establiéhment of a summer program,

[N

5. the encouragement of stndentcteacher supervision,

6. the coordination of class and school intef-visitation and teacher
exchenge programs,

7. the promotion of sabbatical leave and attendance at local, state and |
;netional conferences, 'and |

8. a development of programs gor leadership training.

.Let's take each one ‘of these services ‘individually.

1. The orientatlon of nee teachers.

For many,years 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

o1

&




Y

- jﬁr addbting practices and te
. 'q.- s ‘

niques that business and industry have found . ’ .

_effective over the years. Most schools require that all nédw-teachers, including

*{fh Ehoco niv to the lYltClﬁ.' teachers returning to the‘brofcllién, participate

LY T

in the orientation progf“ “Attendance at these ieet!ngl would not be 6ptiona1.

but mandatory, and the neyly hired teacher would be informed of ghil fact at the

tinglof hiring. As a curriculum apeciaiiat you would pfobably be responsible for

»

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

: plandta)for a prolonged/ period of-tinc. approximately two veek..:

The primary purpose of these orientation programs is to he1§ new teachers with -

their host i-nediate'ﬁrobie- and with instructional planning and know how. These

‘three objectives wil; serve the curriculum specialist in planning:

?

a. Welcome hg#coneri sincerely and warmly as a member of a tesm. Generally,

!

it is a géod idea to have the opening session welcoming lpeéch'given by

the supq@intendént, for all are gratified by warm and frieﬂdly attention
from tﬁeir supervisor and superintqndent. This may be followed by a

/

sociqi hour at whiéh new teachers can get chuginted with each other. It |

/
B
-

is #lso a good idea for the superintendent to be presented to the nev
. te;chers and members of his/her administrative staff, building principals,
/;nd perhaps “the school board. The Eurticu;unISPecialist should make
/’herlhis rounds, mak#pg sure that each newcomer has the’opportunity to
meet with the administrative Qtafé and the snpervisoryistafé; ‘ . | -
b. Give the new té#cher all pertinent information abbut the system, the
assigned school staff, its studeuts; and the community.
¢c. Give the newcomer individual help in developing the necessary skills

- and techniques to do a good job over as long a period ;s i8 necessary.

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

emphasized. Specifically the orientation should (a) provide an {ntroduction

-

rod
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ment program and merges with the other
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v

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

. -
resources, and services available within the school system and the commnn&fg,

(c) discuss the professional association and its activities, and (d) outline

routines and expectations of the assigned school.
~ -

‘ _Orientation praéticeo“vary from qpﬁool to school. In some schools it is

- conducted from the central office, by the. central office: otaff, in cooperation

-

with local professional aosociations and complimented by orientatian activities

.within individualrschools. Whatever method of orientation is used, the activities
-design should give information on local hiatory, population growth, governnent,

educational goals, salary schedules, a-school calendar, certificatiogyrequirenents,

and personnel policieo and -procedures. This,type of information is invaluable to
the newcomer and will actually save the curriculhm’spgcialist a significant |

amount o? time in bringing abqut the increase in the newcomers' morale. -Schools and

. school -systems that require new teachers to attend prolonged orieototion workshops

/

have'found them well worth.the oareful planning necessary and the fioapcial iovest-
ment; Soch programs increase teachpr_efficiency and the personal fegliogs of
Ssecurity in a new situation; Preschool dprkohops orlorientation aeosiops contribute
to the school system's long range- goals for ataff development.- Since one of the'
purposes of orientatioh 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 educatign and does not end on a day.early in September when new teachers meet

their first classes. Actually, orie : tioo;is.a port of the.total staff develop-

’ .
Y -

tiVities in the total program. In fact,

as the booklet designed for newcomers 151 ed from time to time, the older

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

)

included in the new publication. ' _ .

2. Organizing School Year Workshops and Study Groups

- - ] : ’ _
The curriculwm specialist, in plannihg workshops, should try to schedule these

2
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)'-‘ . .
workshops and ltudy groups during the school year or in the summer accordin.»to

-

the school heeds. Usua;ly these workshops are acheduled iy advance and a descrip- .
/\

‘tive booklet 1is given to all 1nterest:d teachers.’ Hoot workshops meet for two

1
¥

‘hours, and include 10 ;o 15 ;esaiona. These meetings nﬁy be vleily'or at_tines‘;’.
every other week. By attending nany:of the workshops :c;cﬂirs-nny'ca;n cr;61ts i
toward the reneﬁal@of théir cerl:i.fi.t:.al:cll.~ The'curriculﬁ? sp‘c#.%}lt -;at realize
that these workshops and study groups schéhuled‘dpring the school ysar should be
_plnnﬁed to helﬁ teachers (a) improve their methods of teaching,dkb)_to become

more knowledgeable in a subject field, and (c) to 1n&:ga;e tﬁeir understanding -
of both the children and adults with whom they work. Teachers attending some .
study group sessions, meeting with a slow learner or, a diaadvanfaged/ioirner, are |

atitulated to define and develop improved and workable plans and-to follow up with . s

® o
critical analysis and dincuasion. Other areas for study groups?for vocational

educators 1nc1ude the exploration of the various innovations, such as educational

b

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

.. Who Should Be Selected to Teach These Courses?

L4

Actually the curripulum‘sﬁecialist must be aware that there are competent
people within the organization and outside of the organization whqm nhe/he'ﬁay.
call upon for assistancé. Staff may be selected from vithin or from eutside of °
che school. Principals, superyisors, subject matter apecialista, and other
-réaource teachers from industry may be used, deye£;1ng on the occasion. If it is
1mpoasib1e 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 specialis;

should set up workshops and study groups on a system-wide basis. Then participants,

whether they are teachers or supervisors, can be offered many and varied opgortunitiga

o T ,- . 54
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from which they too can plan sequential programs built oﬁ'their'own interests

représenteP'in'a study group..the greater: the breadth of.participantsi? .

[
-

1

L4

The curriculum specialist can be instrumental in helping teachers fufill

requirements that meet certification requirements by assisting them to keep :

: aﬁreast of new technology. new methods. and by providing them the opportunity for

professional improvement sand status that comes with the advanced degree. This can

»

[

be accomplished by setting Up cOurse centers within the geographical borders of

_the‘school district. The schools that are set up as centers should be convenient

J . A
for teachers'who wishfto ﬁt%end. These course centers should be geared to the

o

X needs of the individual tea hers and selected cooperattvely by ‘the’ public school

tcurriculum specialis;‘shoul

"tion should be high, in so

TS

and university personnel. n cooperation with the university orjcollege, the V.

strive to provide qualified~instructors to teach the

credilt course. - Universiti 8 are in the position to hire adjunc p fessors to 3
N

| assi#t in the teaching of hese courses. If a good program is provided participa-

locaif;ieh‘anywhere from W3 to 1/2 of the:eﬁtire ;
staf% should participate"kféorkshops‘and-creditégourses-giveﬁ in a school center

within the school distric . | o -7 . f‘j

4, 'Establishing,a SummerfProgram
A good staff development program will include activities‘during the summefr

when teachers are free from clasgroom duties. Some schools use local workshops L

. at which teachers work full time or perhaps for a month during the summer while

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

schedule summer workshops. teachers work together for periods varying in length

.

from one week to as many as six or eight. The tashs are specific and related’ to

s
{

and following their own choices. Another advantegeiis'that'the more school situations -



-

/

I

the improvement of instruction,*including the development of (a) the curriculum,:

(b) the teacher's own professional competencies or knowledge inLcertain areas,
(c) curriculum materials centers, (d) teaching guides, and (e) p cedures for
differentiation of work accordiaﬁ to individual students. /}m
In-sohool system.gwith summer schools, there is oppqrtunity to use the summer

seqsion as a laboratory and demonstration schoolqﬂor staff development and |
research purposes. In fact, these purposes provide one reason for heving a summer
session. The ideal summer school situation for training pusposee includes a variety ;53'
of offerings for children including both remedial and enrichment programs at all
levels._ In schoaf syatema large enough to offer a summer program, the classrooms

- and laboratorieq can play an important part in putting on demonstration teaching.’..
In this type of situation, you have students attending classeg that can be used

as live demonstration clnsses. Even small schools can carry on programs succeas?

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

v’ship aid for selected staff. members wishing to do both graduate andjundergraduater

..work. Most teachers in vopational education will have the baccalaureate degree.»

t

However, there are those who ' will have to finish up certain general university

requirements to complete their baccalaureate degree. .

Hhen such' aid is offered, the school system should adopt a clear cut policy
regarding awards. These q’e some of the matters generally included in policy :
statements: . (a)'recipients are expected-to pursue'studies that will improve

their skills in the particular subject matter where the school ‘has a recognized
, i

need, gb) recipients should beé able and willing to share their experiences and

knowledge with other teachers through various phases of staff development programs,
i .
and (cL scholarships.are not awerded to epplicants who wish to attend a local : .

institution, or to applicants who intend to’complete work to meet a requirement
" ‘o T .
'forfa‘selary increment. . . Cx

{ o ss .
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5. coul ing School Teacher Su etvision

Vocational Education Curriculum Specialists need to place emphasis on’

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

eager student teacher in his/her first teaching situation ‘the experienced

coopelsting teacher undergoes practical inservice training of the highest o

L

quality. Byfguiding and<cpnstantly watching the alert student teacher, one

of fers the individual teacher an inservice challenge as well as a practical

‘ opportunity tg keep abreast of the. latest findings in the field ané' to examine

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

help train teachers by providing a laboratory experience fg%gteacher trsining;
- and the school system that provides student~teachers a gratifying and pleasant

e;perience strengthens its recruiting program. This is one uay in which you

can identify those teachers wyhom you wish to hire at some later date. “
Plans and patterns for student teacher‘training programs ‘differ. Usually ;
: e e .
during the final year in college the student teacher c pa on a workrstudy

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

However, many systems offer sophomore and junior education maJors the opportunity

- to visit-apd to observe. In somezvocational progranms, individuals are taken

directly from industry and after a short 30 Ahours sessio* teaching methadology,

are placed into a school system where 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

3 2

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

and supervisors to assist in identifying those who are capable and who are will\hg~
[

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

its own members. This 1s one of the marks of a*true'professionsl.. One of the

I . o .
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.reaponaibilitiea of theae teachers will be to screen oit unsuitable candidates.

Sacondly. provide for neetinga with univeraity or college menbera concerned

-~

with student teaching, at which the objectives of the instruction are clarified

~ within the franework of the philosophy and goals of the achool system astaff

.

nenbera. Theae nenbera include cooperating teachers and often atudent teachers

-

themselves. Discuss common probleme and develop worhable plans toward their

solutions. > o

" Thirdly, achedule,auainara at which student teachere. cooperatin ' _achere. .

7

and others get new inaighta into aubject matter, learning theory and the latest
reaearch. Some schools enploy intern teachers who have met the requirementa for

certification and are employed on a regular salary baaia. Othere have a‘good

« 2

background in induetry but lack profeaaional training of the univeraity type.

=Y

During the'echool year, the school ayaten and college coopgiate on a joint program
_ “ R

of aupervision to: further.intern .training.' When these interns complete their ' .

-

.year of teaching, thev will attend a:aumner aeaaion. frequently their second,
at the cloae-of which they will have met the requirements for the master's
'degre%.‘ The advantage “of thie;type.of training program'cannot be overemphasized.
It has a definite effect on teacher turnover. Studiea ahov that the first _year
- of teaching is the most critical° and that more teachera 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 teachera during those crucial years of J

-h

induction into the profession, they are'more likely ;o.decide to,remain in the

N

achoolﬁayatem.'

6. Coordinating ‘Class and School Inter—visitation
and Teacher Exchange Programs

The curriculum specialiat ahould provide for shop teachera and’ classroonm:

teachers to visit other claaaea and other schools. Although euch visits vary:

in duration and purpose, they have nevertheless proved a valuable means of
. . : . . . s .
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. profeasionai growth in many»school systems. Both the visitor and the scho'o]:V
| visited have had great' upportunity to grow in insight and understanding through
the exchange of idcas and information. ‘Whether teacners visit other claeses and
other schools in their own system or go to other dis‘tri%ts . it 18' up to the
curriculum specialist to centralize the coordination.. This will minimize conflict
problems and will facilitate cooperation’and good will., The higher ?he educ'a-
tional reputation a school aystem enjoys, the more outside visitors it attracts.
If requests for_ visits biy outsiders run into the hundreds, in ‘the course of a

. . ’
single year, it is imperative that tne’”central office coordinate arrangements.
This will (1) avoid confusion, (%) permit a hlrider selection of schools to %_
pisited and. (3) equalize req&‘iets. thereby iesaening tne danger of owierburdening

the better known and the more heavily populated schools. A good example’ of this

type of school is the Southern California Regional 0ccupationa1 Center (SCROC) “ o
‘ at Torrance, California. This program'has a sign;ificant number of visitors da-ily "-'

and is designed in such a way as to accommodate large numbers without i(?terie:ing

s
4 «

with cwzoom operation. | s : _ Cm “ %
S, )\ el
Teacher exchange programs with other: t!onntries offer similar advantages Goa \ N

b .. .

-

+ for professional growth in addition to contributing to international understandimg.
L
Though opportunities in vocational education are limited in this are& there are s
sy 4 oo
. L]
certain schools that have found it advantageous to arrange for travel to Japm, CT
2 4 o

Germany and Denmark for teachers to gain new experience in new metlgodolbgy. Sty

7. Promoting Sabbatical Leave and Attendance at local, Statey . ,
and National Conferences' R : Yoo o .' T R o r

L N

Sabbatical leave, usually 8ix months to an academic year, and attendancé at

conferences both help to increase participant 8e1f inqtiiry, lmderst’ar\ding and

‘V , insight. 'I'here is little doubt as to the value of sabbatical 1{ave' it is an ~ - "”,_

N ) '. oot . '1, .
09 | L A
, S % A Ty
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employee benefit. Industry, government and colleges have long made pro:,rioion

for the n'eceuary leave of employees.

8. Developing Programs for fmadership Training . - .

A leaderahip training program should be deligned to maintainla reservoir of
candidates for administrative and auperviaory poiitiona who undérstand the goale.. )
programs, services, and lcope.of the school program. To ac‘conpliah this, the pro-
gram ahould (1) identify and prepare potential leadera. (2) orient beginning leaders,
and (3) foeter contimioue gro&ith of experienced leaders employed from within and ‘

3

without the” syetem throqgh' organizeﬂ inservice opportunity.

- "‘"n L R "w 4 o )
RN . ST g ) .
:',,' : S How*‘Do You' Select and Prepat ﬁPotential Leadere? _
(\ : ) ’i‘here ar,e aweral methpde 6f selec ng and preparing potential leaders.
\ ’,’ ¥ Here 18 an example of the metlwd used by one;e:{lo.ol eyeten. o 1 ‘
,. g , 1 w tﬂ 14 er who ﬁ:olds a baccalaure%t‘e dEQree and who has a minimum of
» . - th5ee years of ‘eaehing experience and meets other“requiremente. may ,
P partici},ate.. . “' et . q ‘
{ Principalo and\&perq\:ieor& are requeated to eubmit confidential endorse-
. /‘/, nta\&!‘ re mendationa for 51'1 particip'ating teachere under their ‘
r;:'.‘\'-.-'-. ‘_ ,‘ o ._,jurisdicﬁtio.j‘ " ' 3' S .f‘_-\- ) g,; E
}"\. 4 i ' 'w3"."r.Candida,tee take ’teat prepared’ by the Educatiaonal Testing Service of ;
; _"*@ Princeton. Ngw Jersvely. deeigned‘ to test profeaeional competency in
) ." f»r;" _ A'reapect"\to ahe needs ef th‘i particuldr achool district. The ETS
) ?f'j:k Battery of tests inc.ludee eests on administration angl supervision,
"io R _'éontenr.m;eu.}nonverbal gf;’oning, and Enélish expreeeion. .
c “" - ’_ 4 __aEach participant ie interyieﬁéd by a coulnittee composed of a representa-
f /' . tive of teschers, peero, principalé“and supervisors.- The committee ‘ ‘
R /_"'H. (‘,;; ' attempte t{oc 'eya::uakte the folldwing cﬁat@cteriatice in terms of the '
. X VIR '

OO S -1




55

o

applicant's area of interest:: academic preparation, 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 intgrested in professional advancement may take a special
workshop course\offered by the nearby university, in cooperation with ’
the school district; a workshop e cially designed to.meet the needs
"6f the school system. Teachers see ing better understanding of the

5 school organization may take this course even though their goal 1is

not administration or supervision. Participants who wishfuggversity

&> , credit may pay tuition to the university. Those wishiggﬁ ;gvgﬁdit pay

* " nothing..

PR Y

‘6. For those who complete the course successfully and forbenperienced
. ' administrators on the job, an advanced workshop in educational leader-~
ship 1is offered. Applicants. are selected by a screening*éonmittee

’ + which considers all information available and at times interviews the

o+
/

applicant. -
» ' , S, LS
. R B
7. The final step is the assignment to administrative:;;ternship. The
X % "
intern, who is on full salary, 18 relieved of his'teaching assignment

in full or in part and is required to registen at the nearby university.
. . a . .

The intern 18 to take nine semester hougs of credit during the year

and be enrolled for tﬁo»senesters at the'university>to cohplete resi-

dency requirements for the‘advanced degree. During the internship, ’

interns spend part of the time in: one or more individual,s,hools and

rd

part in the central orfice ‘df the school system. They keep daily logs

‘ of activities, and the university and school system use appropriate

L}
methéds to.plan each individual program and

He
Q . .’.' ' (;]' g : ;ﬁ
" } ~ . . o i ‘ .

to evaluate their performance.
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Orienting the Beginning Leader .

The second phase of the leadership program consista of the orientation
o§~baginn1ng leaders. It includes seminars, workshops, meetioga.with outside
congsultants and specialists within the system, as these neophyte leaders explore
and clarify problems of mutual concern. If the role of the instructional leaoer
ig to be fulfilled, he/she needs orientation as much as the teacher. The final
phase of the program provides 1nap1ration, attmulation and continuous growth,
from the country's experienced leaders. .In this program, consultants, leaders,
and ‘experts with national reputptions in tﬁe field of educational laaderahipm
supervision, curricuipm, growth and development, and. vocational education;-maet
with groups in seminars, workshops, and discussion groupé.‘ A ayatem.auch_aa that .
o;acribed is costly aod some of the smaller school ayatems hay not be able to \\

afford it. However, it is possible for ii:n the Very small school to work out

an 1nternah1p program with rotating assignments. o .

o How to Organizeé the Total Program

Regardless of the size of the school, an adequate 8taff development program

offers a variety of activities designed to meet the 1naervi\\ needs of a wide
variety of individuals. The approach must be specific and the program we11 K
. organized. The folloying are seven guiding principles::

l. assume reaponaibility or delegate responsibility for the program,

. : . | §
2. 1integrate with all related services,

3. iconaider administrative feasibility, ‘. N

4., provide resources, _ : -

5. use the cooperative approach, j///:) '
v” - . * .

6. provide leadership, and

7. provide for a wide range of optional opportunities.

Let's take each one of these principles individually.
‘ )

1
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l. Assume Responsibility or Delegate Responsibility for the Program

It is essential to pinpoint the responaibility for developing and maintaining
a staff deve}opmént program. This is usuaily the concern of the chief ad;inistra-
tor who may relegate the responsibilii&,fo'the curriculum‘siecialist; who in turn
may democratically assign the de;elopment of an 1nserv1cé-program to a staff member’
However, tHe responsibility will still rest with the curriculum specialist as this
i8 a role assigned by, the chief.administrator. It 1is imbortant_to remember that |
professional gr;wih is everybody's concern and yet everybody's jpb is too often
nobody's job.v Regardless of the séhool's organizational structure, ifithe

b4

superintendeﬁt.or her /his chief administrative jofficer assigns the responsibility,

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

~

program. 'As large school systems feorganize. many of them are making clear

pro#ision for the responsibility of‘building staff development programs concurréntly
' Q

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

development may be specified as part o§ the rigponsibility of the director of
. . i v
instruction or an assistant superintendent, depending on the organizational pattern.

t

2. Intégrate 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 wﬁich it is based. Teachers, principals

and supervisors should be involved in the development, improvemeqpraﬁ@’eyaLuation

of cdrriculum 1f full implementation of the change in curricdlum‘igﬂfﬁiidlgow.

‘All instructional and personal services should be ccordinated so that

growth opportunities arranged for, and - conducted~thfough thef@taff develop-"

ment’ program, will be compatible and- consistent with:the help provided by

63
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lupervilc':r-, rel‘ource teachers, curriculum develc;pne:;t worke.rl, 1nstru§t10na_1 .
materials spec;aliutl,-reaearch specialists, consultants, and adﬁini.trative ';¥‘
staff. This is particularly important in quge school systems where communications

can break down easily 1f‘carefu1 coo;dination is not mainta!ned. Leadersﬁip

»

personnel must be informed and involved so that cohflicting interests and opinions
) can be minimized. Unify and consistency are significant goals although cénfornity
and.fepetition must be avoided wherever possible. .
J | .
3. Consider Administrative Feasibility
The curricuium,lpecinlist must consider the feasibility of the'prograh from.
the administgator's point of view. The art of educational ‘administration lies in
the ability to ﬁanage organizationalﬁdetails in such a mannef that growth and
_learning Qre facilitated.for all individuals and groups served by the administra- i
tion. ’ ' - | ' '
Although learning is an individual FrO?GBB, the administrator must weigh
carefﬁlly factors, such as time and-facil;ties, tha; can either impede or expedite_
learning. Let's take the matter of time. Before enbarking upon an organized
= program, the administrator must weiéh such things as'time, extracurriculér_
demand# and;fhe éeneral pressures always in operation. Without time to plan and
prepare, and without the exertion of mental and physical energies conducive to
_':.léarning, neither ;;e most w‘.ling teacherbnor the.most'outstandiﬁg lsader can
- s;éceed in an inservice activity. The,ffacher who must sandwich in a university
course. between a faculty mqeting and a P-TA meeting or advisory committee
meefing is not likely to’énjoy growth or good morale from any of these equriences.

# The school calendar must be carefully planned so that many activitigs will neither

conflict nor compete for staff time and ability to participate. For example,

orientation can be clocked in if the calendar does not include a specific period ‘
or orientation pribr to the opening of school. Courses, workshops, and committee

n A
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meetings 'ouhould be ochodu.d_qn regular days of the week, on days designated
in advance so that teachers may plan oehodulu. Again, this is the responsibility

o&tho ndn.tniotntor. but the eurr:l.cul\n specialist can play an hporunt role

- idn advising the administration of this !netor.

Rognrdlou of the .ubjcet or problem under lerut:lny. &anhor. tesent
courses and meetings held in unsuitable !nc:l.l:lt:lu. Physical factars to con-
sider in room nleet:lon which are often overlookod include the .2:. of the group.‘”
ventilation, ncouot:leo. lighting, ont:lng. rutroou and refreshment accommoda- .
tions, and if the activity takes phc. outl:ldo of tha local ochool building,

travel d:utancc and parking accommodations. A

4, Providiqg,kesources"- v .

deance planning is necessary to ensure that the supply of materials and
equipment is adequate for tl;e agpeéd-upon aptivitiea. The so-called'treasure
hunt approach wears thin vegy quickly. likewise the group leader who cannot
provide for use of appropriate films, slides, recordingu or demonstration equip-

ment, is severely handicapped. Of even more serious consequence is the fact

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

]

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

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

—~

The leaming resources center, a.new. 1nnovation for vocational schools, 18
increasing rapidly Although theae center; are 1ntended primnrily for students,
their obvious rela 1onsh1p to teacher training ahopld not be ovgrlooked. A
'survey of practices reveals thev need for large sca.le 1nserv1ce’tr.ain1n'g programs

to train and encourage teachers to use the media available in these cehters._.

"
kSt

1f 'the library is tf¥ly to become a learning resource with television, movie

projectors, tape recorderé. filmstrips, photographic equipment and picture

I 65



60 . , . ‘.

»

coll.étionl, in addition to the usual books and periodicals, teachers sust be
s : Y

given help in uligs these dsvices and trainsd in the skills ofjplnnning for visual

A , 3

pregantations. %

-

. Usé the C

Ths typs of -staff development program bsing dsscribed involves coopsrative
plnhhing and action with ths school system, teacher training tn;titutionl and
professional orgaﬁizationl all playing a part. Not all school systems can involve

-7 tsachsr training institutions and professional organi:ationn: All school systens
.- can and should involvs teachers, administrative and supervisory personnel.

To involvs teachers in a ataff devslopment acti¥ity lucﬂ as workshops, find

out through ths nuivey; or by other Il;nl, vhat toﬁicl or prob{unn they would

fllike to study. Set up workshops or study groups according to ths number of K

-1 1ities, eqiipment and competent :leadership.

‘ V#H'.‘oii thi.undcrtaking in 1) 1dont1f?1ng needs,
2) defining objectives, 3) planning for -ht‘rialq»and resources to bs used, »

4) cgrtying out the reconﬁnnddcionn and 5) evaluating the reluitl. To help create
vth;_plinnta necessary for improving inntruction, provide opﬁortunity for ;aachcrl
to participat§ actively in dc-ocratic'and group-centered a?tiviticl under enlight-
e;id and éooparative leadership. .Secondly, let them di-cusi topics and matters

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

\

improvement, you also minimize the fcelihg of threat and anxiety so often prevalent

+ when behavioral changes are involved. In all planning to involve teacher;
cooperatively in staff develop-cnt activitie'. rccognizc “that an organizcd)progra-
is of necessity a tvo-way process. Not only must tcachar na-ds be fully recognizcd

and efforts nade to meet those needa.-the nseds of che sysbtem as a whole, as

expressed by educational goall,_yuit also be emphasized. - These two important staff

gavulopncnt goals can be lucccllfullzifoalized if, and only 1f; the teachers




w .
. . ' .

‘ concerned are conscious of both of them and committed to their attainment.

How Do You.Involve Ad-ini-tntou and Supcrvilon? - o .
If the goals nnd objcctivu of ltlff development programs are to bc fulfil.hd

and the outcomes put into ptacticc, thc administrative and .upcrvilory petlonnif

must be 1nvolved. U-ually the lndauhip for 1nttoduc1ng ncv programs does not
permeate from the top down You uy, as tfu curriculum specialist, get lo?ne
indication that some changes need to be uﬁe. but usually the changes will come
from the staff to the curriculum 'lp;cidiat and then on t;rthe administration.
The 1nportance of getting your aupervisory and adninintntive mpport cannot ‘be
ovetenphuized. Never 'is thil caution more appropriate than when the ag;ivity
con_ainn of writing curriculum n!atetials. If the ptincipal ptefeta the old
naterials, teachét.l in hgt/_his building are most certain to encountet p}'oblens

’

‘ when thaey ,endeavor to introduce the new into their classes.

Lo

6. Provide Leadership

~

Planning for leaders of qll staff development activities is a tesponsibilityi
of thg person in chatge.of.the.ptogtan. Leaders of.a cooperative effort serve
more as facilitators and coordinqtors. and less as directors or dictaﬁogs} If :
th;y afe also status leadetn_(ptinciﬁalé; resource teachers or quervi.oru) they
must subordinate the ahthoritf»of their position 1; order to cténte an atmo-
sphere for growth for all members of the group including themselves. A well
executed activity, planned and carried out, must pgovide a érétingdin which>each“_
individual 1nvo;§ed is valuable, has a contribution to nnke. and can help stimulate
the thinking po;eta of others. Even 1if a sd;calleq‘ptatulfleadet is available to
lead or tdagi a group, this does not guarantee that participants will grow or

" change behavior. The group. leader or teacher must create an atmosphere in which

participaits will feel accepted. respected and supported. ,Ag_the same time, the

67
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lsader must, through precept and example, win both the nccopuﬁ. and the rup.ct% .

and' support of the group, if -nbcu are to grow and learn. As vorkahopc continue )
to be held.yeer after year, nev nev leaders generally o—rn from these ;roupi. whcq k
participants lsarn to solve problems of their own chooo:ln; and to lhl!'l in d&ch}m
nking. leaders are developed \d.th:ln thc growp. To assure a continuou sGpply of
these ‘leaders for subsequent vorhhoyl it 18 nofuuty for ¢nrr1cult. lpoﬂnlul

to emphasize the :llportanc. of the conforonco mathod to thou on tho t‘lehy

‘t.!t who may use dictatorial methods. - ‘ «.:»J»

’

U-ﬁg Consultants « | ' : '
'When a specialist from a particular field is not available within the immediste

i school system, the services of a consultant may be needed. Those in charge of

staff development should be responsible, not only for determining vhen and what

-

{

kind of outside help is needed, but also for obtaining help appropriate to the _. A .

nct'ivity; Too often vocational oddcatuu are too proud to uck' help from outside
“sources. It is the curriculum specialist's .réapmibiiity togovercoms this
lattitudq and to encourage the use of consultants whenever it is necessary. Thers .,
are decided advantages to using consultants. In as much as the grass appears % 3
greener from afar, teachers and lt:ff ﬁﬁon often tend to hold specialists from
outside the district in higher elteo- “thm home grown specialists. Also, vhen an
ou.to:ldo service is brought to bear on a problem under consideration, roi:lstanéc to' ;
ch;n'ge ‘tends to. break down more uadii}. The liﬁuation usually chandu by the
ouuide -p.cnu-: 8 very presence. N | ‘

‘ ‘l'hc consultant should be selected on the basis of insight and knaw-hov
wil:h rup.ct to the particular proble- under ltndy Outstanding 8 rs csa be

¥

helpful fot 1mpiracioﬁpmd lt:lluhtion. but little change occurc as a rclult\l of

}

speeches. 'l'o br:lng about a chnngo. design the inservice act?dty oo “that- :‘n . ‘

) cmultmt acts in the manner of a cntnly.t. or chango agent, when working v:l.th

‘e , ... 68 e
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7. Provide for a Wide Range of OptionafaOpportunities o o .

the number, and broadening the range of staff improvement opportunities. Although

_ staff develOpment. Hhatever the size of th

:provisions m3de for leadership training.

- (-

The sg.Ef deve10pment activities must be many and varied. tSuch activities

will offer all profess onal personnel many choices to facilitate individual

growth and increase competency. Good programs will provide for workshops,_study E

‘groups and consultant services; orientaﬁion of new teaéhers' sabbatical leave,

: . . t
attendance at ocal state, and national conferencéif_cliisﬁand school interhvisita- .

tion; teachi ' exchanges with schools;’ leadership training and administrative

student

internships par?ic;ﬁatfon in continuous research and curt{culum‘,dfvisio
teacher placement and supervision, and the»coordination of courses provifded by
nearby'universities. Some lspects of the program are developed and co ucted
cooperatively with ouf—of—state as well as local colleges and universities, and
provide for continuous cooperative evaluation aimed at improving Quality, increasing
the activities mentioned are 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 assistance as requested. As mentioned previously,

some schools are. not able to pkfn and- carqyﬁ““so broad and varied a program of

pffer as wide a range of optional 0pportunities ‘as possible within the sc0pe of

o

the school system's financial capability.), Soming of interest for all staff . ;

vidually and collectively, should be included;’ and if possible. . D
#‘ . . : .

members, i'

K4
-

) Evaluating the Staff Development Progr

As clearly indicated the major objective of a staff development program is
: »

" to continuously improve the knowledge, gkills and attitudes of the staff members
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:vith { View to imptoving the 1nsttuctional-ptogtam. It follows then‘that the
staff development program should be evaluated in terms of effects on the ataff
- o _:and the educational program,. The evaluation of the effect on the teaching ataff
|
jia not enough. It is important that the students be evaluated to see the effect .
{the ainff development ptogtam has had upon them and the tesulta of the learning

Y,
1that has taken place.

an Evaluation la haaically a judgment process. -To arrive at aound-judgmenta,
collect,.analyce,~comb‘ e and‘coordinate diffeteﬁt types of data from diffetent
i'ﬁ.“ N aoutcea{' Use all data¢® and all Judgments based on those data, as a guide for
V'imptovdng the ptogtam.» Evaluation ia a means toward 1mptovement, not a goal of
the progtam. The nature and acope of the ataff development program will dlctate*
.the 1ntent of evaluation; howevet plana ahould ptovide for these atepa. 1) major .

outcomes of the total: program, 2) major outcomes of the individual activitiea, _'

and 3) morale’ considerations. -

Heaauting the Outhme.of the: Total Ptog
Meaauting thé(effect of the total program_ meana meaauting the 1mpact on

»  the achool system of allnactivitiea included 1n the ftamework of the total
'2

3 pto&%am. If judgmenta are to be sound, data from different sources and diffetent

typea of sources must be. collected and analyzed. Gathet\aignificant information

-

"thtough intervfewa and ayateurwide aurveya and ftom every other source available.

- Uae objective evidence wherever poaaible~ as for example, in meaauring l) ataff




-
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‘ personnel react most favorably to the following activities:

1.

2.

. 3;
4.

5.

N
<@

workshops in summer 1n which practical methods; techniques and use ofa o

\

materials and equipment are demonstrated and shared' o la

vi\tts»to other schoois and classrooms,

-

on-the-job" help from staff or resource people and consultants,

™

activities that increase participant 8 understanding ofﬂfhe group process

y e
'J"

activities in which participants study instructional and learning theory,'{~

for problem solvlng,

and N . ° . . .."v

Jinformation-givipg session# with opportuni//,to exchange ideas and |

'gpinions such as. supervising student teachers, leadership . training,

participating in ‘action research, curriculum development workshops,,

attending conferences, attending summer school serving on advisory

committees, vigiting business and industry estahlishments. —

If the evaluation is to be objective, the s’rvey instrument or rating sheet

., __..

: must provide space for negative comments, and every skilled interviewer ‘should

seek'information from pE;ticipants od“how the program cangye improved.,sTHe

. following list of conditions to which participantg react unfavorably should serve

‘as.a guide to planning all activities in the. program. In other words this is

what turns off most of the participants in any of the stsff development programs

"‘ 10

. 2.

pboﬁfleadership,

lack of skill of members of the group or workshop in group processes
(this vould include noncontributors, dominators, or persons who lack
interest or “are unwilling to accept responsibility),

poor planning, ' o : .

lack of time,

too much repetition, _ 71



6. not enough diffetentiati;:,'~ S . ff\] : i ~- igﬁ'f
v 7 1napp'0pt18te or too little use of consultant.help, - N |

8; ptessute to participate, and

9. too large a gteup. . .

In‘genetal,,the most effective activitiesfat? tﬁgse that enable participants

8 e S

to recognize their own gtowth'btocesses;"Cuttic'j ﬁ;specialists amstiavoid, at
. Q‘, .o . ]

«a113costs, monifony,>tepetition;and uaste 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 Ptogtam Improvement )
In search of information on the quality and competency of teaching, the'

' cutticulum specialist"must study the tesults of standardized intelligence and
a¢$ievement tests of pupils. Plaeement of teaphets in industry or business and
theit tesultiag competencies 18 another indication,of the effectiseness of the

. 'progtam. .The eurticulumAspecialist must compare test-results eaeh‘yeat withfthose

‘of the ptevious year or years, to detect the deviation and underachievement and

to digcovet if thete are any weaknesses in the teaching program. If test tesults

o

_ate not aatisfactory and the causes are telated to inadequate teaching, it i{ the -

tesponsibility of the cutticulum specialist to make. plans immediately.to provide

appropriate inservice activities, J

School systems that send a high proportion 6f their graduates to junidt

+

college or universities usaally study carefully the college records of theii

_formet students. School systems that .feature vocational ttainipg are beginning

to inquire about the work records of gtaduates who entet business or industry.

\1

Records are usually easily obtainable from recent gtaduates. Efforts must be made

to maintain a continuous follow-up of graduate tecotds 8o that areas of weakness
L
as well as sttengths can be identified. # .

Q : : | : B .




. ‘In addition to i;ignificsnt infomtion related to‘pupils' achieve-ie;c,'in-ﬂ’ f"‘)" .
subject matter and skills, the curriculum specialist will need infornation on.).'_i | .

their physicsl, enotional social, “and pers.al development. Some of this ingorna- :
A_ tion will be difficult to come by and also difficult to analyze si:?ce it may’ tend

to be subjective rather than obje tive. Efforts are being made in some schools ' -

to obtain this information, but much more needs to be done.

‘ Personnel Data
The curriculum specialist caninvestigate the teacher turnover statistics
and reasons given for leaving. 'l'he study of tumover data in terms of number of
years }n service, subject(s) and level 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 systen needs a more effective orientation program and/or
‘ possibly better follow~up during the first year. Help must be available and be
given at tlé 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 specia1ist should not underestimate she importance of the

, first year follow-up. What happens during the teacher's first year is probably
more significant than the 'initial .and brief orientation period.. A high turnmover
rate in a particular field nay be attributable ‘to the’ need for intensive teacher

training as a result of new developments in the fie1d.

Measuring the Outcomes of Individual Activities

To evaluate the effect of individual activities ‘such as workshops, a study
group, or a university courée. curriculw specialists must base their judgment

. on observed_‘behavior. This technique is superior to an opigion survey or individual .

L]
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*"f717\\_ e %han‘cbn irﬂ qha( leaders of indivfdnal activities should know 1f theyf apply
(.- oo *:-.' a ' ':. b ’ 7 "/‘ N g

1§&;::ﬁif their powera of obsergatidn..' ggt a true evaluation of an inservice activity
W ,"(* .

. ;;?%?uldi spegialiau.must baae evaluation on l) an actual observation of
YL whether the partitfppnt 8 behavior has been altered as a reault of the activity -
;’;f?uilfjand 2) the eﬁé;@& that change of Lehavior has had on the participant 8 stu&ents.
. v J‘One of fhe best techniques for securing desired information is the anecdotal

. record. - 1

Measuring Change in.the Behavior of Participants
One can evaluate the effect of an inservice activit as positive when'teachers
put into classroom or laboratory practice those new conc tsiand skills acquired
as a result of their participation. Foraéxample, folldwing a workshop designed .
. to train and encourage teachers-to use audioﬁisaal equipment to‘tetter advantage,
requests to the imstructional @ateriala center for filﬁs, filmstrips, and slides
tend to increase,markediy. ‘Though the number and frequency of requests may vary

among participating teachers, any marked increase proves that the goal of the

_________a:t101ty was partially-achieved.

Measuring Effectiveness in the Claasroom or Laboratd??
One can evaluate more fully the effectiveness of an activity by determining
whether or not 1earning has been facilitated. Increased use of instructional
‘materials by a teacher is, of itself, no guarantee ‘that learming has'taken place -
or that the pupils have changed their behavior. Ccnclusions should be based oa-
‘classroom use of materials and evidence of student growth and‘le;rnipg.as well d48 °
suc;'factors as how appropriate the material is to the conteat %eing taught:}the'
level anc int reat of the pupils, and whether or not the activtty has resulted

in teaching skills improvement. o ‘ o .
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,.' Morale 'Is Inpottant
. Morale, a ainpie word but difficult to explain, 18 certainly .related to
mtiv_atien'. It can be defined as the will to do or the desire to achieve bigger
md better thinés, to be important, t:: gre‘v. Certainly no person is highly

motivated .who does not also have a high 1eve1 of morale. Morale 18 not an end
RE
in itself, -but: a means of obtaining better re8u1ts_. It gtows out of the 1ntang:lb1e
& .
climate or envitomnent 1n whiéh people work. In a school system, noule is the

feeling of well-being that induces all people to pull together to 1mprove educa-

v

tional opportunities for students. .

If extraneous citcumtmceg do not cloud the atmosphere, morale 1a"g'enerally
/ ' high in a school system that ptovides. 1) good working condikiona under good

T adm:lnisttators, 2) good salary, and 3) good opportunities for professional growth

3
- >

/'-. .-

" ' g and ‘advancement. Lo

-

~ Morale 1s.even more difficult to measure. than to define', but an astute

currictilihh specialist can easily detect evidence of its proe‘aenCe.' 1f petsonnei

.

take ptide in their achievements, they are stimulated to seatch actively and

open-mindedly fot ,ways tomheit performance. If they do notg;%hv

, enthueiasm and concem fo pils ¥n the community they serve, then certainly
~ .
. ,,vmotale is at a very law ebb. When evaluatging 1naervice activities and experiences

-

‘fot-their contt:lbution to high mqrale, 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 possii:le?.

3. Does the group feel free to ask for aesistance? | 2\
« . 4. Does the group feel encouraged toward tealiz%mg its full potential?
‘_ 5. Are channels of communication established so that ideas can flow

freely to the center of'vcoﬂtrol, and from it to e%ery group and
t ,

-

Q ‘ ' - 75 ,"‘ - » ) - '
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individual? | ‘. | B

6. Are both fommal and informal communication duly recognized? =

€]

7. Are the policies andhprocedures tnat serve as a framework for the
operation of the schools'comprising the systemS. readily available
to the total staff?. ’ ‘ |

8. Are several means established for two-way communication regarding
interpretation and need for cnange of existing policies and ‘procedures?

5" ' If the answer 1is "yes" in each case, then the inservice program is playing

a major role in contributing to high morale and professional commitment and
. — ,j{%fdevelopment of the school staff. Imaroving'teacher'effectiveness in the class-
room 18 the major goa1 of staff development programs and the major concern of

,'57{ P .

" ‘all school systems regardless of size. ealth, HT _structure.

+

!

/'/ - . v {
The elemquntg of staff developmen' ‘rgfrpms discussed are applicable to all

~ 8chool systems even if needs are confined torsmaller numbers and there is less

variation among professional personnei. <:——"

. ' ' 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 :

1

dependent upon the school system and the exact responsibilities relegated by the

7 - . ‘
immediate supervisor. Administrators who do not have the insight to develop .

programs of staff deVelopment must be encouraged by the curriculum 8pecialist

o,
to do so. 1 th nal-analysis, it is the curri specialist who h a
n the f1 alysis, | u ?ﬁg'.p. P vho hasg, zg:
well organized, written program based upon a sound rationale, and- concrete

¢

- ‘ ‘ A Y
facts and figures, who is able to inspire the administrator to promote and to

develop staff development programs for vocational ‘education personnel.
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