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uisites To complete this module, you need to have identified
a need for alternative approaches to local adminis-
trator education, and possess a desire to improve
the preparation of vocational admiAstrators within
your state.



This ersonne Development for Local Administrators of Vocational
Education training program is sponsored by The National Center for
Research it Vocational Education in cooperation with the U.S.
Office of Education under the provisions of EPDA Part F, Section
553, and The Ohio State Board for Vocational Education.

The work reported herein was performed pursuant to a grant from
the U.S. Office of Education, Department of.Health, Education
and Welfare. However, the opinions expressed herein do not neces-
sarily reflect the position or policy of the U.S. Office of Edu-
cation, and no official endorsement by the U.S. Office of Educa-
tion should be inferred.



INTRODUCTION

The need for effective personnel development pro dram
training local administrators of vocational education is greater
than ever. In many states the supply of competent persons is not
adequate to meet current demands. In all states effective admin-
istrator inservice programs are needed to keep current adminis-
trators abreast of the changing and increased program planning,
evaluation, and accountability responsibilities thrust upon them
by recent state and federal legislation.

While some excellent leadership development programs already
exist, more are needed and most of the existing programs can be
improved. The unique needs of local secondary and post-secondary
administrators of vocational education requires training programs,
strategies, and materials that are considerably different than
those commonly used to prepare teachers and other educational
personnel.

Because of the challenges facing those of you who are respon-
sible for planning and /or conducting administrator education pro-
grams, it is most appropriate that we in this workshop: (1) study
the implications of the latest administrator research findings,
(2) discuss the most promising alternative delivery strategies
available, (3) review recently developed instructional materials,
and (4) present the basic concepts and principles underlying the
competency-based approach to administrator education (CHAE).
Recent developments in each of these areas have strong implica-
tions and great potential for improving the effectiveness of both
new and existing administrator education programs. Hence, in this
national workshop, we hope to help prepare you for the many chal-
lenges you face by carefully addressing each of those topics in
depth. To help us with this task, we have prepared a top-notch
cadre of consultants.

This module, which will serve to provide structure for the
workshop, has been designed specifically to demonstrate certain
principles of competency-based education. The module addresses,
through a variety of individual, small-group, and large-group
experiences, many of the competencies you will need to effectively
carry out your role and responsibilities as a vocational adminis-
trator educator.
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Module Structure and Use

This module contains an introduction and six sequen-
tial learning experiences. Overviews, which precede
each learning experience except the final one, provide
at a glance brief descriptions of what each learning
experience entails.

Two types of objectives form the basis of the learning
experiences: a terminal objective and enabling objec-
tives. The enabling objectives arcs designed to help
you achieve the terminal objective. Each learning
experience has activities to help you accomplish the
objective, and by use of the feedback devices provided,
you should be able to determine if you have reached
each objective.

The first five learning experiences are designed to
provide you with the needed background information,
and to give you opportunities to apply that informa-
tion in practice situations. The final learning
experience is designed to allow you to use the
competency-based approach for improving the prepara
tion of local administrators of vocational education.

CRjtiv This module includes six objectives:

Terminal Objective: Within your own state and insti-
tutfon; use the competency-based approach for improving
the preparation of local administrators of vocational
education (Learning Experience VI).

Enabling Objectives:

1. After a presentation on the concepts and rationale
underlying the CBAE approach to administrator edu-
cation, critique one administrator's opinion of
CBAE as described in a case study (Learning Experi
ence 2").

2 Given information on the latest administrator
research findings, identify the implications and
applications of these findings to the development
of CBAE programs (Learning Experience ri).

3. Given presentations on alternative delivery strate-
gies available for implementing CBAE, identify the
key features of three major approaches and their
implications for improving administrator training
in your state (Learning Experience III).



Given presentations on existing CBAE materials
and other relevant instructional materials,
demonstrate knowledge of the format, character-
istics, and use of selected CI3AE materials
(.earning Experience IV) .

Given the inputs of the workshop consultants and
the realities of your own institutional setting,
develop a plan of action for utilizing the latest
research findings, best delivery strategies, and
highest quality instructional materials to improve
vocational administrator training in your state
(Learning Experience V).

A list of the outside resources which supplement those
contained within the module follows. Check with your
resource person CO to determine the availability and
the location of these resources, (2) to locate addi-
tional references, and (3) to get assistance in
setting up activities with peers. Your resource per-
son should also be contacted if you have any diffi-
culty with directions, or in assessing your progress
at any time.

LEARNING EXPERIENCE I

Required

Peers to discuss critiques of the case study.

Resource person to guide your discussion of the
case study critiques.

LEARNING EXPERIENCE II

Required

Administrator research studies to review.

Peers with whom to discuss the implications of
these studies.

R ource person to guide the discussion.

Optional

Reference, Norton, The Identification and
National Verification of Competencies Important
to Secondar and Post- Seconda,r A.ministrators

Vocat on E ca
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LEARNING EXPERIENCE III

Required

p to discuss the various delivery strtt
pies presented.

Consultants to lead and participate in the
discussion.

Resource person to evaluate your competency in
identifying the key feature of three major
delivery strategies.

LEARNING EXPERIENCE IV

Required

Resource person to "walk-you-through" a module.

A CBAE module to review.

Sample CBAE instructional materials to review
and critique.

Slide/tape, "The Role of the Resource Person
Using The Center's PETE Materials," Columbus,
Ohio: The Center for Vocational Education,
The Ohio State University, 1976.

LEARNING EXPERIENCE V

Required

Peers from your state team with whom to complete
planning activities.

Resource person to review and evaluate your
plans of action.

Miscellanea such as workshop Final Evaluation,
expense forms, etc.

LEARNING EXPERIENCE VI

Required

0 An actual administrator education institution/
agency in which you can use the competency-based
approach for improving the preparation of local
administrators of vocational education.
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Tirmi Optional Activity or _e
em which is notrequ-

supplement and enrich
experience.

tional Feedback...refers to an
red, but which is designed to
he required items in a learning

Peers...refers to fellow workshop participants who
are used to participate in seminar-type discussions
and planning sessions. Workshop participants will be
divided into groups for many activities. For site
planning activities, participants will divide into
groups by state.

Resource Person. refers to the workshop staff members
and cOnsultants. Each group will be assigned a Center
staff member as a resource person, but all The Center
workshop staff will be available throughout the work-
shop as resource persons.
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Learning Experience I

OVERVIEW
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CASE STUDY

t lilt Mom, A protovior or vocational education administra-
tion Felten Seat° University, was attending the annual. AVA
Convt,ut t n. As part of the proceedings later in the week, there
were to be several presentations on CBAE. On the first evening
of -ereneo, Jim became involved in an informal discussion
With some fellow administrator educators. At first, they were
discussing general matters, but eventually, someone brought up
the subject of CBAE. Jim had read a number of articles on the
subject and, since no one seemed to have a clear idea of what
CBAL entailed, Jim volunteered the following synopsis of the CBAE
movement:

"Most people agree that CBAE and "field-based" programs are
synonymous; both are administrator education programs that are
developed based on identified administrator competencies. There
are a lot of validated competency lists available, most of which
specify the knowledge, and attitudes an administrator
should have to be a successful administrator. An institution
like ours can choose the competencies they consider important and
develop a program around these competencies. CBAE programs do
not structure programs via courses or formal workshops or leader-
ship development seminars; rather, preservice and inservice admin-
istrators pursue individual goals independently using competency-
based instructional packages called modules. A wide variety of
high quality competency-based instructional materials is avail-
able for use with preservice and inservice administrators.
Because these administrators are exposed to, and involved in,
experiences related to actual administrative competencies, CBAE
ensures that when they pass all the written exams coverinc those

9
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mattor, many of our inmervice leadershtp development prouramIA
used to prepatt. administrators who understood theory, but didn't
hay(' );pecitic ;kill:;. With CUAE, administrators are prepared in
Hkills only and lack the needed theory and affective preparation.
I mean, IL' a Ho d idea and all, but too cut and dried.
You can tra in 1 prugrommors that w ,y, but net adminis-
trators!"

Meet with the other members of your peer group and
with your resource person, and discuss the case
study and the critiques each of you prepared. Your
resource person has a list of model answers and
will use these to help guide the discussion.
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For information on the need for CBAE, the characteris-
tics of competency-based programs, and existing CBAE
orograms and materials, you may wish to read the fol-
lowing information sheet:

COMPETENCY-BASED ADMINISTRATOR EDUCATION

PROGRAMS AND MATERIALS*

This paper on "Competency-Based Vocational Administrator
Education (CBVAE) Programs and Materials," addresses three major
questions:

1. Why CBVAE?
2. What CBVAE programs already exist?
3. What CBVAE materials already exist?

Before tackling the first question, by way of introduction
let me say that the need for strong and competent administrators
of vocational education has long been recognized. The rapid
expansion of vocational education programs and increased student
enrollments have resulted in a need for increasing numbers of
well trained administrators at both the secondary and post-
secondary levels. preservice and inservice administrators need
to be competent in the complex and sometimes unique skills
required to successfully manage vocational programs.

The effective training of local administrators in most
states has been hampered by at least four major problems:

1. the complex and unique skills required to successfully
direct vocational programs
the limited knowledge of what competencies are currently
needed by local administrators of vocational education

3. the limited availability of high quality competency-based
instructional materials for use in the preservice and
inservice preparation of vocational administrators

4. the limited training opportunities available for the pre-
service and inservice preparation of secondary and post-
secondary vocational administrators in most states

The scope of this paper will be limited to the competency-
based training programs and materials availability problems.

*Adapted from Robert E. Norton, "Competency-Based Administrator
Education Programs and Materials," paper prepared for NAITTE
and industrial Education Division, American Vocational Associa-
tion, Atlantic City, New Jersey, December 6, 1977.
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Why Competency -Based Vocational Administrator Education?

Before addressing the status of competency-based education
programs for training local administrators, it seems logical to
review briefly why we should be considering the competency-based
or performance-based approach to administrator education as
opposed to the more t-aditional educational administration
courses, workshops, seminars, etc.

Let's for a moment consider the basic requirements of any
successful program for preparing local administrators of voca-
tional education. In a 1972 report of a competency-based model
graduate program in occupational education administration, Ramp
and Anderson identified five basic requirements as follows:

it must prepare graduates who can perform at a
satisfactory level. Therefore, the program must be
designed to meet competency requirements rather than
credit requirements.
Second, the program content must be derived from those
competencies which have been identified as essential
for satisfactory job performance by practicing occupa-
tional education administrators.
Third, the program must have flexibility which will
provide for the individual differences of those who
enter the program. This flexibility must provide recog-
nition of essential competencies developed prior to
entering the program. Furthermore, a flexible program
should accommodate the varying rates at which people
learn to perform a given task.
Fourth, the program must provide for an interdisciplin-
ary approach; one that would cut across many disciplines
and vocational areas.
Fifth, the program must be designed to prepare adminis-
trators to meet the state's certification standards.

First

Given these administrator education program requirements,
let us now consider the characteristics of any well developed
competency-based education prog-am, regardless of the target
audience or the subject matter involved. There are five essen-
tial elements that serve to distinguish competency-baSed educa-
tion programs from traditional or contemporary programs. These
elements are:

Competencies to be achieved are carefully identified,
verified, and made public in advance.

Criteria to be used in assessing achievement and the con-
ditions under which achievement will be assessed, are
explicitly stated and made public in advance.

Assessment of competency takes the students' knowledge
into account but depends upon actual performance as the
primary source of evidence.

1±
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The instructional program provides for the individual
development and evaluation of each of the competencies
specified.

Students progress through the instructional program at
their own rate by demonstrating the attainment of speci
fied competencies.

In addition to the essential elements, one also commonly
finds several additional elements that might best be labeled
"desirable characteristics" associated with most competency-based
programs. The desirable characteristics may include any or all
of the following elements:

Instruction is individualized to the maximum extent possible.

Learning experiences are guided by immediate feedback.

Emphasis is on meeting exit requirements.

Instruction is individually paced rather than time-based.

Instruction is to a considerable extent field-centered.

Instruction is often modularized and uses materials with
both required and optional learning activities--to achieve
flexibility and provide for various learning styles.

The program as a whole is carefully planned and systematic.

If the obvious match between the essential elements and
desirable characteristics of competency-based education programs
and the requirements of administrator education programs as
outlined by Ramp and Anderson isn't reason enough to answer "why
competency-based education for administrators," we might consider
three additional points. First, competency-based teacher educa-
tion (or PBTE or CBT'E) for teachers has met with great success in
nearly all of the institutions in which it has been tried. The
number of PETE programs in both general education and vocational
education is increasing rapidly each year according to data
released in a recent AACTE report. If competency-based education
works so well for teachers, is there any reason to believe it
won't work for administrators?

Second, competency-based education is spreading like wild-
fire at the secondary and post-secondary levels of vocational
education. Many schools and post-secondary institutions have
either implemented the competency-based approach or are in the
process of doing so. Again, the target audience and the subject
matter is different, but the approach is the same and success
seems to be the result.

13
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Third, we should consider the success achieved by the
competency-based administrator education programs that have
already been implemented. In Illinois, two institutions coop-
erated in the development of a model competency-ased program
during 1971-72. Southern Illinois University at Carb7)ndale has
completed four years of successful operation and is now into
its fifth year. Illinois State University began operating its
competency-based administrator education program in 1973-74 and
has continued it. During 1976-77, Northern Illinois University
initiated a similar competency-based administrator education pro-
gram with emphasis on the training of women and minority persons
for vocational administration.

What Com etenc -Based Vocational Administrator Education Programs
Already Exist?

In our comprehensive search to identify such programs, we
were able to identify only the three programs just mentioned-
namely, Southern Illinois University, Illinois State University,
and Northern Illinois University. The selective bibliography
which is Attachment C of this paper contains bibliographic cita-
tions of each of these three programs.

The major features of these operating competency-based
administrator education programs are briefly outlined below.

The Southern Illinois University at Carbondale Pro ram.--This
p- g- now in its fifth year of operation,- is directed
by Wayne Ramp of the Department of Vocational Education Studies
and James C. Parker of the Department of Education Leadership.
In his Phase IV report of the project, Ramp concludes that the pro-
gram. has met with such success that he hopes that the end of his
project "will mark the beginning of a period where competency-
based programs become the standard route to positions of leader-
ship in occupational education."

The basis for the program is the 159 competencies judged to
comprise the occupational education administrator's role in the
joint Ramp and Anderson study completed in 1972. Eight students
were enrolled in the first program in 1973, forty-one students
completed the program between 1973 and 1976, and more than two-
thirds of these persons hold administrative positions.

Students engage in at least three distinct types of learning
activities:

1. Each serves two hours per day for one academic year as a
supervised intern in the school where he/she is employed.

2. Each completes the course work required to meet Illinois
certification standards.

3. Each engages in enrichment activities such as weekend
seminars, professional meetings, and serving on evalua-
tion teams.



Affective and cognitive sample performance indicators have
been written for each of the 159 competencies to help in the
assessment process.

Each internship experience involves the cooperative efforts
of a local administrator, an occupational education administrator
intern, and a supervising university professor. Daily supervision
is provided by the cooperating administrator who also arranges for
the intern's development of performance proficiency in the agreed
upon competencies. The university professor provides classroom
instruction and coordination. Each intern is given a portfolio
which outlines the performances and experiences to be obtained and
provides space for the administrator and intern to record the
experiences completed. Although some curriculum materials were
developed during 1974, their nature or use in the program is not
clear.

The Illinois State Universit at Normal Pro --This pro-
gram, which is now in its fourth year of operation, is directed
by Charles Edwards and C. P. Harding of the Department of Educa-
tional Administration, with assistance from Franzie Loepp of the
Industrial Technology Department.

The basis for the program is the same 159 (157 according to
report) competencies used by Southern Illinois University and
identified by the joint Ramp and Anderson project. Seventeen stu-
dents were enrolled in the program during its first year of opera-
tion (1973-74). The authors of the 1974 report state that "all
of those associated with the project seem to agree that ABC
(Administration by Competency) at Illinois State University has
been a success."

A unique aspect of this Illinois program is that 35 ins
tional packages were developed to help deliver upon the iden
fied competencies.

ruc

The program uses four alternative means for participants to
demonstrate and/or obtain competency:

1. One means is to test out by means of a pretest if a stu-
dent feels he or she has the competency before entering
the program.

2 A method of obtaining needed competencies is to enroll
in a class along with others who need the same compe-
tency.

3. A second delivery system is to obtain the competency
needed through internship.

4. A third delivery system is that of individualized study.

The advisor and the student choose the mode of delive y, and
no one mode is considered more acceptable than the other.

The Northern Illinois Universit at DeKaib Pro- am.--This
program, __ich began in 6-1 is directe y Fre erick Frank
and Conard White, both of the Department of Educational Adminis-
tration and Services.

1



The basis for the program was the same 159 competencies as
identified earlier in the Ramp and Anderson project. Fifteen
students, all women and/or minorities, were enrolled in the "new
opportunities in vocational education program."

The three fundamental goals of the project were:

1. to upgrade the professional skills of the participants
in the areas of vocational education, educational admin-
istration and supervision, and subject matter speciali-
zation

2. to "open the eyes" of the participants in regard to the
world of vocational educationrand administrative roles

3. to develop a self-awareness and actualization toward
future roles in a traditionally white middle class, male
environment of the educational administrator

Delivery strategies used in the new opportunities program
included: graduate level courses at the university, on-site
visitations and evaluation of area occupational education pro-
grams, field trips to meet and confer with practicing adminis-
trators, and participation in university and state sponsored pro-
fessional development workshops.

The question of "why so few competency-based administrator
education programs," might logically be asked at this point. In

my opinion, there are two reasons for the small number. First,

there has been only very limited dissemination of information
about how and why competency-based administrator education pro
grams can and should be established. We hope to start correcting
this lack of information situation by conducting the national EPDA
sponsored "Personnel Development for Local Administrators of Voca-
tional Education" training program at The Center next month. The

central theme of that national training program will be the
competency7based approach to administrator preparation. The
second, and perhaps the major, reason that few competency-based
administrator education programs have been established, is that
there has been a dearth of needed, high quality, competency-based
instructional materials. This situation, too, hopefully is now
in the process of being remedied.

What Com etenc eased Administration Materials Alread Ex's

In 1975, as part of a USOE, Part C research project, we made
an extensive search for competency-based curricular materials
suitable for administrator education. Our search proved almost
futile. The only materials located were the 35 ABC Instructional
Packages that came out of the 1974 Illinois State University proj-

ect previously mentioned. While helpful, they are not basically
self-contained and do require a considerable number of tapes and
other media not generally available. Fortunately, in the last
year or so, competency-based materials for vocational administra-
tors from several USOE and state sponsored projects have begun to

appear.
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Before mentioning them, let me issue a word of caution to
anyone who might be quick to order whatever is available. As hap-
pened with career education, performance-based teacher education,
and other educational efforts, several kinds of modules and other
Materials for administrators have begun to appear. When reviewing
materials for consideration for purchase, I would urge that you
evaluate the materials considering each of the eight areas listed
on Attachment A, Administrator Training Material Criteria. Fur-
ther, if you want to evaluate individual modules or instructional
packages in depth, I recommend your use of Attachment B, Module
Quality Review Checklist. The word "module" means many different
things to different people, so one needs to carefully define or
describe what one is talking about when referring to a competency-
based module. We at The Center have defined a module as a basically
self-contained learning package which contains all of the learning
material and activities essential to achieving a specified terminal
performance objective. The module always contains cognitive infor-
mation, practice and application activities, and feedback devices,
and calls for demonstration of competency in an actual administra-
tive situation.

with that type of definition in mind, let's consider briefly
what is currently available. More details and documentation of
each of the sources to be mentioned are contained in Attachment C,
Selective Bibliography of Competency-Based Administrator Programs
and Materials.

Edwards, Harding, and Loepp. ABC Instructional Packages.
There are 35 instructional packages organized into the
following five areas: general administration, program
planning, personnel, public relations, and student services.
While these materials do not meet the module definition
offered earlier (in that they are not basically self-
contained, nor do they require demonstration of competency
in an actual situation), they are useful guides for adminis-
trator educators who wish to begin the implementation of
a competency-based program.

Finch, Curtis R. et al. Com eten -Based Administrator Edu-
cation Materials. This series of six modu_es has been
deVeloped and field tested especially for local administra-
tors in Virginia, but should also be useful to administrator
educators in other states. They are basically self-contained,
follow a tested format similar to The Center's PBTE modules,
and utilize a resource person to facilitate learning and
assess performance of trainees toward achieving objectives.
A user's guide and the following six modules are available:

Motivating Vocational Education Personnel to Their Opti-
mum Growth Potential

implementing Competency-Based instruction in Vocational
Education

Planning Vocational Education Programs for the Dis-
advantaged and Handicapped

Formulating Goals and Objectives for Vocational Education
Programs



Organizing and Conducting Staff Development Activities
for Vocational Teachers

Preparing Local Plans for Administering Vocational Educa-
tion

Meehan, Merrill. Develo in Short- and Lon -Ra e Vocational
Education Administrative P ans. According to the developer,
this is a self Instructional and self-contained module. It
was pilot tested in a university graduate class.

Norton, Robert E. et al. gt2mg12LIEIiiimedy2spnal Educa-
tion Administrator ModUle Series. These competency -based

.

materials are organized in a modular form similar to The
Center's PETE modules. The modules are primarily self-
contained learning packages that focus on one or more compe-
tencies identified and verified nationally (Norton, 1977) as
being important to local secondary and post-secondary admin-
istrators of vocational education. A resource person is
required to facilitate the learning process and to evaluate
the performance of the administrator trainee as he/she demon-
strates the competency in an actual administrative situation.
The materials have been field tested in three states (Ohio,
Tennessee, and Utah) in a variety of situations including
an extern program, intern program, graduate courses, and a
special administrator inservice project. A user's guide and
the following six modules are available:

Organize and Work with a Local Vocational Education Advi-
sory Council

Supervise Vocational Education Personne]
Appraise the Personnel Development Needs of Vocational

Teachers
Establish a Student Placement Service and Coordinate
Follow-up Studies

Develop Local Plans for Vocational Education: Part
Develop Local Plans for Vocational Education: Part II

Six other sets of related materials are briefly mentioned in

Part B of the bibliography contained in Attachment C. While none
of these materials has been specifically designed for the training
of local administrators, they should be considered, at least in
the interim

improve
more specific materials are available, by per-

sons establishing or wishing to mprove a competency-based admin-
istrator program.

Finally, The Center also expects to develop additional mate-
rials in this area to further address the additional competencies
identified and verified in our recent national study. We hope to
complete this development and field testing effort through a coop-
erative consortium of interested states. By working together, a
comprehensive package of high quality materials for administrator
training can and should be developed as quickly as possible.
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Attachment A

ADMINISTRATOR TRAINING MATERIALS CRITERIA

PUBLICATION DATA:

Author
Title of document
Series
Publisher
Date and place of publication

II. DESCRIPTION:

Type of document (module, book,
Size and number of pages
Duplication and appearance
Price

III. TOPICS OR COMPETENCIES COVERED:

Specific competencies
Topics or subjects
Depth and completeness of coverage

IV. TARGET GROUP(S):

Trainer or trainee
Level
Goals of instruction

V BASIS OF COMPETENCY IDENTIFICATION:

Research method
Other procedures

VI. DEVELOPMENT AND TESTING:

Developers
Testing procedures
Revision procedures

VII. INSTRUCTIONAL APPROACH:

Degree of individualization
Self-containment
Structure of material
Assessment procedures
Role of resource person /trainer

VIII. SUPPORT MEDIA AND MATERIALS:

Instructional media
Additional instructional materials
Implementation materials
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MODULE TITLE:

MODULE QUALITY REVIEW CHECKLIST

MODULE NO.: REVIEWED BY:

New terminology in the introduction or information sheets.

2. The terminology is consistent throughout.

The internal directions are simply and clearly stated, and complete .

4. The performance objectives are stated in observable terms.

5. The procedures decribe the options availible to the learner in completing the module.

6. The activities clarify what the performance is, how to do it, and why it is necessary.

7. The language is lively and interesting; not mechanical or pedantic.

S. The language is geared to the level of an average reader in the target audience

Learning Experiences

Learning experiences are sequenced Iogically.

Learning experiences do not overlap.

3. Learning experiences Ind directly to competency in the performance objecti

4. All required readings contribute directly to attaining the objectives.

5. All required activities contribute directly to attaining the objectives.

B. When an activity may be difficult to implement, alternate ways of completing the ectivi

7. Optional learning activities are provided to give depth, variety, end flexibility to the learning experiences.

A range of activities is provided to accommodate students of different abilities, needs, and interests.

A rangs of activities is provided to allow for both individual and group work.

10. Rola playing activities include role descriptions and situations to guide anyone playing a role outside
his/her own from of reference.

11. The learning activities are varied and interesting, with a minimum of repetition from one learning
experience to another.

12. Feedback is provided at the end of every learning experience.

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

1. The module is self contained, if at all ibla.

2. t Information sheets contain up.to-clate and accurate information.

3. Information sheets Cr. concrete end tangible; not vague generalities or lists of criteria; they tell "he
to do it."

Information sheets are relevant I education with examples drown from various service
area of vocational education.

5. Selected wages of outside resources are aid as enrichment and/or reinforcement activities.

5. Outside resources are not more than 10 years old (unless they are of exceptional value).

7, Readings (information sheets and outside referencei) are comp_ lete in that they provide the Isar
with all information needed to complete the module.

B. Outside references are standard enough that they should be readily available to any module user.

Self -Checks, Model A -hints

Self checks era thought provoking and require application of nfo not rote responses.

Self-checks comprehensively reflect the information provided in the learning experience.
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not obvious; they require an understanding of knowledge important to achieving

4. are provided to reinforce learning and clarify cone

5. Checklists and assessment forms are stated in observable, performance terms.

N, Checklists Include all the criteria necessary for successful performance.

7. Checklists actually isms the learner's orogen toward the objective.

8. Checklists are of reasonable length and complexity, with no more than 25 -30 items,

Alternatives to peer evaluation are provided for those learners who cannot arrange to work with peer

10. Each feedback device includes a stated level of performance.

11, Evaluations provide for recycling if the level of performance is not met.

Media

The media is applicable to all vocational service areas.

2. The media illustrates, clarifiers, reinforces, or extends the concepts introduced in the module: it doesn't
simply repast them.

The media is realistic, i.e., the teacher, students, and real school setting are believable,

4. The length of the media is reasonable (10 to 20 minutes).

The midis is interesting visually/aurally.

6, The media is clear visually/aurally

if the media includes an exemplary instructor, the in rOctor
e. releteti will with students.
b, uses student feedback.
c. uses media or teaching aids where appropriate.
d. presents information geared to the needs of the students.
a. teaches on the bolls of up-to-date learning theory,

S. The media is free from racial and sex bias.

The media 4 lively and action -oriented.

10, The information is presented in a logical sequence,

Overall

The module delivers on the objectives

2. The module meets format specifications.

3. The module is internally consistent (objectives, activities feedback devices, etc. do not contradict
each other, directly or indirectly)

4. No learning experience other than the final learning experience requires rformance in an actual
edictal situation,

5. Opportunity is provided for practicing any performance which must be executed in the real world.

O. The final learning experience requires performance in an actual school situation.

7. The learning experiences are realistic; i.e,, they do not require en unreasonable amount of prior knowl-
edge or of time on the part of the learner.

Implementation of the module is feasible and practical; i.e., it does not require an unreasonable amount
of the resource person's time,

9. Learning activities, information sheets, case studies, resources, etc. provide equitable representation
of the various service areas in vocational education.

10. An introductory statement is provided which motivates the student by explaining why the comPeteney
is needed, not simply what the competency consists of .

11. An introductory statement is provided which places the module in a frame of reference with other
modules in the category, and with the broad theory of vocational education.

12. All necessary or desirable prerequisite competencies are listed_
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Attachment C

SELECTIVE BIBLIOGRAPHY OF COMPETENCY-BASED
ADMINISTRATOR PROGRAMS AND MATERIALS

Part A: Materials and Programs Specifically Designed
for Vocational Education Administrators

Edwards, Charles W. et al. Administration b C etenc Final
Rte. Normal, IL: Illinois State University, Department df
Educational Administration, 1974. (ED 120 422; CE 006 658)

The report describes a model competency-based, graduate
level, administrator education project designed to produce
career education leaders at all educational levels whose
expertise is based on competencies earned rather than on
hours spent in a classroom.. The first chapter of the
report identifies four means of securing competency (prior
experience, internships, individualized study, and comple-
mentary learning experiences) and five competency areas
(general administration, program planning, personnel, pub-
lic relations, and student services). In addition, it dis-
cusses the instructional packages developed for each compe-
tency. Chapter 2 presents biographical information on the
17 program participants and the various staff members who
took part in the project. Chapter 3 discusses objectives,
the internship in educational administration, and the
independent study and individualized instruction options.
Project conclusions are discussed in Chapter 4. Nearly
two-thirds of the document consists of instructional mate-
rials utilized in the

in
Ramp Anderson items out-

lining areas covered n the instructional packages (general
administrative, program planning, personnel, public rela-
tions, and student services) and sample Administration by
Competency (ABC) instructional packages covering these
competency areas. Also appended are an intern log form,
internship checklist, and other program-related materials.
(JR) Abstracted by ERIC.

Edwards, Charles; C. P. Harding, and Frannie Loepp. ABC--Instruc-
tional Pa ka es--A Model Com-etenc -Eased -am for Pre are-
tion of Adz' Occu -lona' Career Education pro - rams.
Normal, IL: Illinois State University, Department Educational
Administration, 1974.

This effort resulted in the development of 35 instructional
packages designed to be used in the preparation of occupa-
tional/career education administrators. Each of the packages
contains a rationale, a competency statement, instructional
objectives, a pre-assessment, a listing of possible learning
activities, and a proficiency test. The authors report that
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the packages can be used individually in workshops, as inser-
vice programs, in classroom situations, or they may be used
together in a program leading to a degree or administrative
certification. Regardless of their use, the authors recom-
mend constantevaluation, refinement, and revision to ensure
they remain significant and relevant.

Finch, Curtis R. et al. C etenc -BasedAdministratbr Education
Materials. Blacksburg, VA: Virginia Po ytechnio Institute And
Stite University, Division of Vocational and Technical Education,
1977.

While this series of six modules is meant to be used for
vocational administrator education, it may be of equal value
as a basis for a graduate program for supervisors. The
self-contained modules include information sheets, self-
evaluation activities, simulation activities, and final
competency assessment forms. A user's guide is available.
The titles of the modules are:

titivating Vocational Education Personnel to Their Opti-
mum Growth Potential

Implementing Competency-Based Instruction in Vocational
Education

Planning Vocational Education Programs for the Dis-
advantaged and Handicapped

Formulating Goals and Objectives for Vocational Educa-
tion Programs

Organizing and Conducting Staff Development Activities
for Vocational Teachers

Preparing Local Plans for Administering Vocational Educa-
tion

Frank, Frederick P. and Conard L. White. attlomEt.2Lig
Vocational Education: Final Report._ DeKalb, IL: Northern
Illinois University, Department of Educational Administration and
Services, 1977.

The main objective of this program was to use and adapt to
local conditions and to project participants' needs the South-
ern Illinois University and Illinois State University devel-
oped competency-based model graduate programs for preparing
occupational education administrators. Fifteen fellows, all
women and/or black persons, were enrolled in the program.
The program which was conducted from July 1976 to June 1977
had three major goals: (1) to upgrade the professional
skills of the participants in vocational education, educa-
tional administration and supervision, and subject matter
specialization; (2) to open the eyes of the participants in
regard to the world of vocational education and the role of
the administrator; (3) to develop self-awareness and actuali-
zation toward future roles in a traditionally white, middle
class, male environment of the educational administrator.
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Meehan, Merrill L. Developing Short- and Long -Range Vocational
Education Administrative Plans. PittsbUrgh-; PA: University of
Pittsburgh, School of EducatiOn, Vocational Education Program,
1977.

According to the developer, this is a self-instructional and
self-contained module. The module contains an overview
sheet, an introduction, pre-assessment, instruction, self-
evaluation, evaluation, feedback, and resources section.

Norton, Robert E. et al. Competenc -Based Vocational Education
Administrator Materials. Columbus, OH: The Center for Voca-
tional Education, The Ohio State University, 1977.

This is an initial series of six basically self - contained,
competency-based instructional modules. They are designed
for use by both preservice and inservice vocational admin-
istrators, and may be equally useful to supervisors of voca-
tional programs. Each module includes performance objec-
tives, information sheets, learning activities, and feedback
devices. The titles of the modules are:

Organize and Work with a Local Vocational Education
Advisory Council

Supervise Vocational Education Personnel
Appraise the Personnel Development Needs of Vocational
Teachers

Establish a Student Placement Service and Coordinate
Follow-up Studies

Develop Local Plans for Vocational Education: Part I
Develop Local Plans for Vocational Education: Part II

Ramp, Wayne S. and Edward Anderson. A Competency-Based Model
Graduate Pro _am in Occu ational Education Adianistration: A
Cooperative Study. Normal and Carbondale, IL: Southern Illinois
University, Department of Occupational Education and Illinois
State University, Department of Industrial Technology, 1972.

This was a joint project between the two universities which
was funded by the Illinois Board of Vocational Education and
Rehabilitation, Division of Vocational-Technical Education.
The major objective of the project was to develop a model
competency-based graduate level program for occupational edu-
cation administrators in Illinois. It resulted in the design
of such a program based on the 158 competencies.

Ramp, Wayne S. and James C. Parker. The Implementation of a Model
Com etenc -Based Graduate Pros ram in Occu a ional Education Ad
istration: A Pilot Program, Carbondale, L: Southern Illinois
University, Department of Occupational Education, 1973. (VT 100 966)

This pilot project sought to implement a model program by
recruiting, training, obtaining certification for, and placing
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eight occupational education administrators. In September
1972, participants were recruited to pursue a graduate level
competency based program designed to accomplish these objec-
tives. Employed teachers were nominated by the superinten-
dent of their respective school districts and eight were
selected and enrolled at Southern Illinois University at
Carbondale. The university provided supervision of the
internships, seminars, and classes. The internship embodied
159 competencies that had been identified and validated in
an earlier study. Participants received graduate credit for
the work, carrying a full course load in the summer session.
At the end of the training period all of the participants
had earned certification and all became employed in leader-
ship positions. (MU) Abstracted by ARM/AIM.

Reuter, George S. et al. Occupational Education Leadership : A
Performance-Based A roach. Fine_ Report. Occupat_ona Education
Aim n strat on Program P ase). Carbondale, IL: Southern Illi-
nois University, Division of Vocational Technical Education, 1974.
(ED 102 318; CE 003 018)

The document comprises a transportable performance-based
model for preparing occupational education leaders/adminis-
trators. Based on a graduate program developed and imple-
mented at Illinois State University at Normal and Southern
Illinois University at Carbondale, the model's taxonomy
consists of several broad performance areas: (1) program plan-
ning and implementation; (2) staff recruitment; (3) personnel
development and management; (4) program operation; (5) pro-
gram management; (6) management of physical facilities, sup-
plies, and equipment; and (7) public relations. Materials
are organized into four sections. Section 1 is an introduc-
tion to the model and sets forth the model's overall frame-
work and structure. Section 2 provides a brief discussion
of some of the rationale, philosophy, and foundations that
support the model, and a bibliography of resources. Section
3 provides samples of activities for all 159 performances
and selected instructional materials for each of the model's
27 performance clusters. The final section is an individual
portfolio assessment system with directions for use. (MW)
Abstracted by ERIC.
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Part B: Materials and Programs Appropriate for Some
Vocational Administrator Education Situations

American Institutes for Research in the Behavioral Sciences.
Vocational Education Curriculum Secialist(VECS). Palo Alto,
CA Amer' can lhat_tutes br Research in the Behavioral Sciences,
1976. (ED 132 376)

This guide introduces a set of curriculum materials designed
to train the potential vocational education curriculum
specialist according to identified competencies in the con-
ceptualization, design, implementation, management, and
evaluation of vocational-technical education curriculums.
The materials consist of 22 modules: six introductory
modules to bring students with minimal preparation in voca-
tional education to readiness for training in a core pro-
gram; 15 core modules which constitute specialization units
in curriculum development, implementation and evaluation;
and one module that contains two seminars and a field experi-
ence unit.

Brooks, Kent et al. Industr Services Leadershi Develo en
Pro-ram. Mississippi State, MS: Mississippi State University,
College of Education, Research and Curriculum Unit for Voca-
tional-Technical Education, 1976.

This program consists of a series of 33 self-paced instruc-
tional modules designed specifically to improve the prepara-
tion of state, area, and local leaders in planning and oper-
ating industry services programs. The modules are designed
to complement the performance-based vocational-technical
teacher education (PBTE) modules produced by The Center for
Vocational Education at The Ohio State University. A format
very similar to the PBTE modules is used for the 33 modules
clustered into 13 areas such as Establishing Contacts and
Relationships, Training Instructors for Industry Services,
and Monitoring Training Programs.

California State University, Fresno. Individualized Competency
Based Common Core Curriculum of Vocational EdliCatioh. Fresno, CA:
CalTiciiaiTale University, 976.

This modular curriculum is intended for use in the prepara-
tion of vocational educators in all service areas. The 29
modules in the series are organized into seven categories:

I introductioh to Vocational Education
II Cooperative Relations

III Vocational Students
IV Administration of Vocational Education
V Curriculum Design for Vocational Education

VI Stages and Structure in Curriculum Development
VII Evaluation and Research
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The Center for Vocational Education, The Ohio State University.
Professional Education Module Series. Athens, GA: Ameri-
can Association or Vocationa Instructional Materials (AAVIM),
1977.

This is a series of 100 performance-based teacher education
(PETE) learning packages focusing upon specific professional
competencies of vocational teachers. The competencies upon
which these modules are based were identified through
research as being important to successful vocational teaching
at both the secondary and post-secondary levels. The modules
are suitable for the preparation of preservice and inservice
teachers in all occupational areas.

Organized into ten instructional categories, totaling approxi-
mately 4200 pages, the modules are basically self-contained,
and each one provides learning experiences that integrate
theory and application. Each module culminates with
criterion-referenced assessment of the teacher's perfor-
mance. A student guide, resource person's guide, and an
implementation guide are available.

While these modules are specifically designed for teachers
there are 11 modules in Category A--Program Planning, Develop-
ment, and Evaluation and 10 modules in Category G--School-
Community Relations which are also appropriate for some
administrators.

Phelps, L. Allen. Competency-Based _InserviceEducation for
Secondar SSchool Personnel Servinecial Needs Students in
Vocational Education. Urbana, IL: University o Illinois,
Department Of VoCA-tional and Technical Education, 1976. 401 pp.
(ED 133 436)

This is a report on the evaluation of a series of seven
competency-based inservice modules designed for use by cur-
rently employed vocational and special educators. The
modules focus on instructional development and on coordina-
tion of services and programming for special needs students
in secondary programs. A description of each of the modules
is included.

Washington State University, College of Education. Curriculum
for a Gradiate Pro# ram to Pre are Vocational EducationCUrribulu
Specialists _VECS_. PU Man, WPt Washingt-on State University,
Ccillege or Education, 1976. (ED 133 563)

This is a series of eight instructional modules that form
a graduate curriculum to prepare specialists in vocational
education curriculum development. The module titles are:
Introductory Module, Developing Curriculum, Needs Assessment,
Curriculum Change, Organizing Instructional Strategies, Pre-
paring Instructional Materials, Preparing Curriculum Evalua-
tion, and Prompting Professional Growth and Staff Development.
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An Installation Guide is available to provide direction for
utilizing the modules (155 pp.). It also contains a listing
of the competencies and performance objectives for each of
the modules. The modules are available for review on ERIC
microfiche.
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Part C: Materials and Pr rams Known to Progre

Colorado State University. Professional
tional Administrators. Fort Co 0

Develonent for Voca-
: Department 0 Voca-

EI3EiTEdGEaTinTorado State University, 1977.

To date seven modules have been developed and tentative
plans call for developing six more. The ilaterials are to be
turned over to the State Department for dissemination. The
seven titles now in process include:

1. Elements of Motivation
2. Human Relations
3. Classroom Observation and Supervision
4. Curriculum ManagementA Systems Approach
5. Communication Systems and Techniques
6. Professional Staff Management and Development
7. Leadership Styles and Development

Each module also has a videotape and slide/tape package
which supplements it.

Funderburk, Kay and Billy Pope. Improving Vocational Adminis-
tration. Richardson, TX: Region 10, EducatiOn Service Center,
SepteMber 1977-February 1979.

This project is designed to improve preservice and inservice
programs for the preparation of vocational administrators in
Texas. Among other objectives the project will: (1) iden-
tify the needs of vocational administrators, (2) develop
inservice materials in modular form to meet these needs, and
(3) develop a training package to increase the management
skills of vocational administrators.
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Actin

Activity

Learning Experience II

OVERVIEW

Given information on the latest administrator
research findings, identify the implications and
applications of these findings to the development
of CBAE programs.

You will be listening to a large-group presentatio
concerning The Center's identification and review
of research studies relating to the preparation of
vocational administrators.

You may wish to read the information sheet, Baker,
The State of the Art of Research in CBAE, pp. 33-
42.

You will be listening to a large-group presentation
concerning The Center's administrator competency
identification and verification research study, and
participating in a question-and-answer session fol-
lowing the presentation.

You may wish to read pp. 1-26 of the report titled
The Identification and National. Verification of
Co Ttant Po
Secondary Administrators df Vocational Education.
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OVERVIEW continued

Activity

Ac vi

You will be reviewing some of the available admin-
istrator competency identification studies.

You will be discussing the implications and appli-
cations of these research studies to the develop-
ment of CBAE programs with the other members of
your group and your resource person.

You will be listening to a large-group presentation
in which the development of your CBAE plan of
action will be introduced and explained, and par-
ticipating in a question - and - answer session follow-
ing the presentation.

3
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Join the other workshop participants for a presenta-
tion in which a resource person will discuss The
Center's identification and review of research
studies on the role, functions, and competencies of
local administrators of vocational education. An
annotated bibliography of relevant research studies,
and a list of all identifiable vocational adminis-
trator studies, will be distributed.

For a general overview of the state-of-the-art of
research in CBAE, including a discussion of the
limited number of CBAE programs and systems available
and the need for "empirical" rather than "intuitive"
identification of the competencies needed by adminis-
trators, you may wish to read the following informa-
tion sheet:

THE STATE OF THE ART OF RESEARCH IN COMPETENCV.BASED
ADMINISTRATOR EDUCATION'

The "state of the art" in CBAE could be best described as
the good, the bad, and the ugly. Your attention will be needed
to discern which from what, when.

The Good

Current practices in CBAE are founded upon sound processes.
Systematic sampling processes have been used to identify specific
functions common to many administrative roles. In one or more
instances, the research has been extended to include follow-up
surveys and investigations into the functional competencies of
the administrators after they have been employed for a period of
years (Reuter, 1974).

The usual approach in developing competency-based adminis-
trator education has been to survey current administrators as to
their roles in vocational administration. A list is then gen-
erated of potential competencies based upon this survey of activ-
ities undertaken by practitioners. These lists are reviewed by
juries containing administrators, researchers, teacher educators,
and other appropriate people. The lists are then edited,

*Adapted from G. E. Baker, "The state of the Art of Research in
Competency -Based Administrator Education," paper presented to
the Joint General Session, NAITTE and T & I Division, American
Vocational Association, Atlantic City, New Jersey, December 6, 1977.
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reviewed, condensed, and categorized into large groupings of
competency elements. Specific lessons or learning materials are
then developed for each of these identified competencies within
the broad groupings.

Thus, the content of the systems developed to date are data
based.

i

They are the essence of the current functions and prac-
tices n the field. The training materials developed in the
projects work very well, and have shown this consistently. The
materials provide two vital functions in training in that they do
identify the competencies, and they do provide a system for con-
sistently developing the needed competencies.

Another strong feature of the research and development imple-
mented to date is that it is not hastily conceived; it is not
recent and it is not without adequate basis for judgment. Inter-
est and formal investigation in the field dates back prior to
1970 and the competencies identified are neither new nor poorly
done (Eriksen, 1977; and Cotrell, Set II, 1972). The delivery
systems for the educational process are modeled primarily in one
pattern. That pattern has been proven, tested, and improved over
the last several years to become a very functional process
(Cotrell, 1972).

The Bad

There are four elements in the "BAD" section. The first
element in this section discusses that phase of the scientific
method concerned with the selection of a best alternative and
testing it against some factor. This implies a range of choices

iwith the most likely choice being tested. The implication could
be that the best CBAE method is taken as the alternative and
tested against the current practice.

The second element in this section relates to problems asso-
ciated with developing valid competencies. Problems do not
relate to the research efforts, but do relate to the wide range
in characteristics of administrators. Literally, it is difficult
to derive valid competencies from dubious sources.

The third addresses the difficulty in using normative data.
Since normative data is based upon processes occurring in the
present, it poses problems when it becomes the basis for compe-
tencies to be used in the future.

The final element is concerned with inconsistent management
information practices. All of the CBAE systems to date must not
only show their clients how to use the information, but how to
derive it. A viable process to derive this information would
advance CBAE programs.
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Alternatives are Limited

An ERIC search was done late in the summer of 1977 using a
matrix of seven descriptors and involving slightly more than
7,000 potential "hits." It yielded only two entries in the field
of competency-based administrator education. Both of these list-
ings were from the state of Illinois and both were a part of a
single program in which each of several phases were guided by
different researchers (Reuter, 1974). The most visible efforts
are in the states of Illinois (Reuter), Minnesota (Erikeen),
Ohio (Norton, 1977), and Virginia (Finch, 1977). To date, the
three viable, visible systems with training materials are Ohio,
Virginia, and Illinois.

The number of alternatives from which to choose is a bit
smaller than overwhelming. Yet there is another factor. The
selection of an alternative implies a choice from among items
differing from one another. This is not actually so for two
reasons.

Most of the CBAE materials in any state are based upon the
methodology and processes established in the PBTE project at
The Ohio State University (Cotrell, Set II, 1972). It is a sound
system and those systems modeled upon it are functioning effec-
tively. However, this means that the "state-of-the-art" in CBAE
is derived from one style and one methodology; choice between
items of great distinction is precluded.

Further, it would be difficult to judge the value of the
best CBAE system against the traditional system simply because
there is no traditional system. In fact, the first phase of all
the CBAE projects involves the identification of functions and
systems to educate for the function. The functions have been
easier to identify than the educational system. However, there
are problems related to the validity of the functions identified.

Role and Function Validity

The identification of functions of vocational administrators
is essential to the education of administrators no matter what
the process. This is difficult in practice for several reasons.
Included are the range in size of local schools, variance in the
type of administrative office responsible for the vocational pro-
gram, personal qualifications of the administrators and the
attitudes of the administrators.

Obviously, if the functions are not valid, neither the
derived competencies nor the educational content is valid. Numer-
ous studies have investigated the role of administrators (Bayne,
1972; Cooper, 1974; Finch, 1977; Harrington, 1973; Meyer, 1971;
Miller, 1972; Norton, 1977; Reuter, 1974; Thomas, 1977). The
remarks here are not directed at these studies, but rather of
what subjects were studied.



Validity derived by normative processes from practitioners
is keyed upon three assumptions: (1) that consistent processes
may be identified; (2) that the individual respondent has met
some valid standard of certification or performance; and (3) that
the competencies identified now are applicable for the future
time when the CBAE product assumes a role and for future evolu-
tion in the field.

Identification.--Studies have been consistent in identifying
specific functrons of vocational administrators (Loudermilk, 1973;
Norton, 1977; Eriksen, 1977). Techniques have been used to iden-
tify needed roles and comparisons were made between needed and
perceived roles (Meyer, Loudermilk, Bayne). These studies uti-
lized acceptable methods and produced consistent results. How-
ever, the data were generated by asking people for opinions. The
competencies were found by asking people about their functions
and tempering the responses with judgments by others. Thus, the
process is founded upon data generated by perceptions and judg-
ment. Both are intuitive rather than empirical systems. For
those who would totally support the intuitive processes, there
are yet memberships available in the Flat Earth Society.

The intuitive processes are not rejected, but they do have
limitations. There is probably no better method--at the present.
Perhaps this is an area in which the "state-of-the-art" could be
empirically advanced.

Standards and Certification.--The identification of compe-
tencies is based upon the res6onses of current practitioners with
the assumption that the practitioner holding the position is com-
petent. This may not be so. The practice of certifying voca-
tial administrators from nonvocational fields is less than rare
(Burkett, 1976). In such cases, the individual may be neither
prepared nor amenable to the concept of vocational education.
Poor regard for vocational education is neither new nor uncommon
for educators (Schaefer, 1962; Rice, 1967; Baker at al., 1975;
Lee, 1976; Albright, 1976) - In fact, the very stanaards for
certification in vocational education administration are set by
the general field (Burkett, 1977). Grandfather clausing and edu-
cational bureaucracy display inertial qualities. Thus, the field
of vocational education is not able to impose compliance upon a
group that its in control of the day-to-day operation of vocational
education.

The lack of consistent certification standards is further
diffused by two other factors. The first is confusion by admin-
istrators as to specific roles. While there is general agreement
on broad functions that should be done, there seems to be some
difference between "should be" and "performed" factors (Eriksen).
The second factor is the scramble for funds and the efforts to
"milk" vocational programs for general monies. These practices
are seldom obvious, but the practice would seem common when
Burkett (1977) observed that powerful educational organizations
seek to change laws to legally divert vocational funds to general
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programs. This emphasis on funding could influence both the con-
cept of "should be" and "performed" competencies.

Another factor relating to the interpretation of the role of
the administrator is the constant flux of legislative action.
New laws, amendments, attempts at legislating the end of social
ills, and so on, all tend to modify the function of the adminis-
trator. Unqualified sampling may be inadequate to identify per-
formance elements. Unfortunately, no truly empirical process is
operational that can identify better programs, competent people,
or specific functions, much less those functions common to the
range of titles, roles, functions, perceptions, and personnel.
Thus, current sampling processes may not be truly "data based,"
although Norton's processes seem the most advanced.

There are many fine and competent individuals who are in
administrative positions, including very competent people from
nonvocational fields. The point is, however, that as a whole,
there may be discrepancies in what should be done and what is
done and that there is no viable process with which either admin-
istrators who manage superior programs or superior programs can
be identified. It is not specifically known what characteristics
and processes are vital. It may not even be possible to do this.

Flexibility for_theFuture.--Like all normative (survey)
data, t1e competent fee identified to date are based upon average
practice. Without the qualities of "good" or "advanced" compe-
tence, the data may also be limited to current averages rather
than advanced processes more capable of future evolution.

Thus, the state of the art is not advanced in terms of the
ability to accurately define administrative roles or to describe
the ideal administrators in terms of knowledge, attitude, or
organizational abilities. Research is needed as to the actual
functions, desirable attitudes, specific educational needs, and
diagnostic processes used to determine these in all of the accept-
able domains of learning. This must then be correlated to those
processes that sustain evolutionary development and predictive
or anticipatory management.

Information Systems

Operational competence, in terms of being accountable, is in
part dependent upon certain types of information with which to
make decisions. Decisions relative to the increase, decrease, or
retention of training programs are dependent upon labor markets,
employment trends, and other such factors.

Information systems concerning these data are more often
less than adequate (Lee, 1976). Most states do not have systems
to provide local schools with such data forcing them to rely upon
their own resources. In actual practice, the local agency may
ignore or falsify such data needs, placing the administration in

a position of operating without information.
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At present, an initial phase of each CRAB program is con-
cerned with the acquisition of this information, thus making
accountability more of a theory than a competency.

The implementation of management information systems would
provide a better data base both for administration practices and
for developing administrative competencies. The base for estab-
lishing information systems is emerging. Several states, notably
Missouri, Illinois, and Oklahoma, are developing programs for
information vital to program evaluations initial applications,
long range planning and other factors.

The implementation of standards, CBAE programs, and account-
ability are in part dependent upon information systems. While all
CBAB systems incorporate the acquisition of such information, the
educational process would be more efficient by utilizing this
data than by deriving it.

Discussion

The intuitive processes form the first phase of investiga-
tions. Theories are but intuitive efforts formalized into appar-
ently workable situations. When proven, they become scientific
law.

We seem to be at the working theory stage with CHAS. To
advance beyond this level, several thrusts will be needed. First,
criteria should be identified to form the transition from intui-
tive identification to proven competence.

Another thrust should be toward the development of superior
systems. Now, it is not known if another system works better--
there doesn't seem to be another system. This does not imply
lack of quality in today's CBAE; it does state a lack of alterna-
tives. To develop alternatives, particularly ones of equal or
better substance, will require effort and funding of considerable
magnitude. To compare and test them will require even more
efforts. This implies a need for synthesis, adoption, adaptation,
and coherence in the field on a national scale. Marginally
funded, individual projects of very similar nature do not extend
the state of the art. They only repeat it.

Part of this situation is due to the funding practices common
to the field. Generally, money is allocated to individual states
and it must be spent regardless of specific needs or potential.
Or, in other situations, proposals are invited by an institution
and one or two are selected. This puts the states in the position
of working without communications between themselves, or in the
situation of inadequately funding replicas of something done by
another major institution.

The field needs some variety. However, before the genera-
tion of endless varieties is undertaken, two or more, but



certainly not a large number, of varieties must be identified and
compared. Specific data as to "in" or "pre" service factors,
specific administrative roles and functions, and other related
factors must be identified.

To this end, the field must develop good programs and make
them known. Functional and tested programs are needed. Communi-
cations and choice are essential to achieve these ends. Funds
formally scheduled for "research" in each state could be used to

ipurchase educational materials developed in other states. The
purchasing states could use these materials and functions as
testing stations. Testing and experimentation in different types
of programs and diagnostic applications, evaluation, and the
training process themselves could provide the field with a means
of rapid and coherent advancement. Literally, experimenting pro-
vides the best way of using the material, providing communications
and coordination are provided. Endless developmental projects
initiated by state and federal bodies must have the vital facet
of coordination in order to advance the state of the art effi-
ciently.

Good research should establish data bases; and these should
identify the problems for further study. Further, good research
should open new avenues of investigation about other alternatives.

What has been done so far fulfills all the requirements of
good research. It has been well done and done in a scholarly and
systematic manner. It has posed solutions to problems and has
advanced the field. it has identified new avenues of investiga-
tion. To date, the state of the art of CBAE by any standard, is

igood. However, to date there ain't much of it.

The Ugly

The opening paragraph of this paper promised a review con-
sisting of the good, the bad, and the ugly. The good and the bad
have been given. The "ugly" is the author of this material. For
an exorbitant fee the author will provide a personal photograph
which may be used to frighten small children or sweet little old
ladies. At no extra charge, a bibliography is included with this
paper. It is not exhaustive, but it is a place to start.

39

4J



Bibliography

Albright, B. S. "The Development of a Conceptual Model for the
Improvement of Attitudes Toward Vocational Education in
Alabama Public Schools." Unpublished doctoral dissertation,
University of Alabama, 1976.

Andrews, T. Manchester interview: CBTE/Certification,
Washington, DC: American Association of Colleges for
Teacher Education, April, 1972.

Baker, G. E. "From Craftsman to Teachers. School Shop.
37(October 1977): 40-41.

Baker, G. E., F. E. Clark, and F. M. Miller. "A Study of the
Attitudes of Vocational Teachers Concerning College Prepara-
tion." Journal of Industrial Teacher Education. 12(Winter
1975)s 5-1/.

Bayne, G. K. "The Role of the Local Director of Occupational
Education as Perceived by Superintendents, State Division
of Vocational and Technical Education Staff and Occupational
Education Directors." Unpublished doctoral dissertation,
Southern Illinois University, 1972.

Brown, H. D. "An Investigation of Attitudes and Opinions Held by
Teachers of Vocational Agriculture and Their Administrators
Regarding Selected Areas of the Vocational Agriculture Pro-
gram." Unpublished doctoral dissertation, Oklahoma State
University, 1965.

Budke, W. E. and K. A. Jezierski. Planning of Vocational Educa-
tion Programs: An Annotated Bibliogra hy. Columbus, OH:
the Cenier tor Vocational Education, T e Ohio State Univer-
sity, 1977.

Burkett, L..A. "Latest Word from Washington." exican Voca-
tional Journal. 51(December 1976): 9-10.

Burkett, L. A. "Latest Word from Washington." _e_icanVoca-
tional Journal. 52(March 1977): 10-11.

Carpenter, B. and H. Bruce, Jr. "Competency -Based Curriculum,
Kentucky Model." American- Vocational Journal 52(January
1977):' 58-61.

Cooper, E. L. "Role of Principals of Vocational-Technical Cen-
ters in Virginia as Perceived by Incumbents, Superintendents,
and Teachers." Unpublished doctoral dissertation, Virginia
Polytechnic Institute and State University, 1974.

Cotrell, C. J. at al. Model Curricula for Vocational and Tech-
niCal TeacEIE7ducationi Report so.V--dontral
set II. Columbue0 OH: The Center for Vocational Educittl6n,
the Ohio State University, 1974..

414.



Cotrell, C. J. at al. Model Curricula for Vocational and Tech-
nical Teacher Education: Report No. III--perfiormance

__ireMents-fOr Teacher Coordinators.- Cbliimbus, OH:
The tenter for Vocational Education, The Ohio State Univer-
sity, 1972.

Eriksen, D. Looking at the Role of the Local Director."
American Vocational Journal. 52(January 1977): 54-56.

Finch, C. R. Developing Competency-Based Training Materials to
Meet the In-Service Needs for Local Vocational Administrators.
Blacksburg, VA: Virginia Polytechnic Institute an State
University, 1977.

Harrington, C. T. "Essential Competencies of Vocational Educa-
tional Administrators in the State of Illinois." Unpub-
lished doctoral dissertation, Northern Illinois University,
1973.

Krathwohl, D. R. "Improving Educational Research and Development."
Occasional Paper No. 21. Columbus, OH: The Center for Voca-
tional Education, The Ohio State University, 1976.

Lee, A. M. Facing Up to the Vocational Education Information
Demand." School Shop. 36(September 1976): 35 -36.

Loudermilk, W. B. "Perceptions of Vocational Administrators and
High School Principals Regarding the Role of the Vocational
Administrator." Unpublished doctoral dissertation, Texas
A&M University, 1973.

Meyer, J. D. *Competencies Needed and Possessed by Vocational
Education Administrators." Unpublished doctoral disserta-
tion, Colorado State University, 1971.

Miller, D. Review i S nthesis of Research on Pre-aration of
Leaders-_ p_Personne or VoCat o_ _ an_ Tec cal E uca_ion.
Colon:bus OH: The Center for Vocational Education, The Ohio
State University, 1972.

__re, A. B. and K. A. Jexierski. Evaluation of Vocational Edu-
cation Pro -rams: An Annotated Biblio raphy of Articles and
R te. OlUmbue, OH: The Center or Vocational Education'

o State University, 1977.

Norton, R. E. The Identification and _National Verification of
Competenciee_Important to Secondary and Post - Secondary
Administrators of VOcational-tditcatiOrG- Final Report:
Devilvment of comoktenoy-BasedInstructianal Materials
for L001:00-cationaIlaiCation Administrators--Part I.
COIMMbus, OH: The Center for Vocational EdUcation-IThe
Ohio State University, 1977.

41



Pope, B. N. Identification of Actual Tasks Performed and Rela-
i

_ _
Ount of Time S ent on Tasks b Vocational-Tec nicer

Teac R a son, TX. EPD Consortium D,

Reuter, G. S. (Ed.) et al. Occupational Education Leadership; A
Performance-Based Approach._ Final Report. Carbondale, IL:
Southern Illinois University, Department of Occupational
Education, 1974. ED 102 318; CE 003 01-8

Rice, D. A. "Factors Affecting the Participation of Secondary
Students in Vocational Education in the Columbia Area
Vocational-Technical School." Unpublished dissertation,
University of Missouri-Columbia, 1969.

Roth, R. R. "How Effective are CBTE Programs?" Phi Delta Ka pan.
58(June 1977): 757-760.

Schaefer, C. M. Pennsylvania's Trade and Industrial Education
Image. University Paik, PA: The Pennsylvania State Univer-
sity, 1962.

Thomas, G. L. "Behavioral Competencies for Vocational Curriculum
Coordinators." Journal of Industrial Teacher Education_.
14 Ginter 1977): 60.70.-

-42



Attend the large-group presentation in which a
resource person will describe the methodology and
outcomes of The Center's research to identify and
nationally verify the competencies considered im r-
tant to local administrators of vocational education.

For a summary of The Center's administrator compe-
tency identification and verification study, you may
wish to read pp. 1-26 of the report The Identification
and National Verification of Competencies Im rtant to
NIZZW1a7TraIPost-Seco ar A n strators o Voca-
t ona E ucat on. op es s ocument
distributed by a workshop resource person.

Join your assigned small group and, working either
individually or with others in your group, examine
the administrator competency identification studies
provided to you by your resource person. Your review
should focus on identifying the implications and
applications of these research studies to the devel-
opment of CBAE programs. Thus, as you examine the
studies, you should consider the following charac-
teristics of a well-developed competency-based
program:

Competencies to be achieved are carefully iden-
tified, verified, and made public in advance.

Criteria to be used in assessing achievement and
the conditions under which achievement will be
assessed, are explicitly stated and made public
in advance.

Assessment of competency takes the student's
knowledge into account but depends upon actual
performance as the primary source of evidence.

The instructional program provides for the
individual development and evaluation of each
of the competencies specified.

Students progress through the instructional
program at their own rate by demonstrating the
attainment of specified competencies.
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Some questions you should address as you review the
competency identification studies are--

Do well researched and verified lists of compe-
tencies important to local administrators of
vocational education exist?

Are the competencies rank ordered? What do the
priority competencies seem to be?

Do administrators need training on all of the
important competencies identified?

Are the competencies categorized into preser-
vice, inservice, and survival skills for admin-
istrators? Should they be? If so, how can this
best be done for a specific CBAE program?

Does a basis for competency assessment exist
(i.e., are specific criteria for assessing
achievement listed)?

If not, what are the implications for the devel-
opment of a CBAE program?

What types of instructional materials would be
needed to deliver on the competencies identified?

How much training would be needed to prepare an
admiEliIiator in these skills?

What types of training are needed?

When you have completed your review of the competency
identification studies, meet with the other members
of your group and with your resource person to dis-
cuss the implications and applications of these
studies to the development of CBAE programs in terms
of the questions listed and the key characteristics
of CBE programs.
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Join the other workshop participants for a large-
group presentation in which the development of your
MAE plan of action will be explained. Time has been
allotted for you to raise any questions you may have
concerning the type of plan to be developed and your
specific responsibilities in developing the plans,
and to bring up any other concerns or issues arising
from the workshop activities thus far.
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Learning Experience III

OVERVIEW

Given presentations on alternative delivery strate-
gies available for implementing CBAE, identify the
key features of three major approaches and their
implications for improving administrator training
in your state.

You will be listening to a large-group presentation
Activity concerning The Center's description of alternative

delivery strategies for preparing local administra-
tors of vocational education.

Activity You will be reviewing the Major Delivery S___ -egies
Matrix, pp. 53-55.

You will be listening to a large-group presentation
Activity concerning competency-based administrator education

at Southern Illinois University.

Opt
Activity

You may wish to read the information sheet, Ramp
and Parker, Competency-Based Administrator Educa-
tion at Southern Illinois University, pp. 57-66.
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OVERVIEW continued

You will be listening to a large-group presentation
concerning CBAE at Illinois State University.

You will be participating in small-group discus-
sions of CBAE programs in Illinois, and identifying
the key features of CBAE programs on a matrix.

You will be listening to a large-group presentation
concerning the extern program as a means of deliv-
ering CBAE.

You may wish to read the information sheet, Miller,
The Extern Program as a Means of Delivering CBAE,
pp. 68-78.

You will be listening to a large-group presentation
concerning the extern program in Oregon.

You will be listening to a large-group presentation
concerning the extern program as a vehicle for CBAE
from a state department perspective.
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OVERVIEW continued

You will be participating in small-group discus-
sions of the extern program as a strategy for
improving administrator preparation, and identify-
ing the key features of such programs on a matrix.

You will be listening to a large-group presentation
concerning the internship program as a means of
delivering CBAE.

You may wish to read the information sheet,
McMahon, The Internship Program as a Means of
Delivering CBAE, pp. 80-89.

You will be listening to a large-group presentation
Activity concerning the Ohio intern leadership development

program.

Activity

You will be listening to a large-group presentation
concerning the internship program in Oregon.

You will be participating in small -group discus-
sions of the internship as a strategy for improv-
ing administrator preparation, and identifying the
key features of such programs on a matrix.
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OVERVIEW continued

You will be evaluating your competency in identify-
ing (1) the key features of three strategies for
implementing CEAE, and (2) their implications for
improving administrator training in your state by
comparing your completed matrix with that of a
resource person, and through your small-group dis-
cussions with peers, resource persons, and consul-
tants.



Join the other workshop participants for a large-
group presentation in which The Center's identifica-
tion and description of available alternative
delivery strategies for administrator training will
be reviewed and explained.
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Below is a matrix on which, throughout the remainder
of the day's activities, you are to identify the key
features of the three most promising delivery strate-
gies available for implementing a competency-based
approach to administrator preparation. The small-
group discussion following the presentations concern-
ing these three major strategies will focus, in part,
on the identification of these key features. Review
the matrix at this time.

R DELIVERY STRATEGIES MATRIX

Directions: For each key characteristic listed in the left -hand
column, mark the strategies columns as follows. If the item is
an inherent feature of the strategy, place a (v') in the appropri-
ate space. If you are in doubt about a particular item, place a
question mark in that space to indicate the need for further dis-
cussion and exploration. In the space allotted for "comments,"
you may wish to make note of significant findings arising from
your small-group discussions (e.g., that a characteristic not
usually associated with a particular strategy is part of a speci-
fic program under discussion). Blank spaces have been left for
you to add any other key characteristics you may identify for
one or more of the major strategies listed.

Key Characteristics Extern Intern CBAE Comments

Full-time paid position

Part-time learning pro-
gram; trainee continues
present job

On-the-job supervisor

Supervisory visits by
program staff; no formal
on-site supervisor

Field-based (off campus)
weekend seminars

Begins with 1-3 week
summer workshop



Characteristics ern intern CBAE Comments

Trainee placed in
another school

Trainee stays in same
school

Competencies are iden-
tified, verified, and
made public in advance

Focus on developing
individual and group
objectives

Criteria to assess
achievement are identi-
fied and made public in
advance

Trainee's actual perfor-
mance is basis for com-
petency assessment

Extended, planned field
experience

Trainees progress at own
rate

---

Immediate feedback

Program is time-based

Instruction may be
modularized

insery _ce program
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Key Characteristics Extern Intern CBAE Comments

Preservice program

Sponsoring school com-
mitment to move trainee
into leadership role
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Attend the large -group seri ion in which consul-
tants from Southern r l linois ttrsiversity will explain
and describe the competency-based graduate program
in occupational education administration at Sill.
Puring the prenontation, ricIto quomtions you may
have, anJ be prepared to raise those during the
small-group discussion f wi Isct the next p PT it a-

n.

The prevprevious presentation by Wayne Ramp and James

Ouvonsi
Parker was drawn from the following information

\Activity sheet, also developed by Drs. Ramp and Parker. To
review the content of the presentation, you may wish

%WOO to read the following information sheet:

CCPMPETENCY-SASED ADMINISTRATOR EDUCATION
AT SOUTI4ERN ILLINOIS UNIVERSITY

Background and Overview

The expansion and broadening of vocational education in the
public schools accompanied by a national concern for career edu-
cation at all levels of the educational system has created a
need for professional personnel to manage and direct viable occu-
pational education programs. Along with increased emphasis upon
world of work education for all students has come a realization
that school administrators in general have not been equipped by
their programs of academic preparation to deal with the myriad
problems that attend sound vocational program planning and imple-
mentation.

In Illinois, the school administrator's situation in regard
to vocational education has come into the spotlight because respon-
sibility for decisions regarding local vocational and/or career
education programs has been shifted from the state level and
placed squarely on the local school district. In past years,
school administrators had merely to follow the requirements pro-
mulgated by the designated state vocational education official
and the local program would be approved to receive state and fed-
eral funds. In recent years, each school district has been required
to develop an appropriate local plan for vocational education in
grades K-12. This plan is either approved or disapproved in whole



or in part and becomes the ciccument which determines the amount
of state vocational funding tt s t will accrue to the local school.
One important feature of the local plan is the requirement that
one person be designated as responsible for its implementation.
In some canes where there in no rortified vocational director,
the school superintendent has accepted this responsibility. In

other cases, the superintendent has delegated the responsibility
to someone, usually a building principal or a curriculum direc-
tor holding the administrative endorsement required of all school
administrators in the state of Illinois. In still other situa-
tions, the chief school administrator has assigned the duties
related to managing the vocational program to a promising vocation-
al teacher who does the work but is not given an administrative
title because she /h d ©es not hold the administrative endorsement.

Against this background, the Department of Adult, Vocational
and Technical Education (DAVTE) of the Illinois office of Educa-
tion (then the Professional and Curriculum Development Unit of
the Illinois Division of Vocational and Technical Education) in
the fall of 1971 issued an RFP (Request for Proposal) for two
teacher education institutions to develop a model competency-
based graduate program which would lead to the preparation, cer-
tification, and employment of qualified directors of vocational
education programs in the schools. This cooperative project was
awarded to Illinois State University at Normal and Southern Illi-
nois University at Carbondale under the direction of Dr. Edward
Anderson representing ISO and Dr. Wayne lamp representing SIU-C.
The model program that was developed as a result of this effort
was then made the basis for follow-up efforts which required two
universities to each enroll qualified students in order to imple-
ment the previously developed model competency-based graduate
program in Occupational Education. Both institutions that had
worked together during 1971-72 to develop the model continued with
implementation phases during the next four years. Northern Illi-
nois University was awarded a DAVTE contract beginning in 1976 to
apply the model specifically to the preparation of female and
ethnic minority persons. Since 1972, approximately fifty persons
have completed the program at SIU-C and have received administra-
tive certification which allows them to be vocational directors
in the schools of Illinois.

Each participant accepted into the program at SIU-C has had
several years teaching experience in one of the vocational areas
and in most cases was employed by a school district for that year.
This local cooperating school district was requested to provide
the participant with an average of two hours per day or one-
fourth time released from normal duties in order that the parti-
cipant might pursue an internship or on-the-job experience
program which would provide one of the vehicles for imparting
desired administrative proficiency.



The 1

Ramp Andltir{ron icli ntitied 159 ,.drnirr rat r. tivo pert- rmanc,
of aupatinnal prnqrms in 1111

I
s. These

mances were subsequently translated into specific bchavi-
atements and organized into a taxonomy consisting of seven

administralive performance areas:

1.0 Program Plann ng and Irnpl ementate n

2.0 Staffing the Program

3.0 Personnel Development anti Management

4.0 Program Operation and Evaluation

5.0 Program Management

6.0 Management of Physical Facilities, Supplies, and Equipment

7.0 Public Relations

These performance areas became the superstructure of the model and
have been used as the broad parameters of instructional content
(see Figure 1).

Within the model's superstructure, further suborganizing and
factoring of the performances into 27 clusters is specified. Each
of these clusters consists of two parts: 1) a statement of condi-
tion or situation, and 2) one or more of the 159 performance state-
ments. A typical cluster is the following one (cluster 2.1) from
Performance Area 2.

Condition: Given a packet of job descriptions, and other
relevant data, the occupational education leader
will be able to:

Performances: a. determine sources from which applications
may bereceived; .e., colleges and uni-
versities.

b. determine alternate sources of employees
such as neighboring schools and industry.

Thus, the model not only organizes the 159 performances into
a taxonomy but also specifies, in behavioral terms, the basis on
which to assess a given performance.
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1_ lemen ati on at SIU-C

Besides the rather standard graduate school activities of
registering for course hour credits, pursuing readings and taking
examinations, three rather unusual aspects have been hallmarks
of the SIU-C Program: 1) a tripartite educational network,
2) a portfolio of proficiency development, and 3) a comprehen-
sive internship in a cooperating local school district.

T -Pa & ducational Network

Through a Memorandum of Agreement signed by both the coop-
erating school district and the university, an educational endea-
vor combining the efforts of a local cooperating administrator,
an occupational education administration intern, and university
professors has been established. This means that local admini-
strators and interns have been admitted formally as co-operators
of the program with BM Daily internship supervision is the role
of a cooperating administrator who arranges administrative par-
ticipation for and proficiency development by an intern. A coop-
erating school district is asked to provide an intern with 10
designated hours per week (an average of two per day) when she/he
pursues activities which relate to proficiency development as
outlined in the portfolio.

Provided by the university are classroom instruction sessions
and internship coordination by a professor. The classroom ses-
sions include discussions of pertinent reading materials, work-
shops by Illinois Office of Education's DAVTE personnel, and
simulations of administrative performances. These sessions are
built upon the 159 performance statements and related internship
concerns and professional problems as reported by university coor-
dinators. Thus, the program is linked both to professional admin-
istration requirements through the portfolio and to actual daily
occurrences through the university internship coordinator.

teI1121i25112E211Ei2TEYPSY2122Mtnt

The blueprint for the entire program is the individual's
portfolio. It outlines for the three parties involved in the
educational network the framework in which proficiency on the
159 performances is to be developed. Included for each of the
159 performance statements are a pre-assessment and a post-assess-
ment, both of which are identical in format (see Sample 1). An
assessment system incorporating proficiency levels in cognitive
and affective domains is used. Basically, for each performance
statement the intern assesses his level of proficiency develop-
ment in the cognitive domain based on Bloom's taxonomy2 and in the
affective domain based on the Nrathwohl et al. taxonomy3. The date
of pre-assessment (beginning of program) And the date of post-
assessment(s) are entered as well as the methods of development
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Sample 1.
Page From Proficiency Portfolio

*IDEAL COt DIP1ON: Given a IDEAL PERFORMANCE :.. ,the
cket of oh descry t ort and occupational Education -de

Actual Conditions(s) --
Preassessment:

Postessessment:

w _ to etermine
sources from which a -Ilication!

F47177WF6Ivk12EILign

Actual Performance (s) --
Preassessment:

Pos _sessment:

PICIENCY LEVELS AND CERTIFICATIONS:

Sample Indicators: Cognitive (can do) Levels
Knowledge - identify those institutions that provide preparation t

meets the legal criteria for certiiication.
Comprehension - match job description(s) to appropriate sources of

educational staff personnel.
Application - prepare a valid list of potential sources of new staff

members.
Sample Indicators: Affective (will do) Levels
Receiving - nane those institutions that provide preparation that

meets the legal criteria for certification.
Responding - participate in discussions in which job descriptions

are matched to appropriate sources of educational
staff personnel.

Valuing - differentiate positive and negative factors among insti-
tutions which are potential sources of new staff members.

Preassessment: Cognitive Level:

Date
Mod- of Development:

Certification of Levels:

Post assessment: Cognitive Level:

Models) of Development:

Certification of Levels:

Affective Level:
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(academic: classwork, simulation; practical: internship, on-
the-job). Signatures by two certifiers, usually a cooperating
administrator and a university coordinator, indicate that they
concur with the marked level of proficiency.

For purposes of the SIU program, competence (a minimally
acceptable proficiency) has been designated as at least the
Comprehension and Responding levels of proficiency on 90% (143)
of the 159 performances. Thus far, all participants have been
post-assessed at or above the minimum level.

The portfolio also places squarely on an intern the onus of
proficiency development. Since the performances are clearly
outlined at the beginning of the program, their successful
accomplishment becomes the intern's basic _responsibility. To
achieve a given level of proficiency, she/he can pursue intern-
ship activities, relay (through a university coordinator) pro-
ficiency development concerns into the classroom setting for
resolution, and attend workshops; if the internship, classroom
activities, and other planned experiences fail to develop neces-
sary proficiency, she/he can design her/his own activities for
proficiency development. Continuing post-assessments at lower
levels of proficiency than program expectations, i.e., lower
than the Comprehension and Responding levels, indicate to the
staff that an intern is in need of help in proficiency develop-
ment.

InternshiE

Theory meets practice in the internship. Because of the
tripartite educational network mentioned earlier, all parties
become learners. Thus, the flow of information is not just
university to local school district; a reverse flowlocal district
to university--is at a high level and is a mechanism for the
continued adjustment of the program.

University coordinators visit the intern in a local setting
about once a month (preferably during the designated internship
time). Discussions are held concerning the intern's progress
as well as any problems, and many ideas and solutions are suggested
on the spot. Proficiences that need strengthening and intern
concerns and problems that cannot be resolved during a visit are
communicated in writing by the university coordinators to depart-
mental staff who in turn design appropriate classroom activities,
(simulation,etc.) aimed at the specific problem.

Experience indicates that the beginning (or motivating)
idea and place of proficiency development may be different for
each intern. For instance, some interns have gained new know-
ledge in classwork discussions of theory which, when applied in
internship practice, became the springboard for growth. Others
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on the same performance found internship practice or a coordi-
nator's visit to be the beginning of growth, later tested and
verified by a study of theory in the classroom.

Comments

The validity of the original model upon which the subse-
quent program has been operated seems to be supported by the
experience of those who have participated. Seventy-five percent
of the participants .have secured leadership positions in occupa-
tional education; after serving as local directors, some have
moved on to deanships, principalships and assistant superinten-
dencies. Evaluative comments from cooperating administrators
and university personnel have been positive regarding the model'svalidity.

Co-operators in the program believe that both classroom and
internship experiences are necessary components to successfully
implement the model. A "best fit" of internship and classroom
is difficult to assign because of individual intern differences.
Given the opportunity to develop proficiency in both classroom
and internship, the two seem to reinforce each other.

A program depending heavily on internship experiences must
select a cooperating administrator with care. A knowledgeable,
cooperative, and concerned local administrator/supervisor who
is in daily contact with the intern is of critical importance to
a successful individual internship. In addition, the intern and
the cooperating administrator expect to be visited by university
personnel, appreciate it, and are apt to express resentment if
they believe they have not received their share of the visitation
schedule. The visitation conveys to them that they are important
co-operators of the program and that time and resources are being
expended by the university for their benefit.

The state DAVTE office is so important to the operation of
local occupational programs and in the services available to
schools that it has been a requirement that each occupational
education administration intern spend time there. A DAVTE organ-
ization chart and personnel roster come to life as the intern
connects personalities with programs and services.

The ultimate existence of a performance-based program such
as the one described here will depend upon rather flexible
certification criteria. For example, provision needs to be made
for proficiency development outside the usual university campus-
based course requirements. This can be accomplished where
appropriate by proficiency testing on usual course requirements
and by the award of liberal practicum or internship credits based
on documented, certified performance proficiency.



In general, those who have worked with the program are of
the opinion that the outcomes to date have been most worthwhile.'
Participants who have completed the program have been launched
into new careers, and because of the internship have been able
to function as administrators of occupational education with
almost no lost time for orientation. Personnel in the public
schools who have worked with the program are enthusiastic about
it, and several have requested that they be included in other
cooperative arrangements with the university at a future time.
Campus professors, particularly those in the Department of Edu-
cational Leadership, exhibit a new awareness of and respect for
performance-based curricula for all school administrators. From
this perspective, it is the belief of those who have been asso-
ciated with the program that the development of competent admin-
istrators will be the long-term result.
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Attend the large-group presentation in which a consul-
tant from Illinois State University will describe the
CBAE program at ISU, indicating the differences and
similarities between the SIU and ISU programs. Duffing
the presentation, note any questions you may have, and
be prepared to raise these during the small-group dis-
cussion following the presentation.

Under the direction of a resource person, divide into
two small groups. One consultant from Illinois will
join each small group for a discussion of the CBAE
program at his/her institution. At the end of a
designated period of time, the consultants will
switch groups to allow you to discuss both programs.
During these discussions, you should attempt to
(I) identify the key features of CBAE programs,
noting these on the Major Delivery Strategies Matrix,
pp. 53-55, and (2) explore the implications of CBAE
for improving administrator training iLlx2ure.

Join the other workshop participants for a large-
group presentation in which a consultant will discuss
the extern program as a means of delivering CBAE.
During the presentation, note any questions you may

ihave, and be prepared to raise these later in the
day during the small-group discussions on the extern-
ship approach.



The previous presentation made by Melvin D. Miller
(Associate Professor, Department of Vocationa

Optional Technical Education, University of Tennessee) was

10
Activity drawn from the following information sheet, also

r developed by Dr. Miller. To review the content of
Dr. Miller's presentation, you may wish to read the
following information sheet:

THE EXTERN PROGRAM AS A MEANS OF DELIVERING CIME

If a person unfamiliar with "educationese" w' -re to liston in
on conversations that many of us as educators have been a part of,
it would not be unlikely that such an eavesdropper could get the
notion that they were listening to persons engaged in the truck-
ing industry. We talk about delivery systems; we refer to prod-
ucts as being transportable; we speak about cost effectiveness;
we say we must use a systems approach; and we express concern
about installation costs.

Does this language represent the attempt of educators to be
intellectual, or is it psuedo-intellectual? Or, is it once we
have learned the language, it becomes an efficient way of being
specific about what we want to communicate?

Regardless of the answers to the foregoing questions, the
fact is that if we are going to talk about Competency-Based Voca-
tional Administrator Education (CBVAE) we have to talk about a
delivery system. Without a delivery system there will not be a
CBVAE program--period! Recognizing the flatout, unqualified
nature of that statement, it still bears repeating. Without a
delivery system, there will not be a CBVAE program -- period!

Now the situation is not as bleak as it may first appear.
As good fortune has it--perhaps it is as resourceful educators
would have it--a number of alternative delivery systems for
installing a CBVAE program are identifiable. Not only identifi-
able, but these alternatives are transportable, appropriate for
application of a systems approach, generally have low installa-
tion costs, and can result in a cost-effective program to meet a
variety of demographic and geographic conditions. Not only are
there traditional inservice and preservice programs for delivery
of CBVAE, but we also have available Intern, Extern, and Return
programs.

The purpose of this paper is to look at one of these systems- -
The Extern Model--and to show how it can serve as a delivery sys-
tem for CBVAE.

The Extern model as developed and implemented in Oregon pro-
vided a means of developing personnel to serve local leadership
roles in vocational education. This system has been installed
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in Arkansas, Oklahoma, and Tennessee for the same purpose. This
past year a national priority personnel development project,
funded by the USOE, focused on the Extern model as a means of
preparing local administrators of vocational education. Teams of
state department personnel and teacher educators from twenty-six
states participated in the project's workshop. Several of these
states have taken steps to implement Extern-type programs by 1979

Not only has the Extern model demonstrated usefulness for
preparation of local administrators of vocational education, it
has been adapted by teacher educators in one state for preparing
leadership personnel for career education and in another state
to assist secondary school principals strengthen their under-
standing and ability to provide leadership for vocational educa-
tion in a comprehensive setting. In USOE Region IV, teams of
first-line vocational administrators from six state departments
of education plus a vocational teacher educator from each state
repL-esents yet another application of the Extern model.

The Extern model represents a deviation from traditional
graduate work in education. It is a year-long program combining
academic work with participant-planned, field-based activities--
all being accomplished while participants continue to be respon-
sible for roles in their employing agency. Participant evalua-
tion, research findings, and follow-up studies all provide evi-
dence of the success of the Extern model.

Seven principles have proven useful in guiding the implemen-
tation of the Extern model. As with recognized principles of
vocational education, these have grown out of past experience
with inservice education activities; and in some instances, find
their validation through other past practices in vocational edu-
cation and represent the application of these past successful
practices to a new model. Each principle and the rationale behind
it are presented below.

Principles

Plannin prim' le. --A long-range plan of inservice education
needs mint e estia_ is ed. The long-range planning process
required under federal legislation regarding vocational education
clearly places the responsibility for developftg a long-range
plan including personnel development needs upon state departments
of education. It is felt that state departments of education have
the responsibility for prioritizing and identifying such needs.
Inservice for local directors of vocational education is one exam-
ple of state priority. Other examples from vocational education
might include inservice for job-placement personnel, vocational-
izing of guidance counselors, and inservice for personnel respon-
sible for assisting teachers to implement mainstreaming. State
department of education personnel should provide leadership in
identifying state needs of inservice education.

6
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Coo -a 've princi Le. -- inservice training is a cooperative
effort t` °_ individual, the local education agency, the stateagency, and teacher education. A cooperative effort in conduct-ing inservice education represents a commitment by each of theindividuals and/or agencies involved and helps create a climatefor success. The Extern program design requires that the local
education agency identify a person to participate in the programand provide any necessary substitutes during their absence fromthe district. The local education agency, depending upon the
availability of state resources, should be prepared to underwritethe necessary travel costs connected with participation in theExtern program. By contrast, the individual participant mustmake a commitment to participate in a summer workshop and the
9-12 Extern meetings which are scheduled throughout the academicyear. To reduce time away from the job these activities are
scheduled on Fridays and Saturdays. The shared commitment by thelocal agency and its employee also enhances the opportunitiesthat the individual will have in implementing new practices toimprove the quality of education at the local level.

State agency involvement begins with the identification ofthe priority area, which is followed with funding for teacher
education personnel to work within the program. Vocational Edu-cation Act personnel development monies appropriately are_uti-lized for activities represented by the Extern program and allows
the state to meet federal guidelines in the expenditure of thesemonies. Teacher education personnel complete the collaborative
arrangement. The priority area determines to a large degree which
staff should participate in the inservice training activity.
Commitment to the Extern model will be demonstrated by the will-
ingness and ability of the university to adapt its traditionalnotions of graduate-level education to meet the explicit needs
identified in the priority area.

Goal_Principle.--Inservice education involves individ,1
participant and group goals. Because individuals who par cipatein any inservice training program have specific needs, it is
critical to the success of the program that provisions be made
for meeting individual participant needs, together with the needs
which are common to the entire group. Identification of, and
focusing on, goals, provides direction and, in some cases, dic-
tates the activities which are to be part of the inservice train-
ing program.

Continuation in --Inservice education is designed to
provide instruction over extended period, and includes an
implementation phase. Short-term inservice activities tend to
create good feelings and a desire to bring about change; howev
the evidence suggests that such inservice activities have a
short-lived "Hawthorne effect." Extending an inservice training
program over an academic year provides more meaningful planning
and helps to create an atmosphere conducive to carrying out imple-
mentation activities. The extended period also provides an oppor-
tunity for participants in the program to develop a close working
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relationship with each other and to identify the potential
resources that fellow participants represent. In addition, the
change-oriented activities which ought to be an integral part of
any inservice training program may require a period of several
months for successful implementation. In short, the extended
inservice training period creates opportunities and options which
cannot be provided under the typical one-to-three week format.

Product. Principle.--Each participant in an inservice train-
ing program produces a product as a part of the implementation
phase of the inservice program. As mentioned in the previous
principle, implementation is necessary as a part of the change
process. Implementation ought to be identifiable, and the expec-
tation that some visible product result from participation in
the inservice program stands as further proof that the inservice
training activities have made a difference. The product princi-
ple requires that participants in an inservice training program
show evidence that change is being made. The product might be in
the form of a long-range program plan, the development of a new
program together with its installation, the installation of a
new supervisory-evaluation system, or perhaps a systematic evalua-
tion of existing programs.

Evaluation Principle.--An evaluation plan is provided as an
integral part-of aservfEe education. Evaluation in inservice
education, as represented by the Extern model, should be an on-
going process. It should be both process and product oriented.
Regular evaluation of activities in which the group participates,
as well as informal feedback through individually oriented activ-
ities, should provide a basis for modification of program activ-
ities at any point. Depending on the nature of the inservice
training program, a variety of tools can be identified for pre-
and post-testing to help measure growth and change occurring in
participants throughout the program. There is little question
that subjective data provided by participants in the program con-
tinues to serve as a primary means of evaluating program activities
and outcomes.

Principle. - -University credit is available at the
of the participant. University credit at the graduate

level continues to serve as a primary means for advancement in
1,:wal educational agencies. Such redit should also be assigned
in such a way that it can be applied to meet graduate degree
requirements. Because the inservice training model provides for
state funding of instructional personnel, benefits of participat-
ing in the program should be made available without the require-
ment that participants enroll for credit. In the final analysis,
the ability of the university to adapt its notions about credit
and the requirements for providing credit may be strained by non-
traditional, noncampus7based Extern programs. Certainly through
ongoing evaluation activities and demonstrated success in the
implementation phase of the Extern program, program managers
should be able to maintain the academic standards which should be
represented in graduate education. There must, however, be a
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recognition that learning can be measured by other than tra
tional graduate examination procedures and term papers.

The Model

The Extern model which is shown in the accompanying figure
illustrates the several activities of the Extern program. A
brief overview of each phase of this model follows.

The starting point for this model is the development of a
consortium comprised of the state agency, local education agency,
and teacher education institutions. This consortium should grow
out of the identified priority inservice training needs and the
institution of higher education which has the staff to provide
leadership for meeting those needs. The teacher education insti-
tution in the consortium should have primary responsibility for
initiating recruitment activities and initial planning which will
be necessary for carrying out the Extern model. As indicated
earlier, recruitment should be directed toward the chief school
officer of the local educational agency to secure commitment and
support for the participant nominated by that agency. Final
selection of participants for the program should be a shared
responsibility with members of the consortium. Once the target
population has been nominated, selected, and finalized, the next
stage may begin.

Group planning and goal development, the second step in the
model, can be accomplished through a summer workshop prior to the
beginning of the academic year. This workshop provides a setting
for several accomplishments. Perhaps as important as any, the
workshop provides an opportunity for development of group iden-
tity. Leadership process activities help create a climate of
sharing and concern for the group's members which in turn facili-
tates other workshop goals related to the planning process. An
informal atmosphere, sharing of meals, and one or more social
events all contribute to group identity development.

Competency and individUal needs assessments should be an
early part of the workshop. The Miller-Courtney leadership com-
petency instrument is one example of a valid competency list that
will allow development of an individual competency profile
together with a group competency profile--both are useful in
developing goals.

Goals, like competency profiles, must be developed on a group
and individual basis. The group goals provide direction for the
group's activities during the Extern year. The process of devel-
oping group goals helps create an understanding that the Extern's
needs are not unique. Knowing that personal needs are shared with
others in the group also contributes to the development of group
identity. Individual needs not being met by group goals are
emphasized in the development of personal goals. These goals
frequently represent leadership roles where experience is lacking
and program areas in the back-home setting that need development.
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With the finalization of group and individual goals, the
year's plan of operation can be determined. Generally this plan
will include seven to ten group meetings and four or more indi-
vidual visits by project staff with each Extern in their home
agency. Each Extern meeting. is planned to contribute toward the
accomplishment of one or more group goals. These meetings follow
a general format which includes a visitation activity, a rap ses-
sion, and a topical presentation. The visitation is designed to
put Externs in contact with exemplary programs in vocational edu-
cation or with major agencies related to vocational program
operations. These visits focus on new and emerging issues related
to vocational program operation and provide a men.s for expanding
individual horizons while addressing earlier deter; .red goals.
Every attempt is made to ensure that visitation Actzmities empha-
size people and programs, not bricks and morta-..

An evening rap session follows the visitation activity.
Generally informal, the rap session encourages a discussion of
the day's events and an analysis and synthesis of how the back-
home role and/or program might be influenced as a result of the
day's activities. The informal group interaction commonly is
identified as being of high value in clarifying issues and help
Lag to determine appropriate alternatives for the individual
Extern.

Presentation of a major topic represents the third port
f the group meeting. Again, group goal statements serve as a

glade tr) the actual topic and presenter. Topics have included
nainstleaming of handicapped students, placement and follow-up
procedures, vocational program evaluation, proposal writing, and
establishing/maintaining active vocational advisory councils.
Presenters can be state department or university staff, outside
consultants, or an Extern.

Each aspect of the group meeting is planned by the Extern
group, and while university staff have input, the final decision
as to location, area of emphass, and presenter is an Extern
group responsibility. similarly, program arrangements, housing,
advanced communications, and follow-up letters are all the
responsibility of the Externs handling these details which hope-
fully contribute to the individual's professional development.

Individual assistance is designed to deal with problems and
concerns reflecting the Extern's individual goals--goals which
are unique to that particular Extern. This assistance is pro-
vided by the Extern staff and takes place at the Extern's local
educational agency. Examples of areas where individual assis-
tance may be required include the following: identifying cur-
riculum materials, developing a local public relations program,
planning inservice for new vocational teachers, and developing a
new vocational student organization.
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On-site visits provide project staff an opportunity to meet
with system-wide and building administrators to review the
Extern's goals and plans related to the local district. Hope-
fully, project staff serve in a facilitator role relative to
these goals and plans and contribute to their successful accom-
plishment. If project staff lack the particular expertise to
assist the Extern, their task becomes one of finding appropriate
resource personnel to provide the necessary assistance.

There is a close relationship between the on-site visits and
the product principle given earlier. This principle encourages
the development of one or more activities in the LEA which will
represent progress and a further demonstration of the successful
efforts of the Extern. These product-oriented activities, planned
as a part of the individual's goals, are represented by the fol-
lowing. developing an advisory council handbook, slide/tape pre-
sentation of local vocational programs, establishing a resource
center, conducting a community survey, and establishing a place-
ment program. While responsibility for accomplishing implementa-
tion activities belongs with the Extern, project staff provide
technical assistance and encouragement as a part of the individual
site visits.

Evaluation represents the last phase of the Extern model.
The model depicts ongoing feed-in and revision as process evalua-
tion. Product evaluation and summative evaluation occur at the
conclusion of each year's program.

Each group meeting is evaluated by participants as a part of
the process evaluation. This evaluation provides immediate infor-
mation useful in planning for future group sessions. It also pro-
vides reinforcement to the Externs responsible for managing the
meeting as to the many positive outcomes that typically occur at
these meetings.

Product evaluation can be accomplished by using a variety of
existing instruments. The Miller-Courtney leadership competency
instrument referred to earlier is useful for measuring growth in
vocational leadership skills if used on a pre- and post-test
basis. Other instruments which can also be used on a pre-and
post-test basis include the following:

1. sedwick's Dogmatism-Supportiveness-Flexibility Scale
which assesses attitudinal change and is a variation of
the Rokeach open-closed mind test

2. An inventory of Viewpoints of Education which assesses
the educational philosophy on an "essentialist-
progressivenest scale" and

The Personal Orientation Inventory (POI) which assesses
the comparative value and behavior judgments of person
related to his self-realization.
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Summative evaluation relies on judgments made by Externs
relative to the accomplishment of personal and group goals
together with their feelings regarding their personal growth
during the program. This backward look also helps Externs be
aware of their increased contact with persons and agencies avail-
able to provide assistance in the improvement and expansion of
local vocational programs.

Usin CBVAE_ Materials

There are several assumptions that are acceptable--especially
for the purposes of this paper--in considering the use of CBVAE
materials with the Extern model. These assumptions apply to
materials developed at The Center for Vocational Education and
probably are appropriate in considering other sources of CBVAE
materials. These assumptions are:

I. COVAE materials have an adequate esearch base.

2. The cornpeteric.ies specified in CBVAE materials are
appropriate.

The CBVAE competencies have been validated.

4. CBVAE programs can be evaluated at least as well as
other types of leadership development programs.

By accepting these assumptions, it is possible to get away from
arguing issues which may continue to be argued into perpetuity
and to get on with a discussion of how CBVAE materials can be
utilized effectively utilized, that is--with the Extern model
The Center's Guide to Us'n Com- ete c -Based Vocational Education
Administrator Mc d ales puts t e issue very well

The beauty of competency-based education is partially found
in its flexibility. Whether the learner using the materials is a
college student, administrative intern or extern, or inservice
,administrator, he /she will find that the materials offer an excel-
lent method of learning new and/or updating previously acquired
skills. (Norton p. 4)

With a knowledge that one has an excellent resource at hand,
how do you begin? It seems an early step has to be a needs assess-
ment. The Miller-Courtney leadership competency instrument men-
tioned earlier as an appropriate instrument fot pre- and post-
testing as well as developing an individual competency profile
also fills the needs assessment function. The Center's list of
validated competencies can also be used in a similar manner. A
review of the materials and procedures used in developing The
Center- research instrument reveals that the research
wnich led to the Hiller-Courtney instrument was also used by The
Center in their research on local adminitrator competencies.
In terms of the Extern model, the needs assessment can occur at
the planning workshop. It is possible to mail the assessment
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nstru together with adequate instruction= s and have this step
completed prior to the workshop. It is also possible to make use
of computer services to establish i:vidual and group profiles.
Having this procedure completed prior Lo the workshop will facili-
tate the planning process and will also q1hance the use of CBVAE
modules.

Group goals ought to reflect the group profile, and use of
CDVAI modules ought to reflect group goals. With both the group
profiLe and group goals established by the middle of the work-
shop, it is thinkable that a CBVAF module can be selected and
some learning activities completed by the end of the workshop.
This represents one example of group learning utilizing CBVAE
materials.

Let's take the illustration one step further. If the group
profile and planning process results in a group goal stressing
the improvement of the supervisory function of the local director,
the CBVAE module Supervise Vocational Education Personnel is
appropriate and selected learning activities may be initiated.
This is not to say that all or even a majority of the module's
learning activities will be completed during the workshop.

Another alternative- -one based on individual goals once they
are established--is to select from available CBVAE materials,
those which will assist the individual Externs accomplish one of
their goals. Again the learning experiences are not likely to be
accomplished during the workshop. In fact the opposite is true.
As CBVAE materials require a final doing activity, this will be
most apt to occur in the back-home setting.

As one works through the Extern model, it is possible to see
how CBVAE materials can be utilized. The topic presentation por-
tion of the group meetings can become module sessions with an
emphasis on sharing and completing learning experiences. The
individual visitation and assistance sessions provide an oppor-
tunity for assessing attainment of the terminal objective and/or
providing guidance in achievement of the enabling objectives.
The implementation phase or product principle can be represented
by the completion of a module like The Center's 0- nize and Work
with a Local Vocational Education Advisor-Vocational Advisor- Council.

The marriage potential of the Extern model and The Center's
CBVAE materials is tremendous. However, it does require creative
teacher educators--persons willing to be flexible and dedicated
to serve the needs of learners and in some instances willing to
do battle with university curriculum and/or graduate councils--
and vocational administrators, present and future ones, concerned
about and dedicated to their own professional development. With
such a combination, the end result is SUCCESS!
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Join the other workshop participants for a large-
group presentation in which a consultant from Oregon
State University will discuss the extern program in
Oregon. Note any questions you may have, and be
prepared to raise these during the small-group dis-
cussions following the next presentation.

Attend the large-group presentation in which a con-
sultant from the Arkansas State Department of Educa-
tion will discuss the extern program as a vehicle for
CBAE, from the point of view of the state department.
Be prepared to raise any questions you may have during
the small-group discussion following the presentation.

Under the direction of a resource person, divide into
three small groups. One consultant on the externship
approach will join each small group. At the end of a
designated period of time, you will be asked to
switch to another small group, to give you the oppor-
tunity to interact with another consultant and con-
tinue to raise the questions and implementation con-
cerns you have identified as relevant to the needs
of your state/institution. During these discussions,
you should attempt to (1) identify the key features
of extern programs, noting these on the Major Delivery
Strategies Matrix, pp. 53-55, and (2) explore the
implications of the externship for improving adminis-
trator training inyou.r.

Join the other workshop participants for a large-
group presentation in which a consultant from the
University of Michigan will discuss the internship
program as a means of delivering CBAE. During the
presentations, note any questions you may have, and
be prepared to raise these during the small-group
discussions at the conclusion of the next two presen-
tations.
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Optional
Activity

*NO

The previous presentation made ,by Gordon McMahon
(Director of Leadership Development Program, Univer-
sity of Michigan) was drawn from the following infor-
mation sheet, also developed by Dr. McMahon. To
review the content of Dr. McMahon's presentation, you
may wish to read the following information sheet:

THE INTERNSHIP PROGRAM AS A MEANS OF DELIVERING CIBAE

With the expansion of vocational education which occurred
following the Vocational Act of 1963, it became obvious that
greater numbers of leaders were needed. It also became quite
obvious that leaders with a broader perspective of the world of
education and work were now required.

It was not apparent to many of us at the time, but it's
quite clear now that the greatest single opportunity for voca-
tional education since its inception in 1917 was in that period
immediately following the passage of the '63 act. We were being
asked to move forward and assume our proper leadership role and
responsibility in the arena where a very large percentage of our
population prepare for their life's assignment in the workforce.
Our technology was expanding, the economic growth was tremendous,
and almost anything which we by chance decided to offer in the
form of technical training at the secondary or post-secondary
level was accepted as important and essential. We started upon
the movement of building the area centers in strategically located
population areas around our states. For the most part, these
centers were well accepted and the need for additional models of
leadership grew by leaps and bounds. We needed specialists who
were adept at assessing the need for various programs upon the
basis of area employment needs, and we needed leaders who could
bring communities together to plan facilities that none of them
singly could afford. To complicate the demand even more, we also
needed a new breed of vocational leader in the community college
who could work in that special area between the secondary school
and the university. It was the day of the community college's
growth and expansion also.

The report of the Advisory Council on Vocational Education
1968 entitled Vocational Education -- The Bridge Between Man and
His Work said:

Prior to the Vocational Education Act of 1963,
leadership activities had received only token
attention nationwide. It was left to the old
theory that "the cream will rise to the top" to
supply part of the need for leadership, but sud-
denly the demand for sophisticated personnel in
leadership positions made the old practice
unsatisfactory and new catalysts were needed.
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At the University of Michigan, it was Ralph Wenrich, in
1964, who served as the catalyst. In other states, other people
provided the initiative. I'm sure that many of you here today
can think of someone who insisted that some kind of vehicle be
invented to deal with the problem of providing vocational lead-
ership in your state.

There are many different kinds of programs today, as our
speakers here in this conference so ably illustrate. The ques-
tion that always is foremost in our minds is, how is this best
done? Who has the best system? Why are we concerned over the
best way? Because we are convinced that good leaders -- good
administrators -- provide good vocational education. There is
considerable evidence to support the theory that competent
leaders who have the broad perspective do indeed build and con-
duct strong and quality programs.

Iww the Leadersh opruent Program Operates in c i an

The Selection Process

Letters are mailed about the middle of November to local
school superintendents, intermediate school superintendents, deans
of community colleges, and graduates of the Leadership Development
Program who presently hold administrative responsibility. These
letters are invitations for them to recommend vocational techni-
cal personnel who are under their supervision and for whom they
could conceivably provide an internship. The internship is well
described in the material which is enclosed. There is also an
indication that if their applicant is selected and a viable intern-
ship can be established, t:e State Department will possibly provide
a percentage of reimbursement for the internship time. Thus, even
as an individual is recommended, the administration is making a
commitment. We often receive several phone calls at this point
seeking further clarification on "the commitment to the intern-
ship."

Because the school must make a commitment and because the
LDP student pays his/her own fees and expenses in most cases, the
administrator is encouraged to discuss the program quite thor-
oughly with him/her before a letter of recommendation is mailed.

Once the letter of recommendation is received in our office
on campus, we immediately mail out the application to the pros-
pect with materials describing the program.

The application asks for considerable personal data,
schools attended, degrees sec.,red, and an outline of experience.
The applicant is also requested to contact his/her supervisor
and secure a letter of commitment to the internship and the
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program. This en at am eistr 'on is acquainted with
the program and he. s. some: ueeeanding of their possible involve-
ment. This letter LheT: attached to the application when it is
mailed.

Once _l applications are received, they are reviewed by a
committee of our faculty. This is a graduate program and in addi-
tion to meeting the criteria which we may select as vocational
educators, they do have to be admissible to our Rackham Graduate
School. We do admit people to our program who are not vocational
educators if they are in some way involved. For example, they
can be guidance or placement personnel from an area center, or
it is possible that they could be in charge of the special needs
programs.

Our committee then attempts to screen all applications and
make a determination about who should be invited for the day of
testing and interviews. A psychological test (SCAT) is given
while they're on campus. This gives us some indication of their
computation and verbal skills, and a feel for their intelligence
as well. We are convinced that leadership personnel in any area
of education do a better job if they have good verbal skills.
The two days for testing and interviews are usually scheduled
about the third week of February. In order to accommodate those
oho appear to be best qualified, we usually invite about 20 people
each day.' Each applicant is interviewed three times by three
different people. The interviewers are either mem' rs of our
staff or local directors or deans of vocational r '.on. They
don't have to be graduates of the LDP but many re. are since
there are now almost 300 graduates in the field. Ireadentally,
those who are selected to assist in the interviewing each year
are given a short indoctrination session before they begin their
interview sessions. We like to remind them that those whom they
interview don't have to be ready to take over the responsibili-
ties of administering a program or a center as of this moment
but should have the potential to learn how this is done!

All prospects and interviewers are invited to have lunch
at our expense in one of the dining rooms at the Michigan League
which provides an excellent menu and a very nice, relaxed atmos-
phere for getting acquainted. Time is available for them to ask
questions of us about the program and it's at this time that we
emphasize that the final selection will eliminate approximately
half of them. We also point out that some of them will not be
selected because the internship arrangement hasn't been properly
understood or provided for by their administration. We point
out that if the administrator's letter which accompanied their
application did not, in fact, commit the school or college to
the provision of adequate time, it would be appropriate to hav
the administration call us if this can still be arranged.

Finally, the selection is made. In this process, the in
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vidual evaluations given by the three interviewers weighs heav-ily in the final decisions. Only applicants who have guaranteedinternship time are selected in3ofar as is possible to judge.

A letter is next mailed tc the twenty applicants who havebeen selected. The letter is worded to indicate that they arein the "final 20" provided the internship can be finalized satis-factorily, and it indicates that a visit will be arranged by thedirector of the program with the administrator involved some timein April or May.

A letter is then mailed to the administrator indicating that
he can "announce the selection" to the local newspaper and media
and that he will be receiving a call very soon to set a date for
discussing the internship.

You may be gaining the impression that we somewhat over-
emphasize. the arranging of the internship. Actually, this is
only with a superintendent or director who may not have been
involved with an LDP'er in the past.

The spring visit is now arranged with the administrator.
He may be a superintendent, a college president, a vocational-
technical dean, or a local director of vocational education. We
make an effort to have everyone there who will be involved in
the decision to provide special time for the intern to practice
being an administrator. The prospective intern is also invitedto the meeting. The real purpose of this visit is to discuss the
quality of the commitment being made by the local administration,
and to make doubly sure that they understand how the program
operates. It is indicated that this is a four-sided commitment.
They, the local school or college have a stake in the training
and professional development of this individual. The State
Department's vocational-technical services has a stake in the
program becauFe it usually underwrites a percentage of the time
that the intern devotes to administrative duties. The university
has time and money invested, and they are quite anxious that
what occurs reflect well upon them. Lastly, but most important,
the individual is making a tremendous commitment of time and
money_.- Thus, there are many reasons why the total experience
must be well conceived and planned.

It is at this meeting that the director will indicate thathe has an "assignment" for the prospective LDP'er. The assign-ment is the LDP'er shall outline in performance objectiveterms the specific areas and responsibilities that he/she believeswill be covered in the coming school year. After the outline isdeveloped he/she shall then make an appointment with the indivi-dual (or individuals) who will be serving as his/her supervisorduring the internship. If the intern and the supervisor reallyunderstand each other and are able to place on paper a reasonable



listing of performance objectives as a definition of the 'ntern-
ship, then it can and usually will be a very valuable leai
experience.

One very important idea that the program director must leave
with the administration during this visit is that the success
of the internship depends so very much upon how they work with
the intern. Although the program provides graduate university
credit and is a "university program", the success of the intern-
ship phase of the program really depends upon them and their
willingness to become involved.

When the director returns home, a letter is prepared restat-
ing what has been agreed upon. If there are problems, these are
identified and possible solutions may be suggested. Occasion-
ally, and this has been quite rare, when an arrangement was not
reached, the director may have to indicate that since an accep-
table plan could not be formed, the prospective intern's name
will be withdrawn for the present, and his/her name should be
resubmitted the following year. Copies of this letter are sent
to all of the individuals who were involved in the meeting. We
find that this- practice is practically unnecessary in a system
that has an LDP'er alumni as their director. But it is quite
necessary in situations where all of the administrators are un-
familiar with the program.

During the weeks following the mailing of the "selection
letter," which usually goes out about the third week of March,
there are several pieces of communication mailed to the prospec-
tive LDP'er such as registration information, room and apartment
information, details on how to gain admission to the Rackham
Graduate School, a huge maize and blue map of the Ann Arbor
campuses, graduate catalogues, and a listing of the new class with
home addresses and phone numbers.

Advisory Cemmittee

Sometime during April, an advisory committee is called to-
gether to assist the staff in setting goals for the upcoming
LOP year. This used to be a group consisting of staff, a State
Department representative, local directors, and community
college deans. We have now added two representatives from the
present LOP class and two representatives from the class which
is about to begin. We find that this does several things. These
four people do a tremendous job in an informal way of letting
it be known that (1) there is an advisory committee, and (2) it
would be literally impossible to include everything that is pro-
posed.

On- campus Phase

Finally, the on-campus experience begins. The first week
largely devoted to investigating the various systems by which



we mmuni_ te. L-nsiderable time is d-v I trr plant nq :iii
All clay meeting for Friday of the' first week t which Alt st 4-

ervi. of the interns are invited. "Supervisor's Day" has
level into one of the most import-nt things thAt we do irr
our p _m.

VI- "day" is held in an --al setting of a I go h7 -I-
motol it the edge of the city, and the atmosphere is quite relaxed.
Most of the program for the day is an investigation of the ways
that the tines of communication can be kept open between intern
ar'd supervisor in he year ahead. One of the unique features
of this program is that the new LDP'ers are "in charg " of the
program, although they've only had four days together ,I, are
quite now to the approach. Our most frequently receiv, ,: come
from the supervisors is "Let's do this more often!"

It becomes obvious in most cases, as a result of the "Sup-
ervisors Day," that the performance objectives now need a few
changes. Our LDP I are the first to indicate that they now
feel some refinin_ of the PO's can take place ®_ "When they can
get home." It is our feeling that intern and supervisor know
each other much better as a result of the experiences which they
have shared. This not only paves the way for a better intern-
ship in the fall but makes each day of the summer workshop more
meaningful.

You may have noted that up to this point specific competen-
cies have not been mentioned. Our approach at the University of
Michigan is somewhat different from that foil, 'ed in many programs
where administrative personnel are prepared:

We are convinced that more learning takes place when intern
and supervisor know and respect each other in advance of the
internship.

We are convinced that there are more advantages than dis-
advantages in keeping the intern in his home school district as
opposed to moving him into one that is strange to him and where
he is an unknown.

We are convinced that an on-the-job assignment which involves
a spec ic competency is a better way to learn that competency
than from a formalized module prepared for that purpose.

We recognize that there are many ways to make a group aware
of competencies which they may eventually need, i.e., by lectures,
field trips, individual study and research, etc.

We believe that the supervisor should have considerable
input to what the intern studies and to the particular competen-
cies which the intern develops.
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hlw. The d. velepmental phases; ()I the program conduct

I ull six weeks on campus during the summer 1( one week(_
each month during the academic year A great deal of (ffei
expended to develop those understandings in the participants
which will enable them to set goals, which are in keeping with
the P.O. 's already being cieveloped, and to initiate action very
quickly when they move into the internship in the fall. The
director of the program utilizes a committee from the program
which continually reassesses what seems t,-) be pertinent and most
important in terms of program topics to covered. The Voca-
tional Technical Service of the Michigan Department of Alucation
has been most cooperative in providing special consultants to
work with the group in many areas. Field trips are utilized
acgua,nt the group with the most recent developments in the field,
not only in education, but in business and industry as well.

Because the Ann Arbor campuses provide a variety of rich
resources, the committee is encouraged to take advantage of var-
ious professionals in such areas as fmiss, labor and indif-
trial relations, social research, pL 1. science, and
neering.

Representatives from state and federal agencies are ali
brought before the group when it is deemed appropriate. Of
Late, specialists have also been employed as consultants in the
area of teachers' unions and negotiations.

The Program Planning Committee mentioned above has consi-
derable responsibility for arranging the sequence of consultants
and activities. Vihrm one or more of the group feel that the
program needs redirection, they are usually quick to indicate
this. We find that the program itself actually provides some
very excellent ojo-tunities for exercising leadership skills.

Evaluation

Another committee which has a major responsibility in guid-
ing the University of Michigan program is the Evaluation Commit-
tee. The Evaluation Committee provides a small evaluation instru-
ment to everyone in the program immediately following each
presentation, field trip, or group experience. These evaluation;
are aimed at measuring the value of each individual program
terms of a stated objective; a judgement is asked for concerning
w!,L:ther the program should be included in subsequent years. The
participants also evaluate each other as a part of certain indi-
vidual and group activites. In the last two years, the participants
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t_Lt" pA rts Cl roal feel fo r up process of decision
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the opera+ . licies for vocational education in Michigan.

mentioning the simulation at this point is that
1 the poor evaluation which takes place during and follow-

, 1 this exercise is more acute than in any other setting except
the re:it thing.

The participants are also evaluated approximately four
times during the academic year by their supervisors, A special
evaluation Corm is mailed Lo them; they have the opportunity to
respond spec",:icaliy to the form, or they write a letter to
`-ho director indicating the progrosJ of the intern. We find that
super...:isors who related the evaluat.ions directly to the per-

rmane objectives of the intern also relate better to our pro-
gram. We find that supervisors "one removed" fro,. the intern
who atually have a lieutenant ' rking with the intern are prone
to be more critical of both the intern and the program.

The task of identifying individuals v,he l.avta leadership
pot.enti ll, as was discussed under the selection procedure, is a
difficult one. It is also difficult to know when someone has
acquired specific competencies of leadership; in this respect,
the supervisor of an intern and the director of a 1,,adership
program can bc, wrong in their ',.-iluations.

As Wenrich points out in hiF, chapter in the AVA Yearbook
1, c°ntem22=YET215 In 7;ocational Education:

It should not be assumed that this is a one-to-one
relationship between leadership and administration.
in any large formal organization, such as a school
or school system, a person might hold an adminis-
trative position but exercise little or no leadership.
Conversely, not all leaders in school organizations
are in administrative and/or supervisory positions.
The difference between leadership and administration
is important to discern.

This difference is not always completely clear to our lead-
ership participants when they initially enter the pregram. Some
have the lingering conviction that a position and its-Et-tie some-
how will provide the magic of automatic leadership.
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Our i nq the I, e t three SIM have coneentrat quitehe.; upon teaching --e ;kills our LOP participants which
_ir`e n, lee! by a statt- pornon who responsible for providing
the C.h,V,, inservieo to vocational -idlers, Thus, a 1.11=410 num-ber ot .-ur- graduates are rovol ved tit. various times in vi r1 ingr o I el low tl J-s. In this role, they ratherquickly leo- n (1) whether they feel that they have leaderiihipskills, and 2) whether further developing leadership ski l Is inan interest_i_nd and worthwhile undertaking_

in our program, we contlnally emphasize at leaderrshis the (riitiation ciLnew_procedUres for ar7Complishinq thefive; or goals of the Toeal school or community college. We pointout, ,:oo, that the leader may be more popular when he/she is notthe administrator, but that it is possible to be both leader andadministrator : Id to be quite successful in both roles. This isthe goal which we I Ad for all liDP'ers at the Univer=sity of Mich-igan.
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Attend ttr larcio-urou ;entat.isrl in which cnunil
tants from Kent State University will explain And
donut ihe the i)hio LIIt c =rrl t t_,t1 dOrShlp d (,` V C! 1 01)111010 )1 -
q rain mII )1) yc)l.r Incly havi, and he IQ e -
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Attend the larc Trout} pr-esenLat iorl ill wlrieh a eoi-
nultant= irom n State University will dis
Oreyon's exp once with the internship p -Aram. Ho
prepared to raiso any questions you may hive duri
the small- gr-oui discussions tollowin( the present
t on.

Under the direction of a resource person, divide into
three small groups. One consultant on the internship
approach will join each small group. At the end of a
designated period of time, you will be ask'H to
switch Lo I(dther small group, to give y-L. Lhe oppor-
tunity to latoract with another consultant and con-
tinue La rains: the questions and implementation con-
cerns you hav- identified as relevant to the 1,9 if
your s...o/institution. During these disc sioi,
you should attompt o (1) identify the key features
of intern programs, noting these on the Major Delivery
Strategies Matrix, pp. -55, and (2) explore the
implications of the internship for improving adminis-
trator training in your state.
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At this point, a workshop resource person will pre-
sent a completed Major Delivery Strategies Matrix to
the group. Compare Your completed Matrix with that
of the resource person to evaluate your competency
in identifying the key features of three delivery
strategies. Opportunity for discussion and clarifi-
cation will be provided. Feedback on your ability
to identify the implications of these strategies for
improving administrator training in your state should
have occurred during your small-group discussions
with cons' 'tants.
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Learning Ex IV

OVERVIEW

Activity

Given presentations on existing CBAE materials and
other relevant instructional materials, demonstrate
knowledge of thr format, characteristics, and use
of selected materials.

You will be listening to a large-group presentation
concerning the outcomes of The Center's identifica-
tion and review of existing administrator education
instructional materials.

You wi 1 be listening to a large-group present
on the development and field testing of The
CenteHs C1AE materials, and participating in a
question-and-answer session following the presenta-
tion.

You may wish to read the information sheet, The
Development and Field Testing of The Center's CBAE
Materials, pp. 97-100.

You will be listening to a large-group presentation
in which you will be "walked-through" a CBAE
module, and participating in a question-and-answer
session following the presentation.'
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OVE:RtrEW continue= = =

You will be reviewing another CBAE module, and
,scribing in writing the nature and use of the
module, using the Review Guideline Questions,
pp. 101-103.

You will be discussing your description of the
nature and use of the module with the other members
of your sma?.i group and your resource person.

You will be listening to a panel discussion con-
cerning the field test experiences of users of the
CVE administrator modules.

You will be reviewing and critiquing selected CBAE
materials, using the CBAE Materials Checklist,
pp. 105-306.

You will be listening to a large-group presentation
on the role of the resource person and trainee in a
CBAE program, and participating in a guestion-and-
answer session following the presentation.
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OVERVIEW continued

You will be viewing a large-group presentation of
Activity a slide/tape on the role of the resource person in

a competency-based program.

You may wish to read the information sheet, The
Role of the Resource Person in a CBAE Program,
pp. 107-111.
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Optional
Activity

Join the other workshop_ participants for a presenta-
tion in which a Center resource person will give an
overview of selected CBAE and other relevant admin-
istrator education materials identified, collectrid,
and reviPt-.d by project Ataff. The criteria used in

the materials be presented, and an
ar.nAated bibliography o.. administrator instructional
materials will be distrt:11 ed.

Attend the large-group prey Cation in which the
development and field testing of The Center's CBAE
materials will be explained. Following the presenta-
tion, time has been allotted for you to raise any
questions which may arise during the presentation.

For a summary of the procedures used in developing
and testing The Center's CBAE materials, you may wish
to read the following information sheet:

THE DEVELOPMENT AND FIELD TESTING OF
THE CENTER'S CSIM MATERIALS

The following is a sIler-11 overview description of the cur-
riculum development and tePti.,g phase of a larger research and
development project entitLA "Development of Competency-Based
instructional Materials for Local Vocational Education Adminis-
trators." The major steps in the curriculum development and
testing phase included:

1. Cluster the verified competencies for curriculum
development purposes.

2. Devise instructional materials format.

Develop prototypic instructional packages (modules)
and a user's guide.

Conduct field test of instructional materials.

5. Revise all materials using feedback obtained from
students (administrator trainees) and resource persons
(instru tors).

6. Publi And disseminate materials.
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A graphic overview of these steps in the curriculum develop-
--L Ind testing phase is presented in Figure 1. A brief narra-

descrip ion of the procedure., used in conducting each step
tows.

Project staff undertook the task of initially clustering tho
166 verified competencies for curriculum development purposes.
It was felt that clustering of some tasks was needed for at least
two major reasons. First, many of the tasks are closely related
to one another and could logically be addressed in a single
instructional package that could show these relationships better
than if eWlressed separately. Secondly, it appeared logical to
project staff that 166 instructional packages (one for each veri-
fied task statement) would be unrealistic and unmanageable.
Hence, task statements were tentatively clustered into several
logical groupings. The clusterings are considered tentative
only, because it has been the project staff's experience in the
development of many performance-based teacher education modules
that the task statement groupings sometimes need to be changed
during the actual development process.

Several instructional materials formats were reviewed and
evaluated before a decision was made J.71 adopt a format very simi-
lar to The Center's 100 performance-bz3ed teacher education
(FETE) modules. The PETE module form' has been widely field
tested and proven to bean effective. ,end easily understood format.
Another advantage of using this format te that av-y vocational
teacher educators and other potential Lse-s of the administrator
modules, would already be acquainted tnIfore reducing
the training needed to prepare for the ltfectle use.

A variety of approaches was used in the actual development
of the modules. Three external consultants were employed to
draft Information sheets and/or review drafts written by project
staff in developing four of the modules. 'Pen modules were written
entirely by project staff. In all cases, nodules underwent
careful review by at least one other experienced curriculum witer
and content specialist before being prepared for field testing.
Once the modules were well underway, oe staff member was assigned
the tas, . of developing a help_guide that would be helful to
both the trainer 4 trainee using the modules.

Concurrent with the development process, field testing of
the modules began once the first one came off the presses. Four
field-test sites were carefully selected to provide for testing
under real-world conditions in four geographically diverse loca-
tions and in four different types of instructional programs.
They were tested in an Extern program at the University of Ten-
nessee, in an Intern program at Kent -Mtn University, in a
special state-funded inservice education

in
for local admin-

istrators at Utah State University, and n a graduate course Set-
ting at The Ohio State University. The field-test coordinators
were oriented to the modules and field testing guidelines. An
Estimate of Performance instrument was completed by each trainee
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before and after completing the module. In addition, each
trainee and each resource parson was asked to complete a reac-
tions booklet designed to obtain feedback useful in the revision
of the modules. Wherever possible, resource persons were
expected to assess the administrator's performance in an actual
administrative situation, Unfortunately, this was not possible
in all circumstances. Reactions were also sought and obtained
from three of the field-test coordinators to the user's guide.

Revision of the modules was completed entirely by a team of
two project staff members. Every effort was made to incorporate
the recommendations of the trainees and resource persons in the
revision process. Fortunately, the feedback received was quite
positive on all six of the modules, and major revisions were not
needed.

The modules and user's guide have now all been revised and
camera-ready copy prep .ad for publication. Dissemination of the
modules, user's guide, and related project reports will be through
The Cester's cost-recovery dissemination unit and ERIC. The
first major dissemination of thsse materials will occur at the
February 1978 national workshop on Personnel Development for
Local Administrators of Vocational Education.

While six quality modules and a user's guide have been pre-
pared, field tested, and are now available, much more curriculum
development work remains if all of the 166 verified competencies
are to be addressed by such materials. The Center is anxious to
coALinue this development task and hopes that a consortium of
states will join together with it to develop the additional 25 to
30 modules needed.
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Attend the large -group presentation in which a
resource person will "walk" you through one of The
Center's CBAE modules, explaining general module
characteristics and specific format techniques in
terms of this one module.

Review the CBAE module given to you by your resource
person, and demonstrate knowledge of the format,
characteristics, and use of The Center's modularized
instructional packages by completing the Review
Guideline Questions listed below. Your written
responses need not be detailed; simple, concise notes
will be sufficient.

REVIEW GUIDELINE QUESTIONS

L. To what does the phrase "task statement number s " in the
Module Structure and Use section refer?

2. Are any prerequisites required for this module?

Where i: information on general procedures for module use
located? What is the purpose of this procedural information?

4. What types of information are included in the Introduction
to a module, and for what purposes? Give brief examples
from the module you are reviewing.
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Skim the overviews and answer the following questions:

What specific activities are provided to give the admin-
istrator cognitive background concerning the competency?

What specific activities are provided to give the admin-
istrator practice in applying that background information?

c. What optional activites are provided?

d. Based on your expertise in administrator training, what
additional optional activities could you devise to
individualize the packr-Ye for your preservice and/or
inservice administrate ..?

6. What outside resources are required for the completion of
Learning Experience I? Learning Experience III?

After an administrator trainee reads an information sheet,
how does he/she know whether he/she has grasped the neces-
sary concepts? What should he/she do if he/she does 'not
meet the level of performance specified?
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Read the Overview for Learning Experience II. The first
optional activity recommends discussing a reading with a
group of peers. Row could a resource person be of assis-
tance to an administrator trainee who wishes to complete
this optional activity?

9. What is the terminal objective of this module?

10. At what point, and under what conditions, can the admini
trator trainee complete the final experience?

Meet with the other members of your small group and
with your resource person to discuss your answers to
the Review Guideline Questions. Your resource person
has a list of model answers to guide the discussion.

Join the other workshop participants for a panel dis-
cussion on the use of The Center's CBAE modules. The
members of this panel are administrator educators who
field tested the modules in various settings. They
will discuss their field testing experiences, what is
involved in acting as a resource person, and the
reactions of trainees to the CBAE materials.

Join your assigned small group and, working individ-
ually, examine the CBAE materials provided to your
group by your workshop resource person. Use the
criteria on the CBAE.Materials Checklist, pp. 105-106
to guide your examination and structure what you are
looking for. When you have finished examining the
materials, evaluate at least two (three, if time per-
mits) sets of materials, tiling separate copies of the
CBAE Materials Checklist, pp. 105-106. Three copies of
this checklist have been provided for your use in
critiquing the materials.
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CBAE MATERIAL CHECKLIST

Directions: Place an X in the NO, PARTIAL, or FULL column t
nardiTZThe extent to which the instructional package meets each
of the specified criteria. If, because of the competency involved
or for other special reasons, a product (performance) criteria is
not applicable, place an X in the N/A column.

The instructional package is based on
one or more competencies identified as
important to vocational administrators..

2. The basis of competency identification
(the research method or other proce-
dures used in identifying the compe-
tencies covered) is made leer.... . ..

The package was
before being dis

ilot or field tested
eminated for u. e

The target group for the package is
preservice and/or inservice voca-
tional administrators-

The content is relevant to the needs
of vocational administrators..." .

6. The information is up to date.......

The package contains the following
basic components:

clear directions for using the
package

b. a rationale or introduction
explaining the importance of the
skill being covered......,. . .

c. a listing of performance objectives.

d. clear, complete explanations of
the activities to be completed in
order to reach each objective.......

e. information sheets or reference to
a minimal number of outside refer-
ences containing the needed infor-
mation_
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devices for immediate dhack.....

a criterion-referenced post-
assessment form designed to measure
actual performance... . .............

The package also contains the following
components (optional):

a. a listing of prerequisites.....

b. a listing of terminology, and any
resources and materials required...

c. a pre- assessment device............

9. The package either includes all neces-
sary materials or clearly specifies
what is needed...... ..

10. The package contains a variety of
realistic activities....... . ...........

Opportunities for recycling activities
are included.

12. The package provides opportunities for
trainees to interact with peers,
resource person, and others

13. Supplementary enrichment activities
are provided to meet the needs of
interested learners......... . . . .. . .

14. The package format and activities allow
for flexibility and thus can meet the
needs of persons with different learn-
ing styles......

The learning activities are sequenced
in a logical order. .. ....... .. . .. .

The package is well-produced (e.g.,
good grammar, correct spelling, clear
layout, clean copy, neat corrections,
etc4).N.DOO4.8.84.40,11000101,004.4011104W40*

17. An implementation and/or a user's guide
is available as supportive materials....
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COAE MATERIALS CHECKLIST

Directions: Place an X in the NO, PARTIAL, or PULL column to
Ina-itate- the extent to which the instructional package meets each
of the specified criteria. If, because of the competency involved
or for other special reasons, a product (performance} criteria is
not applicable, place an X in the N/A column.

The instructional package is based on
one or more competencies identified as
important to vocational administrators..

2. The basis of competency identification
(the research method or other proce-
dures used in identifying the compe-
tencies covered) is made clear. ...

. The package was pilot or field tested
before being disseminated for use.......

4. The target group for the package is
preservice and/or inservice voca-
tional administrators-

5. The content is relevant to the needs
of vocational administrators

6. The information is up to date .

7. The package contains the following
basic components:

a. clear directions for using the
... ....... ..

a rationale or introduction
explaining the importance of the
skill being covered

a listing of performance objectives

d. clear, complete explanations of
the activities to be completed in
order to reach each objective

e. information sheets or reference to
a minimal number of outside refer-
ences containing the needed infor-
mation--

LEVEL OF PERFORMANCE

N/A NO PARTIAL FULL
ww~.%.411mi.oft
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devices for immediate feedback......

a criterion-referenced post-
assessment form designed to measure
actual performance . . .

8. The package also contains the following
components (optional):

a listing of prerequisites=

b. a listing of terminology, and any
resources and materials required.. .

c. a pre-assessment device.....

9. The package either includes all neces-
sary materials or clearly specifies
whatis . ...............

10. The package contains a variety of
realistic activities . . ............

11. Opportunities for recycling activities
are included. .. . .

12. The package provides opportunities for
trainees to interact with peers,
resource person, and others.............

Supplementary enrichment activities
are provided to meet the needs of
interested learners

14. The package format and activities allow
for flexibility and thus can meet the

needs of persons with different learn-
ing styles........

15. The learning activities are sequenced
in a logical order

16. The package is well-produced (e.g.,
good grammar, correct spelling, clear
layout, clean copy, neat corrections,
etc.)... . . . .......

17. An implementation and/or a user's guide
is available as supportive materials....
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CBAE MATERIALS CHECKLIST

Directions: Place an X in the NO, PARTIAL, or PULL column to
TgarFWEFEhe extent to which the instructional package meets each
of the specified criteria. lf, because of the competency involved
or for other special reasons, a product (performance) criteria is
not applicable, place an X in the N/A column.

The instructional package is based on
one or more competencies identified as
important to vocational administrators.

2. The basis of competency identification
(the research method or other proce-
dures used in identifying the compe-
tencies covered) is made clear.........

. The package was pilot or field tested
before being disseminated for use......

4. The target group for the package is
preservice and/or inservice voca-
tional administrators..................

5. The content is relevant to the needs
of vocational administrators..........

6. The information is up to date...

7. The package contains the following
basic components:

a. clear directions for using the
package.... %%% % .........

a rationale or introduction
explaining the importance of the
skill being covered......... % .

a listing of performance objectives

clear, complete explanations of
the activities to be completed in
order to reach each objective.....

information sheets or reference to
a minimal number of outside refer-
ences containing the needed infor-
mation

LEVEL OF PET

N/A NO

NC}

PARTIAL FULL



devices for immediate feedback....

g. a criterion-referenced p_ t

assessment form designed to measure
actual performance......

The package also contains the following
components (optional):

a. a listing of prerequisites.....

b. a listing of terminology, and any
resources and materials required....

c. a pre-assessment device......

9. The package either includes all neces-
sary materials or clearly specifies
what is needed...

10. The package contains a variety of
realistic activities

11. Opportunities for recycling activities
are included................ . .

12. The package provides opportunities for
trainees to. interact with peers,
resource person, and others

13. Supplementary enrichment activities
are provided to meet the needs of
interested learners....

14. The package format and activities allow
for flexibility and thus can meet the
needs of persons with different learn-
ing

15. The learning activities are sequenced
in a logical order... . .............

16. The package is well-produced (e.g.,
good grammar, correct spelling, clear
layout, clean copy, neat corrections,
etc.)

17. An implementation and/or a user's guide
is available as supportive materials....

10
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%Activity

Join tlw c tiler workshop par ic ip; nt,s for lat

group presentation on the role of the resource person
and trainee in a CBAE program. The presentation will
focus on the criticot nature of the resource person
role, and provide an overview of the responsibilities
and tasks of both the resource person and administra-
tor trainee in a (MAE program. Time has been allotted
for you to raise questions toll( ny the pros htation.

Attend the large-group presentation in which the
slide/tape, "The Role of the Resource Person Using
The Center's PBTE Materials" will be shown. Although
the slide/tape focuses on PBTE, many of the coneep'Gs
and procedures presented are applicable to CBAE pro-
grams. A workshop resource person will point out the
parallels between the resource person roles in PETE
and CBTE programs.

For a summary of the responsibilities involved in
acting as a resource person in a CBAE program, you
may wish to read the following information sheet:

THE ROLE OF THE RESOURCE PERSON IN A CBAE PROGRAM

The Center's CBAE approach absolutely requires the active
presence of the resource person to make it work. He or she is
vital in (1) orienting trainees to the CBAE program, (2) helping
trainees select the competencies they need to achieve and the
modules they will take, (3) assisting trainees in obtaining
access to necessary equipment, meeting rooms, and other needed
resources, (4) arranging small-group and large-group meetings so
trainees have a chance to interact, (5) helping trainees set up
activities with peers or arrange to observe or visit a school
administrator, (6) providing advice when trainees encounter prob-
lems, (7) supplementing the material in a given module with mate-
rials, presentations, and activities drawn from his/her own
expertise as a professional educator, (8) providing trainees with
feedback when it is needed, and (9) evaluating trainees' final
performance.

In our testing experience to date, when trainees indicated
they disliked working with modules, it was generally because they
had been asked to work along on the modules unassisted by a
resource person or by fellow students. Typical comments include:

1 couldn't find any peers to work with"
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"My resource person was never available"

"I'd already had a course on this topic so this was
busywork for me"

"I miss discussing things with my coil uns"

Much of the work of local administrators involves interaction
with others. You cannot teach administrators to interact effec-
tively with others if you give them a modulo and require them to
work in isolation. These modules were not designed for that pur-
pose. Each module provides basic information and activities, but
the resource persons are the key to making the modules work. The
modules are only one tool in administrator preparation. It is up
to the resource person to provide additional learning tools and
opportunities for working with others, and to truly individualize
the training process to meet the unique needs of trainees.

Ex lainin CBAE to Train

In all probability, few of your preservice or inservice
administrators will be familiar with CBAE, so your first task is
to introduce them to the concept. People tend to be uncomfortable
(even antagonistic) when confronted with something unfamiliar.
Before they will accept the new, they want to know what it is,
what its value is, and how it will affect them. Consider how you
feel when someone asks you to taste something unfamiliar and,
perhaps, vaguely suspicious in appearance. To avoid such a
qualmish reaction you need to explain why you have elected to
use modules, how using modules requiring performance in an actual
administrative situation can help prepare them to carry out their
responsibilities, and how your particular program of use is set up.

Another consideration is that most trainees have been exposed
primarily to educational systems involving large-group instruction
and teacher-centered instruction. They are used to having the
teacher take responsibility for teaching, rather than their having
to take responsibility for learning. Therefore, they need to be
oriented to the new role they are expected to play and to their
new responsibilities for learning.

Helping __Trainees Select Modules

in CBAE, administrators are evaluated on whether they have
achieved a particular skill, not whether they have completed a
particular module. Thus, another of your tasks as a resource
person is to help trainees identify which modules, or which
.learning experiences within a-module, they need to complete to
Meet your requirements and their needs. This means that you
will have to identify which modules you will use in your adminis-
trait:or-trainingprogram or course, which are required, and which
are optional. You will also have to meet individually with
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trainees to determine which competencies they already posucss.
If a trainee already possesses a particular skill, he or she
should need only to demonstrate the competency to specified stan-
dards without going through the whole module.

Modules

Most CV1 administrator modules include activities (generally
optional) which call for outside resources. A trainee may be
asked to participate in a role-play activity with a group of
peers. The module may suggest supplementary readings. A module
may recommend that the material in the information sheet be dis-
cussed further with peers or with the resource person, or that
the learner attend an advisory council meeting. A trainee may be
told that it would be helpful to meet with an experienced admin-
istrator to discuss a particular concept or to observe that
administrator demonstrating a particular skill.

Trainees may experience difficulties in carrying out these
activities if you have not set up guidelines or procedures in
advance. You need to devise a system for trainees to obtain
access to the equipment, materials, peers, resource persons, and
situations they need so that they can complete the module without
being forced to jump unnecessary hurdles, or experience unneces-
sary delays. This system should also include provision for
periodic small-group and large-group discussion sessions.

Another part of your system must be designed to ensure that
a trainee with a problem or question concerning an activity has
access to you, or another person designated as a resource, within
a reasonable amount of time. Periodic seminars or conferences
should be arranged to review progress and resolve any problems.

It should be noted that to provide trainees with advice and
answers concerning a given module, it is absolutely critical that
any resource person be totally familiar with the content and
learning activities of the module involved.

Modules were written to be used by professional educators,
not to replace theml Administrator educators have been specially
trained in the professional and /or technical skills needed by
local administrators. Their expertise and experience are essen-
tial to successful use of the modules. As an administrator edu-
cator, you are undoubtedly aware of numerous materials and tech-
niques which are effective in teaching a particular skill, such as:

presentation

guest speakers
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textbooks, periodicals, pamphlets, handouts

simulations, role-playing situations

field trips

videotapes

audiovisuals

As mentioned previously, the resource person must be thoroughly
familiar with each module that he or she assigns. During the
process of familiarizing yourself with a particular module, you
should plan how you can supplement the contents of the module.
Do you have an excellent handout on the subject? Would trainees
benefit from participating in a seminar at some point in the
module? Would a large-group presentation enhance the module
activities at some point? Do you have additional tips or practi-
cal do's and don'ts you need to convey to trainees concerning the
skill? Is there additional information, unique to the vocational
programs in your state, which they need to be aware of? By asking
questions of this type as you review each module, you can make
the learning experience more effective for your trainees.

Providing Feedback

Because we recognize the limitations on each resource per-
son's time, we have tried where possible to have trainees do
Self-Checks on their progress, involving the resource person as
the evaluator only in the final experience. However, the modules
remind trainees periodically to check with their resource person
if they are experiencing problems. If a trainee does not agree
with or understand the feedback provided in the module, you need
to provide him or her with additional feedback. Furthermore, as
time allows, you should spot check progress to be sure that each
trainee is using the modules correctly and to provide reinforce-
ment and feedback concerning his/her progress. For example, some
trainees, unused to setting their own pace, may tend to wait
until the last minute to complete their module work which seems
less pressing. By monitoring their progress, you can detect such
problems and take corrective measures

Evaluating Final Performance

The Center's CBAE modules require that learners prove their
competency by meeting specified criteria while performing the

skill in an actual administrative situation. It is essential
when students are evaluated using the Administrator Performance
Assessment Form in the final experience, that the evaluator is

qualified to use this form effectively. This means that admin-
istrator educators should be familiar with these forms in advance
to increase the consistency of the ratings, and that other persons
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who are asked to use these forms (e.g., on-site supervisors) be
trained to use them properly. Since the trainee's competency is
assessed during the final experience of each module, it is essen-
tial that these forms be used appropriately, objectively, and

CI:Insistently.

The role of the resource person is indeed a crucial one,
requiring, perhaps, a change in emphasis and activity on the part
of the administrator educator, but certainly not a change in the
need to draw upon all of his or her reservoir of information,_
experience, and training. Modules are not a substitute for the
administrator educator, but simply a way to structure, enliven,
and enrich trainee learning.

The duties of the resource person are many, varied, and in

some ways, demanding. The resource person works with students as
advisor, helper, and evaluator. If the resource person can
accomplish these duties conscientiously and skillfully, the
resulting administrator education program can provide an exciting
and growth-producing experience for the administrator, and a pro-
fessionally satisfying experience for the administrator educator.



Activity

Activity

Activity

Activity

Learning Experience V

OVERVIEW

Given the inputs of the workshop consultants and
the realities of your own institutional setting,
develop a plan of action for utilizing the latest
research findings, best delivery strategies, and
highest quality instructional materials to improve
vocational administrator training in your state.

You will be meeting with the other members of your
state group and working on your team plan for
improving vocational administrator training in your
state, using the State Team Plan of Action form,
pp. 115-118.

You will be describing the actions you will take
to implement your team's plan of action, using the
Individual Plan of Action form, pp. 119-120.

You will be participating in a large-group
question-and-answer session with the workshop con-
sultants concerning program implementation and
operation concerns.

With your state group, you will be completing the
development of your state team and individual plans
of action.

continued



OVERVIEW con -rood

Activity

Your state team and individual plans will be
evaluated cooperatively by your team and aworkzhop
resource person, using the Planning Checklist,
pp. 123-124.

You will be listening to a presentation in which a
reporter from each state group will share the team
plan developed for his/her state.

You will be participating in a large-group session
in which plans for technical assistance will be
discussed.

You will be receiving instructions concerning
expenses, reimbursement, etc.

You will be providing the workshop staff with
feedback on your overall workshop experience by
completing the Final CBAE Workshop Evaluation.
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Meet with the other members of your state team to
develop your overall plans for improving administra-
tor training in your state. With your team, discuss
each of the items listed below on the State Team Plan
of Action form, and respond in the space provided as
specifically as you can at this point. Each team
member has a State Team Plan of Action form on which
he/she can record the team's plans. Since one of
these forms will need to be reviewed during the feed-
back activity, the team should select one member to
complete the copy which will be the "finished prod-
uct." During this planning, you should be thinking
about and taking notes concerning your own individual
responsibilities in implementing the overall plan,
and in working within your own institution/agency to
make any necessary changes. Consultants will be
available to assist you with any questions you may
have concerning program implementation and operation.

STATE TEAM PLAN OF ACTION

Briefly describe resent situation regarding administrator
training. Indicate what programs are offered, by whom, for
how many, etc.
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Briefly describe the major improvements needed in your team's
opinion to improve adminiStrAter inservice And/or preservice
programs. Indicate changes needed in current programs, any
new programs needed, etc.

Describe the implications, if any, of recent administrator
research findings on your existing and/or planned programs.
Items to be considered:

Will competencies be used (if not what other basis
will be)?

Which competencies will be used?
How will the competencies be used?



4. Describe the implications, if any, for your state's adminis-
trator programs of the alternative delivery strategies pre-
sented. Items to be considered:

Is a CBAE program needed?
Is an Intern program needed?
Is an Extern program needed?
Is some combination of these needed?

5. Briefly describe the instructional materials to be used in
your current or proposed administrator training programs.
Items to be considered:

Will materials be developed or existing materials
be used?

if materials are to be developed, what type are planned?
If materials are to be purchased, what types are desired?
What source of funds will be used?



Briefly describe other relevant factors or circumstances
that will influence your team's proposed plan of action.



Having made your overall state team plans, you now
need to describe the actions or steps you as an indi-
vidual will take to implement or help implement your
team's plan of action within your institution/agency
and within your state. The Individual Plan of Action
form below asks you to list the actions you will take
when you return to your institution/agency, and to
determine the dates on which (or by which) each step
is to be taken. Consultants will continue to be
available to assist you as you make these plans.
Note any questions or concerns which may arise as you
complete this foim.

INDIVIDUAL PLAN OF ACTION

Ste _ be Taken
Dates

Des in I End



be Taken
Dates

Be ..n I End
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At this point, you will be given an opportunity to
interact with the consultants on a large-group basis
to raise any questions you may have concerning your
state and/or individual plans of action. If you have
such questions, raise them now. If not, proceed to
the next activity.

Meet with your state team to complete or polish your
state and individual plans of action. Appoint one
person in the group to later report to the total
group on your team's overall plan. - These reports
will be very brief (3 minutes or less).

When you have completed this activity, meet with a
workshop resource person and use the Planning Check-
list, pp. 123-124, to cooperatively rate (1) your
team's level of performance in developing an overall
plan of action, and (2) your level of performance in
developing an individual plan of action.
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PLANNING CHECKLIST

Directions: Place an X in the NO, PARTIAL, or FULL column to
TETIWIEFEhat each of the following performance components was
not accomplished, partially accomplished, or fully accomplished.
If, because of special circumstances, a performance component
was not applicable, or impossible to execute, place an X in the
N/A column.

STATE PLA

1. Each item on the state team plan of
action was dealt with...

2. The completed plans seem realistic in
terms of state/inatitution variables
and constraints

3. The competencies or other bases on
which the program will be structured
were clearly identified.

4. in making the above determination, the
implications of recent administrator
research findings were considered.......

5. The type of deliverystrategy(ies) to
be used was clearly

6. The delivery strategy(ies) chosen seems
appropriate in terms of the present
situation and the needed major improve-
ments identified in the plan

7 The description of the instructional
materials to be used specified.

a. whether existing materials would
be used, or new ones developed......

b. the type of materials to be
selected or developed..

LEVEL

N/A NO

OF PERFORMANCE

PARTIAL FULL

how the development or purchase of
materials would be funded... . *



In making the above determination,
the availability and quality of
existing instructional materials
was considered . ... ....

9. The Plans include at least some con-
sideration of implementation concerns
such as the following:

gaining the support of individuals
and groups whose commitment to the

iplanned changes is necessary... ...

b. providing for certification....

c. funding procedures for the total

d. monitoring and coordinating the
program effort

e. evaluating the program outcome-

INDIVIDUAL PLAN

10. The individual plan clearly specifies
the steps to be taken within the
institution /agency to implement the
plans..................... . . .

11. The dates on which (or by which) these
actions will occur are indicated.. . ..

12. The individual plan clearly specifies
the steps to be taken to assist in
implementing the overall state plan.....

13. The dates on which (or by which) these
actions will occur are indicated.......

LEVEL OF PERFORMANCE: All items must receive FULL, or N/A

responses. if any receives a NO, or PARTIAL response,
there should be evidence that, although the item is not complete

due to time constraints, the item is under consideration and will

be completed at a later time.

1
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Join the other workshop participants to hear brief
reports in which one member of each state team will
share the highlights of his/her team's plan for
improving administrator training in the state.

Attend the large-group session in which a workshop
resource person will describe the technical assis-

Y tance which will be available to the participants in
implementing their plans of action, including the
on-site visits to be made by project staff. Raise
any questions you may have at this point concerning
the types of assistance you can expect, and the time-
frame for the on-site visits.

In order to get reirn_ursedf for your travel expense,
you need to complete certain paperwork. Instructions
relative to this procedure will be given at this
point.

Provide feedback to the workshop staff on your over-
all workshop experience by completing the Final CBAE
Workshop Evaluation form distributed by a resource
person.
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Learning Experience VI

FINAL EXPERIENCE

Activity

-hin your own state and in tution, use the
competency-based approach for improving the pre-
aration of local administrators of vocational
education.

After completing the workshop activities and
returning to your own state/institution, use the
competency-based approach for improving the prep-
aration of local administrators of vocational
education. This will include--

1. Finalizing and making operational your
individual plans for improving adminis-
trator training within your state or
institution.

2. Assisting your state team in carrying out
your overall plans for improving adminis-
trator training in your state.

3. Participating with the other team members
in the on-site visit by project staff to
your state.

Your total competency will be assessed by you,
using the Administrator Performance Assessment
Form, pp. 120-130.

Based upon the criteria specified in this assess-
ment instrument, you will determine whether you
are competent in using the competency-based
approach for improving the preparation of local
administrators of vocational education.

1
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ADMINISTRATOR PERFORMANCE ASSESSMENT FORM

Use the Competency -lased Approach for Improving the Preparation
of Local Administrators of Vocational Education (LA-101)

Directions: Indicate the level of your accomplishment by placing
an X in the appropriate column under the LEVEL OF PERFORMANCE
heading. If, because of special circumstances, a performance
component was not applicable, or impossible to execute, place an
X in the N/A box.

Inusingthe_competency-based approach for
iMproving_administrator train/Nu -64-
individually or in cooperation -4.41 t i your
state team:

1. made a final determination of the basic
characteristics of your program model...

got commitments from the groups or
individuals whose support is neces-
sary for funding and implementing
the plans.... .. . . .......

. planned and conducted orientation
sessions for staff and others involved
in implementing the plans

4. made a final determination as to which
competencies or other bases would pro-
vide structure for the program... . .

5. located or developed, and obtained the
necessary instructional materials to
be used in implementing your plans

6. implemented any management systems as
identified in your plan (e.g., grading,
record-keeping, certification, etc.

7. arranged for any necessary facilities,
field sites, field trips, etc..........
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overall, implemented and monitored the
program(s) as outlined in your state
and individual plans.... . ..............

9. prepared for and participated in the
on-site visit by project staff........

10. provided The Center with feedback as to
implementation activities, including:

preparing and monitoring progress
reports and a final report.. . .

b. providing feedback during the
on-site visit

c. providing feedback during telephone
calls from project staff 0000.

LEVEL OF PERFORMANCE: All items must receive N/A, GOOD, or EXCEL-
LENT responses. I_ any item receives a NONE, POOR, or FAIR
response, discuss this with project staff either by telephone or
during the site visit, and in keeping with the competency-based

iconcept, if necessary, do it again until it works!
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