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PREFACE

This is a report of the evaluation of the pre-service
portion of the Uth Cycle Teacher Corps Program at the
University of Pittsburgh. The Uth Cycle Program extends
through two years, including the 1969-70 and 1970-71 academic
years. The pre-service portlon consists of the first sumer
of the two-year cycle--in this case, the summer of 1969.

The principal evaluator was Dave McCahon, who was on the
staff of the Office of Research and Field Services during the
reriod of the pre-service evaluation. John Drugo snd Andy
Pawlik «f the staff also contributed significantly to the
work, and the enterprise was carried out under the direction
of James Mauch, director of the Office.

The cooperation of the members of the Teacher Corys,
and specifically the help of Marion Poole, the director, is
sincerely appreciated. Thelr assistance made this evaluation
possible.
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I. INTRODUCTION

A. PURPOSE OF THE EVALUATION

The commitment of the University of Pittsburgh's School of
Education to design and develop in the urban areas the best educa~
tion of which this natlon 1s capable is a real and lasting commit-
ment. Tt was a principal mo ivating factor for the submission of
the original proposal for a Teacher Corps training center at the
University, and it remains the principal motivatirg factor in
everything the school does today. Nothing is more natural than
for the School of Educatlon to look to the experimental prograus
of the Teacher Corps to help point the direction for the training
of teachers to meet the challenges of urban education.

The evaluatlon of the Teacher Corps was designed to
facilitate this process. The purposes intended were:

1. To provide timely, consisteal and continual feedback
to Teacher Corps administration during the program
operation phase wbich would facilitate immediate
program improvement.

~N

To provice information, data and judgments which
would assist th= School of Education in its
delivery of services to urban education.

3. To publish periodic reports--of which this is
one~-making the evaluation available to a wide
audience and providing 2 permanent record of
the challenges and achievements of the Teacher
Corps at the University of Pittsburgh.



B. METHODOIOGY

The research effort had several distinct phases which

provided the basis for the analysis and evaluation.

1.

Determination of Objectives: This phase consisted of
defining objectives which were clearer, more precise,
and more subject to evaluation than the original proposal
objectives. A substantial part of the elght-week sumer
was spent in working with Teacher Corps leadership to try
to define the objectives of the program and to suggest
process of evaluation.

Evaluation Design: Determination of appropriate evalua-
tion design for the two-year task was the second phase
of the summer evaluation effort. This phas. was not
completed during the pre-service session.

Literature Search: 'This phase Included a search of
avallable literature from school officials, University
memos and other documents deseribing the Naticnal Teacher
Corps. Library catalog lndices to periodic literature
and the Office of Educatlion helped greatly in identify-
ing literature on the national level. Some of this
material is compiled in the Bibliography at the end of
the report.

Document Search: This phase consisted of a review of
relevant policies, procedures and reports, including
concept papers, early evaluations and proposals supplied
by the Teacher Coips. The documentation provided valuable
information on the operation of the local Teacher Corps.

Interviews: Here the research was interested in gaining
greater insigh% into the Teacher Corps, and in further
clarifying the roles and relationships of the adminis-
tration, interns, instructional consultants, principals
and students. This phase supplied many of the insights
which could be gained in no other way.

Observation: Many of the inferences and recommendations
are based on observations of the principal evaluator,
checked with others by means of interviews, documents
arnd questionnaires. The principal evaluator attended
screening meetings, visited schools and principals and
interviewed interms and instructional consultants.

Questionnaires: These consisted of instruments adminis-
tered to trainers and instructional consultants designed
to get specific and detalled information on a consistent
basis.
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The evaluation procedures used in pre~service were predicated
upon three assurptions:

a. that specific behavioral objectives were needed for all
phases of the program before an evaluation could be mude;

b. that base line data would be needed to assess changes in
the interns over the two-year period; and

¢c. that the evalu.tion of any training progran must include
descriptions of what the trainezs did and what was done
to them in order to compare the plamned ard actual
programs during subsequent program evaluation.

To obtain the behavioral obJectives, we obtained the opinions
of the Teacher Corps staff., The objectives relative to pre-service
were then used as a base for the preparation of an Instructional Con-
sultant Checklist. This instrument, discussions with the administra-
tive and clerical staff of Teacher Corps, interviews with school
principals, and discussions with groups of interms were used to assess
the pre-service objectives.

It was decided to use three Instruments as base line data since
they would cover many of the behavioral areas considered important in
this training program. The Minnesota Teacher Attitude Inventory was
selected as a measure of education attitude changs. The Natlonal
Teacher Exam was selected 1n order to compare interns with other samples
as well as thelr own progress. The Edwards Attitude Inventory was
selected as a means of measuring ckange on attitudes relevant to working
with a culturally different population. (The administration of these
instruments was begun during pre-service.)

The evaluator maintained constant contact with the pre-service
program durlng the sumer months through the following activities:

a. Observation of the interns in their schools [50%), instruc-
tional consultants in their schools (6 of 8), Teacher Corps
staff meetings (over 50%), selection and screening of I.C.'s
(100%), and selection and screening of interns (100%).

b. Inforiml interviews with residents (20) of the ccommnities
to be served during ard after intern screening, public
school persotnel (5 principals and 3 administrators),
interms (67%), instructional consultants (6 of 8), Teacher
Corps administrators (all who wor.ad during pre-service),
and university instructors ().

¢. Analysis of screening processes and the intercultural workshops.

These activities were carried out between June 25 and Septem-
ber 1, 1969,



C. LIMITATIONS

budget, time and materials.

There were the usual general limitations of personnel,
For example, during the pre-serv.ce
phase of the evaluation there was one half-time evaluator, ten
percent of the time of the office director, no secretarial time

and no budget for materials or any other supplies.

Specific limitations of the study include:

Only the pre-service aspect of the Teacher Corps
is Included. Other aspects, including some of the
contextual background, will be included in the
in-service evaluation, which will be contained in
a subsequent revort.

Interview schedules and questionnalres were often
not returned or filled out, despite several attempts
to elicit the data. Conclusions then were based on
less than total populations.

No attempt was made to evaluate the Urban Intern
Program,
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D. PROGRAM ABSTRACT

The Teacher Corps was created by Title V-B of the Higher
Education Act of 1965. It was designed primarily as a two-year
teacher training program, and those who participated were to spend
approximately one-third of their time internming in the public
schools, one-third involved in various aspects of the cammunities
surrounding thelr schools, and the Tinal third working towand a
Master's degree at a university. Teacher Corps programs were
focused on the disadvantaged and it was a basic reguirement that
public school systems and universities work cooperatively to plan
ard operate such programs.

The primary objective of Teacher Corps was to strengthen
the educational opportunities available to children in areas having
high concentrations of low-income families. Secondary objectives
of the program included the foliowing: 1) the development of competent
teachnrs who very probably would not have entered the [ield of
educavion without the availability of the program; 2) to increase
the rumber and quality of personnel available in disadvantaged
schools; and 3) to demonstrate more effective methods of preparing
teachers to work in disadvantaged schools through programs imagin-
atively designeid by public school and university personnel w~orking
cooperatively. »2

The Uth Cycle Teacher Corps Program in Pittsburgh is a
Joint effort of three equal partners:

1. McKeesport Area School District
2. City of Pittsburgh Public Schools
3. University of Pittsburg . School of Education

Almost one-half of the funding the intems receive for their support
comes from monies paid to the University by the two local school
districts.

The two districts reserved a total of 23 contractual
positions for Teacher Corps interns (18 in Pittsburgh and 5 in
McKeesport). These pusitions were reserved in teams iIn schools.
In secondary schools two interms filled one position. Each team
of Interns is assisted by a full-tine instructional consultant
who plans with and assists the induction of each team of interns
into teaching, related community experionces and University work.
The instructional consultant holds a Joint appointment with his
school district and the University of Pittsburgh. There is
usually one interm team per building.




Interms have reduced formal teaching loads as they move
through the two years of thelr internship. They alse take about
8 hours of University course work per term {52 hours total) over
the two-year span of the program. This course work includes an
initlal pre-service program which is designed to givec the intem
sufficient experience with teaching and teaching methods to per-
form as an adequate teacher with the assistance of his instruc-
tional consultant—even during the first critical months of
newness in a strange situation.

This model attempts to build flexibility when inteins,
for one or ancther reascn, are deselected or deselect themselves
from the program. Five Interns In the elementary positions auto-
matically allow for cne deselection per t{eam. The three parties
to the agreement also provided that if a position became vacant
elther party would attempt to fill this within ten days. After
this time, the respective Board of Education had the right to fill
that position from its own sources, and was no longer obligated to
hold it for Teacher Corps.

Unlversity Training Sequence in the Program

1: Pre-service Phase: Eight weeks total including
sensitivity training; student teaching; special
methods courses (elementary math and reading,
secondary special field and reading); Urban Com-
munity course and field experiences including
special seminars on microteaching, educational
objectives, analysis of teaching, etec.

2. In-service Phase: This phase included responsible
intern teaching; small group and tutoring exper~
ences; Individually negotiated contract courses
designed to meet interns' teaching needs; regular
University course work (professional and academic);
and planned and ccordinated community experiences.

The program expected that as interms gained experlence and
expertise they would become more heavily invelved in coormunity
experiences, designed in consultation with others, which helped to
bulld higher levels of skills in the comunity of which the school
was a part. These conmunity projects would be coordinated in each
cormunity as a team project.¥

*Mis summary of the Pittsburgh Teacher Corps was prepared
in May, 1970 for a Pittsburgh Teacher Ccrps booklet entitled
"Teacher Corps/Urban Internship Frogram" published in May, 1970 by
the University of Pittsburgh.
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E. RECOMYENDATIONS OF THE PRE-SERVICE EVALUATION

1.

Planning: A1 Teacher Corps staff (including an outside
programmer~evaluator) should be on site a minimum of three
weeks before the InSerns arrive to plan and coordinate the
pre-service program. A set of behaviorally stated objectlves
should be developed by the entire staff before the interns
arrive. When an intern reaches an objective, he should be
counseled to expend his energles in other abjective areas.

Screening: The screening of Teacher Corps staff would be
greatly facilitated by briefing those doing the screening on
the roles of those being screened. Design a realistic pro-
cedure for the selection of interns, and begin recruiting
early encugh to have all Intermns con site at the beginning of
pre-service. Screening panels should be composed of all
populations affected by the Teacher Corps (school officlals;
comunity members, including parents and students, University
representatives, Teacher Corps staff and residents).

The major screciiing of interns should occur immediately
after the sensitivity training, and be performed by people
not involved in the sensitivity training.

The sereening panels, which are basically a sound idea, must
be better structured, with roles and responsibilities
defined, advance Information on candidates, a chance to dis-
cuss roles and candidates before and after meeting with them,
ard an opportunity for a more intensive evaluation of each
person as a candidate.

The panel's work, when dcne in August of the pre-service, is
almost an anachronism; and the high absenteeism may be one
result of this observation., Certainly it 1s unfair to all
sides, especially the candidate, -to be screened so late,
Program quality suffers because few screeners are willing to
deselect a candidate at such a late date after a good deal

of conmitment. on his part. 'The panel selection should 1deally
occur in the spring before pre-service, giving the Teacher °
Corps a chance at the best candidates before they are com-

... mitted to another vosition.

Ch

While the screcning panel for instructional consultants
appeared to be very useiul, it would be irproved by btetter
plained procedurss which would allow the panel and the appli-
cant to know each other much better.

A similar screening device could improve vwhe selection of
interns, giving the representatives of various groups a view
of the intern before a selection decision is made. Although
criteria will be different, there scems to be no good reason
to make distinctions between instructional consultants and
interns in the baslc selection process.

7
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10.

11.

12.

13.

14,

15-

Intercultural Training Yorkshop: The first week of pre-service

should be devoted to ordentation and sensitivity training.
Both of these activities must have specific obJectives to be
meandingful. Early sensitivity tralning has these advantages:
a) 1less "noise" will be generated by intern sub-groups,

b) strictly random assignments to groups can be made, and
¢} it will not appe=ar to be a selection device.

Sensitivity ftraining should be allotted enough time to
complete 1ts objectives. Do not fit sensitlvity training
into the residual time after all othe:- activities are
planned.

All objectives of this workshop were not, and probably could
not have been, met by using one week-end at the end of the
summer. These objectives would imply a strong need fo start
early; bulld in the counselo. centrally so that he could
continue the work throughout the summer.

Sernsitivity training sesslons must ultimately result in
bringing people together, particularly if they must work
closely together as in Teacher Corps teams. The organization
of the workshop as projected by the proposal seems more
likely to yleld tne desired results than what happened.

Ideally, the intercultural workshop of one week at the begin-
ning should be followed, as envisioned by the proposal, with
a shorter period of work near the end, when team assignments
are made and persormel know where and with whom they are to
work. That is the most propiticus time to build a strong
team with Internal loyalty and camdtment to facing the
school's challenge.

Placement: Specific teams should be formed as early as
possible to allow the Interms to work out initial team
adjustment problems during pre-service. Insofar as possible,
interns should spend pre-service in the same schools they
will be assigned to during the regular school year (or at

least the same school system).

The principal of each school which is served by interns
should have a positive attitude toward Teacher Corps and its
objectives. He should have a chance to accept or deeline
rarticipation, and should krnow before his summer vacation
what will occur.

Pre-service should include an intensively supervised
practicum which includes individual, small group and large
group instriction. Each school should cammit itself to
provide such an experience before intems are placed there.

12



16.

17.

18.

19.

20.

Interns and instructional consultants should be assigned to
schools early in the pre-service, even if this means some
later transfers. Only by an early identification with a
school ard its community can an intern or Instructional
consultant, during pre-service, develop that understanding
and camitment to his cormunity and children so clearly
and correctly demanded by the proposals of the Teacher
Corps.

The competence level necessary to begin teaching in a hard
core school the first school day of September cannot be
developed in one day. The lack of assigmment meant,
moreover, that there was no opportunity to build a team
befor: school started; no opportunity to build the esprit
de corps, to feel comfortable in one's school, to arrange
one's classroom; ho opportunity to know the conmunity,

the neighborhood, parents and children, or to learn to use
the opportunities available in the community and school.

Program: Enough flexibility should be built into the
program process to allow changes to occur based upon the
various feedback mechanisms. Each intern should be
required to participate in all phases of the program. The
participation requirement is urged, also, to allow a full
evaluation of the training at a later date through intern
feedback.

A1l subject seminars in pre-service should place first
priority on instruction in handling the leaming problems
of students (i.e., how to teach reading in the reading
seminar) . ‘

nt: Pirolonged absence from pre-service should de
kept at an absolute minimum by both staff and interns to
insure maximum adjustment of Interns and staff prior to
in-service.

13 .



II. PITTSBURGH TEACHER CORPS
A. MODELS, THECRIES AND ASSUMPTIONS

The Uth Cycle Teacher Corps Proposal at the Universigy of
Pittsb 1 was based largely upon a model proposed by Wilsun” and
Champagne™ in their doctoral dissertations at the Unlversity.
Their model proposed an extended internship/residency program
following an intensive, structured, carefully supervised eight-
week pre-service program. This preparation program was basgd upon
the rollowing assumptions quoted from the original proposal-:

1. The extended internship shall include responsibilities
substantially less then those given most beginning
teachers.

2. Continuing on-site consultant help from experienced
specially trained professionals in the area of curri-
culum content, Instructional methods, communication and
community.

3. The pre-service training period shall include an
intensively supervised practicum. During this time the
teacher trainee will not be the teacher of record. His
schedule will include individual, smaill group and large
group instruction.

4, buring both the pre- and in-service phases of the
teacher preparation, there shall be regilar community
experiences structured by the program and community at
first to teach the trainee some aspects of the culture
of the community, then structured by the trainee with
the advlice and consent of the commmity as an educa-
tional service to the community.

5. That the program of each teacher trainee will be
plarmned individually with him in order to meet his
individual and program competence levels.

6. A teacher training program should produce teachers
who are effective agents of improvement within the
system in which they are practicling professionals.

7. The extended internship shali be served in care-
fully selected educational centers where administrators,
faculty and commnity have chozen to be a part of this
project. These centers shall exemplify the best of
educational practice, and acceptance and encouragement
of educational change.

10
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8. No educational center shall be used which in the
opinion of the Board of Education, faculty, adminis-
trators, commnity, or university, represents masimum
stress factors, no matter how many criteria that
center may meet.

The 4th Cyele proposal clearly assumed that there were too
few qualified ard employed black teachers. This was the reason
for the firm camitinent to recrult at least 0% of the incoming
interns from among black college aracduates, even if this meant
wsing the naticnal recruitment o< -ice of the Teacher Corps in
Washington, D. .

This assumption was based on the fact that black teachers
in the schools and black students in the School of Education did
rnot approach that of the percentage of black stuients in the
schools of the Pittsburgh metropolitan area. That black and white
pupils in our public schools must see a positive black image with
which they have daily contact was, and still remains, an article
of falth to the Pittsburgh Teacher Corps 3 and a keystone upon
which the whole program was to be built.

B. PROGRAM DESCRIPTION

The lth Cycle Teacher Corps Program was a joint proposal
of the University of Pittsburgh, the Board of Public Education of
Pittsburah and the Board of Publie Education of McKeesport, Penn-
sylvanla. The two public school districts orlginally committed
themselves to a total of 30 locally funded contractual positions.
Eighteen of these were in Pittsburgh (6 secondary and 12 elemen-
tary; ; the remaining 12 in McKeesport (6 secondary and 5 elemen-
tary).

The participants in this program were initially designated
as urban interns. They were so designated to show sovirze of fund-
ing and to emphasize that they were not supplemental teachers,
They were taking regular teacher positions.

However, for each urban intern position the prozram added
a federally funded Teacher Corps intern so that during ‘the program
each intem could have a one-half time teaching load

The current model is a departure from the previous Urban
Intern Program (1968-69). The urban interms taught essantially
full teaching schedules, with 1ittle time to do commmnity work,
quality university work, and with no ongthe-,job training time to
learn ahout teaching in a rational way.

11



In the judgment. of the Pitisburgh Teacher Corps, the
1968-69 Urban Intemship Program resulted- in 10w moralé, ‘810w -
growth of interns! teaching corrpeﬁenc &s and’ less, desirable "
educational situatiqns :for pupils . The.ith Cycle Pr:opoeal , )
called for a program of 68 inteims and 11 instructional consul—
tants (team leaders) to work together in teams of six. Each
team would have 3 Teacher Corps interns and be led by an instruc-
tional consultant.:.One; team per building was expected Yo occupy
three contractual positions L . ‘ ‘

FEPENN

’I'ne proposal presened the Teacher Corrps model, 1.e., N the

team concept reduced loads, zrzeaningiul commmity involvement,

time for University work, time to learn teaching by planning, -and o

experience under supervision with tutoring, small group and lapge
group. instruction. The interns were: expected to.do responsible
teaching from. ‘the - First day of their in—service program, This

responsible teaching, according to the proposal , would take place ..
only- after an. intensive surmer pre-ser'vice program which included v .

large ‘doses of student teaching and method/theor'y courses in 9

addition to an orientation and intmduc*'ion to the. comnunlty. g _‘-;'fj_’.‘

C. PRE-SERVICE PACGRAM DESCRIFTION * AT
According to the proposal, the eight-week pre—service o
program was to commence with five days of orientation and sensi-
tivity training. . This.was to be followed by six full weeks of
half-time student teaching Planning and dlagnostic skill devel-
opment, method courses, commnity ‘orientation, and development of

a commitment to the instructional team would occupy the remaining
porticn of the candidates' time during this pre-service period. . .
Second-year interns were to. participate in.tre program as course =

assistants.. The final week of pre-service wus planned to draw .

together the threads of the summer experdencss for each intern, .. .

including some further sensitivity trzining and individual sum-
mary by. axgowith each lnt;ern of‘ his total pmflle as. a teacher to
that date.,;”. .. . ~ B B T N S I
’Ihe maJor obJeclives of the pr'e—ser'vi e prog‘r'am were to
identit‘y, select, reinforce interns who: - ‘ o :

. Develop enough self-awareness of language pattems,
behavior, and attitudes so that they begin to build .
effective relationships with colleagues, ikids and = -
sup riors of either racial group they serve as, teachers.

Care enough ‘about childnen to p'uide them tward
increased leaming 1evels. R



¢. Understand that a school serves a cammunity and
believe that a teacher 1s a full member of that com-
munity. Then act on this belief by reaching out to
form supportive relationships with members of that
commmnity.

d. Begin a self-analytic process about the skills
and corpetencies one needs to develop as a teacher.
This analysis will be demonstrated ny intern ability
in accurately identifying areas of major strength
anc. wealinmess as a teacher.

e. Use the oppertunifies available in the cormunity,
school and university experiences to attain a level
of competence necessary for responsible and ef‘i‘ecitive
beginning teaching during the 1969 school year.

The following ficw chart shows the design of the eight-
week pre-service program as envisioned by the proposal:l?

Phase 1 Phase 2 Phase 3

Intensively supervised .
~—1 student teaching experience ™

_1/2 day 5 days/wk

- Community experlence
——1 1 afternoon and 1 evening -

for 6 weeks -
L We F]ng.§wrmary
Spec.Methods Course, Sec.: week for fall

_I | contract
Thtercultural }—- Subject Flds.2 afternoons/wk/

setting
Training € wks. Elem: Reading Methods Further
Workshop — Intercultural
-all interns I klementary Teac E%ng Arith, — | Training

1 afternoon/wk.

Secondary: Rdng.Meth.for Sec,
Schools. Elementary: Tchng. L
Arith. in El1.Schools 1 after-
noon/wk/6weeks

Seminar on Practicum }_
1 evening/wk/6 weeks

Friday arternoon ]
free for intems

13
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Phase 1 was planned as a flve—day Intercvltural Training experience
by a mixed grovp of black znd white trainers. These
trainers were hired in a ratio of two to a group of 10-12
interns ard residents in the program. Tha summer was not
intended to e a screening device by the directors of the
program. Sone self-deselection by the interns was, how-
ever, not unexpected as a result of the sersitivity train-
ing experience.

The general objectives of Phace 1 are those listed in (a)
above. The objective of the intercultural workshop was to
establish an open, trusting atmosphere where the partici-
pants could verbalize their prejudices, feelings and
thinking, especially about racial 1ssues and teaching.
Phase 1 was also to contaln_several general orlentation
sessions about the progran.

Phase 2-The six-week student teaching, community seminar, reading
and arithmetic methods semlnars were the heart of the
summer pre-service progrem for interns. The proposal
assumed that the first skills the interns would be called
up<a. to demonstrate in the fall in-service program were
reading and methematic teaching skills. Therefore, the
sumer program was ﬂesigned as a preparation for these
two content areas.l .

The goal of the coamunity course during the summer was
ore of information and education for the interns. It was
not service to the comurdty except as this may occur
incidentally. The afterricon and evening devoted to this
task was to be a_very intensive one carefully plarmned by
the instructors.l>

The faculty of this course was to consist of persons
recomended by communlty organizations. Several Urban
Interm Residents were to serve as course assistants, and
were expected to share thelr year's experience with the
interns. "The Urban Context," E1. Ed. 244 was already

in the School of %ducation bulletin, taught by a comunity
resource person .l

The proposal indicated that student teaching would be
structured so that the prospective intem would learn to
tutor individual pupils, to teach small groups, and to
organize and teach classroom size groups under careful
supervision.

"The instructional faculty for this part of the interns!
experience will be the instructlonal consultant staff
and the program directors. Several residents will be
attached to this part of the program, and will serve
as extra faculty under the supervision of instructional
consultants. 1
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Student teachers will work generally in teams in the
roccm or rooms of cooperating teachers. Cne period

each morning will be spent in examination of the exper-
iences of the interns. The program faculty will
prepare the interms to otserve classroom activities
while 1t occurs, then to make inferences about behaviors
viewad and finally tc plan strategles that might be
appropriate to deal with each situation."17

Weeks one through six of the summer teaching sequence and
seminars were to be sequential experiences beginning with
observations and informal tutoring and ending with a variety

" of experiences, where the 1ntem1%as increased responsibility

for the whole group instruction.

Two afternoons per week, the interns were to take individual
special methods courses. For secordary students this meant
either a math, a sclience, an English, reading or social
studies methods seminar. (The needs of the school district
here determined the recruitment of interns and thus which
methods courses will be offered.) TFor elementary interns
this meant a reading seminar.l9

The fourth afternoon of the elementary interns was planned
as an arithmetic methods seminar. For the secondary irterns
a speclal seminar on the diagnosis and treatment of common
reading prcblems of pupils in the secondary school was
scheduled because many of the secondary puplls which Interns
will teach have several reading problems .20

At the end of the summer phase of the program final deselec-
tion of interns who had not reached a minimum level of per-
formance was to be completed. This deselection process
began as early as the second week of pre-service when the
first formal evaluation conferences were held with each
intern. Intern deselection was based on recamendations

of residen’s, instructional consultants, program faculty,
community observations, classroom performance and intern
growth., The Teacher Corps Jﬁadership felt that deselection
was best done at this time.

Phase 3-The eighth and final week for interns was to be very unstruc-

tured, but with a very structured product expected from it.
The interns were to be asked to assess where they were as
teachers in very specific terms and decide what they need
next in thelr training. Then they were to write a very
detailed work contract including specific performance cri-
teria to be reached at its completion for the period of the
first half of the approaching University term. This contract
vas to be drawn with the advice and approval of tha intem's
advisor ,22
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The proposal stated that secondary team formation and
school determination would be largely deterrined by the
subject specialty of the 1lnterns and instructional con-
sultants. Elementary team formation and school deter-
mination would be deteimined by scciometric choice.

This method, used in Fittsburgh for the first two cycles,
has worked very well, in the opinion of the Teacher
Corps leadership.23

One-week staf{ plarming and orientation of the program
prior to the beglnning of the pre-service preczram for
interns was propc<ed. Program faculty, instructional
consultants, community workers, program evaluators and
Urban Intern Program residents were to attend this
session. The intercultural trainlng group leaders were
to be hired during the last two days of thls pre-week
to complete their design and plans for the first week's
intercultural training (Phase 1) of the pre-service
program. Several days of this time were also to be
used with the instructional consultan’i group to begin
their supervisory training sessions .2

D. INTERN SELECTION PROCEDURES

The proposal stated that the selectlion procedures were to
be carried out in the following five phases:

1. The prospective interm wlll submlt a campleted
University of Pittsburgh application for admission
to Graduate Study in Education, a completed Teacher
Corps application form and three letters of recom-
merdation, one focusing on the candidate's academic
qualifications, one focusing on the candidate's
personal qualifications, and cne focusing on the
candidate's demonstrated camitment to education or
comunity service. These documents will be
evaluated by the University and Teacher Corps

staff in termms of general academic and personal
qualifications as well as evidence of commitinent to
education. Those candidates who are deemed satis-
factors will enter into the second phase of the
procecure.

2. The candidates will be malled a set of case
materdals. These materials will present them with
problems of the type they will be facing as Teacher
Corps interns. They will be asked to describe how
they would react to these situations as Teacher
Corps interns.
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The candidate will be asked to write a short autobiography
describing those incidents in his life which led to his
interest in and application to the Teacher Corps Program.
The autobiography and response to case materials will be
evaluated by University Teacher Corps personnel in terms
of the individual's present level of sensitivity to the
type of situation he will be facing, and evidence these
materials present of the candidate's potential for

growth. Those candidates satisfactorily completing

this phase will go to Phase 3.

3. Each intern will be invited to the Pitt campus and

the two school districts., He will spend a day with
experienced interns in the school if possible and will
be interviewed by a panel consisting of the program
directors, experienced interns, instructional consul-
tants, public school coordinators and representatives

of the black commnity, e.g. (The Forever Action Together
(F.A.T.) education comittee has already promised to
serve on such a panel). Candidates who pass this phase
will go to Phase U.

Y, Candidates will be presented to the Pittsburgh Board
of Public Education for screening of interns in the
school system. ‘

5. Final acceptance will be contingent on college
graduation by the candidate. (In the event a candidate
does not fulfill a specific University of Pittsburgh
requirement for admission to Graduate Study, such a
requirement may be walved at the giscretion of the
University Admissions Office.) 2

E. INSTRUCTIONAL OCONSULTANT SELECTION PROCEDURES
AND RESPONSIBILITIES

The instructional consultant was seen by the proposal as
the key to the ongoing success of the program. The Teacher Corps
leadership saw that in the past the major weakness of the program
was the selection of inexperienced and untrained instructional
consultants; almost all of the continuing crises in the past
could have been avoided with strong, experienced leaders in the
schools. This mistake was not to be repeated in the 4th Cycle.
To be sure that the program succeeds, the following criteria were
agreed on by the schools and the University:

1. 3~5 year experience in educating the children of
the poor.

2. The academic qualifications and interest in working

successfully at the doctoral level in the field of
curriculum and supervision.

ERIC !
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3. Evidence of some previous interest and success of
the instructional consultant in dutles beyond day-to- .
day teaching responsibilities, e.g., as a cooperating
teacher, teaching adult education, working on curri-
culum groups, ete.

4}, Evidence of a comiltment to the broader comunity
on the instructional consultant's own time.

5. Evidence that the person 1s seeking career advance-
ment and evidence that he 1s %%estioning 2lements of
the system in which he works.

Procedures for selecting instructional consultants were to
be similar although more rigorous than those procedures for select-
ing interns. Again, the minimum goal for instructional consultants
was that 50% of them be black men.

The responsibilities of instructional consultants include:

1. Must form working, productive teams from separate
individuals.

2. Must carry out.planned, careful supervision of
the team of intems.

3. Must focus and coordinate a useful community
project of the team.

4, Must serve as program faculty in methods and
curriculun experiences during the pre-service
program and the in-service program (with the
contract system this role becomes even more
important) .

5. Must grow in stature and training as a change
agent during their time with Teacher Corps amd
after they leave Teacher Corps. <2l

Also the proposal indicated that the following procedures
would be rigorously applied to the screening of instructional con-
sultants:

1. Filing of University and Teacher Corps application
forms.

2. Completion of a vita and a structured autoblography
which will show motivation, and some significant exper-
iences that shaped this motivation.
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3. Completion of simulated case material which will
test the applicants thinking in a school-supervisory
situation and in a school community situation.

These materials will be judged for number and qual-
ity of alternative solutions proposed, depth of
analysis of the problem, degree of risk consultant
proposes to take, and their assessment of the many
factors involved in selecting an appropriate strategy.

I, In depth screening interviews by University per-
sonnel (including interns, present instructional
consultants, faculty), by community panels who have
a veto power over gpplicants, and by school Bgrsonnel
as designated by the Board personnel office,

It became increasingly clear. to the Teacher Corps leader-
ship that simply having teaching experience was not adequate
training for trainers of teachers. Trainers of teachers must
themselves have formal continuing experlences of both a practical
and theoretical nature in S%Bervision, human relations, community
and school curriculum work. }

For this Teacher Corps program, three days of the pre-week
of the pre-service program began the formal training of the new
instructional consultants in supervision. This was a structured
seminar built around the theory of clinlecal supervision, employing
role playing, video taping, self-instruction packages (Flander's
Interaction Analysis Kits), self-evaluation materials, etc.

In the final follow-up week of the pre-service program
instructional consultants were to draw up contracts sindlar to those
for the interns. ‘These contracts would detglil the directions of
_ training for the instructional consultant.
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III. PRE-SERVICE EVALUATION

One of the primary tasks of the pre-service evaluation was
to prepare a set of behavioral objectives for the Uth Cycle. The
first phase of this time-consuming task consisted of compiling
lists of statements which could be construed as objectives. The
sources for these statements were the Cycle IV Proposal, state- -
ments of "behavior areas" prepared by the local Teacher Corps staff,
and national Teacher Corps publications (see Bibliography).

These statements were then submitted to a panel consisting
of Teacher Corps administrators, a research consultant, and members
of the evaluation staff. This panel selected the most relevwrt
objectives from the prepared list and suggested criteria for the
measurement of their attainment. The panel also devoted its atten-
tion to anticipating operational difficulties in the measurement of
objectives and questioning the reliabllity and validity of the
measuring devices discussed.

At the conclusion of these meetings, a draft of the objec-
tives was prepared and presented to the instructional consultants
in order that their feedback be incorporated in the objectives. It
was felt that the instructional consultants, as the principal eval-
uators of intern on-the-job behavior, ought to review any instrument
suggested for their use. There was little or no feedback from the
instructional consultants at a meeting one week after the objectives
had been distrituted. At the meeting, a representative of the
interns polinted out that these objectives had not been submitted to
the interns, and arrangements were made to dlscuss the draft objec-
tives with all the interns during the following week.

Iess than one-third of the interns were present for the
plarned discussion of the otjectives. Those who were present were
primarily concerned with the procedures of evaluation and the lever-
age that evaluation actlvity couid offer them. There was no feed-
back concerning the proposed objectives. There was an interest in
assuring the reliability of all measures of interm behavior through
the use of altermative means of measurement. The undercurrent of
this discussion centered on utilization of more than the opinions
of the instructional consuitants in the assessment of intern
behavior.

The objectives have remained unchanged since the conclusion
of the panel meetings. They were regrouped as a result of the com-
bined feedback of all who read amd reacted to tha length of the
document. The regrouping is an attempt to Isolate separete areas
of behavior for ease of access to the 1list.
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Going through the time-consuming, and at times difficult,
process of defining the objectives of the Teacher Corps as behavior-
ally as possible seemed necessary in order to bring the global
objectives, guals and hopes down to the level of specificity neces-
sary for understanding and at least some measure of agreement. A
global objective 1ike (from the proposal) 'care enough about chil-
dren to guide them toward increased learning ievels"3l is worthwhile
and appropriate for the prose of proposals and legislation. A pro-
gram of action, a design of processes and a blueprint of evaluation
need more precise language so that it can be understood, so that
personnel know what the expectations are, so that progress toward
the objectives can be Judged by some yardstick and so that, at the
end, one may determine to what extent the stated goals are related
to the outcome.

Having stated this, it is also Important to state that the
important aspects of the impact of a program cannot always be
Judged in light of previously stated objectives, regardless of how
behaviorally they may be stated. Therefore, the evaluators felt
the process and outcome of initially focusing on objectives was an
essential, but not sufficient activity of evaluation In the earliest
stages.

It should also be made clear that these objectives were
used as reference points for oontinual feedback from evaluators to
program management. They were not used primarily as standards for
after-the-fact judgments of program achievements.

The chjectives are presented below. Each objective is
paired with a block which includes an assessment of its attainment
during pre-service and the primary source used in the assessment.
The I. C. (instructional consultant) Checklist referred to below may
be found in the AppendixT

The primary source of the data presented was the Instructional
Consultant Checklist. This instrument was prepared to elieit inputs from
the instructional consultants — they were assumed to be in the best
positions to observe infern behavior. Those objectives which specified
instructional consultant inputs were phrased to allow responses of "always,"
"most of the time," "some of the time," ard "never." The instructional
consultants were asked to camplete one 1ist for each of the interns they
were working with and, at the same time, to critique the instrument. Two
instructional consultants commented on the checklist, and twenty-two
campleted 1lists were returned by four instructional consultants.




OBJECTIVES, CRITERLA AND SOURCE
lith CYCLE TEACHER CORP3

\ Table I
I. Intems' Perception of Self

A. Interns and residents (second year Teacher Corps
interns) will develop an acute self-awareness of
goals, needs ard abllity (eriteria and measures
to be established in conjunction with Teacher
Corps Counselor); such as:

1. Interns will indicate a preference for
grade level ard subjzct before end of
pre-service.

100% attairnment Source: Teacher Corps
Administration

2. Interns ard residents exhibit little defensive
behavior in their relations with Instructional
consultants and supervisors, supply alternative
suggestions for problem solutions when rejecting
recomoided courses of action ("most of the time"
as Judged by instructicnal consultant).

91% "never" or "some- Source: I.C. Checklist
times'" exhibit defensive
behavior

67% offer alternatives Source: I.C. Checklist

II. General (bjectives
A. Racial Balance
1. To recruit black teachers for the Pilttsburgh-

McKeesport schools (high percentage — 50% of
interns should be black).

33% black (9/1969) Source: Teacher Corps
Management

B. During Program Tenure
1. Interns and residents will be able to recognize
camunication problems (person to person) and

differing perceptions of an issue ("most of the
time'" as judged by the instruetional .onsultant).

Q 22




Student-Student Source: I.C. Checklist
77% met criteria

Intern~-Student Source: I.C. Checklist
50% met criteria ‘

Intern-Intern Source: I.C. Checklist
84% met criteria

Intern-Instructional Source: I.C. Checklist
Consultant ‘ '
75% met criteria

Intern-School Staff Source: I.C. Checlrlist

School Principals

Intern-Community Source: I.C. Checklist
Members
not enough observation

Interns ard residents will discover a "sense of
fulfillment! in their Teacher Corps activities
("most of thz time" as measured by interviews
with interns and residents and instructional
consultant perception).

64% met criterta — Source: I.C. Checklist
high correlation noted
between meeting criteria
and having freedom cf
action in classrooms

The interrs and residents will "survive in the
classroom. attrition during each term)

objective for In-Service Evaluation

C. VYpon Completion of Program

1.

The residents' comitment to local education
is high (100% of the residents will seek
employment in the schools of the cammnity
in which they have been trained).

objective for Post-Service Evaluation

Produce teachers who are effective agents of
inprovement in the school system in which they
work (to be assessed after the two-year Teachev
Corps experience).

objective for Post-Service Evaluation
23
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III. Interns' Classroom Behavior

A, General Classroom Setting

1.

Interns and residents are comitted to imagl..a-
tive service to children in poverty areas (intern
or resident will depict himself as a teacher who
attempts to utllize new conzepts of curriculum,
organization, etc., when they are appropriate).

Not assessed in In-service evaluation

Interns and residents care encugh about all
students to guide them toward increased learning
levels {measured by T. B. Edwards! "Teacher
Attitudes and Cuitural Differentiation" and MTAT,
ard interviews with parents, prineipals and
instructional consultants).

In-service assessment

Interms and residents will establish arnd maintain
a "leaming atmosphere" in their classroams
(parents, students, regular faculty, principals,
and instructional consultants deseribe the class-
room atwmosphere as positively productive for the
students).

Objective for In-service assessment

Intems and residents will utilize thelr community
knowledge in the classroom ("most of the time" as
Judged by the instructional consultant}.

Objective for In-service assessment. Interns
had no organized coamunity projects and did not
know what conmunities they would be in dwring
pre-service.

Interns and residents use acceptably at least
one general teaching mode. This mode is appro-
priate to thelr classroom setting (Judged by
their instructional consultant).

100% of interns have Source: I.C. Checklist
at least one teaching
mode

53% of these modes Source: I.C. Checklist
are appropriate
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Interns and residents will show skill and mastery
in the use of basic teaching techniques ("most of
the time" as judged by the instructional consultant),

Objective for In~service Evaluation

B. Interm-Student Interaction

1.

Interns ard residents interact with students in
an adult-student manner, not peer ("always" as
Judged by instructional consultant).

31% of interns met Source: I.C. Checklist
criteria

Interns and resldents are fair and consistent in
thelr relations with students ("always" as Judged
by students).

Objective for In-service Evaluation

Interns and residents do not use conflicting
verbal and non-verbal signals in the classroom.
("most of the time" as judged by instructional
consultant.

All interns met the Source: I1.C. Checklist
criteria of '"never"

or "sometimes" using

conflicting verbal and

non-verbal signals in

the classroom.

C. (Classroom Planning

1.

Learming sequences are planned before c¢lass begins
("most of the time" as judged by an instructional
eonsultant).

100% met criteria Source: I.C. Checklist
Learning sequences are planned for more than cne
day segments ("most of the time" as Judged by
instructional consultant}),

55% met criteria Source: I.C. Checklist
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3. ' Learning sequences are related to the expressed
goals of the Interns and residents for that
lesson ("most of the time" as Judged by instruc-
tional consultant).

Objective for In-service Evaluation

4, [ea.ming sequences have specific goals for
students (Yalways" as judged by the instructional
consultants).

36% met criteria Source: I.C. Checklist

5. Interns and residents anticipate learning
difficulties ("most of the time" as Judged by
instructional consultant).
£0% met criteria Source: I.C. Checklist

Classroom Control

1. Students start task behavior upon cue from interns
or residents ("most of the time" as judged by
instructional consultant).

100% met criteria Sourve: I.C. Checklist
2. Interns and residents reinforce task behavior

("most of the time" as judged by instructional

consultant),

77% met criteria Source: I.C. Checklist
2. Interns and residents ignore or quietly stop

off-task behavior ("most of the time" as judged

by instructional consultant).

33% met criteria " Source: I.C. Checklist
. Interns and residents anticipate digressive or

disruptive student behavior ("most of the time"

as Judged by instructional consultant).

53% met criteria Source: I.C. Checklist
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5.

Interns and residents do not lose portions of -
their classes in unproductive behavior ("most of
the tire" as Judged by Instructional consultant).

14 of 22 interns met Source: I.C. Checklist
criteria of "never" or
"sometimes"

8 of 22 interns were = Source: I.C. Checklist
not observed enough for

evaluation of this

objective :

E. Classroom Routines

1.

Interns and residents have established regular
routines in the classroom and expected student
behavior patterns are clear to students (student
behavior in the classroom and student perceptions).

ObjJective for In-service Evaluation

All students participate in the lesson procedures
("most of the time" as judged by instructiomal
consultant).

65% met criteria Source: I.C. Checklist

Scudents attend to those participating in the
classroom activ. ties while they are not actually
participating in the class situation ("most of
the time" as judged by instructionmal consultant).

50% met criteria Source: I.C. Checklist

Resowrces such as book, films, dittos, ete. are
appropriate to classroom objectives and are ready
vhen needed ("always" as judged by instructional
consultant).

30% met criteria for  Source: I.C. Checklist
"appropiateness”

50% met "ready" Source: I.C. Checklist
criteria

27
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V.

Comunity Conmltment

A.

The intern and resident will understand that a school
serves a commmnity, and belleve that a teacher is a full
member of that commnity (commnity's assessment of
intern ard resident interaction with the community).

Interns and residents will be conscious of cultural
differences in their school and community (as judged
by the camunity and instructional consultants).

Interns develop community projects which make a contri-
bution to pupil education, school cammunity relations,
or commnity development (comumnity's assessment of the
contribution made by the project). Residents will
maintain thelr community projects Jduring the mid-service
phase of training (100% of those projects fourd accept-
able by the community, by count).

Residents will maintain and expand thelr school-related
comunity projects during the in-service phase (100% of
those)pm,jects fcund acceptable by the coammunity, by
count).

All of above items A, B, C and D are Cbjectives for In-service
Evaluation.

Interns' Knowledge of School and University

A.

School Procedure and Personnel

1. Interms and residents are able to state what eontent
and processes arve generally taught at grade levels
in their bulldings (elementary -- all grades, all
subjects; secondary -- all grades in subject taught).

2. Interns and residents are acquainted with the
facilities of their assigned buildings, know the
skills and responsibilities of other school
personnel, and know what groups of staff and
students they are responsible to (the chief admin-
istrator in the school sets the criteria for
assessment).

28
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B. School Regulatior

1. Internms and resldents can vérbalize the regulations
of this school in regard to his own absences, his
schedule, attendance forms, meetings, etc. {the set
vervalized is simllar to the set verbalized by the
chief adminlstrator in the school.

2. Interns and residents accept and follow school
regulations, even while using envirormentally
appropriate means to Improve these regulations
("most of the time" as judged by the chief admin-
istrator of the school).

All of the above items A and B are Objectives for In-service
Evaluation.

C. University

1. Interns ard residents can state the Universitu's
role in their pregram and bullding, the financial
and other relationships between thelr school
system and the University, and the regulations
regarcing registration at the Unive rsity.

Cbjective for In-service Evaluation

Since the interns in pre-service were not teaching in their
own regular classrooms, some of the behavior described in the check-
1ist was not ouserved during the pre-service session, but will be
observed during the in-service sessions, e.g. Part III Classroom
Behavior.

The other two major sources used were open-ended interviews
conducted by the evaluator with interms and principals. During the
pre-service phase, the evaluation staff did discuss such matters
as program procedures and objective attairment with more than twenty
individual Interms. The interviews with the principals were
designed to elicit information on the ratiomale for school selection,
intern roles in the schools, and faculty reaction to the interns.
The results of these interviews are reflected in Table I (above)
and the "Actual Program Procedures" section {below).

The Teacher Corps 1s an innovative, experimental program
which operated at the University of Pittsbirgh in the way most such
programs operate ~— it was not bound by tradition or by its own
projections contoined in the proposal. The management made changes
vhere it felt changes were necessary, almost on a daily basis,
particularly during the pre-service phase when everyone was new,
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including management. In other words, the pre-service Teacher Corps
was not installed as planned.

This mode of operation presents certain hazards to the more
traditional evaluation methods and designs. It makes it difficult,
for example, to describe the program. The program is constantly chang-
ing, and not always is it apparent how or why. Traditional experimertal
design type of evaluation seeks to prevent rather than adjust to or

facilitate program changes.

The Pre-service evaluation responded by accepting and describ-
ing changes as part of the evaluation process. After all, the impor-
tant thing for the program vms not whether it departed from what man-
agement projected in its proposal, but how it departed and the effects
such departures seemed to have on the quality of the program.*

Community Reaction

There was no time to make a systematic attempt to gather data
which would indicate commanity evaluation of the Teacher Corps. Further-
more, the Pittsburgh commnities couldn't be expected to have much to
evaluate in the 4th Cycle Teacher Corps.

Nevertheless, the evaluator diu listen to the commun'ty people
picked for screening panels by Teacher Corps, and did talk with parents
in several communities. Their reactions to Teacher Corps were based on
past history -- their view of the success of earller cycles, not of the
present cycle. There generally wcre two areas oI concern among com-
munity people. They note:

"the slow growth of teaching competengies and less desirable
educational situations for the kids"3%but do not place responsi-
bility for this with the model. They feel that the selectlon
procedures need improvement through greater conmu-ity participa-
tion in original selection of' the potential interns. The second
concern revolves around the quality of education that the
interns can provide for their children. Each comunity wishes
to have the best tcachers for its children, and these parents -
question whether novice teachers in two-year cycles can provide
this "best" education.

A systematic attempt to gather community views of the current
Uth Cycle Teacher Corps is a part of the evaluation desien and is being
corducted in the first year of in-service.

% See Danlel Stufflebeam for a good exposition of this point in
Evaluation as fnlighterment for Decision-Making, 1968: Evaluation
Center, Ohlo State University, Columbus, Ohio.
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potual Program Procedures

The three major aspects investigated were the sereening and
selection of interns and consultants, the intercultural training
workshop, ard the implementation of the curriculum. :

Sereening: Instructional Consultants

This process calls for "in-depth screening interviews by school
persornel, the Pittsburgh Board of Public Education, University person-
nel (including interns, present instructional consultants and faculty)
and comrnity panels." 33

A screening panel was convened on June 19, 1959 to screen the
instructional consultant applicants and the counselor applicant. The
panel was camposed of public school personnel (including two prineipals),
community residents, Weacher Corps interns, incumbent instructionmal con-
suitants and Teacher Corps administraters.

The panel sat in a large room and the applicants came in one at
a time. The basic procedure was an introduction by the Teacher Corps
Director (moderatcr) followed by fifteen minutes of questions from the
panel. The applicants did not know the role of the questloner when
answering questions unless he {the applicant) asked for that information.

The questions raised by the panel were noted and the five most
prevalent types of questions were found to concern the applicant's
1) supervisory experience, 2) ratiomale for joining Teacher Corps,
3) knowledge of ~ommunity, U) supervision strategles, and 5) working
conditicn requirements.

A rough estimate of the welghting of each group's recommenda-
tions can be made by adding the recommended and selected percentage to
the not-recoamended and not-select.ed percentage. These welghtings
(Table I) indicate no real differences. The cammnlty representatives
recommenced more people than could be hired, which tended to lower their
total weight,and the Teacher Corps administrator group was too small to
be reliable (two at first, then one).

Table I1: Instructional Consultants Screening Summary

No. on " “Selected TotSelected  Weighted

Panel Panel Percent No.Votes Percent No.Votes Sum

Public Scheol
Personnel 8 100 33 50 11 150
T. C. Intems 3 85 17 67 8 152
Cammunity Residents 5 93 29 39 7 132
T.C. Administrators 2 100 10 67 4 167
Incumbent I.C.'s 3 g5 18 54 6 149
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One-third of the panel left during the course of the screen-
ing. Therefore, the panel was not the same for all the applicants.
The role of instructional consultant in the Teacher Corps was not
fully explained to the panel. There was no objective moderator dur-
ing the session. The moderato. gave glowlng introductions of some
applicants and just pronounced the names of others. The panel
menbers spent much of chelr time arguing among themselves on the
validity and reliability of posed questions. They were not given
an opportunity to discuss their functions and roles privately prior
to the actual screening session.

Screening: Interns

Interns were to be screened and selected for pre-service
prior to their coming to Pittsburgh.

Each intern who was to work in the Pittsburgh school system
was interviewed during the first two weeks of August, 1969 (6th and
Tth week of pre-service) by a representative of the School Board.
The McKeesport interns were interviewed by Dr. Harry Faulk (Super-
intendent of McKeesport Area School District) and his staff during
the secord week of August (7th week of pre-service). No interns
were deselected as a result of these processes, although one
McKeesport intern was initially rejected. That intern took it upon
himself to question the rejection, and was able to show that his
rejection was due to a misundersianding.

McKeesport. The eleven Interns who were golng to teach
were screened by "community representatives" on Wednesday, August 20,
1969. The two pairs of screeners split the interns into two groups
(elementary and secondary) and interviewed each group as a unit. At
the end of a forty-five minute period the screener palrs changed
places to interview the other group of interns.

The Interviews themselves appeared more like community
orientations than screening processes. As the interviews progressed,
it became obvlious that the screeners were locking for reactions to
various community situations that they were vocalizing., The enphasis
of questions directed to the interns was on classroom situations and
how the interm would handle them. Questions about the intern's
involvement in commnity affairs outside the school were conspicuous
by thelr absence.

A1l of the applicants were recormended for employment by
this screening panel.

These panels had no program directors, no experienced intems,
no instruetional consultants, and no representatives of the McKees-
port Public School System on them.

32

36



Pittsburgh. Thirty-one interns who were going to work in
Pittsburgh were screened by "comunity representatives™ on Thursday,
August 21, 1969. The eleven screeners represented five dnner-c .ty
areas in Pittsburgh. The screeners were divided into three
groups (each group representing three or four comunities) and be-
came three separate panels. Each intern was assigned to one of the
three panels and spent approximately fifteen minutes with that panel.

Prior to breaking up into these three panels, the community
representatives queried the director as to why each community was
not screening those interns coming to its area. The director's
response was based on the possibility that an intern might have to
transfer during tenure. No mention was made of the fact that many
of the Interns did not know what schools they were going to yet.

The interviews were very business-like in nature--there was
much discussed in *he short time periods available. The most
frequently discussed topics were intern behavior in the classroom
and his reaction to hypothetical classroom atmospheres and settings.
This includes those questions which were directed at assessing the
intern's potential contribution to black children. Four other
topics of concern were the community involvement plans of the in-
terns, the intern's ability to work within the black-white contro-
versy without being a racist, the intern's personal background and
the interm's rationale for going into teaching.

One of the applicants was deselected as a result of this
process (all parnel members indicated they would not recommend the
applicant) and a few others were placed on an informal commnity
probation (same of the panel members indicated they would not recom-
mend the intern). The screeners and the director agreed that if every-
one on the panel voted no, the applicant was out. If there was lack
of unanimity, the applicant was on probation. .

These panels had no program directors, no experienced
intems, no instructional consultants, and no representatives of
the Pittsburgh public school system on them.

The 1ist of selected interns and instructional consult:ants
who participated in the in-service program appears in the Appendix.

Intercultural Training Workshop

This workshop was not held during the first week of pre-
service, but was held during the sixth and seventh week-ends. The
Interns were assigned to one of the two week-ends by the director.
One of his criteria for assigning interms was racial balance in both
sessions.
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Ratiorale for Using Reactiomnaire A pres D s X 1L

The reactionnmaire was developed Jointly by the principal in-
vestigator and the sensitivity training personnel (trailners). The
trainers identified the behavioral changes desired in this type of
experience, and the instrument was designed to detevmine if those -
changes did occur. The instrument also included items to identify
sources of "noise" within each sensitivity group.

These reactiomnaires were te be completed by each “rainer
after every session (four or five sessions during the week-end exper-
iences). This would have allowed identification of changes within
groups over the entire week-end, and camparison of behavior across
groups. The reactionmaires were not completed by all of the trainers,
and those who completed them did not do so for every session.

Procedure for Tabulating Responses to the Reactionraire

There were 32 separate training sessions rated during the _
first week and 14 during the second week and so for each item we have
32 ratings the first week and 1Y ratings the second week.

Our tabulations have compared the behavior movement from the
start of a training session with the behavior at the end of that
session. We were not concerned about interim movements during the
session,

When no movement was reported by the trainees, or when the
final movement ended at the starting point, we tabulated the rating
incident as "remained the same."

Below are four examples of typical responses to Items I - VI
of the reactionnaire, and the technique used for placing them into one
of the three categories: the two extremes (i.e., hostility or friend-
liness) and "remained the same." All responses fell into these four
categories. '

1 2 3 4 5 6 7
1. Hostility A BC . Frierdliness
(The tendency is toward "friendliness" as shown by the
movement from A to BC.) »
1 2 3 4% 5 6 17
2. Hostility C A B Friendliness

(The terdency 1s toward "hostility" as shown by the

movement frem A to €. B is an Interim rating and
is not measured by the tabulation.)
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1 2 3 4 5 6 7

3. Hostility A ) Friendliness
(There is no tendency toward hostllity nor friendliness.
This group tended to "remain the same" throughout the

. session.)
: 1 2 3 4 5 6 7 :

I}, Hostility “AC B Friendliness
(This group started and ended at the same position as
measured by AC. There was an intermediate tendency
toward "friendliness" as shown by B but this is not
being measured in our tabulations. This item would
be placed in the "remained the same" category because:
1t began and ended in the same position.)

Results of Tabulation _ -
Item No. "~ Week ' Week
I 5 hostility 3 hostility
11 friendliness 1 friendliness
16 remained the same 9 remained the same
1 no response
IT 4 closed and suspicious 2 closed ard suspicious
10 open ard trusting -1 open and trusting
18 remained the same 11 remained the same
IIT 0 dependent upon trainer 1 dependent upon trainer
8 showed initiative 1 showed initiative
24 remained the same 11 remeined the same
1 no response
v 0 past issues . - 1 past issues
14 present and future issues 2 present and future issues
18 remained the same 11 remained the same
\Y . 3 general problem solving 1 general problem solving
3 quick and dirty ‘ 2 quick and dirty
19 remined the same 8 remained the same
7 no response 3 no response
VI 4 feedback utilized - 1 feedback utilized

0 feedback not utilized 1 feedback not utilized
26 remined the same 11 remained the same
2 no response 1 no response
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- I'tem No.
VII

VIIT

Interns seek assistance primarily from: (check one)

Week 1 Week 2

Teacher Corps Administrative Staff 9% ‘-

Camunity Consultants ) Log 76%
Instructional Consultants 9% -

Other Interns 15% 16%
Trainers 27% 8%
Comment

Content of discussions: {check those issues discussed
during the time period; place a 1, 2 or 3 by the three
most discussed issues)

Past Present or Future
Week 1 Week 2 Week 1 Week 2
Administrative Problems 1 3
Black-white Problems 2 1 1 1
Community Problems 3 2 2 3
Individual Problems 3 2
Team Development Problems
Other (specify )
Comment

(The above are based upon weighting the responses 1, 2 anmd 3
on the reactionmire.

Does your group have goals?

Week 1 Week 2
- Yes 1T 57%
No 36% 433
If "Yes" whose goals are they?
Week 1 Week 2
Group's Goals 6% B87%

Trainer's Goals  16% -
Comunity con-

sultant's goals 8% 13%
Other (specify) - -
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Item No.
X What is hinder'ing your group in its progress toward its goals
(or setting its goals)?

" Week 1: newness 13%, racial difference 10%, time 7% "oise" 3%
: no norms 10%, drop issues too quickly 6%, few interns
in groups 13%, not all present 10%, fear of attack
from others 10%.

Week 2: daminant groups 27%, fear of attack 27%, no communi-
cation 28%, covert reasons 9%, newness 18%

An objective of the sensitivity training sessions was:

", . . to establish an open trusting atmosphere where the par-
ticipants may verbalize their prejudices, feelings, thinking,
especially about racial issues and about teaching."3“

Hopefully, at the end of the training sessions the participants
could function more as a "united group." But the results of our tabu-
lation Indicate that for most of the training sessions individuals did
not change and there was 1little or no growth in unity among the parti-
cipants at the end. In fact, the differences became more obvious
{(more so in the second week-end) but little was done toward reshaping
the interns into a cohesive unit. The second session (which has not
yet occurred) has the explicit purpose of pulling the interns back
together,

These team assigrments for in-service were not made until late
in the pre-service phase. This timing was very unpopilar with both the
interns and the trainers.. The feeling was that it would be advantageous
to have functioning teams move Into schools rather than having to create
arteam during the first months of the school year.. The intercultural
training could have had more meaning to the interns and comwnity con-
sultants if teams going to a particular comunity were paired with com-
munity consultants from that area.

Another confounding factor was that no screening or selec-
tion had taken place prior to the workshops. This led many intemns
to assume that they would be screened during the workshop sessions.
This was a major consideration in the decisicn of the evaluation
staff to not observe the workshop in person.
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Curriculum

The reading seminars held iIn the summer were overviews ol
reading problems that elementary and secondary teachers would find
in their classrooms. They were not designed to impart reading
teaching skills. The lack of congruity between course content and
the interns' expectations may have contributed to the high absentee
percentage reported by the reading instructor. :

The mathematics seminars held in the summer were designed
to teach mathematics teaching skills. The participation in this
course was "most encouraging to the Instructor, and interns felt
1t was more relevent than the cthers.

The course on community, although designed to utilize
varied commnity resources, was not conducted in that marmer. The
classes divided themselves into sub~ccmmunities and were given
tasks to perform which involved interaction between the artificial
comunities. Each task and the commnity solutions wer discussed
within the class. Twenty percent of the secondary interus snd an
undetermined fractlon of the elementary interns found the course

Mrrelevant" and did not return after the first meeting.

The student teaching seminar was utilized for other purposes
than interded at various times. One session was devoted to the
instructional consultants' effcorts to defire their roles (with the
assistance of the interns). Another was devoted to discussions with
staff members from the Washington office of Teacher Corps concerning
policles and responsibilities. An effort was made in the last week
to include those aspects of teacher education which had been stated
in the proposal, but nct presented in the seminar. This effort was
ineffective due to the low attendance of the interns during the last
week of pre-service. ILess than 60% of the interns attended class,
although all reappeared on Thursday for their commnity screening.

Managament Problems

The lack of concrete role definitions for the administrative

staff and the instructional consultants has deterred efforts to answer

the question: "Who is suppoced to do what to what end?" With respect
to roles, particularly those related to welding the inexperienced

interns and untried I.C.'s into a successful, cohesive, coampetent team

to deal with the city's most difficult educational problems, the fol-
lowing factors were mamagement preblems of concern in the pre-service
phase:

1. The director was not appointed until July 1, 1969 and he
was away from Pittsburgh for four of the first six weeks
of pre-service.
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2. One associate director (Instruction) did not arrive
until the first week of pre-service — July 1, 1969.

"3, One assoclate director (Corrimnity) d1d not arrive
during pre-service, and he was not a resident of the
community prior to his appointment September 1, 1969.

4, The Teacher Corps counselor was away three weeks, on
special assigmeent for ten days, and was reported 11l
for most of the remainder of the summer.

5. Flve Instructlonal consultants went to Temple for three
of :he first four weeks of pre-service. Two of those
who remained in the clty had such heavy course loads
that they had to be away from their schools during the
time the Interns were teaching, and one I.C. dld not
arrive until the end of pre-service.

6. The one-week staff planning and orientation (including
an Instructional Consultant Workshop) did not cccur.

When the intermms were supposed to enter the schools to begin
their pre-service student teaching, the Pittsburgh Public Schools did
not have places for them, and when they did select some schools for the
program, they selected one school whose principal was dlametrically
opposed to Teacher Corps concepts. He would not allow the instructional
consultant to supervise interms In his building. The reaction of
teachers in their schools to the interns was a function of the princi-
pal's reaction rather than intern behavior.

The pre-service teaching experiences werc not as broad as
envisioned by the proposal due to the different summer schools in which
the interns were participating (public and Catholic). Some were in
tutorial programs, others 1n accelerated classes, and still others in
remedial classes. Only a few instructional consultants were able to set
up the necessary range of experlence envisioned by the proposal for each
intern. The community experience of the interns was limited. The fact
that they did not know where they would be assigned during in-service
worked against any realistic possibility to get to know a camunity.

During the contract preparation stage, there were only two
instructional consultants available to help the inteimns prepare their
schedules, and these two Instructional consultants jolned the program
in mld-sunmer.

The absence of some management personnel and the highly indi-
vidualistic attitudes of some of the intems combined to produce an
operation which lacked resemblence to the original proposal. The assump-
tion was apparently made that all interns would willingly participate in
pre-service program activities. This assumption did not prove to be
correct, and little effective effort was made to cope with the non-
participation problem. This led to more abttempts to control the whole

program by groups of interns. 29
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IV. SUMVARY

This report began with a review of the 4th Cycle proposal,
giving particular emphasis to the sections of the proposal describ-
ing proposal objectives, how they were to be accamplished, and by
whom. Sections which related to the pre-service period were also
reviewed. This provided a background of understanding of what was
desired and attempted in the 4th Cycle program.

Desires are not accomplishments, and certainly, with respect
to the pre-service session, the Teacher Corps did not always accom-
plish what it set out to do. The evaluators looked at the procedures
and products in light of the stated obJectives, but they did not give
priority to an explanation and understanding of the context. It must
be understood that the Teacher Corps is a highly experimental program,
trying to fill a number of needs, in an environment which is often
alien and sometimes hostile. The summer of 1969--the period described
in this report--was a particularly difficult time because of a high
level (if not the high point) of administrative instability, institu-
tional turmoil and other effects of racism and alienation in the very
institutions (school, university, commnity) the Teacher Corps was
trying to affect. The change agent's job 1s never an easy one under
the best of circumstances, and the summer of 1969 may have been the
worst of clircumstances. A detailed description of the contert will
be part of the subsequent full-year report.

. A useful evaluation must have recoamendations for improve-
ment. These recomendations have been made during program operation,
and are now made in writing. Every program can be improved. Recom-
mending improvements is the business of evaluators and does not imply
adverse criticism. Often decisions made were the most reasonable, or
even the only feasible ones open at the time of decision-making., The
purpose of evaluation is to help the program in the future to avoid
being condemmed by decisions of the past which now appear to have
been poor alternatives.

The recamendations have been put at the front of the report
for those who do ot wish to wade through the whole report looking
for recomendations.
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Appendix T

INSTRUCTIONAL, CONSULTANT CHECKLIST (for trial and comment)
Date

Intern Instructiomal Ceonsultant

Instructions: A. Enter one check per item.
B. Use the interns' behavicr for the last
month as a basis for your responses.

EDO 47018

More than
1. Recognizable Basic Teaching Technique: None One Two__ two

Most of
Never | Sometimes{the time| Always

2. Is prepared for classroom learning
aifficulties (has anticipated them)
3. Mode of teaching is appropriate
to students
4, Uses conflicting verbal ard non-
verbal signals in the classroom
5. Classroom learning sequences:
a) planned prior to class
b) planned for more than
one day at a time

¢) velated to daily objectives

6. Uses appropriate exd acceptable
managenent techniques to cope
with disruptive behavior

7. Reinforces classroom task
behavior

Q. Ignores and/or quietly stops
off-task behavior

9. Anticipates disruptive
__behavior
10. Perceived by students as
adult (rather than peer)
11. Books, films, dittos, etc.
(which intern prepares or chooses)
a) appropriate to classroam
objectives
b) ready when necessary

12. Uses community Jnowledge in the
classroom (learning activities
are relevant to students!
envirorment )

43

q7




N S

Most of
Never |Sometimes |the time |Always

13. Recognizes commnication diffi~
culties when they occur (message
sent is not congruent with
message recelved)

a) student-student

b} intern-student

¢) intern-intern

d) intern-instructional
consultant )

e) intern-regular school
staff

f) intern-community member

14. A1l students participate in
daily classroom activities

15. loses portions of the class
in unproductive behavior

16. Intern's students attend to
those participating in the
classroom activities while
they are not actively partici-

_pating in those activities

17. Students begin class activi-
ties on cue from intern

18. al Exhibits defensive behavior

in relations with instruc-
tional consultants and
supervisors.

b) Supplies alternative solu-
tions when rejecting the
suggestion of an instrue-
tional consultant or
supervisor.

19, Peels a sense of fulfiliment
in his Teacher Corps activi-
ties (getting somewhere or
acecomplishing something)

20. a)Is involved in a comunity

project.

b)Knowledge of community

-

Comments:

4y
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Circle one Circle ome and enter date

I 1m 1r v v Fri.x_ Sat.___ Sun

W
In items 1 to 6 use the letters A, B, C, Jl: to show the position of
your group on this item and chanizs noted during the time period.

For examnle:

a) 'ood: Happy __ _ A C B Sad

This response would indicate that thc =es:ion bepan in a very happy mood,
changed during the session to an extremely s3d mood, and ended in a neutral
mood.

b} tood: Happy v Sad

o m ve Ot

This response would indicate that the whole session was held in a some-
what sad modd , no change taking place during the time period.

Use the comment space to list the factors which contributed to theo changes
noted (or the lack of change).

1. Atmosphere within the group

Hostility ﬂ _6_ C Friendliness
Comaent : JJW mupbere m‘%wﬁo«-& M 4] J@mtgc/
’I'IA_M fongen = andt  poncacim aJOogﬁgéwia
""'A_ M\:Lw»{'m vy mwa T gl M MM
/Libauu. i:L W trpon ﬂoua‘_ M«iﬁjq m[h,gi

2, Group members relations with the group

Open and R ¢ —f & _ closed and

Trusting : ' suspicious

Comment: __OHM:,LJ. “ é&i want 73 2o Zf&m‘&u <

3. The group (as a whole)

showed initiative, ‘ Vé Jé ‘# ﬂ was dependent

vava {nnavative. e upon the tr:in



50
page 2

Comment: M Jp_geu,* 'é:’ f/gﬁtm /L&L»&a Db 1l
__aa&«_ﬁq_qz‘w)- ‘M” M"‘ i*v"ﬁ‘(:/&”]

4. The group dealt with

Past issues E L - B Present and Future
(what we trie issues (what we need or
to do) want to do)

coment: _(f0 Aot fioc . 4 p»&ﬂ 7. Quam

AL O e w:uuea Cu‘thaA.o,a,JmM

5. The group concentrated on

general problem : /2 /9 secking quick and
solving discussion dirty' solutions
{prescriptions)

Corments: 4mw. Muﬂ QL“- p%’fuM - l}%&&{)‘o _f—ﬂ

-+ ﬁ\«&'g‘:&- e.aoé. w L’W"‘o‘l (/0"“"4‘:{;’ "‘*D“WJW —

O

CormunTt pereon (gi) peaitdthes gy oot d ol

e

Lo & s i e o fgurwmiwﬂw&u.am

6. The feed back provided by group members

vas not g _B was utilized

utilized

Corment : & LLAQL«N.k critovve  wennan't JM‘I'A .:b, »p;l'
gé!;g-&\( &«L (et M g Vt[ﬁato WW&L‘ =

v\

b O‘H’*‘* Loge ok of) Jdl_,u.

z Use the comment sections in the following ftems to indicate chanpes durine
the time period and your perception of the factorscausing those chances,




pace 3
7. Interns seek assistance primarily from: (check one)”
Teacher Corps Administrative Staff /

Commmity Consultants j\« ﬁiﬂwm-“

Instructional Consultants

Other Interns (w wﬂ 'ﬂpw

Trainers (_\Dn. ML&) ’

Comment:

§. Content of discussions: (check those issues discussed during the time
period, place a 1, 2, and 3 by the three most discussed issues)

Past Present or Future

—_— Administrative prohlems
Black-white problers

Community protlems

[ Individual Problems
<

dinla
|

Team Dovelopment problems
.
Other (specifyégtww*- )

Other (specify )

e

T Py S e
Zb-a - g»to&frm Al e U:L;,L,u.f- Lt ﬁ
0o® den B C 0 pa it S (e S0 0 plefo ik pon)

, . Does your group have goals? & or 7 - @Amh

no

Q . yes g
F yes, whose goals are they? % group Q._.,K F‘(’Zu 4{4‘
R DA '

trainer

Comment:




page 4
community consultant

other (specify) __

Corment: ) t"‘:ﬁ‘j B -
J‘A "@J RN 0 (.uu&g
lﬁ%mv‘@[gm/tww&j*»m M,. -

Cove . nce & &MMO_%A::»__-,. c— e

10. What is hindering your group in its progress toward its goals ( or in
setting its goals)?

S ~£4_Qu£&4¢~eiéd Ore ﬁ}ucazcutL44¢ — O
Mg LM-‘-M (e.c‘ m“’l o oV
ak b ot Mo gl Myl i )

11, Are all members of the group participating equally? yes, 3 no

Thosc who dominate discussion Those who don't erter discussion
Mame Pole Role

—— i %

T e
((7 étht~g .
Comment ; ‘Q,,c,‘,., e A&J _d prec, 726»;«1 %—/"i r‘*"‘v.

L MM @w&w oborve o g totiilicly
¢?LvtA&J( ‘5”%4&1:71 JL Lo,

O e s e . s —— et o ——— - -———— - —

.
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12. Obvious participant sub-groupings during this time period

Name Nole Name T Role Name Role

Soof

Descriptor Nescriptor NDesgriptor A €
Or Lt e tlene T g (P

A liea {
Can you give the groups & name (descrintor) to allow someone else to indentify
the group (black, white, left, right, etc)

Comment :

e s em e ——————n 1 = i ot ke kM a s e e e - et e

e —— o A —

13. Other issues or 'hanpeninas" which you feecl are imporiant to understanding
your group and its personality during this time period <ie. members missine

etc).

x—s{;'rtu A aéc £4 /OZM .” %

~

hm‘y I T U ﬂe'?L ﬁme/ //‘4‘7)
~ lbea e o CD&AAL<n»44¢ ,{zxx<>if%?ﬁk4
S 2 VP /A
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Appendix IIT

INTERNS WHO ATTENDED THE PRE-SERVICE PROGRAM
JUNE 25 - AUG. 31, 1970

1. Agostinelli, David J. 27. ¥ Mulvey, Thomss P.
2. Alston, Lucille L. 28. Murno, Anne-Marie
3. Bailey, Fred A. 29. Michael, Beverly K.
4.% Bailey, Mila S. 30. Mulcahey, George R.
5. Barker, John E. 31. Newring, Brenda V.
6. Barner, Timothy C. 32. Patrick, James G.
7. Chylinski, Stephen Jr. 33. Polonus, Ann

8.% Conroy, Daniel P. 34, Powell, Thomas W.
9. Corbett, Margavet 35. Rawlings, William L.
10. Davis, Lawrence E. 36. Rue, Valerie A.

1l. Ehrlich, Lawrence M. 37. Salada, Gary D.
12.# Freeman, Michael 38. Secarfino, Frank A.
13. Fregly, Francis D. 39. Scott, Harry W.

14. Green, Candace P. 40. ¥ Sheehan, Kevin J.
15.% Gilbert, Rose Arn b1, Siegal, Toni Y.

16. Guadagni, Louis R. 42, Smith, Velerie D.
17. Hayes, Colette 43,  Snauffer, Gloria F.
18. Hayes, Frederick D. 44y,  Stewart, Sally P.
19. Houchins, Francis K. . 45, Strothman, Raymond O.
20. Hyde, Mary I. 46. Tipton, Vernon

21.* Kaiserman, Howard M. 47. Whatley, Arthur L.
22. Klingensmith, Nancy 48. Whisler, John R,
23.%¥McCain, LaVerne L. 19,  Wingard, Levi.

24. Mahan, Brian J. 50. Williams, Robert E.
25. Moore, Alyson 51. Wooten, Carl K.

26.% Morris, Noelle J.

¥ Interns who left Teacher Corps during or at the end of
the pre-service session.

Interns in pre-service session......ccciveuvenns 51

Interns who 1eft (¥).....uiieniinniiinnnnnninnnns 9
)E}

Interns who started in-service session

September 1, 1963 .iiveeiiietneiiiinnnnnnansans 42

Of those who left during the summer pre-service session,
one was Involuntarily deselected; one left for personal
reasons, three accepted regular teaching positions, and
four left because of some inabllity or unwillingness to
cope with the teaching situations presented or projected.

Interns entered at variocus times durlng the pre-service
program, but most entered at or near the beginning, June
25, 1970.
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Apperdix IV

INSTRUCTIONAL CONSULTANTS WHO PARTICIPATED IN THE PRE-SERVICE PROGRAM

Ray Bowman

Thomas Meade*
John Morgan
Jon Nelson*
Marvin Scott¥*
John Starder

CO=J NN 2o D

¥Resigned or were promoted after the pre-service program.

To replace those instructional consultants who either resigned

Frederick Harris

Clifford Bayliss, Jr.*

or were promoted, the following instructional consultants were hired:

John Leftwich
Ernest O'Neil
Henry C. Harper
Dorothy Williams

December, 1969
September, 1969
September, 1969
September, 1969

ADMINISTRATIVE STAFF WHO SERVED TEACHER CORPS DURING THE PRE-SERVICE PROGRAM

O =~JO U=

[y
X RS

13.

Name

Marion L. Poole
Eugene A. Lincoln
David W. Champagne
Herman Henning
Lowell Jackson

Carolyn Howe
Charles B, Watkins

Dorothy Hendricks
James Mauch
Thomas Fernekes
Marcellene Wingard
Maria Menifield
Dave McCahon

Position

Director

Associate Director

Assoclate Director

Associate Director for Community Affairs

Assistant to the Associate Director for
Community Affairs

Community Assistant '

LEA Coordinator (Teacher Corps-Board
of Education)

Counselor

Research Director

Educational Media Consultant

Senlor Secretary

Secretary

Evaluator

51
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11
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