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The need for competent admtnmstrators of vocat1onal education has long
been recognized. Preservice and imservice administrators at both the secondary
and postsecondary levels need to be well prepared for the complex and unique

The effectrve traxn1ng of local admrnrstrators has betn hampered by the
limrted availability of high-quality competency-based materials specifically
designed for the preparatvon of vocational adwinistrators. In response to this

aeed, work began in 1975, under U.S. Office of Education spomsorship, to . _
identify the competencies important to successful administrators and to. deveiop

modularized training materials that would address the competencies: This work

continued in September of 1978 when seven states joined with the National

Center for Research in Vocationmal Education to form the Congortium for the
Development of Professional Materials for Vocational Education. These combined
efforts resulted in the development, f1e1d testing, and pub11cat1on of the
initial twenty-nine modules and three supportive documents in the Competency-
Based Vocational Administrator Module Series.

Whlle these modules addressed a11 the competenc1es 1dent1f1ed in the

of need. Hence. ‘since 1982—83. the Consort1um ‘has each year selected specific

areas of need and undertaken the development of additional products to meet

these needs. During 1985-86, the extensive use of nondegreed teachers in

vocational-technical education programs was identified as an area of concern,

which resulted in the development of this guide on the recruitment and

inservice training of nondegreed teachers.

- Many persons part1c1pated in the conceptua11zat1on of th1s gu1de. A
technical advisory panel was-convened to- 1dent1fy the issues and concerns that
th1s gu1de should address. Members of this committee._ 1nc1uded Naomi. Blegett.

Goiumhus. Gari Jones, . Program Yinager. Arkansas Division of. Vocational and
Technical Education, Little Rock; Paul Kretzschmar, Assistant Principal, Miami
Lakes Technical Educat1on Center.,M1am1 Lakes. Flor1da. Lawrence Latour.

Westf1e1d, Massachusetts' and Thomas J. Walker, Assistant Professor.,Departmént
of Vocational Education, Temple University, Philadelphia, Peﬁﬁsilvaﬁia.

Several . persons contributed to the deveiopment of th1s guIde on the ,

réchiEiéﬁE ann 1nserV1ce traInxng of ~nondegreed. vocat1ona1 teachers. Kathleen

manuscr;pt., Lo1s G. Harr1ngton, ?rogram Associate, assisted with preparat1on
of the initial manuscript and with its revision and preparation for
publication.

Recognxtron also goes to the follow1ng persons who provzded heipful f1e1d

reviews of the document: Richard Adamsky, James Bishop, Naomi Blodgett,



Freeman Eads, Martin Gyomber, Carl Jones, Helen Lipscomb, Dominic Mohamed, and
Jack Nichols.

Cred1t also goes to Robert E. Norton. Consort1um Program Diréctor, for
providing program leadership and content reviews of the guide; and Harry u.
Drier, Associate Director of the Special Programs Divisicn, for his
administrative assistance.
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the many words necessary to produce this guide:
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_Years ego in a debate among teacﬁera about a achooi 1evy they were. bexng

asked to_ help promote; much of the discussion centered around whether the levy

was actually justified--whether "all those educational frills"™ were needed.

The debate was brought quickly to a close by a young math teacher.- With-facts
and figures to support his view, he pointed out that the overwhelming majority
of school funds go to pay teachers' galaries. Said this iéﬁﬁi teacher, "Would

those of you who are unnecessary educational frills please raise your hands."
Just sol

1n fact. the prlmary edu atibnal tool is not a faciiiti.,br a text, or-a
computer program. It is the- teaching staff. - For public and private education

to be effective, there wmilist be teachers and-those teachers must be effective.

Right now, however, state vocational education directors nationwide are con-

cerned about recruiting and_ tra1n1ng the needed teachers. How, for example,

can the nation's schools train the computer technicians needed in today's world

of work if they cannot attract trained technicians away from the higher paying

business/industry jobs? And if they do find trained technicians who will
teach; how do they ensure that they are well trained in the teaching skills
requ1red? This gu1de begxna to answer such questions.

In thla gu1de. we will 1ook at_some of the factors present today that are

éaﬁaiﬁi the high level of concern about the recruitment and training of non-

degreed vocational-technical instructors. We will then review some strategies

for conducting effective recr u1tment/tra1n1ng programs. And finally, descrip~
tions of tra1n1ng programs used in aeveral states w111 be féétﬁféd; It 1§,ﬁ,

techn1cal ‘administrator, a basis for deazgntng a recruxtment/tra1n1ng program

that can effectively and efficiently meet your instructional staffing needs.







Chapter |

NONDEGREED TEACHERS IN VOCATIGNRI;-TECHNICAL EBUC“TION
ROOTS AND RESULTING NEEDS

c
1]
M\

Trad1t1ona11y. some vocat1ona1-techn1ca1 teache:s--part;cularly those in

secondary trade and industry (T & I) programs and those at the two-year post-

secondary level-—-have been hired to teach d1rect1y from business and industry.

The numbers vary from state to state;, but in Florida, for example, the Florida

Office of Teacher Certification reports that less than a third of their voca-

tional instructors enter the profession by completing a traditional -undergraiu—
ate degree. program. . Because of the need for teachers who can provide specific
techn1ca1 tra1n1ng in thééé ‘Pprograms, - the people who £ill these_ teaéhxﬁé ﬁééz;

credent1ala, Iyptcally. these. Beglnntng teachers do. not hold four-year degrees

in education or in any other. subJect area, aIthough they may heve had varying

Most states require nondegreed teaghers work1ng at_ the secondary level to

obtain teacher ‘training and certification within a given period of time; al-

though_training and certification procedures vary greatly. from state to state.

In Massachusetts, for example, vocational teachers are not part of the state

teacher certification system; they have their own separate approval system.

In Ohio, & multilevel certification process is available. And most states
encourage 1ncam1ng,nopdegreed,vocat1onal teachers to participate in a complete
college program and obtain a bachelor's degree.

,",,ﬂiny a few states requzre the nondegreed teacher working at the post—

secondary level to obtain profesa1onal teacher educat1on. In Florida, for

example, the certification requirements for postsecondary teachers depend on-
who the employer is. ,Vocat;onalfeducat1on,teaching cert1f1cates,are,requ1red
of instructors in postsecondary programs administered by school districts but

not in those administered by a _community. collegel,,etﬁer states; such as.

Arkansas, provide "in—house"  teacher training programs for nondegreed post—

secondary teachers;, leading to certification or approvsl.

Aithough the h1r1ng. tra1n1ng. and cert1f1cat1on or approval of nondegreed
vocational-technical teachers has a long tradition, certain factors today are
focusing attention on this area. There is concern, within and outside the pro-

fession, about the quality of education in our present society:

_If ve are 1ndeed to succeed in ra1sIng the qual1ty of educat1on in the
Bn1ted States, it is crucial that America's teachers be well prepared to carty
out their responsibilities: Predicted teacher shortages-and the so—called
excellence movement only serve to underscore the critical need for the o

vocational—-technical community to address this area of concern in a proactmve

way so that appropriate plans can be made to ensure that vocational-technical

teaching staff are available, now and in the future, in the qQuantities and with
the skills needed.



tet B Iook at the factors—-teecher shortages and the excellence movemernt—-
and the resulting needs in more depth.

Teacher Shortages

Desptte the fact that oecupat10n311y sk111ed people can ga1n access to the
teaching profession without initially holding a bachelor's degree or, through
emergency certification procedures; without meer1ng,regular certification re-

quirements, there are gtill teacher shortages in some_ occupational areas.. In

1983; a national survey was conducted on the supply and demand for T & I. teach-

ers in secondary and postsecondary tra1n1ng programs.1 ‘The results of this
(and other) surveys indicate & great need for teachers in the following occupa-—
tional areas throughout the United States:

Electronics

ébﬁﬁﬁtér sciences

Computer repa1r

Automated systems

Bobot1cs

e Electrical systeus

e Machinist trades

. Transportatzon (1nc1ud1ng auto mechan1cs. d1ese1 mechanics, auto body)

° Heatxng. cooi:ng. and refr1gerat1on

We1d1ng
Plumbing

e Most h1gh—tech occupat1ons

° Gccupatxonaily related math and science

ﬁiihouéh these findings reflect national needs and shortages, there is

some regional variation in the specific occupations for which instructors are.

needed.- -For instance, 1n the Northeast, there is a great need for teachers in

the machinist trades. _On_the other hand, vocational administrators_in parts

of the Midwest report._ that there may soon be a surplus of instructors in this

occupational area. _Similarly, states in the Southeast report a shortage of

instructors in the heating, cooling, and plumbing areas, but this shortage does
not exist in some other parts of the country.

- Throughout the Un1ted States. however. there is a shortage of instructors
in hlgh—technology areas. In some states:; the need for instructors in_ hxgh—
tech programs is so_great that certification requirements have been waived in
order to help entice more high-tech professionals into the teaching profession.

1. James P. Grﬁenan.,"T & I Teachers Supply and Demand.“ Industr1al Educatxon.

73 (February 1984): 5-13.
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in bther cases, institutibng héVé héd to resort to eliminai ing some programs—-.

s1mply are not enOugh qual1f1ed people to teach the suBJect matter.

No sLngle factor is the cause of these shortages.: A number of elements-—

each of which is difficult to address--comb1ne to create the total situation.

Vocational-technical leaders have identified the following factors as contrib-
uting to currefit occupat1onal teacher shortages.

glgh rate of teacher_ turnover. iIn some. 1nstances. educational institu-

tions bave relatryely little dif difficulty in hiring new vocational instructors;

the problem is that they cannot retain these teachers for a long-term period.

Instructors may leave the profeusion for one or more of the folloW1ng reasons:

g;heurslléi—ﬁas——VOCatibﬁal—techn1ca1 teachers _generally receive

lower -salaries than their counterparts in business and industry: _School

districts that are struggling financially have an even greater problem

;n offer;ng compet1tive salar1es to. vocat10nal inntructors. The pay-

ized. occupat1ons. Workers in these occupations generally receive much
greater salaries and opportunities for advancement than they would as
vocat1onal teachers.

ass1gnments. attend1ng staff meet1ngs. and - part1c1pat1ng in_ vocat1onal

student organ1zat1on activities. In addition; scme potential instruc~

tors fear that; in a school situation; they would not be able to keep up

with. chang1ng technology and thus would lose opportunities for future

employment in the field.

. Ina&equate advancenent opportunrtxes—-Aithough the situation may be
changing, the vocational teacher typically has very few advarcement
opportunities other than the salary increments available through -
obtaining cred t for years of service or staff development activities.

Teachers ‘have. carely rece1ved any further_ career 1ncent1ves-—suc5 aa

patxon.” Instructors want1ng to advance substantrveiy in terms of salary

and authority in the educational system usually have left the classroom
and moved 1nto adm1n1strat1ve pos1tions. Currently. only a. -few states

certification levels. Hence. instructors may feel that they are

"trapped" and that the only way to gain advancement is to leave the
teach1ng profess1on.

problems with students.,(3l lack of administrative support- (4) heavy

teaching schedules due to teacher shortages and/or inadequate planning;

(5) poor or inadequate equipment; and (6) lack of input into decisions

that are made about school policies, programs, and curriculum.

) yéégigfifrofeas:onal and noral support durrggﬁthe firntfcneftaerwggyears

of teaching—In too many cases, new vocationzl teachers are hired and
sent directly to the classroom with too little preparation for actual

T
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teaching responsibilities. Incoming teachers need both school adminis-
trators and other teachers to be available for professional guidance and

orIéaehigg_iéfnetAaAIqu—tezq:ggg;f-Some vocat1onal instructors have never
intended for teaching to be a - long-term goal. _They may have entered the

prgfe331gn because they wanted to contribute to_the occupation by teach-

xng _for_a short time, or because they were not able to find employment

in the occupation; or for & myriad of other personal and professional
reasons.

—Bagg;raxe—of’zetzze-enx A large port1on of the current vocational teach—
1ﬁg force is reaching retirement age. The majority of the remaining vocational
instructors will be ret1r1ng within 10 _to_20 ye2rs. _Presently; there are not

enough younger people coming into the teaching profession to augment these

losses.

-Poor public image of vocational education and teaching. A11 too dften.
vocational education- and tééchiﬁg are viewed as "low status" endeavors.  "Those
who can, do; those who can't, teach," it is said. Status thus is a high-paid _

clagses are full of_ BxgE~acﬁ:eving stndents. the myth preva:is that vocat1onal

education is a dumping ground for those students who can't succeed in any other
educational environment. Such an image is not likely to attract throngs of
prospect1ve teachers into the profe§s1on.

‘Lack_ of ]6b secur1gz Due to._ chang1ng enrollments and occupat1onal ,

trends, some prospectrve teachers fear that they may commit much time; effort,

and money to gaining teaching skills and certification; only to discover that

there may not be a place for them in & few years:

ggggetengyftests. Many states now mandate that campetency tests be adm1n-
1atered to prospective teachers in order to verify their occupational, pedagog-
1ca1. and bééic sk1lls competence. These tests can include one or more of the

o A wrxtten examxnatxon to determxne knowiedge of technxcai Informatxon

o A performance test;._ administered with actual machinmes, tools, and

materials, to determine technical skill level

o Oral exams to determine overall trade knowledge as well as "personai

quaixfxcatxons" ]
A varlety of basic sk1113 tests to determ1ne academic ab111ty 1eve1.

including math and communications

A writtén test to determine pedagogiééi kﬁdﬁiédgé

tests. prxor to or thhxn one _to two yearsiog begxnnzng employment.; Usuaiiy.

they must pay for the testing costs out of their own pockets, which new teach-
ers can sometimes ill afford to do. People who have not taken tests in many
years may be fearful and anxious about being tested. They may also resent—-by
implication of being tested—that their occupational competence is in
question.

*\\
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- Cert;fieat;onl gggaval requirements. Prospective vocational teachers can
be overwhelmed by the amount of work, time, and money that they must invest in

order to gain-and maintain their cert1f1cat10n/approve1; The new employee_in

business and industry either goes right to work or; at most; completes some on-

the-job tra1n1ng at_company expense_and on company time. The new nondegreed

teacher; often at his/her own expense and on his/her own time; must complete a

teacher education program and may need to work on other areas as well (e.g.,
level of basic. skills) in order to pass the required competency tests. The
demands of meeting these _requirements, in addition to those of adjusting to a
career change and surviving the first year or two of teaching, can turn away
potent1al instructors.

Effect of the Excellence Movement

The theme of exce11ence 1n educat1on was brought to center_ stage when

Qf the Natlonel Comm1ss1on on_ Excellence in Educat1on. The commission was

cﬁargea with assessing the quality of education in the United States and offer-

ing recommendations for its improvement.

The commission's 1983 report. A—Nstzoa—at Risk, 1dent1f1ed. not éiéel-
lence, bit a head11ne-grabb1ng "rising tide of mediocrity" in the nation's.
schools. And, as a result, another educational reform movement was underway.

Once_again we were asking why Johnny and Jane can't read: This time we weren't

concerned about Rnssxags beating us. into space, however: This time we were
concerned about Japan's influence on our economy. The effect was the same,

nonetheless. Once again, schools are targeted as the problem . . . and schools
must be the answer.

»——- - — - § —— g - g — —— — ——— ———— o —& ——-—

‘One of tﬁe friﬁét§ targets of 1nvestzgat10n bgitgosgicopcerned about

excellence has been teacher education; including vocational teacher education.

Over 200 reform reports place emphasis on the teacher and his/her preparation

as the most critical element in achieving high-quality educational programs.
In response to this identified need for better prepared teachers, nulerous -
recommendat;ogshhave beenfgffered by both the reformers and those responsible

for the training and certif’cation of teachers. These recommendations focus

on the need to better prepare degreed teachers through strategies such as the
following:

' Razszng the standards set for enter1ng teacher educat1on programs

. Making teacher education an advanced degree (fzfth~year‘ program, to be

completed after the individual has a degree in an academic major
° Requ1r1ng a one-year 1nternsh1p prlor to enterzng the professxon fully
e Requiring all teachers to meet mrnlmum basic skills standards
. ﬁeiuiring all teachers to be trained to accommodate students with
special/exceptional needs within their classes

Clearly. when reformers and the c1t12enry insist tﬁat degreed teachers be

better educated; this places an even greater burden on the nondegreed teacher.

The extent of the new certification requirements resulting from the recommenda-

tions associated with the excellence movement, however well intentioned, may

O
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prove to be a barrier to the recruitment of new nondegreed vocational-technical
teachers.

___In 1Ight of present and_ prOJected teacher. shortages in some occupat1bnal

areas; one clear need is to be certain that a thorough job is being done of

identifying prospective nondegreed teachers—-particularly those who are able
and willing to meet the requ1red,cert1f1cgtlop/app;ovalfstandards. This may
simply mean ensuring that you, as a vocational-technical administrator, make

use _of the full range of identification methods normally used: Or_it may mean

being fairly creative in establishing new identification methods to use.

A second need is to be sure that effect1ve recruitment methods ‘are used
otice prospective teachers have been identified. - Finding prospeet1ve teachers
is one thing; conmvincing them to consider teaching as a profession is quite _

another. You thus _need to ensure that you establish recruitment methods_ that

are likely to_be successful-—that make the teaching position sound attractive

and worthwhile. At the same time, the methods must be fair to the proepect1ve

teacher; he or she must have an accurate picture of what he or she is taking on
in accepting the position.

- F1n311y. 1dent1fy1ng, recru1t1ng. end h1r1ng new teachere is._ gnly one péft
of the process of securing new instructional staff. If you want to retain good
teachers; they must be _adequately prepared to perform well in the teaching .

role: __ Thus; you need _to_devise and implement effective methods for prav1d1ng

new nondegreed instructors with the training and suppcort required--not just to
survive, but to flourish.

are-a-wealth: of proven and emerging methods ava11ab1e to you. Once you are

familiar with a _variely of methodss; you can then pick; choose; adopt; and adapt

until you have a system for securing the well-trained occupational teachers you

need in your particular situation and geographic area.



PART TWO
MEETING THE NEED
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Chapter T

BEVELOP A RECRUITMENT PLAN

Just as Wlth other adm1n1strat1ve activities; recruitment efforté are more

1i§e1y to be successful if you first develop a plan-—a pattern of organization

and communication between all of the people and agencies involved in the pro-

cess. Good planning requires that you identify and gain support from a wide

range of groups and individuals, such as the following:

Teachere in your school, college. or district

Schooi or eoliege support staff

Board of educatlon or trustees

Adv1sory counC115 or committees

Lrcal business and 1ndustry

eo-op and Industry coordinators

State department of education

These groups,and 1ndrv1duals can not only help you in ways that _you have .

already identified but may also offer additional resources and ingights that
will help meet your fieeds.

In _any plan that 1nvolves a number of people; it_is. essentxai to keep the

lines of communication open: Participants need to communicate with you and

others during each phase of the process, including planning, implementation,

and _ féiiow-up.r,As 1eader. 1t 13 _your reepons1b111ty to_maintain open. lines

encouragement throughout the recruitment procees.

_ When first_ develop1ng your recru1tment pian. you w111 need to answer

questicns such as the following:

) What are your short— and 1ong—term staff1ng needs?

o How will you. determIne the likely individuals, agencies, and procedures

that can beip in 1dentifying and 1ocat1ng prospective teachers?

What recruitment strategies W111 you use?

° How will you estab11sb a budget for recru1tﬁent aéthitiéé?

¢ Who is responsible for the various aspects of the recru1tmentigrggess

(e.g., support staff, teachers, teacher educators, local and state
administrators)?

How will you sehedule recru1tment act1V1t1es?

° How w111 you present and sell the teachlng occupat1on to prospect1ve
teachers? What incentives can you use?

foag | i
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e Who is_responsible for providing prospective instructors with training
in teaching skills?

e Whet teacher tralnxng strateg1es w;11 you use?

e How will you retain teachers once they are members of your staff?

Developxng a plan based oh answers to these questxons will ﬁelp you to.

organ;ze your_efforts more effectively. In addition; it will help ensure that
your resources _are used most efficiently--that you will get the best results

from your investment of time and energy. The remaining chapters in this

section address these planning questions in more detail.
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Chrapter Il
ASSESS YOUR STAFFING NEEDS

-.-- Before beginning to recruit new teachers, you ﬁéééﬁtﬁ,ééééﬁé,iéﬁiiEE&ffiﬁé

needs. If an instructor frowm one of your high-enrollment programs is leaving
at the end of the school year, obviously you have an immediate short-term

staffing need. However, a number of factors that influence iong-term staffing
needs should alsc be considered.

___ _For example; does local business or industry project a substantial need

for diesel mechanics or computer technicians? Is the machinist trade dropping
off or growing in your region? How long will these employment trends continue?
Community surveys, your state occupational information coordinating committee

(80ICC), your advisory council, and members of local business and industry can
help you identify the types of training programs and instructcrs that will be

needed in order to provide training that will meet projected employment needs.

_You_also need to account for positions that will be created by the upcom-

ing retirement of teachers in your institution. How many instructors will be
retiring in the next one to five years? Five to ten years? Will you need to
find instructors who can teach precisely the same skills? Or, due to changes
in the occupation or changing employment trends, will some of the current
teaciing positions be phased out when instructors retire? Or will training in
their occupational areas be biended with other areas?

Finally, projected student enrollments will affect the number of teachers
you need to hire. Nationally, for example, it is predicted that the chiidren
of the baby-booiers (the so—called baby boomlets) are about to cause massive
teacher shortages in the nation's schools. Locally, the presence of a new
industry in the community can bring in new families and more children to edu-
cate. A plant closing can have the reverse effect. Through your institution's

data-gathering system, you need to be able to predict such enrollment patterns.

- Another aspect of assessing your staffing needs relates, not to numbers
needed, but qualifications needed. For example training and certification
requirements will determine how and who you recruit_in order to meet staffing
needs. Are all teachers in your institution required by state law to obtain

certification or vocational approvai? If so, you will need to identify people

who are willing and potentially abie to go through the teacher training and
certification/approval process.

_Are you required to hire instructors who are certified before they begin
teiching? Or, can you employ persons who will obtain teacher training and
certification while they are working ar instructors?. .Does your state waive
some certification requirements if there is a shortage of instructors in a

given occupational ar=za?
The effect that the excellence movement is having on state and local

curriculum requirements can also affect staffing needs. For example, in order
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to integrate more basic skills instruction into the vocational curriculums you

would need teachers who are quslified to teach basic skills subject matter.

In response; will you try to hire new people who are certified to teach in

basic skills subject areas? Will you encourage occupational teachers on your
staff to obtain training and certification for teaching basic skills? How many

of these teachers are willing to obtain this training?

Bear in mind, too, that employer's needs and expectations affect the

curriculum. Lately there have been a number of indications that employers want

and need employees who, in addition to possessing entry-level technical skills,
also possess good basic skills, decision-making skills, problem—solving skills,
interpersonal skills; and skill in coping with change. In response, you should
ensure that the instructional staff you hire possess these same skills.

- Many institutions also establish a list of other personal characteristics

to look for when hiring new staff. This list may inciude such qualities as

flexibility, sincerity, patience, commitment, respect for authority, coopera—
tiveness, enthusiasm:; and creativity. -When specifying such characteristics,

however; you need to be realistic about whether you can identify thé presence
of these characteristics through the éstablished teacher selection process

(e.g., interviews, letters of reference, completed application forms).

to s BN
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Chapter IV

IDENTIFY LIKELY SOURCES FOR LOCATING PROSPECTIVE TEACHERS

_ There are a. uumber of s sources s that you can tap in order to locate prospec-

tive teachers. Some are direct sources—in other words, gioups of people from
whom you could recruit prospective teachers. Others are indirect sources——

groups, individuals, and institutions that can point vou toward potential
teacher réérﬁ1t§. ~ Some -are buginess and- 1ﬁaﬁéti§ sources; many administrators

ﬁoﬂ&éifééd voca;1onal-techn1cal teachers. Almost 50 percent of ail nondegreed

instructors have been recruited from this arena. Sources other than business

and industry should also be tapped, however. The following are some of the

many sour2es you should consider tapping.

Alusiﬂéii’iid—indnstgz Effect1ve vocat1onal adm1n1strators paintain a_
good deal of direct contact with representat1ves of local business and indus-

try; often through part1c1pat1oﬁ in service; social; and civic organizations.

Througﬁ such contacts; you may be able to zdentIfy prospectxve teachers,

ness and_ 1ndustry. however, is that you must not be gu1lty of th1everyg,,1f you
somehow lure away a firm's most valued employee. .you will not be_regarded as a

friend. Rather; tbrough your positive contacts with business and industry; you

need to keep abreast of good people who could teach part-time, or who are re-

tiring, or who interviewed but were not hired because there wasn't an opening,
and so on.

- Industiy
staff with respons1b111ty for l1nk1ng regularly with business and . :ndustry.,,,

Coordinators of cooperative education programs and industry-education coordina-~

tors are two examples.

- Because these coord1nators frequently meet. w1th -many people in local
business- and industry, they would be in a good position to help you 1dgnt;fy

prospective telchers. Bear in mind, however; that_although coordinators can

provide you with a wide range of contacts; it is. Importantrthat they act as

linkers between you and recruits rather than as active recrviters. They can -

provide you with names of persons that they recommend and you can 1ndependently
contact these people. Because it is vital that coordinators maintain good will
between the school and local bus1ness. bus1ness executives should not feel. that

’7;7’7:7 Self—employed technicai profes—

sxonals ‘may find teaching an attractive career alternative that provides a
steady income, reduced working hours, and summers off. Some-may simply want_
to try out & possible career change and choose to try part—time teaching while
running their own businesses. Others may feel that by sharing their skills

and knowledge with others, they have an opportunity to share their success.
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. Meﬁbers of these associations usually mploy
vggg};ers in many occupatioral areas.f Members are often committed to commumty

service and, through their own firms or through contacts with others in the
communzty. may be able to help you locate prospective teachers.

Tileﬂbone d;rectog; ;e}}av pag 7577§§eigogqegc*ai IIstIngs in your local

teiepﬁone book provide a ready-made reference to businesses that employ people

in occupations for which you need vocational teachers.

nics You can- 1dent1fy trade _
associations and unions whose members work in-occupations for which you need
vocational teachers. Through these organizations, you may be able to contact
regional, state, and national members.

,ﬁ,,,Tbachers in‘your 1nstxtut10n." Vocat1onai administrators f1nd that

instructors in their own institution are a good resource for 1dent1fy1ng fro-
spective teachers. Through professional and social contacts, they often know

other occupationally experienced people who may be interested in a teaching

career and whom they would recommend as teachers. _In. addition, satisfied

teachers at your school or college are in_a good position to present and sell

a teaching career because they can provide firsthand information to prospec-

tive recruits.

chers. Part-t:une and subst:.tute xnstructors,,

are another likely source of full-time, permanent teachers. _These. instructors

may -be employed in your own school or college or. in other institutions in rhe

region or state. _Some of these instructors may have begun teaching on only a

substitute or part-time basis because of other obligations. With the passage

of time; their responsibilities may have changed, and they might now be inter~

ested in becmmg permanent and/or full-time teachers.

Th.se instructors are often part1cular1y deslrable because tﬁey have

already proven to be good teachers. If they are currently employed in your

own ingtitution, you have the added advantage of having established a good
wotking relationship.

_ ?art-tzme and substxtute staff members ‘may, however, fiot meet all the S
qualifications needed for full-time teaching. In that case, you might consider

approaching them abotit obtaining the additional _training required. They may be

quite willing to secure this training in order to obtain a fulil-time teaching
position.

" gggiuz' instructors: Due to. changes in-technology, employment ‘trends, -
and student enrollments, some vocational-technical programs are phased out and

those teaching pos1t1ons are eliminated. These "surplus" teachers may be more

then willing to gain the additional technical or academic skills necessary to

be certified to teach in other aress for which you are seeking staff. In fact,

some may already have had the foresight to. have obtained most of the needed

skills and have complied with certification requirements.
thlticnnletechniezl instzuetors ‘tfetherelevela. Instruct1ona1 staff

members at other institutions may be ready for a change in their teaching
situation and the age~group of learners with whom they are working. For
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instance, a technical instructor. at a local community college may have dis-

covered, through community involvement, that he or she enjoys working with
adolescents. _This teacher might welcome the opportunity to work in a secon-
dary vocetional school. And vice versa; there may be secondary inmstructors.

who have found, perhaps through teaching evening courses, that they prefer to
work with adiilts.

- When identifying potential instructors who are already employed by another
institution; you need to be very careful that you are not sccused, rightly or
wrongly, of raiding someone else's staff. It's one thing to publicize an
opening widely, but quite another to actively recruit personnel from another

institution if the recruitee has not made the first contact:

. Academic teachers. If changing curriculum requirements mandate that you
integrate basic skills instruction into the vocational program, ome option is

to team English, math, and science instriictors with vocational instructors.

Thus, you may want :u consider- recruiting academic teachers from area schools.

By hiring these teachers, you have the distinct advantage of gaining a teacher
who is experienced, already certified; and who can help you meet new curriculum
requirements.

~ .. State and local vocational education sdvigory councils and occupational
advisory committees. Because of their contacts with the business community, -
advisory council and committee members can be a great help in identifying and
recommending prospective teachers. Advisory group members can also help spread
the word among the business community about vocational staffing opportunities.
Some vocational administrators report that after requesting recruitment help
from advisory groups, they discovered couricil and committée members who wanted

to pursue & vocational teaching career.

Again, there may be some instances in which advisory group members are
concerned about losing their own good employees to the schools. = Most members,

hovever, will welcome the opportunity to help recruit teachers who can provide
high-quality vocational-technical training for those individuals——students-~who
will constitute their prospective employees in the future.

State departments of education. Staff in your state department of educa-

tion may be sble to-identify prospective teachers through a number of avenues;
including rosters of psrt-time and substitute teachers; names of teachers who
are relocating; files of applicants; and contacts in the business and industry
community: _It is important that you notify the state department of available
teaching positions so that they can help you meet staffing needs. In
Pennsylvania, for example, the departiment of education maintains a statewide
listing of prospective teachers, along with a placement system that helps match
qualified personnel with teaching positions.

~~ _In addition, you should communicate with departments of education in other
states-—they may have a surplus of teachers in your area of need. For example,

one state may have a shortage of vocational instructors and_trained workers in
marine maintenance occupations, while another state may have recently phased

out programs in this occuvpational area. Through communication wich other state
departments, the first state may secure the instructors they need—-and the

instructors in the second state may secure the teaching positions they need.
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o NevsApubilcatlonseandfbreideast—neus—reports. Keep abreast of 1oga1
state, and national news. -Information about businesses. that are .closing or are

laying off workers in spec;f;c trades or occupations can lead you to potential

teachers. You can_then contact_the business or employment offices of these

companies to publicize available teaching positions and identify individuals

who may be . xnterested in teach1ng. In some instances, you may- need to work

are unemployed, some unxons”gag be wary of losing participating, dues-paying

members to a nonunion profession.

Diplamacy in this s1tuat10n is aga1n 1mportant-desp1te the fact that members

:,:::;:-ga forces. ,Maay members of the armed forces have techn1ca1 or occupa-

tional knowledge and skills that are needed in vocational training programs.

Some, who have coﬁpieted their tours of duty or retired (or are about to), also

have experience in training others. The. m111tary services have an established
reputatlon for providing effective technical training programs; and you_ _may

find instructors who already have extensive instructionail training and experi-

ence. Sample 1 provides a listing of armed-forces-related organizations and

addresses and phone numbers at which. they .may be contacted. Some of these

organizations offer job placement services to their members, and some may be

wxlliﬁé to 51&&& ﬁétrces of position openlngs in their pub11catibﬁs.

t1ona1 experience to your vocatlonal programs. Many of these prospectrve

ey ———— e — —© e

teachers may feel that: through teaching; they can contribute something of-

their experience to society. Because they are retired and because those with

families have already met many or most of the time and financial demands of
raising a family, retirees may also be more flexible about the hours that they
teach--part~time, full-time, days, or evenings.

In éaaiéiéé. retired people may not fznd Icw Insttuctors' salaries to be a

deterrent to entering the profession if they are receiving a steady income from

a retirement plan. However, depending on the changes that have occurred within
the occupational area, some retirees may need to bring their technical skills
up-to~date through a skills updating program offered through your institution

and/or local 1ndustry.

,,W,,Yicatxonal. tecﬁn;cal. or agprenticesﬁrp ptggra- aiunni Aiumnz from your

progrgmigﬁgfhageigaxned the necessary occupational experience may be interested
in returning to your program as teachers. Alumni often have good memories of
the. program, have a good understanding of your institution's mission, are com-

fortable 1n the school settlng. and feel - that they have ‘gained much from it.

helplng current students. Also. alumni may have developed good relationships

with other faculty members as students and;, thus, have a built-in support

system for their first years of teeching.

one ﬂkﬂw _ Through these placement

g [——

technzcal or academic skills updatzng. but who also have the necessary occupa—

tional experience to become vocational teachers. You may also identify adults

who_have returned to_school in order to explore new career. options. They may

never have been aware of vocational teaching as an option that not only is
suited to, but requires their occupational experiénce. By encouraging school
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Aruitoxt provided by Eic:

sm?ts 1

NIZATIONS

blii?-

.

{(202) 789-0031

Air Foree ﬂssqeiatxon
1501 Lee Highway sz
Arlington, VA 22209-1198
(703) 247-5300

Air Force Setgeanfs Association
P:0Os Box 31050 -

Temple-Hills,MD 20748

(301) 899-3500

Ihe Anerzcnn Legion -
700 N, Penngylvania Street

Indianapolis, IN 46204
(317) 635-8411

Anezicnn Hilxtlry Retztees Association
69 Clinton Street _ ~

Plartsburgh, NY 12901

(5181 563-9479

Inog;ggn Ve;egnn- of W II.

-Kores, and Vietnam (AMVETS)
4647 Forbes Boulevard
Lagham, MD 20706

(301) 459~9600

The Ariiy Sergesnts Association
P.0. Box 34930
Washington, DC 20034

Disabled American Veterams
3725 Alexsndria Pike - _
Cold Springs, KY 41076
(606) 441-7300

Fleet Reserve -Association
1303 :New Hampshire Avenue, M/
Waghington, DC 20036

(202) 785:2763

Marine Corps Lelgug

956 N, -Monroe Street
Ariingrom; VA 22201
(703) 524~1137

Marine Corps Remerve:
Officer's Association

201 N. Washington Street, Suite 206

Alexsndcis; VA 22314

(703) 568-7607

National Aiiééiafxon

- for Uniformed Services

5535 Hempstead Way

P.0. Box 1406 TR

Springfield, VA 22151

(703) 750-1342

Natzon.l Gultd Agsociation of the U.S.

One Massachusetts Avenue; NW
Wsshington, DC 20001

Naval. Eﬁlxsfed Resetve Association
6703 Farragut Avenue

Falls Church, VA 22042

(703) 534—1329

Naval Legzon of the United States

2300 Wilson Boulevard
P.0. Box 400 Tl
Atl;ngton. VA 22210
Naval-Reserve Associ 'f on
1619 King Stteet

(703) 548-5800

Non-Commissioned Officers Association
. of the United Statea of America
P.0. Box 33610

San-Antonio, TX
(512) 653-6161

78233

Reserve Officers Association
. of the Unitad States
One Constitution Avenue, NE

Washington, DC 20002-5624
(202) 479-2200

Re;itgd;bagogiation for the

~ Uniformed Sarvices

P.O. Box 120692

ﬁibh@iiié. TN 37212
Retztggi§;med Forces Asgociation
135 Garfield-Avenue- -

New London, CT 06320

Retired Enlisted Association
1599 Dayton Street

Aurora, CO_ 80010

(303) 364-8737

The Retired- Officers' Association
201 North wanhzngton Strest
Alexandria, VA 22314

(763) 51@32311

U.S. Ariiy Wattant Offzcets AssoczatzOn
P.0. Box 2040-

Reston, ~VA -22090

(/03) 629-3986

Veterans of - Forézgn Wars of
the United States
200 Maryland -Avenue, -NE

Washington, DC 20002

15459
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placement services and counselors to promote this career option, you may dis-

cover a rich source of potential teachers.

Stlte ggglgyient and A_ggpatienalezéhibzlitatiengsetv1ces. These agencies
usually have “coordinated, statewide listings of people with experience in a
wide range of occupations who currently are seeking new jobs. _The purpose of
these services is_to link prospective employers with these clients. . Because

these agencies often keep detailed records of each client's occupational expe-

rience and. speciaiized skills; they may be able to provide excellent refer—

ences. The services provided by these agencies are free of charge.

Private employment sgencies. Some pr1vate employment _agencies specialize

in serving clients who have skills and experience in_specific occupational

areas (e.g., computer sciences, business and office finance). _Others serve a

wide range of clients from a variety of occupational backgrounds.  In either

case; they may be able to provide contacts with skilled and experienced people

who are currently ready to make a career change.

~ Some agenc1es charge fees to employers who locate new employees thiough
their services; others may charge fees to the job seeker. You may_ feel that.

the fees for this- service constitute a disadvantage, but_in the long runm, this

cost may in fact be less than the cost_of an _understaffed program:. Under-

staffed programs can lead to the loss of student enrollment fees due to over-

crowding or cancellation of ciasses, higher costs for substitute teacher

salaries, and so on.

Teacher education ﬁgéégggg at é6iigggs and univeraitxea. beFE,C9}1§§§Z

uniyers1ty teacher education programa offer_job placement assistance in some

form: This may involve simply posting the position announcements they receive

on a specified bulletin board or notifying particular students of positions
related to their specific employment preferences. Or the teacher education
program may operate a full-fledged and active job placement service. Maintain-
ing contacts with vocational teacher education programs and keeping them in-
formed about your programs and abreast of available positions ig thus to your
advantage.

General teacher educat1on programs can aiso be a good source of prospec-
tive instructors if your primary need is for instructors who can teach the
basic skills (math, communication, science) portions of an integrated academic/
occupational curriculum.

Studests in 3 9999965%905%459559-5:,,§S9§9nt§,9955@9@%}1 enrolled in your
institution are a. good source of future vocational instructors. In programs

typically taught by degreed teachers (e.g., agriculture), students are encour—
aged to consider teaching as a career.- But this is not as often the case in
"hondegreed" programs such as T & I. However, if you provide these students
ﬁith information about vocational teaching now——wbat is involved; the benefits.,

gained the necessary occupat1ona1 experience.
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Chapter V

SELECT APPROPRIATE RECRUITMENT STRATEGIES

~ Many adm1n1strators report that theitr recruitment efforts work best when
thgy use a variety of strati:gies-rather than any S1ng1e approach_to obtain new
vocational teachers. The following are some of the strategies that vocational

administrators have used successfully in recruiting prospective teachers.

Rord of Hbuthl sonal cbntaet

Eiﬁéﬂéﬂd aga1n. the results of surveys on teacker recruitment show that

word of mouth and personal contact rate as the primary factors in successful

recruitment. Geﬁeraily speaking; recruits who are contacted personally have a

more positive impression of the teaching profession, what it oxifers, and what
they can bring to it.

) iy word of mouth, we mean that ﬁhéﬁ you have gbbd vacatibﬁéi prdgraﬁsir

spread1ng the word., If you. need 1nstrhctora. tBe members of this network can

be very effective in reaching the right people and, because they are supporters

of your institution, they can often be very comvincing in their recruitment
efforts. In fact, the friend or colleague of a prospective teacher may have
greater credibility and influence than staff from your institution.

By pgrsonal contact. we mean. that you_ nust see Interested potential teach—

genuine personal interest in the. people whom you hope to. rectuit. It is

equally important to maintain and reinforce these contacts at every stage of -
the recruitment process——for instance, teiephon1ng or writing letters to candi-
dates in order to inform them of their status in the hiring process, providing
mpref;nfo;mat1on about the profession, and in similar ways simply reinforcing
the link between your institution and the pro~pective teacher.

And agaxn. you can make the most of th1s strategy by ma1nta1n1ng ciose

contacts with members of the business and educational community and asking them
to become 1ﬁV61ved in theirecrg1tmgntiprogess, too. Xpu can arrange personal
contact with a larger number of individuals by not relying solely on your own
administrative staff. Faculty members, business and_ industry coordinators,

advigsory councils members; and other friends of the school or college may be

glad to contact prospective teachers initially and to offer that needed

personal touch.

" Don't underestimate the power of these techniqies because they seem fairly
siﬁple., Word of mouth and personal contact consistently prove to be a central
factor in successful recruitment.

23

0N
Qo



Brochures éia Fliers

through brochures. f11ers. or other pr1nted naterials. Professlonal—lodk1ng.
informative brochures can be developed and produced relatively quickly and

inexpensively. Sample 2 is an example of a flier used to recruit military
retirees.

. The following guidelines can help you develop effective printed materials
that can attract potential teachers to the profession:

. 6ﬁtiiﬁé the need for vaeatiaﬁai _instructors, and cite the aéééifié

a need; but as an opportunxty for people vlth occupatxonal expertise to

be a part of the solution to the teacher shortage problem.

° Br1ef1y disciss the nature of the. teach1ng profess1on. the reﬁards. and

the challenges:. Outline the vocational teacher's specific duties and

responsibilities so that the reader can have a clearer picture of

exactly what he or she might do in the role of vocational teacher.

o Provide information about the Instxtutxon and the vocational program.

Include data on who the program serves, the general skills that are

inciuded in the curr1cu1um. and the length of the program.
o Provide information about inservice teacher traxnxng and other Euﬁﬁérf

services provided to new teachers. 1If, for example, the hours and

tocation of the teacher training program are convenient (e.g., every
other Saturday, at the local community college), be sure to cite that
fact—and any other selling po1nts.ii

e Provide 1nf6rmat1on about state cert1f1cat1on/approval requ1rements and
the train1ng that is proV1ded to help new teachers obtain certification.

It is important to be direct and honest about thig. Prospective teach—_
ers need to know that these requirements exist. It is equally important
that they Rﬁdﬁ about the help they will receive in meeting certification

information includtna 1) who or what institutionm. to. contact (an 1nd1-

vidual's name is preferable); . (2) the address; and (3) at least one

telephone number: An 800 number may provide prospective teachers who
live outside of your immediate area with the extra incentive to putrstie
this opportunity. In addition, you may want to consider incorporating a
tear-off form in your flier or brochure for requesting furthet
iﬁfbiﬁétibﬁ.

o a— 3 — —

teaching reaponsib111t1es. and _ requ1re& trazn1ng (e.g.. "As a vocational

. St - . ¥ ___ ¥ _T_ __ - _—_ —_ -

instructor; you have an_opportunity to be an active part of the solution

to_current_educational needs," or "Work with us and get a college degree

tyggughfogg inservice teachier training prograﬁ") Avoid using sexist
language in the brochure~-the profession is open to everyome who is
qualified. You may want to include short autobiographies or personal
success stories of vocational teachers who have made the transition from
the occupational world of work to the teaching profession.
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SAMPL

A PARTIAL LISTING OF

VOCATIONAL AREAS
THAT CAN USE YOUR
EXPERIENCE:

o AIHCRAFT MAINTENANCE

o AUTONECHANICS

o BUSINESS MACHINE REPAIR
o CARPENTAY

¢ DENTAL TECHNICIAN

o DIEEL HECHANCS
 ELECTRICAL TECHNOLOGY
® COMPUTER TECHNOLOGY
¢ FOOD SERVICE

& MEDICAL TECHNOLOGY

* OPTICS

¢ POLICE SCIENC
¢ RADIO AND TV REPAIR

o REFRIGERATION AND AIR
CONDITIONING

® WELDING

RECRUITMENT FLIER

VOCATIONAL

EDUCATION
TEACHING:

A SECOND CAREER
FOR THE MILITARY
RETIREE
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DID YOU KNOW

.t wilh ot occupaionl exerens
Yo cah teachin some vocational edication
programs without acolege degree? Most
slates require teacher candidates to have
v toseven years of occupationsl exper.
o ina vocatonel suect are. Some
SLates also iay requive What you pass a com
peency e, compet somecoursewark,

of work toward a dégréé, i you do not have

ane.

... hat many étates wil give you credit foi
your years in military service in determining

pay and oiher benefits?

-+ - that state teacher retirement systeis
will provide you with a second retirement
iacome so you can 'eniov your 'second ret il&

ment 10 tie follest?

WHAT ABOUT CERTIFICATION?

Mast states rant provisional certifi-
cates that aliow §6|i to teach at foll pay
while lullilling lehcﬁet ceniﬁcaﬁon require:

ments.

HOW MUCH WILL YOU MAKE?
| ﬁi&ﬁé& salaries differ greatly depend- |
Iig on your experience, academic background,
and geographic location. The specific school

district is the best source for this information.

WHAT DOES THE FUTURE LOOK
LKEFOR
VOCATIONAL TEACHERS?
School errolliments ara beginiing io in-
crease and teacher demand is rising. A need
for a million new tsachers by 1990 is pro-
lectad, wilh many oi (bm in vocat ionai

areas.

HOW DO YOU FIND OUT WHAT I8

AVAILABLE AND WHERE?

Each schol district i responsible for
s own g You shoud contact e
school disircts n the aress you are corsid
ermg o your next residence to inquire
sbout thespcifc procecures ot applyng
Or you may cantact the state director of
ocailnsl educaton or information o
oponings and cettiiicalion réquitémémi Wil.h-
in the state.

 you ned help i ocating thesae
diector of vocational ediicaiion, contact ihe
Naion!Caner for Resarh in Vocatonl
Education, Prograin: Information Office
1960 Kenny Road, Columbus;Ohio
432101090, 614) 4863656 or Toll Free
(800) 8484815 within the continental U.S.

(except Ohio).




. ﬁee a readable, clear format. The overall brochure should be attrac—
tive; the type, easy to _read; and the format; easy to follow. Sections
w1th 1n£ormat1on about d1fferent factors {the need for teachers; teach—

11ghted. Some adm1n1strators recommena usrng professxonaiiy des1gned

brochures to assure the highest—quality production. Others find that

they can develop effective brochures in~house if they have staff mem-

bers who have a good eye for design.
You may be ab1e to obta1n fund1ng and techn1cal ass1stance for develop-

tion, businesses that are aware of the need for teachers and that support your

efforts; or from colleges and universities that are involved in vocational

teacher training: Or, you may also want to consider a joint venture with other

schools, coileges, or districts to develop printed materials that all your
institutions can use for recruitment.

Printed materials can be disseminated to a wice range 6f7§§d}6§§ﬁéggfa§§

institutions through a variety of channels. You can disseminate brochures or

pamphlets in one or more of the following ways:

[ Enciose thqm wrth 1etters to potent1al teachers

Bratrrbute them to professronai soc1et1es. unions, and chambers of
commerce at meet1ngs or via the ma11

and 1ndustry personne1 offIces

. D1str1bute then through state employment and vocational rehab111tat1on

services

Mail them to alumni from your institution wio have had enough time to

gain the necessary 6§Cﬁpatibnal experience

o Distribute them through your own and other state departments of
nducation

. Btstribute them through the public 11brarres. whrch usually provrde
communlty information resource centers or bulletin boards

e Mail them to part—txme and substitute teachers in yecur own school or
college and throughout the state

o Distribute them at job fairs and vocationsl education booths at state

and county fairs

Print Advertising

You can_ adyertlse ava11ab1e teachrng pos1txons in a var:ety of pu511ca—

txons. including newspapers. trade Journals. and magaz1nes. ‘Many adm1n1stra—

of people that you want to reach. Vocational administrators have found that



they have rECElVEd a 1ow return on the1r advert1s1ng efforts when their audi-
ence was too general (e.g.. brief classified ads in the local newspaper) or

when the audience was inappropriate (e.g., readers of the Chronicle of Higher
Education).

Therefore. yon need to ciearly 1dent1fy who you want to reach and what

types of print advertising are most likely to reach that target group. For

example, if you are seek1ng a home economics instructor, you might place an
advertisement announcing the teach1ng position in the home/lifestyles section

of the local newspaper. Or, you might place the same kind of advertisement in

the sports, car; or business information section of the newspaper, depending

on the type of instructor that you need and the sections of the paper typically

read by persons with those occupational interests.

- Don't confine your advert131ng to local newspapers either. Advertise in

regional or national occupationally oriented magaz1nes. journals; and news—~

letters. 1If you are 1ook1ng for retirees; advertise in magazines targeted to
an audience of senior citizens.

And. cons1der advert:.slng in newspapers in areas of the state or _country

that have high concentrations of potential teachers. For instance, if m111tary

retirees are onie of your targeted groups, you may want to advertise in regions
such as San Diego, the Virginia Tidewater area, and ~many parts_of Texas and

Florida. Or, if you need machinist trade instructors, try advertising in

newspapers in regions that are experiencing a decline in machinist trade
employment.

o You conid aiso contact nat1onal. state. and loca1 equity organ1zat1ons
(e.g:; the NAACP and NOW) and advertise in their newsletters. Not only can
you reach a broad national audience _through these organizations; but you may
be able to help meet the need for minority and non-sex-traditional role models

in vocationul educatiom.

No matter where yon advertise or who your targeted aud1ence is, provide

enough information to give the reader a general outline of the basic responsi-

bilities, requirements, and support services related to the position. Your
response rate will be higher if readers can identify the skills andihnoqledgei

that they can bring to the job and if they can at least begin to picture them-
selves performing in this position.

Position Announcements

Pos1t1on announcements are: very fiich  1ike brochures in that you can pro-

vide a wide range of people with information about vocational teaching posi-

tions. These announcements differ from brochures in that they describe the

details of individual teaching positions_that are available.. Like brochures,

they require directness, honesty, and simplicity, combined with high editorial

and graphic quality, in order to be an effective recruitment tool.

Basically, th1s tiie-honored recruitment strategy 1nvoives wrxt:ng and

d1ssem1nat1ng 8 half~ to_one-page announcement of an open teaching position in

your institution. In order to &evelop an effective notice, you need to provide

all key information about the position; the type of person you are seeking,
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your 1nst1tut1on and its programs, teachlng respons1b111t1es. cert1f1cat1on
requirements, the teacher support and inservice training provided, financial
support for tra1n1ng. the beginn1ng date of the Job. the deadline date for

_ You can post posltxon announcements throughout the reg1on on bu11et1n

boards at places such as the following. Be sure to request permission first

if necessary.

Local libraries
o Area schoole and colleges
e Local businesses and industries

Union halls

Community centers

These notices can also be mailed to iﬁaividﬁa1é and institutions. If you

S e

. Alumni from your 1nst1tut1on

Self-employed techn:l:oai: professlonais

e Substitute and part-txme teachers

° 0ccupat1ona1 instructors at other institutions

e Advisory committee members

e Vocational administrators in your state

* State departments of education

* Local and state occupational, retirement, or other special-interest
bfgﬁﬁiiﬁtibﬁé ﬁhd ﬁéébbiﬁtibﬁé

s State employment agenc1es and vocational rehabilitation services

. Teacher educatxon 1nst1tut10ns

e Private émployméﬁt égéht1é§
e Adult and continuing education agencies

When mailing position announcements, remember to include a letter to each
recipient explsining why you have chosen to notify that particular individual

or organization. Letters to individuals should address the person by name

(e.g.; not "Dear Alumnus") and have a tone of personal interest and warmth.

i;:::::::ii?; _

Depend1ng oh your needs and the typea of radio and television stations

that operate in your area; you can broadcast information about vocational

teaching positions through avenues such as the following.
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Publzc servzce announcements. In response to federal regulat1ons regard-

ing_ public_ ser&xce to the community; most local radio and television stations

broadcast public service announcements (PSAs) that include information about

community-related needs, prOJects. and events. Because PSAs are aired as a
service to the community, there is no charge for these announcements. As a
result, PSAs are often aired at odd timies of the day when listener or viewer_

populatron numbers are low. - In_some communities; however; there are stationms

that broadcast PSAs when audience .iumbers are higher; so it may be worthwhile

to take the time to determine which radio and television stations air these

announcements at these times:

Public service announcements should be brief and concise and include
1nformat1on about (1) the need and opportun1t1es for vocational. 1nstructors,

1ng and support services provided; and (4) the name, address,. and telephone ]

number of the person or office that interested people should contact for more

information. Sample 3 provides guidelines for writing public service
announcements.

_ Just as with all other publicity efforts, it is important to state the
need for teachers in positive temms. For example: "Vocational teaching is

an opportun1ty to contribute to the financiai and educational strength of the

community and nat:cn. _Well-trained workers help build profitable business in

the area; and empioyment rates generally increase when people have the skills

needed for high-employment occupations."

SAMPLES o B o

. Make it brIef (usually about 5 typewritten lines, which averages 15 to
20 seconds de11very tifie). Gauge of léngth:

10 seconds
30 seconds

60 seconds

20 words =

o
o
ﬂ
1O
N
n.
K

Hwiowou

100 words

e Avoid tongue twisters.

e Type it in capital 1etters. doublé— or trzple-spaced.

e Leave a two~ to three-inch margin on the left and a one—inch margln on

the rlght. Head the téxt "FOR IMMEDIATE RELEASE." Give an expiration
date.
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Paid sdvertising. Paid broadcast advertisizg can be expensive, but rates

will vary with the size of the. 1xsten1ng or viewing audience; the station's

ratings, the time of day, and the amount of time that advertisements are aired.

Because advertising time is usually soild in 15-, 30-, and 60-second slots, you

have a range of options regarding how much information to present and how
frequently you will air the advertisement.

You may be able to obtain assistance in develop1ng and txvaC1ng broadcast

advertisements from your state department of education. _Also, you may be able

to obtain financial assistance from area businesses and industries that badly

need employees who are trained in specific c>cupational ar- us.

Gu:tdei:.nes for developmg effeCtive broadcast advertising are the same as
those regarding public service announcements. If you need development help,
ask your state- departmant of -education or your -institution's pﬁbl1é relations
office for assistance. In addition, teacher education institutions that pro—

vide tralnlng for your vocational instructors may have the resources and expe-

rience to assist you in advertising development.

I:uu.t:adi.moz televisiomtﬂhnhoﬁ. Many publ:.c access and commercial
stations broadcast talk shows on which guests from a variety of organlzat1ons
are intcrviewed. Some of these shows also feature question—and-answer sessions
in which studio or broadcast audiences can ask the guest questions_about the

topic. Interviewers are usually briefed on the guests' arees of special inter—

est_or need shead of time and will structure questions and the format of the

show in order to best present the situation. Guests also need to be prepared

to provide information outlining their needs or interests and to answer ques-
tlons. As a recrulter of vocat1onal instructors, you will want to provide

e Your vocational programs. the occupatzonai skills that are being taught,
who the typical students are (secondary, postsecondary, adilt), and
where students usual .Ly go for employment when they complete the program

o Who typ1ca11y teaches in your vocational programs,; how they became

vocational teachers; and the amount of occupational exper1ence requlred

o The inservice teacher tra1n1ng programs prOV1ded for new instructors—-
who provides the instruction, when and where it occurs, and the support
persons znvolved

instructors , ,
o The need for vocatrional teechers in specific ekill areae and how this

need creates an opportunity for individuals to enter a career in which

they can help meet =ducational and economic needs
o Names, addresses, and te1ephone numbers of persons to contact for more
information.

if tzme and the show format petmIt. try to 1nc1ude as- your partner &
successful vocational teacher who has gone through the training and certifica-
tion process. By hear1ng someone who successfully made the career change to a
teaching position talk about his or her experiences with the process and the
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rewards and respons1b111t1es of teach1ng. an audience may find it easier to
relate to the idea of entering the teaching profession.

6tﬁer 6ﬁtf§i€ﬁ Aéiiiiéiéé

Vocatronal admxnzstrators heve found that local and 1ong—d1stance out—_

reach activities are a useful means of (1) creating an awareness of the need

for vocational teachers, (2) providing information sbout the teaching profes—

sion, (3) making personal contact with potential instructors; and as a result,

(4) meeting both short— and long-term staffing needs:. Outreach strategies can

include such activities as the following:

delicizeeteacherereeruitient th:ougg_gggthcuses—st your institution.
Two or three t’ “es a year, hold open houses and invite people from all occupa-
tions to attend with their families. Have refreshments available and. provide

tours of the facilities in which- -you showcase classrooms; labs; and _equipment.

You m1ght also consider g1V1ng visitors a taste of life in the classroom by

conducting mini-teaching sessions in selected occupational sreas:. Be sure to
highlight the latest teaching and technological techniques ard equipment that

are used in your school.

Most prospect1ve teachers will feel more comfortable about a new. workxng

situation if they know the people with whom they might be working._ An open.

house provides a good opportunity for prospective instructors to get acquainted

with each other as well as with school staff: School or college faculty and

adwinistrators should be on hand to greet visitors and provide information

about the school;, its occupational programs, the teaching profession, inservice

teacher education, and the support systems prov1ded for new teachers.

You could also schedule information sessions on various. aspects of voca-

t1onal teaching. For example, specific vocational instructors could be asked

to share their personal experiences and to talk about how they made the career

transition to the teaching profession; how they otiained certification, and the

greatest rewards that come from teaching.

SIIdes. ohotographs. short movies, ot v1deotapes aboiit _your occupat;onal
programs can. be 1ntegrated into the 1nformat1on sessions. Or_you could choose

answer questions. Printed materials, such as recruitment brochures or pamph-

lets; descriptions of specific teaching positions, and so forth, should also
be distributed.

Depending on the size of your commun1ty. _you may want: to conduct an open

house for more than one day or evening at a time so_that those who cannot.

attend on one spec1f1c date can still arrange to visit. This may be especially

effective if you are in a highly populated area in which a large number of

potentiai teachers are living.

Be sure to have a "guest book" that visitors can s1gn. and include space

for their addresses and phone numbets. After the open house is over; make

follow-up telephone calls or send personal letters to those who ‘attended.

Thank them for their time and interest; and suggest making arrangements to meet

and further discuss vocational teaching as a career.
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_ Advertise your open house. Contact local radio and television stations
and determine whether they can advertise your open house as a public service

announcement. PosSt announcements on community bulletin boards and with busi-

ness _and industry. Send invitations to alumni and other individuals who might

attend.  And finally, use personal contacts to spread the word about these
activities.

!Ekejggggxal recruitment trips or ggesent;txons to target gggggiz, ;gfthe

ﬁéét. vhen there were adequate or excessive numbers of teachers seeking employ-

ment; it was a "buyer's market:" _Administrators could wait for applicants to

come to them: This past experience, as well as limited school budgets, have

caused gome administrators to be fairly conservative in their recruitment

efforts. However, to fill positinns in areas of shortage, special recruitment
trips to reach key target groups may be not only advisable but absolutely
néCéBQEi‘Y;

___ For_ example. if you determine that you mxgﬁt be able to Find fﬁé Eiéé-
tronics teachers you need on_the East Coast, you might first send position

announcements;,; fliers, and brochures to selected individuals and agencies in

the area. You might also place classified ads in local papers there. Bit if
these techniques produce no response—and you know the prospective teachers
are there——a trip to the area to make personal contact with ‘hese prospects
may be required.

,Ihls can in fact be the most cost-effective way to recrumt and interview

éﬁe greatest number of prospective teachers outside your iocal area. First,

you need to identify target areas of the state or nation where, due to changing
demographics or economic setbacks, there is a surplus of workers whose occupa-
tional skills meet your vocational teacher requirements. Then, you need to

arrange the logisgtics_ Ke.g.. arrange dates:s rent conference rooms at a cen—

trally located hotel or motel; and set up a recruitment headquarters where you

can present information on vocational teaching opportunities in your arcss and

conduct interviews).

It is important to advertise your arrival ahead of time through local or
regional newspapers, radio, and television. Again, radio and television sta-
tions may be willing to air your advertisement as a publ1c service _announce-—

ment, especially if the area has been bhard hit by economic setbacks: Be sure
to_include all relevant information about when; where; and whom you will be

recruiting, the nocessary occupational requirements, and if no degree is re-

quire¢; be sure to say so.

If a number of schools in your reg1on are in need of vocational teachers

in a part1cular occupational area, you may want to consider_a joint_ out—of-

state_recruitment venture in which you all share the costs of advertising and

conference room rental: Due to the greater variety of educational institutions

and levels represented, a joint venture may actually increase the number of
prospective teachers that you contact.

fairs. Because you can reach

a broad audience through these events; you may find that it is well worth the

time it takes to identify the dates and locations on which they occur. You can

design portable displays or exhibits incorporating printed materials, slides,



videotapes, and photographs that h1gh11gﬁt _vocational education and teachzng

opportunities. Have personnel available to answer. quest1ons and present addi-

tional information. Be sure to have interested visitors sign in with you.

Then quickly follow up by contacting individuals by telephone or personal

letter,

EVEﬁiB’ By doxng this, you can help increase commun;ty awareness of your in-

stitution and, in the process, establish a positive public image of your school

and of vocational _education. _People who become familiar with your facilities

and_ commun1ty concern are more likely to help support your recruitment activi-

ties in whatever ways they can. This support can range from generating in-

creased public support and awareness, to providing additional tax dollars for

higher teacher salaries.

Eggﬁziitgggttitéiiéi

You can deveiop 1ong—term recruitment strategxes that help create an

awareness of vocational teaching &s a career option for the future. For inm—
stance, &s mentioned previously, many secondary and postsecondary vocational-

technical students may not be aware that within a few years' time; they will

have the occupational skills and exper1eﬁce necegsary for becomtng vocational

instructors. They may think that; given the skills they are gaining in the

vocational program, the career for which they are training is the only option
available;

You can, however, develop 1ong-term recruitment strategzes that heip

students become aware of (1) the need for occupational instructors and

(2) vocational teaching as a viable career option. And through such aware-

negs activitiess; you can neip build a reserve of potential teachers who can

meet future staffing needs:

_Instructors in. your institution can promote teach1ng as-a career option

iﬁ the1r classes and vocatzonal student organ1zat1on act1v1t1es.7 Counselors

career. Faculty and administrators in your school or college can make presen—

tations about vocational teaching as a career to. students in other schools or

to parent groups at the secondary level: In these presentations, the speakers

need to explain how students' occupational training and experience can lead to

meeting future teachking requ1rements. They may want to out11ne cert1f1cat1ou

dents use thie as a reference when th1nk1ng about long—term career planning.
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Chapter VI
SELECT APPROPRIATE MANAGEMENT STﬁRTEéiEé

Effect1ve operat1on of your recruitment effort - requ1res careful plann1ng

and_the selection of appropriate management strategies._ _You need to_establish

a realistic budget and make specific staff assignments for each aspect of the

recruitment process. You will also need to develop a time schedule for each

activity to be conducted and make certain that adequate records are maintained

s0 &8 to be able to evaluate your. recruitment efforts and make recommendations

for improving future recruitment activities.

Establish a Recruitment Budget

_ Your recruitment efforts will operate more efficiently if you know ahead
of time what your expénses will be and the amount of money available. In order
to do this; you will first need to determine the costs of planned recruitment

strategies, including the folloW1ng.

e Staff salaries for the time spent by those involved
® Advert151ng fees for newspapers, Journals. telev131on. radio, etc.

e Costs invoived in developing recruitment materiais such as brochures,
pamphlets. slide shows, v1deotapes. and d1splay booths

e Outside agency fees for developing recruitment mater1als. if you plan to
employ professionals

o Travel expenses related to outreach activities

e Money needed for special expenses such as refreshments for open houses
or meals at conventions

If you find that the exxstxng hudget does not accommodate planned recruit-

ment activities, you may want to talk to other vocational administrators to

identify the funding resources that they have found. Also, you may be able to
obtain supplementary funding or services through the following routes:

e Your board of education or trustees may allocate additional monies for
recruitment activities——especially if you present a solid case for the
need for new teachers.

o The state department of education may help finance recruitment activi-

ties. Determine what state funding sources and/or services are avail-

able for mater:als development and speC1ai recruitment proJects.

services and resources for developing broadcast advertisements:

e Other local Buéiﬁéés§§ and industries may also donate tax—deductible

supplies, services, or money for recruitment. These organizations have
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a vested interest in hav1ng students come out of your programs with the
skills that they need in workers. By helping you find the right

instructors for future employees; business and industry are making an

investment in the future. 7
e You may be able to ngn forces with other educat10na1 1nst1tutxons and

share expenses for the development of recruitment materials that include

generic information about vocational teaching, as well as specific

information about each institution. You can also share other expenses,

including rental for space at job fairs, advert1s1ng. and meeting rooms
for out-of—town recru1tment activities.

° Teacher educatlon institutions may provide support in terums of _services.
For instance, they may help develop and disseminate recruitment materi-
als, including brochures, handbooks, slides and videotapes; that provide

information about university courses for vocational teacher education,

and additioneal support services that they provide.

Determine Staff Responsgk;;;gwaer Reerﬁitiént

Who W111 be - respons1b1e for each aspect of the recruitment . process (e.g..

piannlng. assessing staffing needs: identifying likely sources of prqspectlve

e — - — 5 — — e seee—————————

teachers, budgeting recruitment activities, determinxng approprlate recruitment

strategies, scheduling actrv1t1es.rdevelop1ng and disseminating materials,

coordinating recruitment activities, and ensuring that new instructors receive

appropriate teacher training)? How are recruitment staff members' roles inter—
related? How will their work be coordinated?

- Who Wlll determ1ne eacﬁ support staff member': 8. teacher B, and adm1n1stra—

tor's responstﬁtixtxes. and_how is this decided? Some administrators simply

plan_and then assign specific tasks. to individuals; others prefer to meet with

staff members, out11ne needed recru1tment activities, and allow individuals to

identify and assume responsibilities for tasks that they would do best. Re—
maining tasks can then be divided _evenly based on group concerns._ _By asklng

all individuals involved to identify their areas of strength and responsibil-

ity, you can help create an atmosphere of motivation and couperation.

Schadule Recruitment Activities

When will you begin various recruitment act1v1t1es? What are your dead-
lines? Schedu11ng will depend on the folloW1ng factors:

o The dates. by whlcﬁ new 1nstructors need to be h1red (e.g.. the beginning

of the academic year, a given semester or term, the summer prior to the
academic year)

e The amount of time 1nv01ved in deve10p1ng various recruitment materials
(esges if you need to develop brochures, how long will it take to come

up with a finished product?)

e The amount of txme,necessary for the complate employment process, in-
cIuding advertising, 1nterv1eW1ng. screening, and any required training

prior to the teacher's work in the classroom




. The extent to whxch various activities need to be coord1nated (e.g.. how
will you coordinate the development of recruitment materials with their
dissemination?)

- Careful cons1derat10n Qf all these factors will help you carry out re-
cruitment strategies efficiently. Some activities may need to be sequenced;
others can be conducted simultaneously. Developing a schedule in which you
identify the times at which each activity needs to occur will help you estab-

lish a smooth recruitment operation.

Establisﬁ a Recora:xeggigg System

In order to mazntnin an effIC1ent recruitment effort, it is important to
keep thorough and organized records of all your activities—plans, tasks,
resources, materials, budgets, and expenses. These records will enable you to
follow the progrese of your efforts, keep others informed of the status of your
activities, balance your budget, and evaluate how well recruitment goals are

being met. Later; these records will not only help you evaluate and improve

yohtirecru1tment efforts but will also provide a good basis for future
planning.






PRESENT AND SELL TEACHING AS A CAREER

ﬁhat faciors w1ii heip aftract potenf1ai 1nstruc£ors to the teach1ng

the71ncent;vee and strateg1es,descr1bed in the folloW1ng section may help you
sell your program to prospective teachers.

sate teachers for tﬁezr years of e;ggg;ence in bustness tndustgy.

or education. “A number of institutions_have_ deveioped pay scales for voca-

tionai teachers that reflect _occupational experxence. For exampie. In Bade

r1ence and tbree yeare' teagh1ng exper1ence7rece;vesfa salary equ1valent to ten
years' teaching experience in the system. Some institutions also include years
of postsecondary education in calculating pay scales (e.g.. five years' occu-

pat1onal experience. two years' postsecondary education; and six years' teach—

ing experience combine to draw a salary that reflects thirteen years' teaching
experience).

- Inf prosgective—teechefs—aboutr_gzgggebeneixts. Provide ccﬁpiété;
information about your institution's insurance and retirement §1&ﬁ§; credit

unions; and so on. If most teachers in your institution work on a 9- or 10-

month annual contract, present the positive aspects of this arrangement (e:g:,

after completing the induction period, teachers will have less stress and more
personal time for family, outside work, or leisure than if working in

business) .
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quzremeﬁts. Furthermore, because the. time and effort that must be invested in

meeting these requirements can seem overwhelming to the prospective inmstructor,
you must present them in such a way that they appear managesble and even

attractive.

_Emphasize that teacher training courses occur over a period of time--no

one is expected to jump through certification hoops at a_fantastic rate of_

speed. Outline the times during which each phase of training occurs and how

how this fits into the teaching schedule. You need to acknowledge that the
first one to three years of employment require this additional time and effort.
However, you also shoiuild describe how instructor training is designed to help
new teachers save time and avoid wasted effort by learning effective instruc-
tional strategies. _In addition; indicate how teacher salaries_increase in _

direct _proportion to the amount of professional training and experience an in-

structor receives. In short, emphaszze the benefits that lie ahead--increased

salary, increased ease and ability in the classroom, and a college degree or
credits that contribute toward degree requirements.



__A number of additional strategies can help make certification and teacher

training activities more attractive:

o Conduct: teacher education activities at convenient times and at easily
accessible locations. For_instance, hold. day-long sessions. every other
Saturday at your facility or_at a nearby teacher education institution.
Conduct_one- to two-week intemsive teacher training sessions in the
summer at & location within commuting distance or where teachers can

stay for the duration. o
o Pay for teacher education courses. If instructors must ebroll in.a

" university or college program, provide fee waivers. If your institution

or stzte department of education cantiot pay the full cost, provide
partial reimbursement for program fees.
¢ Reimburse teachers for their time: For example, if instructors must_

commit two-weeks to a professional education workshops pay their sala-
ries for this period. Not only is this a financial incentive, but it
enhances the professional aspect of teaching. - 7

o Provide teachers with released time for any technical skills updating
sctivities required by certification regulations:

e Avard academic/certification credits for occupational experience. Many

colleges and universities have gstablished formal systems for awarding

academic credit for gkills and knowledge gained through nonacademic. _
avenues, - including occupational experienmce._ _Prospective teachers most
likely will meet the requirements for some of these credits. Check with
administrators at the teacher education institution that your instruc-

tors attend in order to obtain more information about this option.
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Explain to interviewees the technical and professional support roles that vari-

ous resource personi8 in your school and in the teacher training institutions
play. If your current support system dbééwﬁbt,igg;g&é,ﬁgaiigggg new _instruc~

tors with easy access to help from & resource person (e.g.; peer teacher;.

master teacher, staff development coordinator), you may want to consider incor-

porating this provision into your support system. In addition, it is important
that you present the teacher training program itself as a support system--one

that enables instructors to obtain the knowledge and skills they need in order
to be successful in the classroom.

Provide a.clesr picture of career ladders:  Illustrate how teaching pro-
vides & future in which instructors can move up in the ranks as th:* gain

professional; occupational, and academic experience. If your institution and

state doe@s not provide for career ladders, you may want to become an advocate

for such options:

. Outline gdéitions] perks® svailable. Perhaps your state dapacment of
education or institution pays for required competency tests, workshops, or.
seminars; reimburses teachers for education-related travel expenses; provides

time off with pay for special educational programs; or grants loans or scholar—

ships for teacher training. If so, provide this information to prospective
teachers.



options to prospective teéchers. do so. The f0110w1ng list contains options
that some vocational administrators have been able to offer to prospective
teachers:

o Offer extended contracts that allow for 11 to 12 months of employment

per year. Teachers with extended contracts can then assume additional
duties, guch As curriculum development, summer term teaching, and pro—
gram adm1n1strat1on.

only,pg:t-tiﬁf. If you do th;s.,try to ensure that part—t;me teachers
are paid at the same rate as full-time -teachers. Inequity in teachers'
salaries is onc of the most efficient devices for alienating people from
the teaching profession and diminishing their effectiveness.

e Let new teaghers,beg1n as par;—t1mg instriictors and move into full-time
positions if they determine that they want to pursue a_teaching career.
This_sllows candidates; who are interested in the prospect of teaching

but uncertain about making a major career change and commitment; to make

a decision based on hands-on experience.

° Incorporate an_educational "Peace. Corps" approacﬁ in. your recruxtment

plans. Allow candidates to approach teaching as a short-term career

option in which they can make a contribution to the educational commu-
nity. Teaching does not have to be a "once and for all"™ career choice,
to be pursued until ret1remgnt. Egtept1g1 teachersfwho are gware that a
short—term option is not only available but promoted may be more willing
to_work in the_ ptbfeééibﬁ. _With this approachs you may attract a wider.

variety of recruits including people with academic backgrounds that make

them more versatile as teachers. In addition. some may choose to stay

in the profession after gaining teaching experience.

Create—ne-rposztzons—or—titles. Soiie vocational administrators report
that when existing job titles have not allowed them to pay the salaries that
are_necessary to attract teachers in h1gh-tech”occupat1ons or other hard-to-
fill positions, they have been able to _create "new" positions or job titles,

_in which they can offer higher salaries.
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‘Chapter Vi
TRAIN NONDEGREED TEACHERS

~ As a local vocational education administrator, one of your responsibili-
ties will be to help the nondegreed teachers you have recruited from industry
to identify and enroll in a program(s) that will meet their training and certi-

fication needs as quickly and as efficiently as possible. Many different types

of training strategies for nondegreed teachers exist. Most often, two or three

approaches are used in some combination. Some of the programs are locally ini-

have been initiated by state departments of educatiof; usually in combination

with one or more colleges or universities that provide vocational teacher edu-
cation. . ! _the university- -initie programs also involve
ciose working relationships with the local educetional agencies that provide

opportunities for internships or supervised teaching.

cation. Most of the university- and college-initiated

Alternative Training Strategies

__The following discussion provides a general overview of the more common

training strategies that may be available to nundegreed teachers. Part Three
of this guide provides specific information about several operating programs
in different states and different types of institutionms.

Preservice Workshops

~_ In most states, some type of preservice worksl.op is available to the non-
degreed teachers who are identified early enough to get them enrolled. Typi-
cally these workshops are offered for a period of one to four weeks during the

sumnmer before the person starts to teach. They may be offered as part of an

in-house training program for new faculty, or they may be offered by several

teacher education institutions across the state.

- These workshops are likely to provide credit toward certification/approval
and a college degree (if desired). Participation may satisfy a condition of
employment or may be voluntary on the part of the teacher. These workshops
usually address what are considered to be the most critical teaching skills--

sometimes labelled survival skills--such as planning lessons; selecting in-

e —— g — e — = ®_

structional materials, preparing instructional materials, and demonstrating
a manipulative skill.

~ Some workshops are competency-based and highly individualized, while
others tend to be group-paced and lecture-discussion oriented. They usually
include considerable hands—on developuent of lesson plans and instructional

wmaterials for units the trainees are likely to teach in the future, as well as
presentations of these lessons before peers and/or resource persons (teacher

trainers). Many of the competency~based programs utilize some type of
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performance-based modules. which 1nc1ude established criteria against which to

evaluste the teachers' performance.

Inservice Workshops ,

The inservice workshop is very szmxiar to the preserV1ce workshop except

for two major differences. The persons enrclled in an inservice workshop; by
definition, have already taught and, therefore, have some teaching experience

to which they can relate their lnarnlng experiences._ _The other major differ-
ence is that more advanced teaching skills are addressed in order to help

teachers improve their performance and expand their repertoire of professional

skills. Some inservice workshops are also designed to help experienced non-
degreed teachers keep their technical skills up-to-date.

Perhaps st111 the most common method of traznxng for_ uondegreed teachers

is participation in regular on-campus courses. _Nondegreed teachers may enroll

in these courses as special students either before or while they are employed

as teachers. Some individuals who want to enter teaching enroll part-time in

these pedagogical courses while continuing their technical occupational
employment.

The regular on—campus course approach offers both advantages and disadvan-

tages to the nondegreed teacher.. On the positive side; a wider selection of

courses_is usually available, more library resources are likely to be avail-

able; and senior staff members are more likely to be teach1ng the courses. On
the other hand, the classes are likely to be scheduled at inconvenient daytime
hours, and the teacher may have to spend considerable time and money commuting

back and forth to the campus.

Special Off-campus Courses

Tak1ng the ctass to the teacher rather than requiring the teacher to come
to the class has become much miore comfion in recent years. -Many teacher_educa-

tion institutions have established outreach centers in various regions of the

state served by the institution. These courses are commonly taught by itiner—

ant teacher educators who travel from one locatzon to another where the teach-

ers assemble weekly or bi-weekly for a seminar or class.

in thIB sltuat1on. the choice of course offer1ngs is usually limited, but

they are commonly offered in the evening or on -Saturday at times convenient to
the teachers. & major advantage for nondegreed teachers is_ that they don't .

have: to travel long distances to attend class on_a university campus. Because

of the regional locations, class size tends to be fairly small, which facili-

tates small-grouj and individualized instructional activities.



On-site Individuslised Internships

Certa1n universities in Bennsylvan1a are. especrally well known for th1s

type of delivery strategy.. Programs at_Temple University and Indiana Univer-

sity; for example; offer beginning nondegreed teachers 1nternsh1ps at the

schools and other employing institutions. The teacher receives most of his/

her tra1nxng at the employing institution. A local mentor, usually a master

teacher. is deslgnated as a rea1dent or school resource person and is avail-

Once a weék the intern also receives a visit from a travel1ng f1eld re-,
source person_who obgerves the intern's classes and advises him/her on profes-

sional development activities: This teacher training strategy eliminates the

need for teacher travel but is quite demand1ng of the field resource persons
who must travel to the rites employing interns. Th;s,approach,lends itself to
a field-based and performance~based type of del1Vér§ because the intern teacher

constantly has actual class and laboratory situations in which they can prac-

tice _and demonstrste their skills. The nondegreed teacher also has a resident

or school resource person available for consultation and moral support whenever

needed.

In-house Staff Development

An approach to the traxn1ng of nondegreed teachers that has 1ncreased

greatly in the last few years is that of the employing school or college con-
ducting its own in-house staff development program. By plann1ng and conductlng
your own staff development (inservice _training) program, you, as the. responsi-_
ble vocational administrator, can guide and direct the program so that it meets
the_ specific needs of your teachers. _This approach has been most popular with
public and private two-year postsecondary schools.

,,,Texas State Techn1cal InstItute and Aibuquerque Techn1cal-Vocat1onal

Institute are two examples of public postsecondary institutions that have =
established systematic and competency-based faculty development programs within
their own institutioms. In the private sector, the National Asgsociation of _
Trade and Technical Schools- (NATTS) has established a nat1onally recommended

competency-based staff development (CBSD) program_ for its member institutions.

1mp1ementatzon of this program for over 450 educators natiomwide.

Most of the in-house staff development programs are staffed by master
teachers from within the emmploying institution., although professors from a_

ne1ghbor1ng university or college may also be involved. Most of these programs

have identified specific competencies that they want their instructors to be

able to demonstrate. Some programs are highly individualized and self-paced

while others are group-paced. The individualized and self-paced programs com—
monly use & number of PBTE modules as the primary training support vehicle.

In many of these programs. a personal1zed "profess1onal development p1an“

is _prepared for each teacher to guide and schedule his or her tra1n1ng activ-

ities. _In all _cases; trained resource persons are available to assist the
nondegreed teachers as they work on the modules and other learning activities,

and to assess the instructor's actual teaching performance in real situations.



Combination éﬁpiﬁiﬁﬁéﬁ
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common strategies that are in widespread use in the United States. In actual-

ity, most training programs for the nondegreed teacher combine two or more of
the strategies irtoc a systematic overall program.

_ _In_the state of Dhio. for example, the nondegreed teacher training program
for secondary teachers consists of the following four major components: (1) a

four-week preservice workshop (8 quarter hours credit) held on the campuses of

credit) offered at each teacher's site of employment during the first year of
teaching, (3) a two-week inservice workshop (4 quarter hours credit) held on

three participating univereities, (2) three off-campus courses (6 quarter hours

the campuses of the three participating universities during the summer follow-
ing -the first year of teaching: and (4) two off-campus courses (6 quarter hours

credit) conducted at convenient regional locations during the second year of
teaching:

The Ohio program involves primarily teachers from the agricultural educa-
tion, home economics, and trade and industry service areas. Part of the work-
shop instruction is conducted in a geénéric fashion for teachers from all three
service areas; during the remairder of each workshop; topics are_addressed in
subgroups by service area specialists. The program allows the new teacher to

complete all secondary vocational certification requirements in two years.
The professional development program for instructors in the postsecond=

ary vocational technical schools of Arkansas represents another combipation

secondary instructors to_ensure that all vocational personnel will gain the
essential teaching skills needed: Participation in the program is a condition

of employment for all new teachers.

In the Arkansas PBTE program, provisional instructors first participate in
a preservice workshop prior to beginning to teach or as soon afterward as _

scheduling permits. In this survival skills workshop, the in-structors are
oriented to the job and to the PBTE approach to professional training: Then
they are_introduced via PBTE modules to some basic teaching skills needed by

instructors (e.g:; lesson planning, introducing a lesson, assessing student

performance).

_During the first years of employment, the provisional instructor must
complete the competencies required for certification at the instructor level.
The bulk of the training comes from the individuslized completion of modules

developed by the National Center. The modules are given to the instructors,

but they are not left with the modules alone. Two resource persons——a resident
resource person and a field resource person who represents oné of the cooperat-~
ing universities-—work with the instructors, primarily on an individualized
basis, as they complete the required learning activities. With the aid of

these resource persons, the provisional instructor must satisfactorily demon-

strate attainment of 31 competencies within three years.

. ___& relatively unique aspect of the Arkansas program is its career ladder

system, which provides for three levels of certification: instructor, senior
instructor, and master instructor. Each level requires the attainment of
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additional professional ébiiiiieteijéieé and tééhﬁiéai work éiiseiiéﬁéé. but in

as they advance ﬁrofess1on311y.

The. freld-besed. performance—based teacher education (F/PBTE) programs in

Pennsylvania for secondary vocational teachers also represents a combination
approach. University teacher educators are involved in that the F/PBTE pro—
gram is offered through the state's four Centers for Vocational Personnel
Preparation located at Indiana University of Pennsylvania, Temple University,
Pennsylvania State Un1vers1ty. and the University of P1Ets§urgﬁ. The local

schools are involved in thet they provide the internship sites:
: The program for new nondegreed teachers beglns in the summer W1th a pre~

begin work on ach1ev1ng the basic survival sk111,cgmpetenc1es. Unrver81ty~”
trained resource persons conduct intensive training sessions to get the teach-

ers ready for the beginning of school. Interns who do not bave a teaching

position——preservice_interns—are asszgned to a school for supervised practice;

interns who are zmployed~—inservice interns—-continue their training while they

are teaching. At that point, the school where the intern is employed or
assigned becomes the site of delivery of the tra1n1ng program.

Whilé on-sité, two resource. persons are available to the intern. The

school or resident resource person is a master teacher in the local school who

helps the intern on almost_ 8 da:iy basis. The second resource _person, the

weekly; schedules seminars and other small-group activities per1od1cally 8o as
to bring several interns together to discuss mutual concerns and issues; and
meets weekly with a university-based senior teacher educator.

Performance-based teacher education modules piay a magor role in this

individualized instructional delivery system.  The modules are self-contained

learning packages that address specific teaching competencies. The IUP program
uses modules developed through state and local efforts, in addition to many of
the PBTE modules developed by the National Center.

Type "’*a of ﬁaia‘ggr” Resources Used

a number of states revesled that many different types of instructional re~
sources are being used in these programs. An exhaustive national search of
all the resources available and bélﬁg -used with nbﬁdeéréea teachers was not

possible. Hence, we acknowledge in advance that there may be some very good

materials available that are not described here:

i% f&ﬁ Eéé eitébiieﬁiﬁg a new training program for nondegreed teachers
or want to 1mprove your ex1st1ng program, you should consider the mater1als

that may be available from one of your universities or colleges. the state
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department of education, a state or regional curriculum center, or a commercial
publisher.

If you want to provzde h1gh-qual1ty tr§1n1ng for your nondegreed teachers,

you need access to h1gh-qual1ty traxn1ng mater1als. In most _situationss sev—

ety. A number of factors will enter into_ your decision sbout what type of

materials to_use, including their cost and availability. Also, there is proba-

bly no_single best material for every situation. The best materials will be

those that are most appropriate for the learning objectives and instructional

approaches being used.

For example, if you want to individualize instruction to the maximtm
extent possible, then the traditional lesson plan_ approach. supplemented by

one or more textbookss will not suffice: Such a situation calls for well~
developed; performance-based materials that can be selected to meet the

individual needs of each teacher.

The follow1ng mater1als were identified as be1ng commonly used to prepare
nondegreed teachers in either preservice or inservice education programs.

Performsnce-Based Teacher Education (PBTE) Modules

A 1ot of development vork has been done during the last 15 years to pro-
duce modularized, self-contained instructional materials for the preservice_ an&

inservice preparation of vocatiomal teachers. _The National Center for Research

in Vocational Education has prodnced a comprehensive set of 132 modules clus-

tered into 14 different categories, as follows:

: Program Planning, Development, and Evaluation

A

B: Instructional Plamning
C: Instructional Execution
D: 1Instructional Evaluation

E: Instructional Management

F: Guidance

G: School—Commun1ty Relations

Vocational Student Organizet1on

I: Professional Role and Deveiopment

J: Coordination of Cooperative Education

K: Implementing Competency-Based Education (CBE)

L: Serving Students with Special/Exceptional Needs

M: Assisting Students in Improving Their Basic Skilis
N: Teaching Adults
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These materxals are based on cumpetenezes 1dent1f1ed through extensive
research as the tasks that are performed by successfiul secondary and post—
secondary teachers in all vocational service areas. The fiodules have also been
extensively field tested and revised, and have been pﬁbliéheawby a_nonprofit
publisher, the American Association for Vocational Instructional Materials .

(AAVIM) in .\thems, Georgia. Many of the nondegreed teacher education programs

described in this guide make use of some of these materials.

Many univerazt1es. such as Tenpie Un1vers1ty. the Un1versity of Central
Florida. and Indiana Unrvers1ty of Pennsylvania, have also developed their own
performance-based modules in response to institutional or state needs. Some
local educational agencies, such as Dade County Public Schools (Florida); have
also developed a8 series of PBTE modules specific to their needs.

A maJor advantage of tﬁ1s type of inmstructional material is that each

acdule is designed to cover & single important teaching skill, which aliows the

teacher and resource person to select & given module for completion only if

competenice in that skill is needed. Most modules of this nature also contain
onily the essential information needed by the teacher and, in the final learn—
ing experience, require the teacher to actually demonstrate attainment of the

needed competency in an actuel teaching situation. Use of this type of mate-

rial is almost necessary if a truly individualized, performance-based teacher

education program is to be implemented.

Teacher Training Course Syllabi

Nearly every teacher educatton 1nstItutIon. often in cooperat1on w1th the

state division of vocational education, has developed course syllabi or curric-
ulum outlines for their teacher education programs. These syllabi ususlly
contain a 11st of the topics or competencies that are to be addressed in each
teacher education course. Some of these competency identification efforts have
been very rigorously carried out_so as to ensure the teachers being trained
will be well prepared for the tasks that face them.

o éfgn;que approach to the identification and ciuster1ng of pedagogical
competencies for teacher training has been carried out by the University of
Central Florida (UCF). Faculty members at UCF first identified the teacher
coipetenicies to be achieved and then organ1zed,th, selected competencies into

"competency clusters" rather than into the traditional courses.

_gggigieﬂedkletaffHlenllga4nndfGuidea

A large number of teacher traxn1ng,book1ets. gu1des. ‘and resource manuals

have been developed either by staff within the state. agency or by contract with

university personuel or consultants. Some of these have been designed for all

vocational teachers; others, specifically for teachers in a single service

area.

- Tke 0h1o Department of Education, for example, has produced 13 booklets
in their "The Heart of Instriction" séries. These booklets cover such areas
as the psychology of learning, the selection and use of training strategies;
clagsroom and laboratory management, and school discipline techniques. These
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booklets are available from the Ohio Agricultural Education Curricului Materi-
als Service, The Ohio State University, 2120 Fyffe Road, Columbus, Ohio 43210.
- -- The Georgia Department of Education sponsored two projects at Georgia _
Southern College that resulted in-the production of two guides:  "Staff Devel-
opuent Competencies for Teachers Seeking V-Series Certification in Georgia" and
"T and I Handbook: Resource Manual for Trade and Industry Instructors." The
first publication identifies the competencies addressed in each of the follow-
ing staff development activities for new teachers: Open-Entry, New Teacher's
Institute, Internship, and Advanced New Teacher's Institute. The resource.
manual was designed specially to serve new instructors but is also of value to

experienced instructors. It addresscs a wide range of topics, such as vocs-
tional education in Georgia; principles of.teaching and learning, curriculum

and instructional management, and shop safety.

- - Many schoolss colleges; universities; and state agencies have produced
videotapes; slide/tapes; audiotapes; and transparencies to support and sup-
plement the print materials being used in their teacher training programs.
Most_of the media is locally produced and suitable only for the program for

which it was developed. The National Center's PBTE modules reference a few
videotapes, slide/tapes, and audiotapes that are available from either the
developer of the materials or the publisher (AAVIM).

__Some commercial publishers have developed high-quality videotapes and

films for indust:, training, which sre quite good but also quite expensive.
However, many universities and colleges have film libraries from which media
may be borrowed or rented at reasonable rates.

In addition, many teacher training institutions and staff development pro-

grams make excellent use of videotape by videotaping teacher performance for
evaluation and self-evaluation purposes. This technique provides excellent

visual feedback to the teacher and has proven to be a very effective training

and evaluation tool:

~ Commerzially published textbooks are available on a wide variety of edu-

ééii6ﬁé1,topiCSa,,Some;pﬁyiigatiqns focus on methods and techniques for teach-

ing vocational agriculture, trade and industrial education, or other specific
subjects; others addresr a more generic audience, such as methods and tech-
niques for secondary school teachers.

Depending on the instructionsl approach to be used with nondegreed teach-
ers, textbooks of this nature may be used either as required course references
or _as_optional _and supplemental reference material. While some excellent

textbooks are available on methods of teaching, most tend to be content- and
theory-oriented rather than competency- &and performance-based. Close examina-
tion of all potential reference materials is recommended before purchasing
decisions are made.
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Chapter
RETAIN NONDEGREED TEACHERS

. The task of retaznzng your tra1ned nondegreed teacher is every bit as
1mportant as their initial recruitment and inservice training. - Statistics
indicate that over one-third of all teachers quit during the first five years.

Many administrators report that retention of the nondegreed teacher is more.

of a problem than is recruitment. _Administrators who fail to take the prope~

steps toward retaining the new teachers they have worked hard to recruit and
train will be condemned to start the process all over again. And if one of
your new teachers quits suddenly during the school year, you have a major
prbbléﬁ' students to teach and no one qua11£ied to teach them.

chaiienges new teacﬁers face and, then, to. take whatever._ appropriate steps 9ou

can to assist and help retain the new teachers. Providing the assistance and

support needed can also be very cost-effective because more of the new teachers
are likely to stay on the job.

, A brzef review of some of the major challenges faced by new_ ;eachers W111
serve_to_reinforce the need to provide them with assistance. First of all;, the

new teacher may be adjusting to & new home and a new community, as well as to

his or her first teaching job in an unfamiliar school or college:. Within the
school enviromment alone, there are many new roles and faces that the staff
member must learn and adaust to.

_Furthermore; as a beg1nn1ng teacher. much time will be. requxrea to deveiop
lesson plans; handout materials; visuals; and tests for each class to be

taught: _The new teacher must also learn how to. cope. with classroom and labora-

tory management, which, in itself, presents a major challenge to most new
teachers. On top of this, there may be organizational demands: monitoring a
study hall; participating in various parent conferences, athletic events, and
other school functions.

All of these_ expectat1ons and_ challenges combined can §§évé éﬁéiﬁﬁéiﬁiagﬁ

and_ extremely frustrating to_any new teacher-—and even more so to a nondegreed

teacher who hasn't had the amount of education or training that some of his/her
new colleagues have. Many new teachers exper1ence a feeling of being alone in

an aliiost hopeless s1tua;1og'7§ome may experience enough frustration and anxi-

ety to call it quits. The following suggestions may help you ensure that your

new nondegreed teachers are spared these frustrations insofar as possible.

: ?ruvide assistance qgié!tgg :ﬁs an adm1n1strator.rxt becomes your respon—

erIIIty to provide the new teacher with whatever assistance yc¢ -an as quickly
as possible. The ass1§taﬁce you pr0V1de or arrange for can. take _wany forms.

ybﬁ for advice and support if needed. You also need to ﬁéké,éﬁre,tﬁét tﬁéwrﬂ
teacher is introduced to other administrators and his/her teaching colleagues

in a very positive manner. Providing the new teacher with a good orientation
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and a faculty hnndbook and inviting. hrmlher to .a soc1al get—acqualnted fumct1on

can be very helpful in making the new teacher feel at home and welcome.

A thrbugh orientat1on program should -serve to acqua1nt the teacher w1th
the facilities and general organization of the school. New instructors will
nieed information about achool policies-and- procedures.,,ﬂhét. if any, disci-.

pline policies are they expected to follow? What reg1strat1on and attendance

forms are needed? What duplication and secretarial assistance is available?

Whom shoull they contact if they need additional help? During the orientation,

such items as a school calendar. a roster of the faculty and adm1n1strators.

rately if they are not in the handbodk. You also need to allow time for and

encourage the new teachers(s) to ask questions about any matter that may con-
cern them.

Tt is recommended that an exper1enced teacher be ass1gned as a peer

teacher. mentor, or "buddy" for each new teacher. Your new teachers will have
many questions about school policy and practice that can probably be more eas-
ily and quickly answered if each teacher has an experienced teacher *o ask,

rather than baving one or_two_administrators try to handle all these questioms.

The peer teacher should be a person who is working in the same or a closely
related technical area, if possrble.

Another way you- can help is by ensurlng that the beglnn1ng teacher is
part1C1pat1ng in whatever preservice or ingervice-activities he or she needs in

order to become a trained and, if necessary, certified teacher. _Is the teacher

participating and progressing at_a reasonable rate? Is he or_she encountering

any problems? How can you help solve these problems? By overseeing the train—

ing process; you can prevent most problems from ever occurring.

- You may also want to inV1te a state supervxsor to visit w1th the teacher
as goon a8 possible after employment. State supervisors can usually provide a
variety of supportive materials and technical assistance regard1ng program:

operation. If your school has its _own 1nstruct1ona1 superv1sors. one of them

poss1b1e.

Another good optIon is to establish a one- or two-year 1nduct1on prograti

for all new teachers: Some states, such as Florida, are -mandating a one-year
planned induct1on program for teachers. Dur1ng th1s per1od. the teachers are

address their needs and concerns. The maJor concern here is to maske certain

that the beginning teacher has an effective support system available to provide
any assistance that may be needed:

oo Evvii g Eﬁ!!!!i!z andfaeb gatigfaetien. There. _are several

things you as an administrator can do to create a real sense of belonging and
improve teacher job satisfaction. First and foremost, _immediately begin treat-

ing the new teacher as a professional and as a_ full-fledged member of the.

instructional team. _Involve the teacher; as_appropriate, in planning activ-

égféé,gﬁé?é,ﬁféiﬁéfr9Plni°n5 will be sought and iistened to.. This may involve
appointing the teacher to one or more faculty committees (with low time de—
mands). Invite the teacher to social functions and encourage him/her to join

the faculty association.
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o These are Just a few of the ways in which you can increase the new teach-
er's sense of belonging and overall satisfaction with the job. If you really
want to retain your new teachers, however, you'll take advantage of every

opportunxty that comes along to praise the teacher's work and provide support

and encouragement.

o Erevide qnpprtunxtxe: foreudvance-ent This is aiways easier said than
done, but there are ways in which you can reward teachers for their perfor—
mance. - You-may work with otberfadm1n1strator§ and the board to obtain a good
friﬁgé Béﬁéfitﬁ géckagel ﬁérit ?éi. é Céféér léddér E?étéﬁ. or a ﬁai to téébg;

when makzng salery determinations. You should work hard to reward excellence

if you really want to retain your best teachers.

. §!pport,g!;tic:pnt:ag4§g_ggn£enniunn1hdeve1gg!ggteandetechnacnlmquntggg
There are many things you can do to help your new teacher improve and expand
his/her competence. One of the first activities in this area should include
the development of a long-range professional development plan. This means that
you, a staff development coordinator, or a -qualified resource person work -with
the teacher to assess his/her training needs; both professional and techmical,
and prepare a written plan that will help him/her achieve the additional skills

and knowledge needed: You may support the teacher's ability to carry out this

plan by providing for some released time, helping to arrange business/industry
visits and short~term work experiences, providing in-house staff development
opportunities,- paying some or all of the teacher's- tuition cost, or providing

either forgivable or low—interest loans. You should also serve as a proper.
role model by not only encouraging others to participate in professional growth

activities, but by participating yourself.

AP:avidefforeteeehe: :eeogg;tion. Take advantage of every opportunity that
presents itself to recognize the work of the nondegreed teacher. Without a _

degree, he/she may feel like "odd man out." -Whenever possible, write a brief

note of thanks for a job well done. make positive comments to other faculty and

students about_the teacher's superb technical know-how and accomplishments,

and as._ approprlate. provide a certificate or letter of recognition for out-—

standing service.

_There are other things that you can do-to help retain the nondegreed -
teacher-beyond those described here, but ﬁtiliziﬁg the procedures suggested
here will go a long way toward helping you retain those valuable nondegreed
teachers in your school or college for years to come:

Qo
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,?Eis,sectton of the guxde conta1us detazied deacr1pt16ns of nine dlfferent
model training programs. While all the programs address the training of the
nondegreed teacher for certification or approval, some of them also go beyond
that level and offer programs for teachers who want to obtain bachelor's and
master's degrees and to become master teachers.

: Some of the programs. such as those in Arkansas. Mhssachusetts. New York,
and Ohio, are statewide in focus; others, such as those at the University of
Central Florida and Dade County, are regionally or locally focused. The -
National Association of Trade and Technical Schools (NATTS) programs. althougb '

national in scope,  are operated and managed independently by the various member
schools._ _All of the programs bave merit and should be carefully studied by

anyone wxsﬁing to_provide nondegreed teachers with the professional training

needed to maximize their effectiveness.

; Many of the programs descr1bed use the Nat10nai Center 8 PBTE modules as
part of their delivery system. For those unfamiliar with these materials, the
total set of modules in categories A-M is listed for you in sample 4.
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X.MASSACHUSETTS

Selected Model Bﬁﬁﬁéiéééitﬁ of Massachusetts; Vocational Teacher Tra1n1ng
and Approval Program

Target Group Secondary vocational instructors; Massachusetts public
schools

Program Description

The. eammonweaith,of Massachusetts has estab11shed ststeW1de tra1n1ng and :
approval requirements for all vocational instructors teaching in the public
school systems at the secondary level. To meet these requirements, a two—phase
edﬁpétEﬁC?—bésed vocational teacher education program was developed. The first

phase is completion of a preservice. competencj—ﬁasea,trarning program, which

provides prospective nondegreed vocational_instructors with basic professional

teaching skills that lead to provisional approval. Prospective teachers must

have successfully completed this program before they can be hired as vocational
instructors. During the second (inservice) phase offtra1n;ng. provisionally
approved instructors must continue their professional development until they
attain full éppr6Vél status.

Three state universities——Westfield State. Gollege. F1tchburg State CoIIege.

and the Uriversity of Massachusetts in. Boston-—part1c1pate in conducting the

preservics phase and portions of the imservice phase of the program. The
competency-based teacher training curriculum was developed on the basis of
teaching -ompeteficies 1o1nt1y,1dent1£1ed by department of education personnel
and members of a task force that studied the needs of teachers and local school

systems. __Some _of the competency-based teacher training materials that form the

core of the training program were developed by teacher education faculty at the

partrcipatxng state umrversrtres. some. were deveioped by research ~groups or

from existing materials, such as the Natiomal Center 8 PBTE siodules.

Pr1or to rece1V1ng prOV1s1onal approval snd beg1nn1ng employment as a voca~

tional instructor, the prospect;ve teacher must (1) have a minimum of six

years' work experience in_the trade or occupation; (2) hold_a high school

diploma; (3) be licensed in the trade (if required), (4) successfully complete

8 written test in the occupational area, and (5) successfully complete a per—
formance test in the occupational area.

followrng courses.. However; the instructor may teach on & waiver while com-

pleting this course work.

« Tesching Methods in Vocationsl Edueation (6 credits)—This course covers
competencies related to the following areas: instructional strategies,

development of iesson_plans, preparation and organization of learning

enviromments; instructional and student evaluations, child development,

and professional behavior.



Education (3 credits)—This course is ori-

ented primarily to cognitive learning and requires that the. instructor
gain knowledge about (1) the history; organization; and delivery of
vocational education at both the federal and state levels; (2) vhe goals
and objectives of vocational education; (3) federal, state, and local

funding sources; and (4) laws, regulations, and policies affecting voca-
tional education. - B - N

e Curriculum Development in Occupatiomsl Education (3 credits)—In this
course, -learners gain skill and knowledge in-the complete renge of _ __

curriculum development activities, fram development of program goals and

objectives, to curriculum development and implementation; to management
and evaluation.

o Management « Enviromment (3 credits)—Competencies
covered in this course relate to the areas of (1) facility layout,

(2) orgenizing for instruction; (3) student management; (4) related

instruction; (5) academic integratiom, and (6) school safety

management.

o Supervised Teaching (3 credits)—Credit for this course is obtained

through successful participation in a supervised teaching experience and
achievement of specified competencies:  Under supervision, prospective
teachers must develop & lesson plan and teach this-content in a voca-
tional classroom or-lab: They miust also successfully complete the
following competencies: - (1) identify school policies, (2) implement

teaching models, (3) apply statutes and legislation in teaching behav-
ior; (4) develop classroom/shop management techniques; (5) work with
community resources;.  (6) work with student support services, (7) demon-

strate a positive role model, (8) participate in the total educational
program, and (9) implement competency-based vocational education (CBVE)-

These courses are taught by adjunct faculty of the participating state univer-
sities; these are faculty members who are also employed in leadership roles in
the vocational school systems: Classes are conducted at a variety of loca-
tions; including university classrooms, vocational schools, and local librar—
ies. Course scheduling also varies, including three-hour evening sessions held

on weekdays and all-day Saturday sessions.

vitk within three years. After successful completion of all required
cocrse work and the state-administered written and performance tests, the
prospective instructor is eligible to obtain full approval:

Vocaticnal teachers are then required to provide proof of succesu:ful partici-
pation ir. 60 hours of professional development activities every two_years

it orcer to maintain full approval status. _These activities can include

(1) hands—on work in the trade; {2) course work in education or the occupa-

tional area; and (3) participation in workshops in the occupational area.

Annual occupational professional development workshop—jointly sponsored by the

Massachusetts Department of Education, Division of Occupatiora: Education; and
Fitchburg State University--provide a wide range of professional and occupa-

tional development activities for vocational teachers. _These three-day work-

shops are held at the close of each academic year. Teach:rs from around the
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state convene to attend activities conducted by a variety of individuals, in-
cluding professionals from business, industry, -law, and 6théfﬂbé§ﬁ§éti6§§};
areas; teacher educators; and va@&tiéﬁa;gg@gg@tﬁtafél Sessions for each

ﬁiEéfxitE). and occupat:onai concerns (e.g..,photbtypesett1ng update) ngple
5 lists examples of the sessions offered at the 1984 workshop. Vocational
teachers may receive professional development credits for participation in this

event.

Participants in the preservice teacher education program pay full tuition costs
for every credit hour of participation. The costs of insérvice professional
development activities vary with the situation. Salaries for adjunct-teacher
education faculty and staff who develop training curricula are subsidized by
the state.

Educat1on. Westfield State College- Westfield, MA 01086 (413) 568-3311, ext:
316



SAMPLE 5

ANNUAL OCCUPATIONAL PROFESSIONAL BEVELOPMENT WGRKSHGP
SELECTED SESSION TITLES

School Safety and You: A Vital Partnership
Educational Law: Courtroom and Classroom

Teacher. Bxgﬁts and Bxscxpixne

Discipline and the Shop

How to Cope with Stress
Time Management—"Working Smarter Not Harder"

F1nanc1-; Plann1ng,for Tﬁachers o

Academic Curricula and the Massachusetts Vocatronat Curriculum Resource Center

Teaching Reading in the Cuntent Area

Cross Discipline Planning -
Bilingual Vocational Educat1on-A Natibnal Perspect1ve

Adapting Curtic::-":» f=+ Limited Fnglish Speaking Students
Physical'y He: - in_Industry = _

Youth_Ccmpete:. . snd the Job Traxuxng Partnersh1p Act (JTPA)
Curriculum Res: Vorational Education

High Technolegy -3i.onal Education

Entreprene: - i : . =tion for Vocational Education

Union Programs : - iraining

The Computer:- Teather- Manegement Tbol ,,,,, - _

Solving Real World Problems with Computers in the Classroom
C.B.V.E.~—Heeith Assistant as Developing at D. H. Fanning Trade School

Occupational Safety in Health Occupations

Advertising Typographers and Type Design -

Computer Graphics and the Artist—A New Generat1on

Auto Body Repair Techniques (General Motors Training Center)
Recent Innovations in Business Educacrion
English--Communication Skills in Business

Osmose Wood Preserving. _ _

Plywood Grading and New Products

Hair Sculpting, New Ways to Arrange Hair
Removatron—Beauty Through Electronics
Food as Art - -

The Elegance of- French Pastry R
The Changing Role of the Drafttng Manager

Bruning Demonstration of an Educationally Designed CAD System

Solid State Programmable Controls

Robotics and Solid State Controls

Reinforcing Basic Skills Through Home Economics
Consumer Homemaking Proposals -

Trends in Industrial Arts/Technology

Sheet Metal Fabrization

CNC Tooling Metliods ==

Chicago Faucets, Their Update and Maintenance

Camera and Stripping Techniques




XI. NEW YORK

ééiéété& Mode! State Hnrversrty of New York Coilege at Oswego; Vocational
Teacher Education Program
g@giégzggggi Secondary occupational teachers; New York public schools

Prograx Desc;;pt:on

The Bepartment of Yocatronai—Technrcal Educat1on at State University of New

York Coliege at Oswego (SUNY at Oswego) - prepares occupat1ona1 teachers 1n a

VIE courses. tﬁroughout 49 counties in. upstate New York: and 80 part-time

master's-level graduate students who reside within commuting distance of the
main campus.

Teacher certification requirements. Certification requirements vary, depending

on whether the individual possesses a degree; the type of degree possessed; and

the_occupational aree to be taught. However; all routes to_provisional and

permanent teacher certification involve (1) a minimum number of semester hours

of professional education course work, (2) a supervised student teaching expe-
rience from a registered program, (3) a minimum number of years of appropriate
work experience, (4) a passing score on the National Teacher Examination (NTE)
Core Battery Tests, and (5) a minimumi number of years of teaching experience.

To earn a. provisxonal cert;fxcate. teachera of general agrxcnlture and busz—

ness/distributive education must_have passed the NTE; must possess a B.S:,

which includes 12 hours of professional education course work; and must have
one year of work experience. Teachers of other specialties (e.g.., electronic
data processmg. pract:.cal nursmg) must possess an assocute'a degree. wh1ch

exper1ence. Nondegreed teachers must have four years of work experxence and
must_earn 30 _hours of undergraduate credit within the first five years of

teaching: including 18 hours of professional education course work: Teachers
without a bachelor's degree are required to pass the NTE either prior to pro-
visional certification or prior to permanent certification, depending upon the

number of college credits earned pr1or to employment as a teacher.

To eamn a petnanent cert1f1cate. the teacher must have taught for tvo yeara.

The teacher with_a B.S: must also _have earned a master's; the teacher with an

associate's degree and the nondegreed teacher must have earned an additional

30 hours of upper-level undergraduate study.

iiéeiiiffgéifii* SUNY at Oswego offers a- B S. degree program requlrlng 60
semester hours in the arts and sciences; 36 gemester hours in the occupationai

specialization, and 30 semester hours of VIE professional education course work

(VIE core: 18 hours; VTE electives: 6 hours; and supervised student teaching:

6 hours). All students entering the program (1) must matriculate; (2) must

s*"
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show ev1dence of cont1nuous progress toward complet1on of tEe degree requ1re-

Oswego or _enother institution—and have the courses posted on their tran—

scrxpts- (3) must complete the occupational competency assessment program to

maintain continuous enrollment eligibility and matriculation in the program;
and (4) may exit from the program upon completion of provisional teacher cer-
tification, permanent teacher certification, or baccslaureate degree require-

ments. -The third requlrement--occupat1ona1 competency assessment——coneists of

completing a8 work experience resume form and a work information release form,

ég@iéﬁéééééfﬁlly completing the occupational competency examination (worth 30

hours of credit) or 36 hours of college-level course work in their occupational

specialty.

Bﬁiftheipggggii413Aerggg;Zedgfoz—régiéﬁel aelxvegz. The VTE departmegt @gg a

main campus-office and-two regional offices in Albany and Syracuse; serving ten

program—delivery locations: _Oswego:s Syracuse, Gouverneur, Albany, Plattsburgh,

New_Paltz; Binghamton; Rochester; Coopers Plains; and Utica: The main campus

office is the hub of the operation; here all student records, as well as sched-

uling, book order, staff, recruitment, budgeting, and operational p011C1es. are
coord1aeted for the _program. The two reg1onal offices handle recru1tment.

and advisement; and they _administer part-ttme program deirvery in assigned

regions. _Each regional office advises 300 students; of which approximately 580

are taking VIE courses toward certification; the remainder are working toward

degree completion.

Both full-time and part-time faculty sre used. The. department bires as_part-

time faculty individuals who are either employed full-time in or retired from

such positions -as the following: master teachers in occupational centers; .

occupational education curriculum supervigors; directors/principals of occupa—

tional centers; occupational administrators at two-year coiieges’ college/occu-

pational center audiovisual directors; vocational supervisors in the Departiant

of Corrections; school superintendents; and state education departmen’ &ssoci-=
ates and supervisors.

The ten delivery sites conduct an average of fouf courses each fall and spring

semester, A combination of the National Center's PBTE. moduies. texts; and .

manuals are used for each course._ Course. texts ana materials are standard1zed

for each course throughout the system, based on faculty input. However, the

department. allows each course instructor flexibility in determining the spe—
eific teaching methodology and strategies that bzst serve their needs and
styles. The department regularly consults with and assists_the. instructors

when requested, and has recently developed z newsletter to provide students

with greater department contact:. This supplements their contacts with the

regional offices and provides a better sense of identity.

!brf!breflnforiation

John W. Glenn.,Jr.. D1rector. Department of Vocatlonai-Techn1ca1 Educat:on.
SUNY College at Oswego; Oswego, NY 13126; (315) 341-2214
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il PENNSYLVANIK

Selected Model Commonwealth of Pennsyivan1a. erld-Based. Performance—Based

Vocational Teacher Education Program
Target Group Secondary vocational teachérs; Penisylvania public schools

Prosram Description

A1l teachers of secondary school students in Pennsylvan1a must hold a val1d

teaéﬁlﬁg certtfxcate for the subJect area to be taught. For vocational teach*

pf agrlcultuge. d~§t:;but1ve! andhhome econcm;cs educat1on.,the cert;f;cat;onﬁ
process consists of (1) developing content expertise tbrough years of training:
and occupat1onal ‘experience and having it ver1f1ed tﬁrougﬁ the state's. _occupa-..

Vocat:onal Edueat1on at Temiple University, Phlladelph1a.,,Program VITAL (Voca-

tional Intern Teaching——Applied Learning). _Individuals can pursue the certifi-

cation program through one of four professional personnel development centers
established to_serve particular geographic areas of the commonwealth:. The .

centers are located at Indiana University of Pennsylvania, Pennsylvania State
University, Temple University, and the University of P1ttsburgh. All offer

F/PBTE programs to serve students (interns) on eithér a preservice or an im
service basis. Preservice interns are those individuals who are obtaining

teacher tralning and certification prior to gaining employment as a teacher.

Insetv1ce interns are ‘employees of . the district who have been hrred as teach-

the- F/PBTE program is fundamentally an_ 1nd1v1duallzed learn1ng system_ tﬁat

utilizes a variety of methods including (1) directed; individualized Instruc-

tion; (2)_instructional modules; (3) differentiated staffing; (4) team teach-
ing; (5) helpful supervision; (6) self-evaluation; (7) video feedback;
(8) cr1ter16n—referenced evaluation; and (9) assessment in an actual school

W1th th1s approach. interns are not. only held accountable for. knowledge and

guided practice; but also must independently apply teacher competencies in an

actual teaching s1tuatzon.f With F/PBTE, the classroom or laboratory at the
school where an intern is employed (inservice teacher) or assigned (preservice
teacher) becomes the site for delivery of the program. Consequently, travel to
a university or tiniversity center to obtain vocational professional training
credits has been greatly reduced.

Performance-based teacher education modules play a ma301 role in this instruc-

tional delivery system. These modules are self-contained learning packets.
Each addresses one particnlar teaching skill. The centers usé modiles devel=
oped through state and local efforts, as will as many of the National Center's

63

o]}
QO



PBTE modules. Intems also _engage in group instructional activities through
seminars or small-group meetings. These are held regularly to bring together
interns and staff to discuss contemporary issues and concerns.

Performance is. evaluated accord1ng to the obJectrve cr1ter1a provIded on the

teacher performance assesement form (TPAF) in the back of each module. If the

performance does not meet the criteria, the intern "recycles" through the

1earn1ng experIences until the skill is mastered.

from a differentiated st ’fzng team of profess1ona1 educators: Each staff

member has specific respon91b111t1es for the interns who are served.

The Field Resource Person (FRP) is a un1vers1ty repreaeqtat1ve and is employed

by the university. He or she may be 8 full-tidie faciilty member on & dean's
appointment or a;graduate student in the field of o~ducation who is employed
part-time. - The FRP visits each assigned intern wezkly and obscrves actual
classroom/laboratory teaching and reviews written products and videotaped

process performance. The FRP also_conducts conferences with each intern and

assists_the rntern in evaluatrng his or her _own performance.f In addit1on. each

teachers who function as helpers to the intetn.

The 1n-house helner to tEe 1ntern is referred to as the Schooi Resource Person

(SRP) or Resrdent Resource Person (RRP). The SRP/RRP is a master teacher who

(1) helps an intern define his ~r her own needs and select modular leatning

experiences that will help meet these needs. and (2) provides clarification and
feedback on individual performance. The SRP assists learners before or after
school or during the time that has been scheduled for helping activities: . _

These staff members are directed by s Senior Teacher Educator_ {STE) from the

university who functions as 8 team leader and usually serves as the intern's

official advisor: Each intern's progress is reported weekly to the STE.

In addition to the_ znstructxonal team. the program may be supported by a pro~

gram coordinator;, a staff developer who works with the field staff on a weekly

basis, and Couricils of Educators responsible for evaluation of an intern's
overall competence and readiness for certification. A Council of Educators

consists of the chief school administrator of the school in which the intern is
teaching, a fécﬁlty member of that school éléétéd by the faculty, and a Senior

The staff members are prepared for the1r toles by part1c1pat1ng in & f1e1e—
based. performance—based staff development program that is consistent with the

The F/PBTE system encompasses programs in the followxng areas:

« Provisionai (Level I) Vocational Teacher Certificate. A totsl of 15

sional teaching- cert1ficate., To_obtain these credits, the begrnn1ng

" teacher (intern) must complete 30 modules of instruction in am actual

school situation, attend small-group reetings, successfully complete a

criterion-referenced test of knowledge covering the 30 moduleés, and



partrc1pate in an overall evaluation by a Council of Educators: The
Intern must compiete these 15 credit hours within 3 years.

The_ program _operates in. local schools as foiiows-L fi) after an orienta-

tion session; field staff and Intern determine the intern's needs and .

select @ module accordingly; (2) intern completes module (im part or in
total) according to personal needs; (3) intern performs self-evaluation
and may seek clarification from & resource person; (4) when the intern.
bél:éﬁéé that thé Btétéd criteria for pérforﬁénée can_be. ﬁet. the final

gelf-evaluation_ Indxcates successfui performance. ev1dence of thrs is

presented to a resource person- (6) a conference between the 1ntern and

teacher performance or a written product) 1nd1cates adequate perfor—
mance; (7) cycle continues until all modules are completed; (8) a
cr1terzonfreferenced test of knowledge on the program's performance
éléﬁéﬁté 1§ édﬁlﬁlétéréd tb i‘lé‘tétiﬁliié iiliétliéi: tlié iﬁtéi:'ii liéé aéiiélépéa

of the 1ntern's overall teacﬁlng competence is accumuiated snd presented

to the Council of Educators for a decision regarding provisional

cr»txfzcnt,on.

aﬁuttxonal vocat}onal profess1onai credits are necessary for permanent
teacher certification. To obtain these credits, teacher interns are
reguired to successfully complete 18-30 additional PBTE modiules. This
program operates in the same way as the provisional certification
program.

. Bts.eneggeé 1n Vocatxonal Eaueation. To obtain this- dégree; an intern

tional profess1onal education. With the exceptzon of the part:crpation

of the Council of Educators; this block of credit is delivered exactly

tike the provisional and permanent teacher certification programs.

e CAPS (Clniir”lggépplxcatxon of Pedagogtcnl SE:II:) Progra-.r CAPS _is an

inservice; permanent certification program for teachers of home econom-

ics education. Interns must earn 24 semester credits beyond the B.S.
degree. A pool of approximately 90 modules is used in this program.

The F/PBTE program is supported by a computerized ﬁéﬁégéﬁéﬁt,iﬁfotmatioﬁ,sigtém
that allows for current accounting of the contacts between interns and differ-

entiated staff members.  Among the data collected are personal and demographic

characteristics of all program personnel. progress of interns on modules, and
conferences and observation sessions conducted by resource personnel. Reports
are issued at spec1f1c intervals to assist the program coordinator and field
staff in-managing the data needed in,carry1ng olit their program responsibil-
ities. In éddition. module inventory and. ébﬁttol is. totéllf coﬁpﬁter1iéﬂ. The

with the Yeariy evaluarions to expano the research base on F/“BTE.

Fundis
Funding of the intern's costs (college tuition) for inservice teachet training
varies with each local school district. In some districts, interns must pay




Eiiiﬂiﬁé EEQEE.

Curriculum development and the F/PBTE program staff pos1t1ons are funded
through the participating universities by the Commonwealth of Pennsylv:nia.

Bor Hbre Infotlatton

Edward K. Aiien. Interim Chair; Department of Vo—Tech Profess1ona1 Stud1es°
Reschini House; Indiana University of Pennsylvaniaj Indiana; PA 15765;

(412) 357-4434; or Thomas J. Walker, Assistant Professor; Bepaftment of

Vocational Education: College of Education; Temple University; 24i Ritter
Hall; Philadelphia, PA 19122; (215) 787-6191
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Selected Model  State of Ohio; Inservice Teacher Education Program for
Nondegreed Teachers

Target Group Secondary and adult-level vocational teachers; Ohio public
schools
Program Description

The state of Ohio has establishcd statewide teacher certification requ1remente

for all vocational teachers who teachfetfthe secondary and/or adult level in
the pub11c school systems or in the state's Department of Corrections. An
inservice teacher training program was developed to ensure that all nondegreed
teachers achieve prqfese1onal competence and obtain state cert1ficat1on.f All
nondegreed trade and industrial vocational teachers are required to participate
in and complete this program.

The descrzpt:on thet foliows outlines the inservice teacher. trazning program )
88 it presentiy operates. Huwever. new cert1f1cat10n standards. effectrve July

ped to establish Five regional campuSes in the staté for the administration of
ingervice education; including the preservice preparation of teachers recruited

from business and 1nduetry.

Currentiy. the 1nserV1ce teacher education program is conduc*eé through three
participating state universities—The Ohio State University, Kent State Univer-
sity, and The University of Tolego-w1th support from the Ohio Department of
Education; Division of Vocational and Career Education. Participatian in- two
intensive teacher education workshops (during the summers prior to and foliow-

ing the first year of . teaching§ and planned, individualized study with an_

itinerant teacher educator (during the school year) constitutes the bulk of
the begxnning teechere' f1ret twy years of 1neervice teacher tr51ning. The

raculty from all three universities meet quarterly ard work together to main-
tain a consistent and comprehensive statewide traii's; program. Program

policies and procedures are established through this network.

One—year 76¢Itiﬁﬁ:1 EéttifICItE The one-year vocat1onai cert1f1cate may be )
igsued to a beg1nn1ng nopdegreed vocational teacher. The teacher must meet the
criteria for occupaticnal competence in a technical occupation and the minimum
Qﬁélifiéétibﬁé for occupational experience. These qualifications vary depend-
ing on the technical or occupational field. The one-year vocational certifi-

cate may be renewed no more than three times by secondary-level teachers:

A1 Beiinﬁihg ﬁoh&eéreéd téééhérs:ére,reihired”to périiéiﬁeté in éfféﬁi—iééi
preservice (survival) workshop prior to the beginning of the school year:
(Teachers who are. h1red dur1ng the academ1c yzar muet attend the workehOp the

basic przncipies of teach1ng. school respone1B11xt1es. and the organ1zat10n of

a clagsroom and laboratory. Another essential part of the workshop includes
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training in the development of lesson plans. The lesson plans that new teach—
ers develop in these training sessions are specific to each instructor's occu-
pational area and are intended for their use during the first two to three

weeks of the school year. During the workshop:; beginning teachers practice

teaching skills by presenting micro-lessons to their peers. -They also make a

one-day visit to the schools in which they will be teaching in order to famil~

iarize themselves with the school, teaching laboratories, and other facilities.

Four to five university faculty and staff membérs conduct the workshop
sessions.

The four—week ?rééétvié§ﬁ§6fkéﬁép is é&;&ééféa,éﬁ the éémpusesfof each of the

three participating universities; with most teachers being assigned to a campus
in the region closest to their homes. During this period, most participants

reside in the campus dormitories throughout the week and have weekends free for
home and family: The total smount of time invested in the workshop is 20 days:

sessions run eight hours a day, and participants receive eight quarter hours of
college credit.

During each quarter (autumn; winter; and spring) of the first year of teaching,
new_instructors must enroll with the university for two quarter credit hours in
education: The. teacher obtains these credits through working on a one-to-one
basis with an itinerant tescher educator, a full~time professional who holds
either a master's degree or Ph.D. in education and who is an employee of the

university. The teacher educator meets _biweekly with each beginning teacher to
provide professional and moral support and determine the teacher's progress in

the classroom and in the course work that has been assigned for the quarter.
Course assignments include the continued development of lesson plans and units
of instruction, the design of tests, organization of the course and shop, and
the implementation of safety procedures. - If the teacher needs additional help,
arrangements are made for more frequent visits with the itinerant teacher ed:.-
cator and,- in some situations; the teacher is required to complete performance-

based teacher education (PBTE) modules that address specific teaching
competencies:
During. the summer following the first year of teaching, these teachers must

pariicipate in a two-week follow-up (contipuing) workshop: = This workshop

includes a variety of mini-workshops; seminars; and classes on program, course,
and classroom management; more advanced study of the philosophy and principles
of teaching; and the organization of vocational student orgerizations. There

are ten actual workshop days, and sessions run for eight hours a day.

Participants receive four quarter hours of college credit.
In order to be eligible for renewal of the first one-year vocational certifi-

cate and for a second~year teaching positions the teacher must. have. success-
fully completed the four-week preservice workshop and all of the required
course work, achieved all the objectives specified on the teacher performance

checklist; and participated in the two-week follow-up workshop.

During their second year of teaching, new teachers must éhtbii,iﬁ,gﬁg success—

fully complete two college-level courses in education. These courses involve

the teacher in more advanced study in "Teaching Methods in Vocational Educa-
tion" and the development of a "Course of Study." Classes, taught by itinerant

teacher edicators, meet once & week in convenient locations throughout the
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region in which these teachers are employed. Three quarter credit hours are

awarded for successful completion of each course:

Bou;:yéareprovisioﬁslfcertifieate; Upon succesajful;completion of a second year
of teaching and all required course work (@8 total of 24 quarter credit hours),
the teacher is eligible to receive & frur-year provisional teaching certifi-
cate.. This certificate is renewable provided that, within the four-year peri-

od; the teacher (1) completes a minimum of 14 quarter credit hours of college-

level course work; of which one half must be vocational courses at an approved

teacher education institution; and (2) provides evidence of satisfactory teach-
rng abiitty. as demonstrated by successful teach1ng experience within the five—

eligible :o receive an. e1ght-year profeééronal teach1ng certificates The

teacher is then encouraged to continue professional development through com~
p1et1ng add1t1ona1 co11ege-1eve1 course work 1n educat1on and a re1ated ‘occupa-

successfully completed all the requ1rements,for a baccalaureate degree. At

this time; the teacher may be awarded a permanent certificate if he or she has

served five years on his or her initial eight-year certificate.

AFﬁﬁdigg

Fundlng of the beglnnlng teachers' costs (college tuition and workshop sup-

pl;es{,for inservice_teacher_education varies with_each local district. .In

most cases, individual. teachers must pay full college tuition for all instruc-

tion and credits they receive. In a few districts, tl'e local school systems
pay for all or a portion of the teachers' tuition. In some instances, teach-
ers attend the summer workshops as part of an extended service contract.

It1nerant teacher educators and tra1n1ng program admlnlstrators are usually
full-time employees of the participating universities; with these positions

being supported by the Ohio State Dej:-tment of Education, Division of

Vocational and Career Education.

For More Information

Darrell L. Parks, Drrector- Vocational and Career Educatron. State Department

of Education; Ohio Departments Building, Room 907; 65 South Front Street;
Columbus, OH 43215; (614) 466-3430
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XIV FLORIDA

Selected Model  University of éentrai Florida; Performance-Based Vocational

Target Group Secondary and postsecondary vocational teachers, Florida
public schools in 11 counties

Egggga- Déseggption

The Unrversrty of Central Florrda EUCE{ Performance-Based Teacher Education

(PBTE) Program provides support services for all beginning; nondegreed trade

and_industrial and health _occupations teachers and delivers inservice teacher

trarnrpg to help them meet state certification requirements. Inservice or
preservice teachers who are seeking an undergraduate degree from the university
may also enroll in this program. 7Th13,program serves an ll-county area and_

delrvera a 1arge portron of trarning through four bréﬁch _campuses, located in

Teacher educators at UCF deveioped and 1mp1emented *hzs program wrth specral
funding from the Florida Division of Vocational, Adult, and Community Educa—
tion. UCF faculty members first identified the teachei competéencies to be

achieved in the program. This was done-through interpreting a research base
of vocational teacher competencies in light of the beginning teachex's needs,

the local educational setting; and institutional resources.

ters"® by UCF and "courses" by the state department.” Each cluster is organized
around three basic instructional elements: (1) PBTE instrictional modiles,
some locally developed, but most produced by the National Center; (2) seminar
vessions devoted to each module; and (3) individualized instruction and

counseling.

eompeteney ciuaters form programs for 1n1t1a1 nondegree cert1f1cation and an

,,,,,,,,,,

well. Each cluster in the 1n1tia1 certrfrcatron _and undergraduate degree
programs  includes a number of requrted competencies and a group of other compe-
tencies from which the teacher is to elect a specified sumber: The required

competencies represent those skills deemed essential fcr every vocational

teacher, no matter which subject matter area or school level. The elective
competencies allow the teacher to personalize the training program: Only
through successful completron of the nondegree certification or undergraduate
degree program is a beginning teacher eligible for a regular teaching
certificate.

__guiat certificate program. New. nondegreed teachera are issued a one—year

temporary certificate, which is renewable three times. Thus, the new teacher

has & maximum of four years to earn & regular certificate. The requirementes
for regular certification are as follows:

. §ﬁé¢éé§£ﬁi _conpletion of tﬁé i'ibriéé _Beginning Teacher Program,

SR
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Successful completion of UCF's nondegree certification program or under—

graduate degree prdgtéﬁr

o Documentation of satisfactory scores on the Florida Teacher
Certification Examination |

e Three years of successful teaching experience

The UCF nondegree certification program consists of two phases: (1) a required

first course in essential teaching skills, and (2) intensive inservice training
designed to develop professional competencies and meet state certification

requirements.

At whatever point in the academic year that they enter the program, beginning
teachers are required to enroll in competency cluster EVI3371, "Essential -
Teaching Skills for Vocational Education." This cluster focuses on survival
skills that teachers urgently need as they enter the vocational classroom and

laboratory for the first time. This training frequently occurs before the :iew
teacher -has actually started to teach_and takes place in a university setting:
Included in this cluster are (1) an extemsive orientation to PBTE and to the
UCF_program; (2) training in the development of student performance objectives,

instructional methods, and instructional planning; and (3) the selection of
instructional materials and evaluation strategies.

In Phase II of the training progrém; the new teacher has begun teaching in the

Vocational classroom and laboratory; is also enrolled at UCF for a series of

clusters, attends seminars focused on these clusters at one of the UCF branch
campuses, fulfills directed field experience requirements, and completes

individualized learning activities.

Seminars include many varied activities, including group discussion, stude

presentations, emall-group work, microteaching, practice; and problem soiving.

UCF generally offers seminars at each of the participating branch campuses on
the same night of the week, each academic term, so that students can plan on

taking geminars at a certain center on a particular night. Seminars are one to
two hours in length and are held each week during the academic term. Individu-
alized module learning activities are completed by the new teacher outside the
seminar, but these activities serve as & basis for group discussions. 1If, in
a given term, enrollment ig too low for @ particular seminar to be feasible,

faculty work with one or two individuals as necessary.

Required directed field experience credits are acquired through the new teach-

ers' demonstration of specific teaching skills in their own classroom or lab-

oratory. The new teacher and the university advisor negotiate an agreement
concerning which competencies the new teacher will demonstrate in a given
academic term.

The time for achievement of the competencies in each cluster is variable, as
teachers are permitted to learn at their own best rateés. When a teacher is_
ready to demonstrate proficiency in an actual teaching situation; each compe—
tency must be demonstrated at the mastery level. The following are the seven

competency clusters included in UCF's nondegree certification and undergraduate
degree programs:
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» Methods of teachlng in vocational educatlon subjects
" Management of the vocat1onal classroom and laboratory

’valuatxon of vocatxonal 1nstruct10n

U

¢ Professional rbié of thé Vocétibhﬁi teachér

e Directed field experxence

To meet the course requ1rements for tegulnr certxfxcation. the new teacher

must earn 20 credit hours, as follows: 14 hours of vocational teacher educa-
tion credit (i.e., successful achievement of 45 competencies: 39 required and
6 elective), 3 hours of psychological or eoc;ologfcal foundations of education
credit, and 3 houtrs vocational elective credit. All earned credits are
applicable toward a bachelor's degree.

To_then compiete the totat vocational teacher education portion of the umdet~

graduate program requires the successful achievement of a total of 48 required
and 11 elective competencies. To earn the bachelor's degree.fof course, the
cand1dete must also complete all other university degree requirements (&.g.,
academic and géﬁét‘él education ccurse work).

Florida regular cert1f1cate may remain at that level, renewing the certifi-
cate every five years through completion of 6 credit hours of course work
dur1ng each f1ve-year per1od. However. those teachers who wish to merove

performance—based advanced vocational prograém at UCF.,,An individual's pro-

gram is designed cooperatlvely by the teacher and a vocational teacher edu~

cation advisor and is approved by the Florida State Department of Education.

rattes

Central Florida. Teachers part1c1pat1ng in this program pay tuition fees for

all training for which they receive university credit.

For More Information

Steven E. Sorg. Associate Professor' Bepartment of Instructxonal Programs:

College of Education; University of Central Florida; Orlando, FL 32816;
(305) 275-2939
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FroociOA BEGIN 5% TEACHER PROGRAM

—

THE TOTAL PROCESS

1. Support team meets to discuss an

clarify roles and become familiar

ORIENTATION with evaluation procedurés (pre-

— school period):

2. Principal {or building administra-
- tor). meets with beginning teacher

to prepare - for a summative or

PRE-OBSERVATION d sum :
CONFERENCE Screegfngwobservation. - Determines :

What the teacher will be

4

doing.. Lo L
What the students will be
doing. = - _ . .
The content for the les-

son., - - o __=
The objectives for the
~ lesson, - - . - - ..
e The evaluation criteria:

3. Principal does initial observation.

OBSERVATION

The: summative {instrument, other

district- instrument, verbatim nar-

rative; etc. may be used, depending
on District plan.

POST-~0BSERVATION vation conference. .~ identifies
CONFERENCE _ ’
POP DEVELOPMENT Team _members 3r «»‘:cted to do

4. Support team meets for post-obser-

areas that need *; = “zngthensd;

— formative observa:.cns _to pinpoint

areas of difficuity. Professional

Development Plan is written.

_FORMATIVE
OBSERVATION

———— 5. Formative observations done by sup-
~FORMATIVE port team members.

4

CONFERENCE

6. Support team members conduct fol-

CONFERENCE Tow-up observations. Revise PDP if

POP REVISION

J necessary.

. |

—

LEARNING -
ACTIVITIES

7. Teacher engages in learning activi-
DEMONSTRATION ties as specified in his/her Pro-
fessional Development Plan:
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XV. FLORIDA

Selected Model Flor:cda intematzonal Um.vers:.ty and Dade County Pub11c

for the Certification of NOn—Degree Industrial and Health
Occupat1ons Teachers

T&fiéi Gf&iﬁ Secondarv and postsecondaty vocational teachers' Florzda
public schools in Dade County

iréﬁtiiﬂﬁéietiﬁkiéﬁ

The state of Florida has estab11shed stetewide cert1f1cat10n reqnxrements for

all vocational teacherz who are teaching in programs administered by the

state's school districts: In response to the need for effective teacher train-

ing and certification, the state of Florida embarked on a statewide coordinated

effort that involved the state university system, the public schools, and the
State Department of Education in developing and implementing competency-based
vocational teacher edication. As part _of this effort, the School of Education
at Florida International University (FIU) and the Dade County Public Schools'

Office of Vocational and Adult Education implemented a cooperative inservice

vocational teacher training and staff development program.

Thxs program was developed as an alternatrve te the trad1t1onal college method
of training and cert1fy1ng new nondegreed trade and industrial teachers,
part1cular1y those just recruited from private 1ndustry.

The cgmpetency-based curr1cu1um and_ tra1n1ng in this program are based on an

place in off-campus settings, 1nc1ud1ng vocational classrooms and
laboratories.

education (PBTE) modules. Some of these modules have been developed by the

National Center, and others have been developed by curriculum professionals in

the Dade County Public Schools. Each instructional modile states the criteria
by which the teacher's competence is determined/evaluated. The teacher mist
meet these criteria at an acceptable level in an actual teaching situation.

At the beg;nn;ng of the_ proéram, each_new . teacher has hxsror her profess1onal

needs assessed by the county vocational program srea supervisor, a school

eg@}ngsgrator. an FIU teacher educator, and a master teacher. An individual-
ized training program is then developed based on the new teacher's assessed )
needs. Although this individualiced tra1n1ng taker place within state-approved

college courses, the new teacher determines the pace of learning.

Ong:ze;t tggg 51 certificate. At the start of the. fert year of teachrng.
the beginning nondegreed trade and industrial teacher is issued a one-year

temporary certificate and is required to participate in the teacher training
program conducted jointly by FIU and the Dade Ccunty Public Schools. The
training program includes an intensive two-week preservice component and a
ten—month inservice component with monthly Saturday meetings.
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Prior to beginning teaching, the new teacher enters the ten—cay. (two-week)

preservice workshop to prepare for the role of vocatiomal teacher: Workshop
topics include information and instruction in basic survival skiils. such as
instructional methods and planning; iustructional evaluation, eff#:%:ive teach-
ing factors and procedures;, the psychoiogy of learning, shop and l&b manage-

ment, and the philosophy of vocational education.

Various guest presenters, with expertise in a given area, conduct daily
lessons on a variety of topics. Classes may be conducted by FIU faculty,

county public school system personnel. or representatives of the community and
industry. At thie time, the FIU teacher education faculty are also involved in

sssessing the beginning teacher's professionsl needs. During this workshop,

the participants are also provided with PBTE modules that are to be completed
throughout the temmonth training program. Learning activities include lec—

tures, organized study, group activities (e.g., role-playing), and evaluation.
Upon successful completion of the preservice training programs teachers receive

three semester credits that apply toward meeting certification requirements.

The new teacher then begins the tem-month inservice training component while
working as a faculty member of a Dade County high school or adult centér. One
of the beginning teacher's first imschool assignments is to select a Resident

Resource Person (RRP)—a master teacher at the school in which he or she will

be teaching. The RRP is responsible for orienting the new teacher to the
school; its facilities; and school disirict policy. The RRP alsoc makes regular
visits to the new instructor's shop or ciassroom, provides helpful feedback -
about the teacher's performance, and acts as an advisor sbout everyday teaching
concerns. In addition, the RRP is required to maintain contact with the traim—
ing program coordinator and to file regular reports on the beginning teacher's
progress.

Tha beginning teacher must slso participste in two FIU education courses (three
simester credits each). One of these courses consists of all-day Saturday
seminars conducted once & month by FIU. Each seminar explores, in additional
depth, a mejor topic area of the preservice training. Curriculum is related to
the teachers' school experiences, and teachers are assigned in-school learning
activities that are linked to the training modules. These are completed and
presented at later seminars. This sequential course work is developed by
faculty at FIU. and teachers are required to take the courses in *he sequence

in vhich they are presented: The new teacher earns the second three hours of
course credit for completing the specified teacher training modules under the
guidance of the RRP and the university faculty.

The new teacher also receives an initial "Teaching Effectiveness Evaluation"
near the beginning of the school year. A follow-up corrective evaluation is
made in the late winter or spring. The final evaluation, which is used to heljp
determine whether the participant will be recertified and retained, is made
during the last month of inservice training.

The new teacher is expected to successfully complete the 18 semester credit
hours of course work and to master the requi~esd competencies within one
academic year, although a maxiwum of three years is allowed for this process.
Upon completion of the required course work and successful completion of a

competency test (the Florida Teacher Certification Examination) in the areas
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of teaching, math; veading, and writing, the teacher is eligible to receive a
five-year regular certificate.

ivefyent ggggigr certifinnte In order to renew the five-year certificate,
the teacher must complete &n additional six semester credit houts of college .
course work. Three of these credits must be in the area of education, and the

other three must be in the teacher's 6ééu§ét1bﬁal area. The teacher must also

participate in a technical updating workshop in his or her occupationsl area.

Part1czpants (beg1nn1ng teachers) _pay full college tuition costs lo_,everyﬁ"
credit hour of participation. Salaries for Florida International University

faculty and staff who develop curriculum and teach in this program are funded
through the university.

Paul Kretzschmar, Assistant Principal; Miami Lakes Technical Education Center;
Dade County Public Schools; 5780 Northwest 158th Street; Miami Lakes, FL
33014-6785; (305) 557-1100
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XVi. ARKANSAS

Selected Model  State of Arkansas; Instructor Professional Development

Program

Target Group ?bptgecﬁﬁdaty vocational-technical instructors; Arkansas
public postsecondary schools

Program Description

The state of Arkansas has established a statewide performance—based profes—

sional development program for ail its. postsecandary vocational—-technical-

1nstructors.i The purpose of this program is to ensure that these instructors
gain esren>ie¢l professio:al teaching skills and that they sre provided with a
amooth ¢+ #ivion from a career as a worker in a specialized occupation to a

cereer as a teaching professional. Participation in the program is a condi-

tion of emrioyment.

The vocatzoual ;nstructor certification system provides. for an instructor
raﬂ“zﬁ{ system with. three levels of cert1f1cat1on. 1nstructor! senior instruc-
tor, ahd master instructor. This system establishes a career ladder which; in
turn, provides incentives and commensurate salaries for teachers as they
advance professicnally.

All of the ecmpetenctes requxred to reacb the senior instructor 1eve1 were
determined to be essential for an optimelly prepered vocational instriictor.
As a result, all instructors must, within seven years, acquire or demonstrate
senior-instructor-level competencies and beccue ceriified at this rank.

Instructers who wish to gain mastei: instructor ranking must acquire or demon-

gtrate the highest instructional :ompetencies (e.g., leadership, program

planning, instructional management).

Wh;le 'rje’quiretneﬁté of thi;fp;rjoggém jn’cliigiéjc@plétibn of one month of techni-
cal work experience or college—level technical “raining at each of the three
instructor levels and each renewal of the senior and master instructor certifi-
catess the bulk of the certification work comes from completion of the Natiomnal
Center! s_performance-based teacher ejucation (PBTE) modules. Modules, like

certification requirements, are organized by levels. The 31 Level I modules
(26 required, 5 elective) are to be completed by provisional instructors in
order to reach the instructor ievel. The 33 Level II modules (22 required,
11 elective) are to-be completed by instructors in order to reach the senior

iﬁéttﬁetbr IEVél. §11 otner modules 1n the Natlenal Center s PBTE series are

in ozder to reach tﬁe master instructor leveil.

The ééééiéé QSieeié& for the program are provided to the instrictor by the
school system, and two resource persons work with each instructor as he or
she completes work on the modules. One resource- person—-the Resident Resource

Person——is usually an administrator at the school in which the instructor is

employed. . This_person_provides imstructors with the required PBTE modules,

information sources; reference materials, and_an explanation of the specific

procedures for completing the final assessment of & module. The other resource
personr—the Field Resource Person--is a university representative who works
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w1th the Res1dent Resource Person and the instrictor and also proV1des addi-
tional information about college credit or degree plans.

The Professional - Development Program is structured for individual instructors

through the development of professional development pians. Each instructor has

a_professional development. committee, which inciudes the 1nstructor. a local

school administretor (resident resource person), and a university teacher

educatcr (field resource person).

Together. the resource persons and instructor as€ess the Instructor s needs and

develop a plan addressing three areas of professional development: teachlng

skills, tecunical competencies; and related professional activities. - It is the

responsxbxllty of this professional deveiopment committee to select the elec— -

tive modules to be completed by the instructor at zach certification level and
to approve. the instructor's pilans for fu1f1111ng the technical work experience
requirements. As the instructor then carries out the professional development
plan, the resovurce persons are available to provide needed assistance.

Prov1s1onal 1nrtructor level. ”Newly employed vocat1ona1 technlcal 1nstructors

only twice. The_ prov1s1nnn7 1nstructor thus has a maximum of three years in

which to meet the requirements of and be certified at the rank of instructor.
The requirements for insti-~tor certification to be met during provisional
status are as follows:

1. Successful cevpiscivw of 31 modules: the 26 required Level I modules

and 5 elective moduies.

2. Participation in a Professiona’! Development Institute (PDI) prior to

beginning teaching or as soon afterward as scheduling permits: - (In

the PBI. 1nformatxon about the vocatlona] 1nstructor 8 job. PBTE

organizaticns is presented: Also introducad are the PBTE modules
that address the most bas1c--surv1va1——teach1ng skills needed by
instructors. )

3. Decumentation of satlsfactory Scorés on a cmnpetcncy test (National
Teachers Exam—--NTE; Natiosnal Occupat;ona1”C0mpeten&y TestIng Insti-

tute Exam—-NOCTI) or current certification/licent:zig in the occupa-

4, Completlonfof one j-=a. of successful vocational teachxng at the
provisional instru:l:or level.

5. Completion of one month of technical work experience or its
equivalent.

Although the prov1slonal instructor has_three. years in. , which to meet these

requirements; he or_she must meet certain interim requirements at the end of

each year in order for the one-year provisional instructor certificates to be

renewed: Thus, by the end of the first year, the provisional - instructor must

have met the second and third requirements and have successfully completed at
least 11 of the 31 modules: By the end of the second years the. provisional

instructor must have met the fourth requirement and have successfully completed

at least 21 of the 31 modules. By the end of the third year, the provisional
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instructor must_ have met a]:i: req[xg:ggngggg:: At that point, he or she is eligi-

ble to uppiy for the instructor certificate.

r .- The instrictor cprt1f1cate is 1ssued for four years and is
not renzwable. Thus, the instructor-has -a maximum of four years-.n which to
meet the requirements of -and be certified at the rank of senior imstructor.
The requirements for senior imstructor certification to be met during instruc-

tor status are as follows:

1. Successful ccmpiet1on of 33 modules: the 22 reéuired Level II
modules and 11 electzve modules

2. Gompietxon of an addii?-::’ month of technical work experIence or its

equivalent

3. Participation in relate. professional activities
4. Completion of ome year of successful vocational teaching at the
instrictor level

When & a11 reqn1rements have been met. the instructor is e11g1b1e to apply for

the senior instructor certificate.

The senior instructor certificate is issued for eight
years, and individusls may remain at this level thtbﬁghbﬁt their career if de-

sired. To renew the certificate every eight years, the senior instructor. must.

(1) provide documentation of at least one month of . technical work experience or

Its equrvaient since the IBBUE date of the 1ast certxfxcate and (2) demonstrate

Seﬁxbf 1nstruetors may. bvwever.,tnsteau work to attg;n master 1nstructor cer—

[ ——

tification, _The requirements for mester ivstructor certificaiion to be met

during senior instructor status s:e as follows:

1. Successful compietzon of 36 Level III modules

2, Compiet1oﬁ of one year. of successful vocational teach1ng at the

senior instructor level

3. Complet1on of an additional month of technical work experience or its
equivalent

4., Demonstration of superior teaching qualities and personal
aéfélﬁﬁﬁéﬁt

promot1on to masteér instriuctor.

2

Master imstructor levelg, The master instructor certificate is issued for eight

years.  _To renew the certificate every eight years, the master instructor must

meet the same two renewal requirements as at the senior instructor level:. 1In
addition, he or she must provide evidence of continual professional development
in the occupational and technical specialty.
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For More Information

J. Barry Ballard, Director; Vocational and Technical Edcation Division;
Arkarsas Department of Education; Education Building West, 406D; 3 State
Capitol Mall; Little Rock, AR 72201; (501) 371-2165
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XVIl. TEXAS

Selected Model  Texas State Technical Institute (TSTI); Competency-Based
Faculty Developaent Program

Target Group Postsecondary vocational-technical faculty; TSTI
Program Description

Texas State Technlcal Inst1tute 1s a posteecondary s1ngle—purpose hlgher educa—

1ca11y., There are 592 facuity members with 12-month appo1ntments.,,ApproxI-

mately 8,400 studentr are enrolled in 112 regular on-campus programs ranging

from laser electro—op:ics and robotics tc saddle and tack: More than 83 per—
cent of those students are in the techn:.cal and trades areas. Almost all
faculty are hired from industry and have little or no teacher preparation or
experience.

It was recognzzed several years ago that the tradi®icnal. rankxng system of

professors, associates; assistants, etc.—with its emphasis upon publication,

research, public service, and teaching—did not clearly describe or represent
a vocational-technical faculty's responsibility for imparting performance-
measured skllls and knowledge for 1ndustry appl1cat1on. It was: also reallzed

tive and effmc;ent teach1ngg In responae‘ ‘the_ 1ntegrat1on of facnlty organzza-

tion (faculty rank) with_ faculty evaluation and. faculty development into a

planned delivery system secmed to be the most viable long-term approach.

An j.nventory of theftas'ks;jfaggltf :perf’qrmed was déiiélbiied; Each item was then
analyzed in teras of its d1fficdlt? and f*é@ﬁéﬁéi of performance. The. résﬁlt

Instructor. and Instrnctor. and the._ ?s”aprofesslonal ranks of Lab Assxstant I

and II. For each rank, a positic: description was developed and built into the
pay plan. The rsnk1ng structure is fsr more. than 8 structure; it is a planned

HaV1ng deyeloped clear performance statements for each faculty rank, it was a

rather straxgﬁtforward activity to develop the evaluation system: In effect,

each evaluatin item is directly associated with a duty/responsibility state-

ment listed in the position description.

Last. but _not least. -was_ the 1nherent obl1gatlon to- proV1de faculty development
activities that would allow each faculty member to develop Competencxes to

support his/her rank and promotion. To this end; each campus is staffed with

profess1ona1s with respons1bxlxty for facultj development.

must demonstrate the competenc1es of his or her- rank (e.g.. 1nstructor) durrng
a one-year probation period. The,pr1mary,tra1n1ng support vehicle is a selec~
tion of 26 of the National Center's PBTE modules. Ten of these modules must be

completed within the first 90 days. as they are considered to be of a
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"survival™ nature. Training center staff are responsible for performance
certification of each competency.

ﬁ&iiﬁé ééﬁﬁiééé& the xnstructor-rank uompetencies. the faculty member may- s e

begin working on competencies for thie senior (second) rank. Selected PBTE

modules and many other resources are available for the faculty to use. Certi-
fication of each senior-rank competency is done by a Certification Cowmittee,

which receives the application, reviews all documentation; makes ciaasroam and
office reviews, and conducts_formal meetings with the applicant: % faculty
member's spplication msy be terminated at any time during the process. An
applicant may be _asked to submit additional documentation, revise submitted

information; or seek additional help in develop1ng competencies. This same.

pattern is followed for those seek1ng master-rank certification and promotion.

To date. -three persons d1d not_ camplete,i;rst-year probat1on and were tetmt-

nated. -No seniocr— or master-rauk applicant has completed certification without

completing additional documentation or preparation at the direction of the

committee: . PBTE module: are excellent for the instructor-rank and very useful

for the senior—rank.

The competency—based vocat1onal educat1on program at Texas State Technical

Institute is an institutional goal. It is defined as an individualized

instructional delivery system,; characterized by industry-astablisked job-entry

specifications, open—entry/open—exit, mastery testing, etc. To this end, the

integrated ranking structure, faculty evaluation, and faculty development are
key elements.

For More Information
Clay Gs Jchq;;;. Vice Pres1dent for Instruct1on. Texas State Techrical
Institute; Waco, TX 76705; (817) 799-3611, ext 3917
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XVill. NATTS

Selected Model The NATTS-Recommended CBSD Program

Target Group Postsecondary oiégpat1onal 1nstructorS° prrvate postsecondary
scnools nationwide
,,,,,, bencrinblin

The National Association of TrPde and Technical Schools (NATTS); founded in
1965, is an educational association_representing private postsecondary .
occupational schools. NATTS represents over 1,000 member schools in 45 states.
the District of. Golumbra. and Puerto cho. NATTS schools offer over 100 d1f-

two years. The tra1nrng is intense, and studentswonly take courses related to
their occupational objectives. Classes are usually small, and hands-on train-
ing is a gignificant part of each student's education.

To ensure excellence in educational standards and business ethics in the post-

secondary trade and technical school. industry, NATTS established an Accrediting

Commission in 1966. The NATTS Accrediting Commission is an autonomous body of
nine appointed commisrioners——five from the private school sector and four pub—

lic members. This commission is approved by the U.S. Department of Education.

NAITS accred1t1ng stapdards. Only those schools. thar have been rn operatron

elIgIble for. membershrp. A school wishing to become accredited is visited by a
team of experts.r These experts evaluate educat1onal obgect1ves. adm1ss1on and

t1s1ng pol1c1es. fer il*\:es. equ1pment. and faculty.

e g — e — e~

Accredrtrng standarce © r faculty. requrre each instructor to have at least two

years of practical experance. Teachers must also be trained to teach and able
to demonstrate up—to—date knowledge. Each school must document these standards
for each person in the &chool who is employed in an 1nstruct;onal or adminis-

trative capacity. Furthermore, each school must describe efforts to encourage
self-improvement in the areas of instructional and technical knowledge; evalua-
tionss and faculty deﬁelop@ént. By enforcing these standards; NATTS is able to

promote excellence in education through excellence in teaching:

,Evolutloneof theeutIISrReeﬁnnended CBSD Prggr NATTS has been in the fore—

front of promioting the cotipetency-based staff development (CBSD) program among
trade and technical schools. This commitment started in 1279 when their Educa-
tion Advancement Coumittee, whose primary bharge is to plen snd coordinate pro-

to. explore the avarlabtlrty of teacher trarntng programs that. could sat1sfy

administiators and instructors in the private postsecondary trade and technical
school industry.

In 1980. a meet1ng was arranged between staff from the Nat1on“- Center for

program. After an extensive rev1ew. it was dec1dtd thet the uBSu pxogramg w1th



Eaﬁé,giiggg @§§ifi§§§i§ﬁ§;:Eég;ﬂwindeedgérdvidé,iﬁétrpcti@néi training and
development for teachers in NATTS schools. As a result of that meeting, two

workshops were developed; in _conjunction with the National Center, to )
familiarize NATTS members with the CBSD program and methods of implementation.

To_date; over ten workshops have been sponsored by NATTS for over 500 educators
nationwide:

Program. Trade and_technical school instructors are

normally recruited and selected on the basis of their technical training and
experience. While these instructors are highly competent in their technicsl

specialties, often they have not received formal instructor training. NATIS

has recognized; through the accreditation standards, the need for instructor

training. NATTS has further recognized that there is a common core of

instructional competencies needed by technical instrictors, regardless of tk-
technical area of instriction.

NATTS has therefore recommended an instructor training program for their m.«-
bers that consists of modules from the National Center's Professional Teachi -
Education Module Series. A group of 21 modules were selecteéd to provide the

core of teaching skills needed in the areas of program planning, irstructional
planning, instructional execution, instructional evaluation, and instructional
management: A-8, B~2 to B-4, -6, C-7, C-10 to €-17; d-1, B-2. D-4 to D-6,
E-5, E-6.

Three professional development levels have been specified, each one tied to
completion of CBSD modules: Level I requires NATTS instructors to complete 16
CBSD modules; 11 of which must be drawn from the list of 21 NATTS-recombended
core modules: Level II requires the completion of a total of 25 modules; in
other words, an instructor who had:-reached Level I {16 modules) would need to
complete an-additional 9 CBSD modules. to reach Level II: Level III requires
tke completion of a total of 40 modules; in other words, an instructor who had
reached Level I (16 modules) and Level II (9 additional modules) would need to

complete an additional 15 modules to reach Level III.

NATTS has also made provisions for official .ecognition of instructors who

participate successfully in the NATTS-Recommended CBSD Program: After the

completion of each level, NATTS instructors receive recognition awards, given
when the school director and resource person have verified, via the NATTS

official CBSD transcript, that the instructor has completed the necessary
number of modules for that level. Depending on the policies of each school,
the award may be recognized in a number of ways_ (e.g.; in making promotions or

awarding growth points that lead to salary increases):. Most important, ]
however, program completion insures that these instructors have demonstrated
creative teaching skiils:

CBSD program plans among NATTS schools: When NATTS schiools sré operating at

full capacity, instru .ors teach, on the average, six bours per day in a very.
irtensive, hands-on classroom environment._ _Combining this factor with instruc-

tor turnover and the use of part-time instructors, a formal inservice instruc-
tor training program becomes difficult to implement. The flexibility and

adaptability of the CBSD program permit NATTS schools to overcome the difficul=
ties .0 implementing formal and structured inservice or preservice instructor

training programs.
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un;que needs of various NATTS schools: Typzca*ly. a school that is us1ng the

program will present an overview of the CBSD program during the instructor's

orzentat1on.r Key points might include (1) review of the CBSD program goals,
(2) review of the Student Guide, (3) module walk-through, (&) group activity
that centers around the module, (5) review of the NATTS transcript; and (6) re-

view of the assesst+~u” criteria. _Afte: the instructor completes orientation,

many schools :rezguire the completion of scveral modules (e. g., Develop a Lesson
Plan; Introduce a Lesson, and Summarizw = Lesson) during the first two weeks of
employment: Then, during the first y ° ~f employwent, the instriictor is re-
quired to complete the entire NATTS-K: commended CBSD Program.

Success of the CBSD program at NATTS sebools.w Since 1980, 689 iﬁéffﬁéf&;é have

completed Level I, 55 instructors have completed Level II, and 6 instructors

have completed Level III of the NATTS-Recommended CBSD Program. Approximately

64 percent of all NATTS schools that have used the CBSD program claim that it
has been successful. Soms of the improvements that occurred within the schools

included higher teacher ratings, fewer student compla1nts, a_greater awareness
of teach1ng techniques, and improved teacher morale. In fact; one NATTS school

cited the following results after implementing the CBSD program.

BEFORE _______ AFTER
Staff Turnover 562 102
Monthly Student Drops 142-15% 5%-6%
Size of Graduating Class 51% ) . B2% )
Teacher Absenteeism 4 Staff/teek 1 Staff/Week

Attitude and Performance Negative Positive

For More Information

Laura Connor. Assistant €:r Conttrnrng Euucatxon, Nat1cnal Association of Trade
and Technical Schools; 2751 Wisconsin Avenue NW, Suite 200; Washington, DC
20007; (202) 333-1021
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