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, Teachers of occupational education need to be
continually updated to be aware of the technical changes taking place
within occupations in their area of specialization if they are to
make occupational training situations more like the real job. The
objective of the study is the development and iuwplementation of a
system of inservice work experience for teachers. The unique
characteristic of the study was the releasing of teachers from
regular teaching duties for a minimum of 40 hours. ITwelve teachers,
representing all occupational areas, participated and individualized
programs of personal development were established with the
cooperation of the teacher-participants, academic advisors, and
business/industrial personnel. An overview of the problem, related
studies, procedures, and implementation are dealt with in detail. A
model for the development of an inservice work experience program is
described in the final chapter. A five-page bibliography and 37-page
appendix including project materials, evaluation forms, and
participant responses conclude the document. (MW)
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The project of Inservice Work Experience for Occupational
Education Teachers was conducted pursuant to a contract with
the Professional and Curriculum Development Unit, Division
of Vocational and Technical Education, Board of Vocational
qucation and Rehabilitation, State of I1linois.
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The purpoée was to develop a descriptive model of inservice edu-
cation which, if implemented, large numbers of occupational education
teachers woula gain skill upgrading and work experinces. The unique
characteristic involved in this study was the releasing of teachers
" from regular teaching duties for a minimum of forty hours. Initially
there was some question whether school administrators and school boards
would grant such released time and whether business/industry would be
receptive to providing work and experiences for occupational education
teachers.

Various suggestions for the designing of a model were received
from Deans and Departméntai Chairmen of programs which had preservice
work experiences and from,an advisory committee composed of business/
industrial personnel, occupational education teéchers, administrators,
and univens%ty staff members. Their responses were extrehé]y helpfuf
in establishing responsibilities of‘a11 persons participating in this
“program of cooperative education. | |

A total of twelve teacheré represeniing all occupational areas;
as designated by the I11inois Division of Vocational and Technical
Education, were selected to participate. Although monies were pro-
vided to pay substitutg‘ccsts and the school districts did not have
additional financial responsibilities, administrators and school board
members were somewhat reluctant to give approval for participation.
Several expressed concern for present students since there is really
no substitute for the regular teacher. The releasing of the teacher

for several days was contrary to normal practice and resulted in degrees




of apprehension 6n'the pért of some administrators. Theréfore;'it.wasA |
necessary to persona]]& qontact ]bca1 schbol édmin1strators about the
program and gain theik apbfovall : S '. | |
Individualized programs of-persona1"develbpment’Werafestablished
with the cdoperatioh of the teacher-participants, academic advisors,
and business/induétria] personnel. vTeachers were asked to identify |
objectives to be.aéhieved ahd how these éxperiencesvwould affect their
teaching, Several teagher-participants produéed curriculum materiéls
to be utilized in their c]assrooms._ Business/ihdustria] supervisorsl
were extremely cooperative in providing an orientation to and arranging
for work stations within their firm or plant. . Further accomplishments
were that teachers became more aware of the need for this type of
training, better understood and appreciated occupations by being able
to gain direct experiences, and rPaIized that bus1ness/industry would

be more than cooperat1ve in the future

Summary and Conc]usion§

Cooperative planning resulting in teachers gaining valuable work
experiences, which will produce positive resu1fs in the classroom,
have not occurred due to the lack of an administrative structure and
funding. Since many teachers need and have indicated a desire for
this type of inservice training, then a state or area-wide administra-
tive structure is needed. Universities, striving to extend services
to area communities, could provide the administrative structure by
selection of a coordinator, by identification of occupational educa-

- tion departmental supervisors, and by approving academic courses and
credit for work experience that result in curriculum changes. A model

of such a program is described within the final chapter.




Recommendations

University personnel shpq]d~make arrangéments'for graduate credit
for work experience. It-ﬁou]dlbe advisable 1f staff members would
develop 1istings of job stations in which teachers might‘seék work
exberiences and achieve special competencies anytime during the year.
This program cog]d be administered by Extension ahd Placement Services. .

Local séhoo] administratd?s should describe their program for
inservice work experience of occupational teachers in their one-and-
five year plans, The district's plan should specifiéa]]y identify
the pursuancé of inservice work experience ¢f all téaghers. A compre-
hensive>insérv1ce work experience program for teachers would require
this kind of excellent assistance and cooperatioh from LEA administrators.

- The Division of Vocational and Technical Education would need
to provide funds through special contracts to local school districts
or universities in order to implement the program. It would be recom-
mended thad‘the Division reappraiée 1t$ system of certification of
teachers with requirements that teachers maintain a close contact

with business and industry in their specialty area.
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CHAPTER I
A PROGRAM OF INSERVICE WORK EXPERIENCE

Qverview of Problem

e

Despite the easing of the national teacher shortage there is stili
a critical shortage of fully qualified occupational education teachers.
One of the problems identified in occupational education is the continuing
development of inservice experience. Our rapidly changing technology can
create new occupations and eliminate others in a relatively short period
of time. Job tools, materials, and teéhniques change as new processes
evolve. Teachers of occupational education need to be continuaily updated
to‘be aware of the technical éﬂ%nges taking place within oc~upations in
their area of speéialiiation if they afe to make occupatioan.training sit-
uations mofe l1ike the real job. Felstehausenl noted that one out of every
four high school occupational alumni throughout I11inois who responded to
her survey indicated that the trafning they received needed to be updated -
more like the real job. To accomplish this end, an inservice education |
program. is needed which will enable occupational teaching personhel an
opportunity to.acquire and update knowledge and skills areas. This prac-
tical experience will then enable them to devise more effective learning
activities and materials for preparing students for the world of work.

The past development of inservice work jnternship act1vities for
teacher skill upgrading has been a frustrating pkocess. A review of

literature has shown that programs are almost non-existant which employ

lre1stehausen, Joyce L., Followup Report on I1linois "Class of '71
Qccupational Program Alumni," The Center for Educational Studies, School
gf7EducatZgna7Eastern I11inois University, Charleston, I11inois, June,

93, pc - .
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imaginative cooperative ventures bhetween the educationg] community and
the Business/industrial sector for the upgrading of occupational educatidn
personnel. /lthough fhe Divisioh of Vocational ahd Technical Educatioh
has recognized this need for years and have requestedAschool districts
to describe inservice education progfams as part of the Local Districf
One and Five Year Plan for Occupational Education,? there is no evidence
to indicate that school districts are developing“comprehensive 1nsekvice
education programs. Furthermore, educationa]_institutionslof'higher
learning have only initiated minimal opportunitias for teachers to gain
credit through observing business/industrial techniques and/or gaining
work experience. Some teachers do work in the summer and gain valuable
experiences while others have sought employment in areas of high skill
development rather than. in areas of professional need. If occupational
education teachers are going to meet the_cha]lénges to provide students
with employability, then they miist maintain close contact with changes
in techno]ogy_and practiEes of businésses and educational organizations

need to assist in facilitating this pursuit.

Narrative Description

The intent of this project was to identify ways in which occupational
- education teachers could receive release time from théir teéching position
and pursue an educational need that can only be achieved in observing and
working in businesses and indu;trial plants. Some people might respond

to this concept, which required the teacher to be released from his/her

Ipivision of Vocational and Technical Education, Criteria for Program
Approval and Financial Support, Bulletin No. 4-673, Division of Vocational
and Technicail Education, Springfield, IL, July, 1973, p. 8.




teaching situation, as being totally impractical. It is generally accepted
that some teachers spend their summer months working in business and industry
partially to increase their yearly income but also to gain practical hands-
on-experience that will assist them in teaching, However, one must recognize
that there are some teachers who place a high priority on the off-school |
days during the summer and would not seek wcrk experiences. If a program

of inservice training is to reach the greatest number of persons possible,
then the program must attempt to provide opportunities for some teachers

to gain this experience during the school year. This was a basi¢ criterion,
that the school districts were to release their personnel for a minimum of

40 hours to gain various types of work experiences. _

The project was to be conducted during the Spring Semester, 1974, The
major objectives were listed as follows:

1. To design and develop a cooperative program with business and
industry for providing on-the-job inservice directed work experi-
ences which will upgrade occupational education teachers who have
limited work experience outside of teaching.

2. To recruit, identify and enroll a maximum of 14 teachers now
teaching occupational education in the public schools to serve
as a means of validating the processes and procedures proposed
in the program. , J

3. To evaluate the processes and procedures implemented in the vali-
dation phase to determine program improvements and the feasibility
?ndx%??ts1in providing such a program for larger numbers of teachers

n nois. v

4. Prepare a report of the project with recommendations for further
actions.

Other pursuits were to seek university members as substitutes and to
provide an opportunity for teacher-participants to receive academic credit
for completing work experience and curriculum development activities.

To achieve the above nbjectives, major project activities were described
to include the following:

1. Ide?tification of an advisory committee for validation of program
design,




Design and development of a delivery system for assisting indi-
vidual teachers in obtaining and updating technical knowledge

and skills,

Meet with the advisory committee to review, evaluate and refine
proposed program,

Identify target population and enroll them for credit.

Validate the proposed delivery system using 14 inservice occupa-
tional education teachars.

Hold evaluation conference with interns and participating emp1qy-
ers to identify strengths and weaknesses of the program, determine
program improvements and identify further actions steps.
Determine costs and feasibility of program expansion.

The Division of Vocational and Technical Education's primary respon=

siBility is the development of new programs and the improvement of existing

occupétiona] programs. One way to affect change is to encourage occupational :

instrusztional staff to periodically work in business or industry for which
they,cfE‘preparing students. This will result in teachers being able to
design hore effective 1earning experiences. Hopefully, results and‘récom-
mendations from this study will be valid, and if bursued. will result in

large numbers of teachers in I1linois pUrsuing'work experiences.

Emergence of a System or Model

The ultimate goal or objective of this study and>other related projects
is the deve]opment and implementation of a system of inservice work experi~
ence for teachers. The literature reveals few studies or programs which
have been designed to provide a planned cooperative program with business
and industry. According to the Request for Proposal (RFP) from the Pro-

fassional and Curriculum Unit, I11inois Division of Vocational and Tech-

nical Education, "Historically one of the better strategies for improving
the quality of occupational instruction wiﬁﬁin local education agencies is
to allow and encourage members of the instructional staff to periodically
work in the business or industry for which he/she is preparing students.

Such a program allows the teacher to practice and expand the skills and




knowledges which industry expects of the graduates of the occupational
programs. Such programs for the inservice education of teachers have

been used extensive]y in other parts of the nation, but in I1linois only

very limited programs have emerged.“3

Appelgate4 further revealed the lack of a system in I1linois for
providing inservice work experience. His sufvey instrument was sent to
a random sample of occupationa].administrators in I14inois public educa-
tion institutions. The following results were stated:

There was a strong feeling among respondents that a need existed
for inservice development of career education personnel; 97 percent
of those responding indicated that a need existed for this type of
activity and over-half (56 percegt) indicated that they saw "major
need for inservice development."

Nearly one-half (46 percent) of the respondents felt that the insti-

tution itself should carry the greatest share of the responsibility <
for inservice development. Additional comments written by respon-

dents indicated that local institutions should not necessarily con~

duct all inservice development but that they had the major responsi-

bility and rgason to insure that something was done to improve

performance.

According to other comments from occupational education personnel,
_teacher education institutions are not innovative in developihg inservice
occupational education offerings.

How well are public teacher education institutions doing in providing

an adequate variety of inservice offerings for career education per-
sonnel? According to the respondents; not very well. While only 15

3pivision of Vocational and Technical Education. Request for Proposal
$RFP), Topic: To Design and Develop a Program of In-service Work Experience
or Occupational Teachers. Unpublished Paper, 1973,

Apppelgate, 'm. K., "A Research Survey of 110 Administrators of Occu-
pational Programs," 111inois Master Plan for Personnel Development in Career
Education. Report of Project No. PDT-A2-117. Springfieid, 111., duly, 1972,

S5tbid., p. 42.

61bid., p. 42,

ERIC
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percent indicated a positive response, two-thirds of the respondents

felt that such instit’tions were not offering an adequate variety of

inservice activities. -

Yet, in ranking preference for various types of inservice develop-

ment activities for career education personnel, such on campus

instruction ranked eighth among nine alternatives. First choice

was off-campus course offerings by teacher training institutions,

and short duration workshops during the summer and during the school

year took second and third spots respectively. . . . Moving programs

off-campus to where needs are and personnel are employed is a needed
first step.o :

If inservice work experience is so important to the improvement of
instruction, then pérsonne] kepresenting universities, local educational
agencies and the Division of Vocational and Technical Education will have
to systematically plan a greater number of new and innovative cooperative
programs with business and industry. Administrative personnel from all
three units will need to identify strengths of teachers and need of compe-
tencies, to determine incentives necessary for participation. to remove
economical barriers, and to support certification and professionalism. A
system would include an administration struction that would vacilitate
easy access to cooperative educational opportunities.

In this study, the investigator identified five groups - occupational
education teachers, local school administrators and board members, business/
industrial employers, university persqnne1, and Division of Vocational and
Technical Education staff members as key groups to the success of the pro=

ject. With these groups in mind, a simple model was described.

Project approach

Input - (Advisory committee, composed of members of the 5 groups)

T1bid.s p. 42,
Albid., p. 42-46.




assist in designing and developing a cooperative program between teacﬁers
and business/industry for graduate credit.

Erggggg.- integrate 1nformation‘found in the 1iterature with suggestions
of the advisory committee. Develop procedures to be followed in project.

Implementation (small scale) - recruit and enroll up to 14 teachers

now teaching'dccupational education in public schools as a means of vali-
dating the'prOCesses and procedures proposed - minimum of 40 hours and up
to a maximum of 20 days on the job. Monies are available to pay for the

substitute and mi]eage.

Monitor results - supervision by uniyersity personnel and/or reporting
by preceptor and participant. |

Evaluate results - hold evaluation conference; request all interns
and part1c1pat1ng employers to attend group sessions to appraise their
experiences and identify strengths and weaknesses of the program.

Large scale implementation - re-design and determine cost of the

system so large numbers of participants might seek these experiences that
will improve the teaching of occupational subjects.

In eonc]usion, the function of a model or system is to achieve some
preconceived objective. In this study the objective is the description
of a cooperative program with business/industry that would meet a critical
need for upgrading oécupationa] education teachers. The designing of a

" comprehensive program that realizes the participation of a large number
of teachers would surely include what has been successful in the past and
consider what is necessary for change. These questions are posed for
thought. By what methods can the present system be changed? Are there
more efficient incentives possible? What are the financial requirements

to bring about change? What are the limitations which might prevent
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participation on the part of teachers, administrators, business and industry,

university programs, and involvement of D.V.T.E.?




CHAPTER II

RELATED STUDIES ABOUT COMPETENCIES
AND INSERVICE EDUCATION

Competencies Necessary for Personnel Development

One of the initial activities was to search for information that
might identify broad based cluster work experiences needed for successful
teaching of occupational skills and knowledge. In conjunction, the inves-
tigator was hoping to find 1isting of tasks required or competencies needed
to be a teacher in areas of certain technical areas or needed to fulfill
a specific teaéhing function such as a teacher of clothing design or cabi-
net making. -

Today much discussion is taking place regarding such topics as indi-
vidualized instruction, competency-based instruction, task or job analysis,
behavioral objectives, performance-based or personal development programs.
However, there is 1imited material in the literature which describes
general requirements or competencies of occupational teachers, let alone
detailed description of behavioral objectives which should be exhibited
by teachers in specific'subject areas. If studies of this nature were
available, then during a pre-session prior to work experience, a teacher
might be more apt to identify his or her needs, and strive for work experi-
ences which might fulfill these needs. Self-assessment without these
guidelines is difficult.

To date,'the literature indicates the major emphasis has been placed
on the identffying of general competencies of occupational education
teachers or administrators. Purposes of identifying these general compe-
tencies are to 1mprove_£he design of preservice and inservice educational

instruction, to further develop techniques of evaluation and performance
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of school evaluayion teams, and to consider competencies for a basis of
certification,

Personnel in the State of I1linois have been concerned about com-
petencies of all occupational teachers as're1ated to program evaluation.
The Summary Reportl describes competencies needed by staff members in
the following areas: Philosophy, Organization and Administration, Edu-
cational Programs and Long Range Planning, Financial Resources, Staffing,
Physical Facilities-Equipment, Placement and Follow-up, and Community
Relations and.Learning Resources. Appelgate,2 in a project sponsored
by the Illinois D.V.T.E., originallyvsubmitted a list of 164'potentia1 ‘
competencies to a jury of experts. This listing was then reduced.to 90
competencies. By the use of factor analysis, 70 competencies eventually
were identified as "very important" or “"one of the mpst important." At
another I11inois D.V.T.E. conference, Vogler3 expressed the notion that
"the 1dealloccupat1onél teacher should evolve from a teacher training
program as a dual-prepared person, possessing cdmpetencies of an occupa-

tion and competencies of the profession of teaching." According to the

~Summary Report4 it is the intent of the Division of Vocational and

11114nois Division of Vocational and Technical Education, I1lingis
Vocational Teacher Education Conference on Competencies Development,
Summary Report, I11inois Board of Vocational Education and Rehabilitation,

Springfield, I1linois, 1970.

2Appelgate, William K., Competencies for Developing Occupational
Teachers, Southern I11inois University, Carbondale, I11inois, September,
1972’ po 74'75.

3Vogler, Daniel E., "Identifying and Validating Professional Occupa-
tional Teacher Education Competencies," Vocational Teacher Education Com-
petencies Conference 11, Sheraton Inn, Springfield, I11inois, May 1-3, 1972,

3041111n015 Division of Vocational and Technical Education, op. cit.,
p. 30,
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Technical Education to incorporate these results and information from
future sessions on competencieé,into a master plan for professioné]
deveiopment. According to the 1nvest1‘gators5 at I11inois State Univer-
sity, in Preservice Occupational Program Project, several vital sources
for competencies were utilized. Primary sources of professional compe-
tencies needed by students in undergraduate education programs were
identified in writings or through personal interviews with Appelgate,
Southern I11inois University, Cornell, Ohio State University, Horner,
University of Nebraska, Vogler, Michjgan State University, Brinkley,
University of Kent, Cook, Wayne State, and Wright, University of Wis-
consin. Evidently the I.S.U. project team felt that the above named
persons have done the most significant research in thelpreservice areas
of teacher education pedagogy and identification of competencies.

The trend_exists towards a performanced-based or competency-based
1nstfuctiona1 program. This wou]d be a logical follow-up of the emphasis
of the past 5-10 years towards the devélopment of occupational course
objectives stated in behavioral terms. An example of this type of effort
and research is a study by Courtney6 in which he identified common compe-
tencies of all occupational teachers by use of a questionnaire-teacher
response technique and factor analysis. One major result was to develop
commonality courses for occupationalveducation students based on these

identified competencies.

S"ppogress Report of the Preservice Occupational Education Program,"
P.0.P. Conference, 111inuis State University, Normal, I1linois, May 1, 1974,

6Courtney. E. Wayne and Halfin, Harold H., "A Factor Analysis of
the Training Needs of Teachers of Occupational Education," Competencies
of Vocational Teachers, Oregon State University, Corvallis, Oregon, August,

D e —r—
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Model nrnarams on competency-based instruction are developing
throughout the United States. The C.0.P.E.,’ Competency-Oriented Per-
sonalized Education Program at Washington State University, consists
of four levels associated with the teaching-learning act of;prospec~
tive teachers. These are knowledge, simulation, apprentice, and intern,
Students in this preservice education program, inust demonstrate and
illustrate competencies in the act of teaching. The University of

Nebraska8

has developed a performance-based program in which students
“are measured for their ability to state behaviorai objectives, to
evaluate performances on the baéis of instructional objectives, to
demonstrate skills in asking questions and'se1ecting learning activ-
ities, to use appropriate instructional skills, and td apply reinforce-
ment principles. At the conclusion of their educational program, stu-
dents rated their performance-based experiences better than student
teaching. Weber State College started a performance-based teachef
education program in 1970, According to Burke,’ conclusions indicate
that "students and faculty are working harder than previously, students
are learning more teaching skills than previously, the student-faculty
relationship is friendlier and more cooperative, and students willingly
accept and carry out responsibility for decisions concerning their own |

preparation."

7The C.0.P.E. Program at llashington State University, Pullman College
of Education, Washington State University, Pullman, Washington, 1972, :
(ED 079 278) .

8Sybouts, Ward, "Performance-Based Teacher Education: Does It Make
A Difference?", Phi Delta Kappan, Vol. 54, No. 5, January, 1973,

9Burke, Caseel, The Individualized, Competency-Based System of Teacher
Education at Weber State College, RACTE PBTE series No. 2, AACTE, Washing-
ton, D. C., March, 1972, p. 17-19,
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At I11inois State University the Preservice Occupational Progkam or
P.0.P.10 involves a joint effort of university personnel primarily from
the Departmént of Home Economics and Industrial Technology. The major
purpose is to effect curriculum chahge by developing a competency-based
instructional program that would involve all occupational education stu-
dents. Change is contemplatedvto satisfy (1) a need to eliminate dupli-
cation within the combined Departments of Home.Economics and Industrial
Technology, (2) a need to adjust offerings to meet new trends in teacher
education, and (3) a need to better coordinate interdepartmental efforts
associated with the professionql'education courses needed by HEIT educa-
tion majors. Specifically, P.OﬂP. will be building a competency-based
occupational teacher education model and detailing a set of competencies
for preparation of instructional personnel in all occupational areas.

A somewhat different approach is presented by Peterson11 in that
he considers competencies required of vocational teachers, as well as
the related critical dimensions of identifying sources of teachgrs and
- recruitment techniques. Little attention has been given to identifica-
tion of teacher competencies in job openings and recruitment and hiring -
a teacher that possesses those identified job competencies.

Another dimension in competency identification and apbraisal relates

to certification. Appelgate12 theorizes that maybe the "recent interest

10"p.0.P. Progress," Newsletter, Unpublished Report No. 1, Competency-
based Teacher Education Project, I1linois State University, Normal, I1linois,

11peterson, Roland, Review and Synthesis of Research in Vocational
Teacher Education, The Center for Research and Lea ership Development in
Vocational and Technical Education, Ohio State University, Columbus, Ohio,
January, 1974.

12pppelgate, op. cit., p. 24-25.
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in competency-based teacher education is the cause or result of a current
wide spread interest in revitalizing the practice of certification." He
indicated that the momentum for performance oriented certification is
evidenced in I1linpis and is being designed or investigated in many other
states.

The Annual Evaluation Repoz;13 of the State of I11inois Advisory
Council on Vocational Education is based on observations of its members,
on discussions of members with other lay persons and educators, and on
information or studies described by the Division of Vocational and Tech-
nical Education and other agencies. The Advisory Council members stated
that they had been listening for answers to severa] questions, two of
which are: Why does n¢t State certification require a background in career
education and work experience for all teachers and guidance counselors?
Why are educators "lackadaisical" about cempetency-based criteria-asseésment
or accountability by which performance could be rated on a tangible but
simplicitic (sic) scale more or less akin to a batting average? These
questions and other observations made by the Advisory Council members
show a concern for professional development, certification, and preser-
vice and inservice education. The Advisory Council plans to work closely
‘with thé State Board on the implementation of a state-wide master plan
for teacher preparation in occupational education. Pertaining to pro-
‘fessional certification, the committee felt that this program should be
continually assessed to determine the quality of Vocational Education,

In the summary sfatement, the council says "any meaningful change must

13annual Evaluation Report FY 1973, Advisory Council on Vocational
Education, springfieid, 111inois, December, 1973, p. 3.
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be directed to the human elements; the administrators, teachers, and
counselors. Their need is for an inservice program to upgrade their
skills. This, in turn, triggers the necessity for change in the pre-
service teacher education programs of the teacher training institutions," 14

According to Ely.15 "

performance-based teacher education is having
great impact on state education departmeﬁts, especially as it concerns
certification of teachers." He further explains that certification
agencies have not been completely satisfied with present approaches

but have been'reluctant to voice their misgivings due to uncertainties
involved in a more direct form of teacher evaluation. Ely16 indicates
that the Arizona Board of Education, dissatisfied with current certifi-
cation practices, are funding a re-certification model based on perfor-
mance criteria. The Board believes that performance-based re-certification
will éause an emphasis on viable inservice training, self-evaluation,
and growth of every teacher. Ely states that, "if adopted, the effect
on graduate education will be profound.“17 In 1972 at the 6th Annual
National Voc-Tec Teacher Education Seminar, it was reported that "new
certification requirements for teachers of occupational subjects in New
York State require work.experience. Accordingly, the Department will

ask the institutions of higher education for evidence that only appro-

priate occupational experience will be accepted. To implement this kind

141bid., p. 4.
15E1y. Ron H., Performance-Based Professional Education Inservice

Needs of Secondary Level Occupational Teachers in New York State, New

York State Education Department, State University of New York, New York,
June, 1973, p. 42. (ED 079 551)

161b1d., p. 44.
171bid,, p. 44,
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of experience and "“careful assessment" will demand considerable change
in current practice for many institutions preparing teachers."18

The literature on competencies provided limited assistance in teacher
assessment or establishing perfofmance objectives of teacher-participants.
Most of the research was in preservice areas focusing on the use of com-
petencies. The material was not directly related to identification of
competencies gained through work experience or training competencies

needed by specialized occupational education teachers. ‘v

Need for Inservice Education

The expressed need for inservice education probably goes back to
the initial setting of standards for teachers. It is an idea which has
never really nurturéd or drowh. Persons have been hired to teach who
have the occupational competencies but have 1imited orientation to the
c1assroqm setting. On the other hand, in teacher preparation institu-
tions many students complete their undergraduate degree in an occupa-
tional subject area with Iimited experiences and competencies in that
occupation.“According to Nichols, "As one éxamines teacher preparation
in vocational ercatibn it becomes read11yiapparent that two types of
internships are appropriate and desirab]e:; (1) the professional 1htern-
ship in which an individual with occupational experience and competency
serves the 1ntern$h1p in a school setting, and (2) the occupational in-

ternshiﬁ“in which an individual with professional preparation serves an

185orman, Anna M. and Clark, Joseph F., Editors, Sixth Annual National
Vocational and Technical Teacher Education Seminar Proceedings, The Center
or Vocational and Technical Education, Ohio State University, Columbus, j




17
internship in.an occupational setting to gain experience and competency

in that occupation.“19

If one further examines the needs of occupational
~ education teachers in the field, the internship might be very extensive
fqr teachers with limited work experience in their area. For the experi-
enced teacher, both protessionally and occupationally, the internship
might be relatively short in duration in order to become aware of new
methods, materials, and equipment.

Sometimes teachers reflect back'and say "I've done that!" or admin-
jstrators will say "He's done that!" Contrary to that point of reference
is the case of an instructor presently teaching in a Jjunior college agri=-
cultural mechanics program after working 22 vears in a farm implement
shop. This past year, realizing that there had been many technical ad-
vances developed in his specialty area, he applied and received a sabbat- -
jcal leave to attend industrial training programs and to gain hands-on
experience in a private buginess concern, He realized that many tech-
nical changes had occurred in a short six years. Today he professes
great sétisfaction from getting back to the world of work and modern-
izing of his curriculum offering.

It seems quite apparent today as onr. visits, particularly in area
vocational schools, that persons are being hired to teach occupational
courses with 11mitéd professional preparation. Gorman and Clark report
that "teacher education is having the same thing happen to it as the
public schools are having happen to them. Employers said to the public
schools, your product does not meet our needs. In many places in this

country the public schools are saying to teacher educators, your product

19Nichols, Charles W., "Internships for Prospective Vocational Teachers,"

National Business Education Quarterly, Vol. 38, Winter, 1969, p. 7-12+,
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does not meet our needs and we ure going to start training them our-
se!ves.“20 One may roadily conclude that there is a definite need for
preservice work and inservice work experiencg and professional prepara~

tion.

Support of the Concept of Inservice Work Experience and Internship

For clarity it should be mentioned that inservice work experience
and internship is an educationally planned progrém designed to. provide
broad occupational experiences and achieve competencies through planned
situations. Hi1l places further constrains by defining inservice edu-
cation as "the continuing education of a person who has previously devel-
oped the basic competencies requirgd for entry into a position on the
teaching team. The purpose of inservice education is to improve the
educator's perfbrmanceAW1th1n his or her current educational role, a
role for which he or she previously has been prepared.“21 This meaning
is contrasted to the common practice of labeling ahy formal program
beyond the baccélaureate degree as "inservice." A

The 1iterature strongly supports the concept of occupatiohal educa-
tion inservice programs including planned programs of work experience

activities. Hi1122 describes ten assumptions implicit in the updating

20stamps, B. J., "Reaction to Tenets from Local Schaol Point of
View" in Sixth_Annual National Vucational and Teacher Education Seminar
Proceedings, Gorman, Anna M, and Clark, Joseph F., Editors, The center
for Vocational and Technical Education, Ohio State University, Columbus,
Ohiog MaY‘Ch. 1973, D, 68«69,

214111, Alberta D., "Assumptions Underlying Inservice Vocational
Teacher Education Programs" in Changing the Role of Vocational Teacher
Education, Evans, Rupert N. and Terry, David R., Editors, McKnight and
McKnight Publishing Company, Bloomington, I11inois, 1971, p. 73.

221bid,, p. 7583,
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and upgrading of a vocational education, The first assumption emphasizes

%

the need for inservice education.

It ds imperative that vocational educators continue to improve

their performance and to keep up-to-date in: (a) The discipline(s) oy
which provide the subject matter, the basic knowledge for an B
occupation, (b) the occupational field which is the source of

the skills, procedures. and knowledge for occupational education,

and (c) new educational proceiges and methods derived from current
research and experimentation.

Hi11 further stresses that keeping abreast of knowledge of the field,
however, does not insure an understanding of the practical application
of this knowledge in employment situations. The educator must have |
the ability to uée and understand theory and understand hodern pract}ca1
methods, organizational structure of business, and utilization of'equip-
ment which is gained in employment situations.

Other sources reveal these opinions:

Inservice education provides the vehicle by which new knowledge,
services and techniques may be brought to bear upon immediate
problems of a teaching faculty in its efforts to define, evaluate,
and find solutions to problems related to instruction and curric-
ulum organizalion,24

Office experience is highly desirable for adequate content presen=
tation in the classroom. The more varied the experience the better:
but issany case, there is no substitute for on-the-job office experi-
ence. ‘ ‘

Basic reasons for providing actual job experiences. Job exploration:
To find out what the adult world demands. . . . Skill application:

To test out what has been learned, to test theory (?rinciples) against
actual practice. Skills development: To learn skills on equipment
and systems not available in the school. . . . Integration and

231bid,, p. 75-83.

28,eep, A, G., "Developing More and Better Inservice Programs,"
Clearing House, Vol. 43, October, 1968, p. 113-1186.

25putney, A., "Secretarial Teachers Need Office Experience," Business
Education World, Vol. 47, June, 1967, p. 14+,
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polished perfggmance: Performing a set of tasks found in a real
office. . . .

High quality supervised occupational experieﬁce will grobably
be the key to the success of vocational agriculture.?

. .we can evaluate what we are already offering the young

people in our schools . . . . what we can do is to make the

learning process more relevant to the outside world. 28

Counselor testimony regarding the unique feature of this pro-

ject-~the work sample exposure--indicated that more knowledge

was garnered about careers and career training through this

experience than hgd ever been gained through books or formal

guidance classes.2d :
Educational sources have explicably supported inservice work exberience
programs. UWhat about business and industries desire to participate,
especially in training and work experience programs for teachers?

Some readers might be leary of the willingness of business/industry
to cooperate in teacher training endeavors, Definitely business/industry
has assisted significantly in the past in high school cooperative educa-
tion and C.W.T. programs when employment of high schaol students might
result in continual employment after graduation. However, what would
be the response or incentive in a work experience program for occupa-
tional teachers? '

Connors, a corporate director, feels "it is quite 1ikely that indus-

try is more willing to be a part of a system which will 1nsuke such

26Maines, P. G., "Reality of Job Experience Projects," Business
Education Forum, Vol. 26, February, 1972, p. 24-25,

27Woodin, R. J., "Occupational Experience in Agrich]tura] Education,"
American Vocational Journal, Vol. 42, September, 1967, p. 25-27.

28| owman, L. J., "Planning Inservice Pfograms for Professional Upgrading,"
American Vocational Journal, Vol. 46, November, 1971, p. 50-51.

29¢ounselor Awareness Program for Vocational Education. Final Report,
Kanawha County Board of Education, Gharieston, west virginia, 1972. (ED 068 652)
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development, It's to industry's advantage to have well~trained effective
. teachers in our vocational school systems.“30 At a conference on personnel
development, the speaker described a comprehensive personnel development
system and industrial success, "come to 1ndustry and ask for assistance
in training vocational teachers in almost any area and 1ndu§try will respond
quite positively. That is something it's capable of doing and'qu1te well,"31
Although there may be some problem in placement in union shops or in health
facilities, in general one can say that business/industry has asuisted
in the past and there is no indication that they will be less Tikely in
the future.
| Another facet of the abi]ity of major industry to respond to inser- 
vice education is the deve1opmeht of industrial in-house personQPI training
programs with competent 1eadérsh1p. These training directors and indus-
trial instructors have innovative training programs and utilize the most
recognized téaching methods. Personnel of this caliber are excellent to
coordinate educational programs for inservice occupational teachers. These
ﬁ'ﬁeaders may also be available for direct service to a school district as
. members of an advisory committee, to make class presentations, or in ex-
change programs.
Co-op college programs are an excellent example of business/industry

working with university personnel. Although co-op college programs have

30connors, John F., "Industrial and Vocational Education - Partners?"
in Competencies of Teachers: Vocationa) Education Shows the Way, Evans,
TerEy, ?gd Tﬁﬁﬁpgog, Editors, U. S. Government Printing Office, Washington,
Da X} 729_]). =7, .

31U, 5. Department of Health, Education, and Welfare, Comprehensive
Vocational Education Personnel Development and Utilization, 6?%ice of
Educatio . Bureau of Adult, Vocational and Technical Education, U. S.
Government Printing Office, Washington, D. C., 1972, p. 239.
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existed since the start of the century, Co-op college personnel in uni-
versities, colleges, and junior colleges are now rapidly extending the
opportunities for students to gain work experience. Moss describes a
preservice co-op program for prospective teachers.

"A viable alternative approach is the conduct of cooperative
education programs for prospective career teachers. For
example the student may be expected to spend from one to
two years of a five-year teacher education program in super-
vised work experience for which he receives college credits.
Sometimes, students can work full-time during the day and
attend evening classes. The planned and supervised work
experiences that are provided have several potential benefits:
(a) The kind and amount of job and activities can be chosen
to satisfy individual student requirements; they can provide
highly specialized in-depth experiences or be drawn from a
wide range of occupations, occupational clusters, or even
occupational fields; (b) on-the-job experiences can be artic-
~ulated with in-school experiences and analyzed to highlight
their instructional significance; (c) firms can be chosen
that utilize "advanced" practices to insure that future
teachers will at least start their profession by being ahead
of the current "average" in the field; and (d) the increased
Tiaison with business and industry can only be profitable to
teacher education programs and staffs,"32

Co-op programs that are planned with practical experience in the
student's major field allow for the development of competencies needed
during initial years of teaching. This further utilization of busineSS/
industrial organizations reveal the ability and desire to assist educa-
tional institutions in personnel development.

Few studies or descriptions of inservice work experience programs
for teachers were found. Likewise, seldom will one hear of a graduate
program which provides for credit for cooperatiQe programs with business

and industry. At Eastern 111inois University, a couple of departments

32Moss, Jerome, "Assumptions Underlying Preservice Programs for
Beginning Level Vocational Teachers" in Chanyjitg the Role of Vocational
Teacher Education, Evans, Rupert N, and Terry, David R., Editors, McKnight
and McKnight PubTishing Company, Bloomington, I11inois, 1971, p. 55.
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have graduate courses listed in which students might gain work experi-
ence:’ however, seldom does a student sign up for these programs. There
seems tb be a lack of advertisement and arrangement for participation.
The University of i1linois and Southern I1linois University have offered
a course which requires a planned program of work experience in an agri-
culturai area. Also, Indiana State Universitv offers minimal opportunities
for co-op programs at the graduate.level. One cooperative program to be
launched next year_at Adelphi University, New York, is limited to gradu-
ate students in the School of Business Administration and in the proposed
School of Banking and»Money Management. Personnel at the Adelphi Univer-
sity are presently identifying stations among metropolitan haw York firms,33
There have been several attempts to utilize the expertise of busi-
ness and industrial personnel while developing competencies of teachers
through exchange programs. One atudy34 reported this interaction created
a meaningful experience in cooperative educétion and resulted in improving
teaching competencies "in serving youths with special needs." It was
revealed that both vocational teachers and business/industrial represent-
atives expressed a greater appreciation and understan&ing. However, in
“the conclusion, the author indicates that there was some difficulty in
certain situations to gain cooperation from agencies,

Connolly and Maquire3® describe a unique research model titled

33pender, James F., Letter concerning a cooperative program at Adelphia
University, Garden City, Long Island, New York, February 19, 1974,

341he Professional Internship Exchange Program in Vocational Education,
%agtgrg Wag?ington State College, Cheyne, Washington, 1971-1972, p. 54.
ED 069 88 :

35Maquire, Louis M, and Connolly, John A., "Employer-Based Career Educa- .
tion: The RBS Model" in Sixth Annual National Vocational and Technical Educa-
tion Seminar Proceedings, Gorman, Anna M. and tTark, Joseph F., Editors, 1he
Center for Vocational and Technical Education, Ohio State University, Columbus,
Ohio, March, 1973, p. 41-61. :
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Employer-Based Career Education which utilizes the services of business
and industry in career exploration., They believe the vast potential of
employers for providing career education has never been fully exploited
or even systematically explored. They expressed the following views:

. . . employers of all kinds are beginning to recognize an
obligation to contribute to the educational process.

Most employers are uncertain about the role they might play

in the educational process; communication between educators

and employers is typically poor; administrative and legal
barriers sometimes hinder close cooperation; and some employers
are unable or unwilling to risk financial loss. Therefore,

a central problem of the present effort is to explore the
extent to which employers can contribute to education.

There are as many reasons for employer participation in
the program as there are employers willing to participate.
Some employers recognize an obligation to contribute to
education; others are motivated by public relations; and
sti11 others influenced by strong appeal from the local
Chamber of Commerce. Tax credits, financial reimburse-
ment for expenses, the possibility of getting better-
trained employees, the belief that business can educate
students better than scggols--a11 play a part in the deci-
sion of some companies. ,

Responsibility for Inservice Education

It has been expressed that educational authorities recognize the
importance of a continuing program of self-assessment and inservice
education. Likewise it has been pointed out that business and industry
has cooperated in various types of skill upgrading and work experience
for students at different levels, However, there has not developed
any extensive program of internship for teachers. Who is responsible
for providing a means so skill upgrading aind work experience may be

achieved?

36Gorman and Clark, op. ¢it., p. 50-52.
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Evan's suggests that "the responsibility for inservice education
falls squarely on the shoulders of the individual teacher."3’ He rec-
ognizes that local school districfs, professional and occupational
organizations, state education agencies, cmployers of vocationa]leduca~
tion students and institutions of high education all have obligations
to provide opportunities that meet the teacher's need. A major'weakness,
stressed by Evans, is the lack of effective administrative structures
to facilitate inservice education planning.

Anothér source3® indicated that there is a move toward inservice
education being planned and conducted by local education agency espe-
cially in states where laws permit LEA's to provide inservice education
for certification renewal credit. A beljef that a trend as described
should motivate colleges and universitieé to consider extending their
services off-campus is expressed. The concept of the LEA playing this
role becomes more understandable as elementary and secondéry education
staff members complete a terminal degiee, become tenured and become |
~ permanently located. The teachér surplus and lack of mobility to other
communities and into industry allows the local education agency to
design on-going inservice education programs.

A study which investigates the value of inservice education for

nurses presents the following statements.

37Evans, op. cit., p. 194.

38keller, Louis J., "Preservice Preparation of Teachers for Career
Education" in Sixth Annual National Vocational and Technical Education
Seminar Proceedings, Gorman, Anna M. and Clark, Joseph F., Editors, The
Center for Vocatjonal and Technical Education, Ohio State University,
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. The philosophy held by administrative personnel toward inser=-
vice education premeates every aspect of a problem. This
philosophy should be carefully defined, understood and ac~ .
cepted as part of administrative policy. It may be expressed
in terms of premises, beliefs, tenents, or convictions. For
example, the inservice education program might be based on
the following: ’

A conviction that improvement in quality of nursing care

is principally brought about through nursing staff develop-
ment.

A belief that administrative staff personnel have an
obligation to provide opportunities for staff to acquire
and improve skills, knowledge, and competencies,

A premise that every member of staff willingly assumes
opportunities to improve their abilities.

A belief that all nursing personnel strive for success
in their jobs. ‘

A conviction that every member of the staff has a poten-

Cevelon. thoroved: Job atfect venees. and efficiency 39

These beliefs that management has the over-all responsibility for
inservice programs for nurses could be related to the role that local
administrators should assume in providing inservice educational oppor-
tunities for teachers.

In conclusion, one of the greatest failings of teachers, local
administration, andvuhiversity personnel has' been their inability as
professionals to organize appropriate and continuing programs for in- |
service education. Even when inservice programs have been arranged,
major criticism was the lack of relevancy. Sincelmany programs are
developed for diverse groups rather than individually tailored to a
teacher's need, this criticism seems justified. For inservice edu-

cation to become a viable part of the total educational program of

teachers; innovative and individualistic approaches will be réquired.

39Mayne, Marion S., A Guide %o Inservice Educatien for Nursing Per-
sonnel in Nursing Homes, University Extension, California University,
Los Angeles, California, p. 75. (ED 078 272) :
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Stadt reaffirms these points by saying,

"o serve master teachers, several segments of the profes-
sion must make some changes. Local agencies must permit
rank and pay advances on other than fisheats (sic) -of
university-credit bases. Advanced work experience must be
the mode not the rarity for master teachers at the 11-14
levels of career education. Summer work experience for
orientation-level and K-8 teachers should also be rewarded.
Counsellors and other ancilliary personnel could benefit
more from experiences in firms and agencies in the employ-
ment community than they do from many university-sponsored
experiences. Universities will need to acknowledge other
than regular credit producing experience in masters degree
programs. Hopefully, there will be contractual, partner-
ship relationships between universities, local agencies,
the D.V.T.E., professional associations, and hardware and
software 538p11ers to undertake the continual updating
function." _

40stadt, Ronald W., "Acquiring and Maintaining Competencies Through
Other Sources" in Competencies of Teachers: Vocational Education Shows
the Way, Evans, Terry, and Thompson, Editors, U. S. Government Printing
Office, Washington, D. C., 1972, p. H-8.
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CHAPTER 111
* PROCEDURES AND IMPLEMENTATION

Thé ultiméte'goal of this stud& was to develop a descriptive model
which, if implemented, large numbers of occupational education teachers
would gain skill upgrading and work experiences, To gain information
on how a large scale program might be aéhieved, various steps were de-

| signed to provide work experience for a maximum of 14 teachers from all
~ occupational areas. Monies were available from the Division of Voca-
tional and Technical Education for instructional support (allowance for
paying substitute teacher and/or mileage). |
The first step was to seek related material. Two subject areas
were gleaned, inservice occupational education and competencies of occu-
pational education teachers. The investigator found research on inser-
vice education disappointingly scanty for a program that has been an
integral part of teacher education for many years. The literature on
M‘Eompetencies of occupational teachers is almost nonexistent at least
at a level which might be utilized for teacher evaluation and appraisal
in a specific area. V
The research being done by P.O.P._,1 Preservice 0ccupa£10na1 Program

o Project at I111inois State University, is definitely needed, not only
for identification of competencies but for the development of methods
to achieve cbmpe;encies. In this study it would have been extremely |
helpful if there were 1istings of teacher competencies for cach specific

occupational area such as cabinet making or welding. Some teachers felt

1"P.O.P. Progress,” Newsletter, Unpublished Report No. 1, Competency-
based Teacher Education Project, I11inois State University, Normal, I11inois.
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the need for training but had some difficu]ty in describing behaviorial
objectives that they needed to achieve. It then really becomes confusing
to describe expected outcomes if one is not sure what business and indus-
try has to offer in a specific area.

The task analysis studies completed at UCLA2 in health occupations
‘which identifies tasks required in certain spécific occupations (efg.,
Hospital Radiological Technologist) is a type of étudy that needs to be
done in other occupations. A study completed by McCutcheon3 identified
competencies needed to become an automobile mechanic. Studies similar
to these two studies would assist a teacher in self-appraisal, whether
he/she had the expertise to develop student competencies in the teacher's
area of responsibility. Thus a teéther would be better able to pursue

meaningful experiences in this project or other inservice programs.

Advisory Committee

The first major activify, according to the procedures of implemen-
tation, was the identification of an advisory committee. The purpose
of the two-day meeting was to establish a means in which a cooperative
arrangement could be made between teachers and personnel in business
and industry. The advisory committee was made up of representatives
from business and industry with established in-piént training programs,

a vocational director, a school administrator, and inservice occupational

2Reeder, Glen D., Occupational Analysis: Hospita] Radiological
Tect 1010gist, The UCLA Allied Health Professions Project, California
University, Los Angeles, California, 1972. (ED 069 902)

McCutcheon, R. W., A Review of the Labor Market, Manpower Char-
acteristics and Training of Motor Vehicie Repair Personnel, Ann Arbor,

Michigan, 1971." (ED 058 393)
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education teachers. There was representation from all five occupational
education areas as recognfzed by the Division of Vocatidnal and Technical
Education,

The varied backg&ound of committee members allowed the group to
appraise the responsibility of university staff members, teachers, the
Tocal educational agency, business/industry, and Division'of Vocational
and Technical Education as relaéed to this project. Many valuable sug-
gestions were made and it is the opinion of the investigator that the
sessions proved profitable in the development of the project and educa-
“tionally valuable to all participants. The members from business and .
industry were most pleased to have the opportunity to share their vieWs.
A 1istihg of the membership and some of the recommendations made by this

committee may be found in Appendix A.

Interview with University Administrators

The next task was to interview occupational education departmental
chairmans and deans regarding their feeiing about the project. These
interviews weré especially important not only to share ideas with these"
administrators but to gain their approval of offering another.1ncent1ve
.to possible teacher participants in the way of credit. The following
is a listing of questions asked:

Should cooperative education be a required course at the
graduate level?

How many hours of credit should one be able to receive
through work experience? Maximum?

Could one receive credit under a present course 1isting
titled such as "Independent study?"

Should a grade be assigned? On what basis should tbe grade
be determined « student work report, employer evaluation,
coordinator's evaluation, term paper or project, others?




Would a staff member be interested in substituting for an
occupational teacher out-in-the-field?

What would be your suggestions for appraisal or evaluation
of a teacher-participant? (establish needs of teacher)

What kind of feed-back would you desire in order to give
credit? .

The results of these interviews indicated a very positive response
towards the acquiring of work experignce. Each administrator identified
teachers who would probably be willing to supervise and assist in this
1nservicé project. At the conclusion of these meetings, arréngements
were made through the Extension Office for procedures of enrollment of

eventual participants who might desire credit.

Selection of Teacher-Participants

Recommendations by university faculty members and local area admin-
istrators were the foundation for selection of participants. Since it
was desirable to'include teachers from all occupational areas, faculty
members were contacted repfesenting Business Administration (Dr. Dayton
Chase, Eastern I11inois University), Home Economics (Dr. EVelyn Melloh,
Eastern I11inois University), Agricultural (Dr. Paul Hemp, University
of I11inois), Health Occupations (Dr. Jack Richardson, tastern I11inois
University), Vocational Guidance (Dr. Paul Overton, Eastern I11inois
University),>and Industrial Arts and Tgchno!ogy (Dr. Gene Strandberg
and Mr. Howard Neims, Eastern I11inois University). Several area school
administrators, Mr. Ken Caraway, Robinson High Schtdl, Mr. Gene Purdy,
Mattoon High School, Mr. William Rosser, Decatur Area Vocationél Schoo]}
Mr. John Garth, Urbana High School, were briefed and their suggestions
of teachers who might desire to participate were sought. It seemed desirs

abie to in¢lude no more than two teachers from any one school district.
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After identifying possible teacher-participants; each teacher was
interviewed regarding her/his feeling about the project and her/his
desires to participate. 'If a positive response was received then a
school administrator was contdcted. There seemed to be nc pattern for
approval by the school administration. Of the eleven schools cooperating
in the study, at least rive aqmin1strators requested board approval and
in two cases, it was definitely a board decisioh, not the super1ntendent's
decision, for the teacher to participate. In two cases, it appeared to
be the vocational director's decision. Sometimes the principal was by=-
passed and thg decision was made by the superintendent. Usually in the
smaller school districts the investigator would expect to have a confer-
ence with the principal and the superintendent and then-wait'for board
approval. In at least three cases, board abproval was given during a
special school board meeting as school bourds were meeting'during the
spring to settle other matters. This process of administrative approval
delayed confirmation of enrollees, possibility of a pre-session, and
eStablishment of agreements wilh business and 1ndustry.

One of the hang-ups of developing a large scale program of inser-
vice work experience during the school year will be the lack of local
school administrative approval, especially in smaller school districts.
In this investigation, there were several cases where principal and |
superintendent were distinctly separated in a felt need for inservice
work experdence. It was disheartening to talk to one administrator
with a very positive opinion and then discuss with another administrator
in the same district who was véry passive or at most, luke warm to the |

concept of released time for inservice education.
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A number of thoughts and opinions were stated by administrators.
Almost invariably a concern was expressed about taking the teacher out
of the classroom. Such comments as, "no person 1ike the real teacher,"
"I am thinking about this year's student," or "not sure the gain is
worth the expense to present students" were expressed. Another admin-
istrator exclaimed "I can't get a substitute that does the work that
he does (in reference to the teacher)."

Most administrators thought of a few days but nof twenty days‘of
released time. .. In actuality, seven of’the teacher participants com-
pleted the‘minimum of 40 hours. In rural areas, substitutes are not
available in every occupational aréa; therefore,_certafn teachers would
not Be able to participate in a released-of-duty inservice program. |
One teacher‘stated that he would only agree to participate for the min-
imum of five days and would not want to be out of class for more than
one day at a time.

Two occupational education faculty members for which there is no
substitute available are the vocational guidance and co-op teacher.
1In this study the co-op teacher-participants received one-haIf day
released time for their classroom responsibilities but were expected
to cover on-the-job supervision or another regular teacher in co-op
would assist in supervision. Although several vocational guidance
teachers were recommended and four teachers and their administrators
were visited personnally by the invéstigator, no vocational guidance
teacher was enro11ed'in the program. Primary reason given was that
there is no one to take her/his p1a¢e.

| The other most frequent comment made by administrators was "why

can't it ba done in the summer time."  One administrator expounded
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'several times by saying "l can find a11 the teachers you need if it was
during the summer." The idea of é}sma]]_payment, plus credit and during
the summer would probably appeal to many teachers. This point of summer
internship was expressed by several teachers and administrators.

One teacher in vocational guidance expressed that he could do the
same thing during his tenth month of ehﬁloyment. He felt there was no
advantage in enrolling in the project and missing school days. His
administrator agreed. The conference with the superintendent and teacher
probably was fruitful because the teacher is more apt to carry through
with a survey of job needs of industries in his geographical area., Sim-
ilarly, another administrator stressed the fact that his school board

believes that it is the teacher's responsibility in the summer tc gain
- needed competencies.

Two=administratoks and a school board were concerned about approving
a program for only occupationalleducation teachefs. What about other
teachers in the district? One administrator stated he would have to
justify the participation of the teacher as a special program or set-up
some program for another teacher nof teachfng in an occupational sub-
ject. One school board initially took the position that it would not
consider approval without another program for the teachers. Without
a doubt this will be a problem of implementing an inservice work experi-
ence program for occupational teachers on a large scale when teachers
in other areas feel the need to attend workshops, complete visitations,
etc., but are unable to receive released time, or at most, two days
during an academic year. |

Three administrators thought about the concept of released time

and credit. One administrator, in reference to the receiving of credit,
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said "that the school district has never given released time to gb to
school - a new idea." A vocation director felt that the téacher would
receive benefits three ways - receiving regular pay, gaining credit
and advancement on the salary schedule, and having a substitute teach
“his/her class. To ask a teacher to relinquish regular pay to partici-
pate would cause the project to die., Of course, credit was offered as
an édditional incentive to participate and to plan a more profitable
experience, !
In reference to credit, almost a11-teachers expressed an interest
in credit, either board or university credit. About two-thirds of the
teacher participahts will receive some type of credit from completing
some curriculum project're1ated to their internship and/or their work
experience. Hdwever, it must‘be recognized that a higher percentage
of teachers have their Master's degree plus hours and do not desire
Mm“”*credit. One vocational director said that the present school board
was not encouraging the pursuit of cred*t. The explanation was that
it would mean advancement on the salary schedule and higher salary
expenditures. o | |
The question was asked'whether industry would pay for any work
production cqmp1eted by the teacher. No specifications were set-up
which would not allow for payment but each participant was informed
that any payment shou1d.be reported back to his school district., It
was expressed that the teacher should not recei?e regular full pay
and monies beyond normal expenses of travel and meal expenses. One
administrator told of the school district's procedure for handling
feacher payment during released time for jury duty and National Guard

duty. The teacher is paid the difference between regular pay and what

©
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Hd

he is paid from his special duty. This procedure appealed to otner
administrators who thought of possible wages earned during released
time. |

Just as teachers would not have participated if there had been

" a substantial loss in salary, neither would school district personnel

have given approval of released time if other mqnies were available
to'pay substitutes. No indication was giVen to administrators about
cost coverage of substitutes untii the investigator haé some under=
standing of the position taken by the administrator. One administra-
tor, when asked by the investigator about paymént for the substitute,
said that the school would just have to find the money. This was the
only response by an administrator that the local school district might
attempt to pay for substitute expenses. o

Several teachers expressed the feeling that the administration
and schodl board would be more 1ikely to accept and approve the ré1ease
of time since it was being conducted by a university in the area. The
investigator also felt that few individual teachers would be able to
achieve released time for work experience even by paying their own ex-
penses, paying substitute expehses, and still receive regular compensa-

. tion.

Internship Experience

Each participant was asked to complete a form describing the need
for work experience or exposure in the world of work. They were also
asked to state the objectives which they hope to achieve and relate
these objectives to their teaching. Certainly, teachers express a very

positive attitude and feeling of need for work experience; however, some
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hao difficulty describing specifico11y what they would accomplish and
relate their pursuits in forms of behavior objectives.

0f the twelve participants, five teachers identified and established
their own work stations with approval of the investigator. Three of
these five received letters of 1ntfoduot10n which may have been used
in the initial contact with employers. Two participants.were assisted
by fhe investigator and other university faculty in establishing work
stations. In the other five cases, personal arrangements of the teacher-
participant's work schedule was made entirely by the investigator. For
one teacher, letters were sent to ten different.emp1oyers or managers
to confirm an observational study of printing methods. In the other
four cases, the investigator personally visited ten business or indus-
trial employers or managers to arrange the schedule. Only one employer
refused to participate. He said, "not even salesmen dare to come to
his establishment during this season of the year." He felt that his
employees were too busy during the spring to become 1nv01véd. Approval
of union representatives was necessary in two job situations.

At the completion of their work experience, each participant was
asked to complete a brief appraisal of the cooperation of the empioyer
or manager and the value of their experiences (See Appendix C). High
praise was given to employers for their willingness to share their own
personal experiences, answerr questions, and arrange for work experiencés.
Only one station was not recommended for future placement of teachers,
and according to a report by employers and managers, all indicated that
they would be willing to participate in a similar study again.

As the result, all teacher-participants expressed strong support

of inservice occupational education which includes work experiences.
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Teacher-participants revealed how these experiences have already or will
affect their teaching next year. Five teachers are developing teaching
materials (slide pfesentations and career information) relative to their
work experiénces. One teacher has been offered the use of an industrial
sewing machine from a participating firm for classroom use. Another
teacher had the opportunity to use extensive display materials from his
work station in class activities. Other personal comments of teachers
are included in appendix.

A brief blank report sheet (See Appendix C) was sent to all business/
industrial establishments cboperating in the study. These responses
indicated a continued willingness to participate in similar programs,

a point of view that these experiences are meaningful and valuable for
the teacher and a feeling that cooperative arrangements of this type
are mutually beneficial. Several employers checked that there are
emp1oyment opportunities for teachers during theHEummer time.

The following are written statements by employers or job super-
visors in response to the question, "Would you briefly express your
feelings about this type of cooperative arrangement?"

I perscnaﬁ]y feel it is good for the D.E. coordinator to
becomg more aware of their students working environment.

We are willing to participate in your program with the
hope that training to future employees will benefit our
organization. :

I think it is a very good arrangement. He will be a better
teacher because he knows what is going on in the world of:
work.

Beneficial to the health facility 1) public relationwise

2) satisfaction that "our story" may be shared with counse-
lors. Benefit to participant 1) first hand experience with
health care personnel 2) personal feeling of "knowing."

Too short, but under the circumstances I can't suggest an
alternative that is better.
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Some teachers have not had the chance to see "»n the job"
application of various new materials which have become
avatlable since their schooling and consequently more
"exposure" is good.

Very good, both can gain knowledge.

Excellent, would have 1iked to have more time with him.

I feel it is worthwhile for the instructor to get the
true picture of what his or her students need to know

to prepare them for this work,

This arrangement could lead to potential employees being
better prepared to take their place in industry.

In a final analysis, it could be said that these teachers had
extremely profitable experiences because of a concern and personal
effort on the part of business and industrial personnel. The teacher
and job supervisor are the two key people in cooperative education.

- One activify requested by D.V.T.E. was to consider the concept
of relcasing University staff to serve as substitutes for teacher=
participants. Without a doubt this type of internship for university
occupational education teachers is highly recormended and desirable.
However, the matter of substitutes for the university staff member
poses a problem; On the college campus, staff members generally cover
or teach each other's class when a member is abﬁent. The concept of
fellow staff members teaching another staff member's class when that
staff member is gaining updating type of experience has never been
explored. One staff member said he desires and would be willing to
serve as substitute for a co-op teacher but for an extended period of
time such as during a vacation break, One staff member did serve one’
day as a substitute. It was on a day in which the staff member had
only one night class and could cover both assignments. This idea needs

to be pursued more thoroughly.
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Evaluation Conference

An evaluation conference was held to determine strengths and weak-
nesses of the program, seek suggestions for program improvements, and
identify further steps. The. conference members were composed of the
teacher-participants, of representatives of business and industry, of
local school administrators, of university staff members, and a repre-
sentative fﬁom D.V.T.E. Considering the size and interest of the group,
it would have been advisable to have a two-day meeting (See Appendix D).

Much of the time was spent receiving reports by the teacher-partici-

pants. Their comments of highly satisfactory work experiences, were
| extremely inspiriné and was the focal point of the session. They cap-
tured their listeners attention with an interesting and sometimes
humorous dialogue describing "how it really is."

A 1imited period of time was ;pent in small groups, a]ldwing for
exchange of ideas regarding.this work experience program and the possi-
bility for furtherraction. Several questions were posed for specific
groups - teacher-participants as one group, representatives from business/
industry'as another group, area administrators and university faculty
" as the fourth group. (See Appendix E)

The teachers felt that most occupational education staff members
in their school would participate in a similar project. In regards to
_ incentives, college or school credit, being paid for working, reimburse-
ment for experiences, and possible extended contracts were listed as
being necessary for other teachers to participate. There were mixed
reactions to the requirement of work experience for continued cértifi-
cation and/or program reimbursement. The majority said "definitely

yes" although others were not sure or would pl.ze certain restrictions
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prior to acceptance of regulations. One teacher said this type of
requirement should be "an individual school district's philosophy."
"Acquaint the administration as well as the occupational teachers"
was one final comment. |

The responses by the other three groups were veryApositive. A
generalization based on the discussion would be that the administra-
tors and faculty members were moved by the testimonial of the teacher-
participants. The administrators expressed several significant points,
one bein§ that any new program would have to be weighed and appraised
in consideration of all teachers not necessarily just occupational edu-
cation teachers, and most school districts would .need special funding
for a comprehensive program in inservice work experience program. The
university faculty members felt the time is now for occupational edu~
cation aepartments on campus to coordinate and provide credit for work
experiences for teachers. |

In the process of conducting this project, the investigator felt
that there were several significant problems. The difficu1£y in gaining
administrative approval and released timé was most trying in several
cases. The concept of giving special consideration to one teacher to
be absent from the classroom for several days was a new and real issue.
Concern about opinions of board members, other teachers, parents, and
present status of students in class, were revealed in conversations
about releasing the teacher from teaching duties. Although substitute
teachers were generally available to conduct classes of the teacher-
participants, this would be a major problem in a large scale approach

especially in rural areas.
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Just as the administrators were confronted with a new cdncept of
releasing a teacher for several days, the teachers were asked to iden-
tify their needs (self-appraisal), describe their needs in behavioral
terms, and relate those needs to experiences that might be achieved in
work experience. It was apparent that this was a common problem for
several participants just as other teachers had difficulty going to an
employer who they did not know and ask for observational and work experi-
ence opportunities. Finally, in some job situations a teacher will only
be able to be a "puppy dog," "shadow," or an "inquisitive pup." He may
lack the skill or expertise or may not be allowed because of union regu~
lations to gain actual hands-on experience. In conclusion, most of the
problems were an initial confrontation within individuals in which feel-
ings would be altered by recégnizing the need and realizing the results

of these experiences.
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CHAPTER 1V
CONCLUSIONS AND RECOMMENDATIONS

This project was involved in determining the means by which occu-
pational education teachers could receive released time for a minimum
of 40 hours to gain skill upgrading and work experiences. Initially,
two obstacles were most mentioned - whether business/industry would be
receptive to utilizing or providing work acfivities for teachers and
whether teachers could participate during the school year. The cooper-
ation of business/industry was excellent although there was some diffi-
culty in gaining released time of teachers.

Initially, seven major steps were identified. They were listed
as follows:

1. Select an advisory committee for validation of program design.

2. Design a delivery system for assisting individual teachers in
obtaining and updating technical knowledge and skills.

3. Meet with the advisory committee to review, evaluate and refine
proposed program.

4, ldentify target population and enroll them for credit.

5. Validate the proposed delivery system using ten inservice occu-
pational education teachers.

6. Conduct evaluation conference with interns and participating
employers to identify strengths and weaknesses of the program,
datermine program improvements and identify further actions
steps. '

7. Determine costs and feasibility_of program expansion,

Steps 1-6 are described in Chapter I1I, titled Procedures and Imple-

mentation. This chapter will describe a model that could be followed to
develop an inservice work experience program in which teachers would receive

released time, and recommendations for further action.
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MODEL_FOR_THE DEVELOPMENT OF AN INSERVICE WORK EXPERIENCE PROGRAM

Administrativg Structure

Cooperative planning resulting in work experiences gained by teachers

have not occurred due to the lack of an administrative structure and fund-
ing. Since teachers from many school districts are involved, then a state
or area-wide administrative structure is needed. The University, striving
to extend services to area communities, would be a logical home base.

Of vital importance in the development of an internship program is
the selection of a coordinator. The coordinator will be interacting with
various groups - lccal school administrations, occupational education
teachers, county and state educational agencies, and business and industry.
It will be his/her function to identify services and contributions these
groups can make.

To assist the coordinator:

Cooperative Inservice Education Committee - composed of program

coordinator with university occupational department representatives

(1 each). Primary function would entail development, coordination,

and administration of programs. ' .

Advisory/Evaluation Committee - composed of. representatives of area

teachers, LEA, business/industry, and university (representation

from a cross-section of occupational area, from industrial giants

and small businesses, and large and small schools). The utilization

of this committee can result in guidance and support in virtually

every phase. .

Departmental Personnel - assist in the development and supervision

of individual programs - credit and non-credit. Teachers and depart-

mental supervisors must develop a planned program according to the

general and unique needs of the teacher which would be acceptable
by business/industry. -

Responsibilities of Cooperating Parties

'University, local education agency (LEA), teachers, and business/

industry.
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University Coordinator

' Seiection of the advisory committee and the ‘inservice occupational
' education committee.

ldentification of financial resources - approvai of funds for
development and implementation - consider D.V.T.E., H.E.W., oOr
general budget allocation for new programs.

Evaluate present internship programs on campus.

Visit other universities with similar types of programs such as
co-0p programs. ,

Arrange meetings with occupational inservice education committee
to develop proposed inservice work experience program (design
- panphlets of information for recruitment of teachers, designate
~ course numbers and description, establish variable credit and
fee payments, non-credit and credit), agree on format for orjen-
tation of enrollees, supervision, post-session seminar, follow-up,
“and approval of general plan of implementation.

~ Arrange meeting with advisory committee to evaluate proposed
program and to identify possible stations and participants.

Identify staff members from octupationai education departments
who will assist in the development and supervision of individual
programs. |

Survey administrators about possible inciusion of LEA staff
members in an “inservice work experience program. Probably best
to make a personal presentation at group gatherings o adminis~
trators to expiain program, ,

~ Survey teachers about p0551b1e enrollment in program. Again any
personal opportunities to explain pregram before a large group
wou]d be advantageous

Seek personal interviews with managers and owners of business/
industrial concerns by use of survey letter or personal telephone
call, Do not rely on commitment to the program and a work station
through correspondence.

Assist in tae general coordination of the program by advertising
program, arringing registration, and other administirative matters.

Arrange for pre-session orientation and post-session evaluation
meetings with supervisors and teachers.

Utilize inservice occupational &ducation and advisory committees
to assess progress and determine necessary changes.

Seek participation of universiiy faculty members as substitutes
for teacher-participants. '

ER\(]
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Consider for Further'DavaIOpmant

Develop a placement center which will identify work stations-for
inservice occupational education teachers,

Design workshops where 'several teachers with common needs may
become aware of new skills, methods, and equipment. Location
of the workshop may be on university campus, move likely at a
community college, or at a business/industrial site.

Lonsider ways that LEA's may identify and encourage,teachers to
pursue an on-going continuous program of inservice education.

Develop library resource. which would include publications (peri-
- odicals, newsletter) abouv changes in technology and manpower
needs, and sources of information describing competencies and
self- appraisal

University Departmental Supervisors

Conduct a pre-session for interviewing and identifying teacher-
~participants. Provide an opportunity to assist teacher in self-
-appraisal, in identifying short and long range goals of inservice
education, -and--in structure behavioral objectives-to-be achieved
in work experience programs.

'Seek tentative LEA administrative approval of teacher enroliing
in program and arrangement far enrollment in non-credit or credit
course.

Assist in the identification of business/industrial work stations
and scheduiirg of work activities ~according to competencies needed.

Establish individual plans which define the responsibilities of
the teacher-participant, job supervisor, and university depart-
mental supervisor. Seek mutual approval.

-Comp]ete a periodic assessment of progress of teacher~-participant
through job site visitation and personal evaluation. =

Arrange for news release explaining participation by teacher.
Conduct post-session conference and final evaluation.

Send letters of appreciation to JOb supervisors and LEA administra-
tors.

Local Education Agency (LEA)

Assist 1in the pre-assessment of needs for inservice education.

I T TP
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~ Agree to training program, release of the teacher from teaching
resgo?sib111ties, and provide a substitute during period of
training,

Evaluate the effects of the program {disruption of schedule,
community relations, behavior modification of teacher) and con-
sider phe needs of other teachers for inservice work experience.
- Send a letter to job supervisor expressing appreciation'for
teacher training opportunities.

Teacher-Participants

Agree to relinguish teaching responsibilities for a short period
ol time and participate in the program.

Agree to attend pre-session orientation and post-session evalua-
tion conference,

Complete a self-appraisal as to the need for work or skill up~-
grading experiences. . '

~ Assist in the development of a personal plan by identifying |
_behavior objectives. to be achieved, by accepting work station =~ =
and work activities, and by reporting activities_on-the~dob. :

Provide necessary course outline and materials for substitute

so classes may continue with 1imited interruption.

Fg]fil]'credit and/or LEA requirements as described in her/his
plan. |

Write a letter of appreciation to job supervisors and send a
report to LEA administrators and school board.

Complete a follow-up report on the effectiveness of training pro-
gram as it has affected teaching or student relations. '

| Business/Industrial Organization

~ Determine by What arrangement the teaéher-participant might gain
 work experience. ‘ o _ ,

Identify and recommend 1earnﬁng activities appropriate to the
needs of the teacher.

Agree to provide a work station and to designate a job supervisor.

Aséist in the evaluation of the teacher as described in training
plan and achievement of objectives. ‘
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Evaluate effectiveness of the program and consider future role
for training of teachers (explore possibility of financial reim-
bursement if appropriate, possible summer emp]oyment, possible
exchange program, etc.).

Most educators would accept the concept of an on-going program of
work experience for occupational education teachers; however, few oppor-
tunities have been provided in the way of a structured educational pro-
gram or an administrative structure for individually planned programs.
Therefore, for this brogram to be a success there must be continuous
publicity so the administrators and'teachers give greater thought and -
‘attention to 1nservice occupational education needs and realize that
"means for training exists.

Feasibility and Costs of Prov1d1ng a Similar Program for Large Numbers .
e 0F. Teachers._.in _I11inois S

Reports from the evaluation conference members revealed strong sup-
port for inservice work experience. This response was emphatically ax-
pressed and received from teachers, administrators, univérsity faculty,
and personnel from business and industry. Even throughout this {nvesti-
gation there was no negativism expressed about the philosdbhy of teachers

| seeking work ekperiences.' There were sbme problems in gaining approval
for releasing teachers and in finding substitutes. There were suggestions :
that programs similar to this program could be best conducted during the '~ “
summer. Regardless, the tone of the evaluation conference was;right~on,v'
to strive forward immediately, and 1mp1ement'this program SO lérge‘numbers
of teachers might enroll.

Cost of a program of this nature would have to be provided by some

oufside tunding agency. Major costs incurred in conducting a similar

program would be:
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1. Salaries for coordinator and departmental supervisors. A
full time load would be approximately 30. The coordinator
may administor the program and supervise some educational
training plans of teacher-participants. It would be assumed
ghat mozg of the participants would be completing projects

or credit. :

2. Secretarial assistance and office expenses. A large scale
program would require at least a half-time secretary and
budget to cover significant number of mailings and telephone
inquiries and responses.

3. Transportation for program supervisor. Although it would
be impossible to visit every participant at each station,
one should attempt to visit the station and assist in the

. development of training plans or visit the teacher on-the-
job., This contact is especially important in developing
continuous work agreements. One disadvantage of short
term work experiences is the inability of a coordinator
or ?ugervisor to visit the station prior to and during
activity. . . v

4, Cost of substitutes. In order to implement and maybe con-
tinue a program which releases teachers, monies will have
_ to be allocated for payment of substitutes. _Local school ... . =
districts will not provide monies for special inservice
programs for only occupational education teachers. Average
cost in the study for substitutes was approximately $140.00.
Average day cost was approximately $28.00. o

5. At least, initially, travel expenses of teacher-participants
should be paid. This includes travel to the work station
and to pre-session and post-session conferences. Average
cost for 12 teachers was .approximately $50.00. Several
teachers traveled within their own communities while others
traveled as much as 160 miles from home community.
It would be impossible to predict the actual numbers of teachers
who would desire to participate and could receive released time. The .
key factor would not be the teacher's willingness but administrative
approval., From the standpoint of repeating‘this activity, it would be
reasonable to expect and desirable for a teacher to participate at least
every three years. The teacher-participants, immediately following

their work activity, l1isted other vork experiences that they desired.

©

ERIC

PAFulToxt Provided by ERIC




50

To be more realistic in determining actual costs, a similar pro-
gram should be conducted involving a larger number of teachers that
enrc1) into the program as if it was an extension class conducted by

the university. -

Recommendations for Further Consideration

The first part of this chapter describes a program of inservice
work expérience'whigh inVo]ves ré]eased'time of teachérs. The-f011oﬁing
recommendations and suggestions are férla comprehensive inservice occu-
pational edugation program and not one of_"just" released time. Included
~is a description of an administratng structuring of fnservice work ex-
périenée programs, and a description of the responsibilities of a univer-

sity, of LEA administrators and of occupational education teachers.

A, System of inservice work experience. Any system of inservice
work experience ;hou1d be-a part of a total program of inservice occu-
pational education; any system of released time of teachers to gain work
experience should be a part of a total comprehensive program of work
experiences. Therefore, it would be recommended thaf brogram develop~
“ment and administrative structuring of inservice work experientés of .~
occupational education teachers take several approaches. |

(1) The program shou1d provide tﬁe opportunity forvsome teachers
to receive release time from teaching. Some work experiences can be
'gained only during certain seasons. For éxample, the summer months -
are a very slow period of time for retail floral shops. Therefore this
type of experience really can only be gained while school is in session.
The second reason is that there are some teachers who will not utilize

summe:~ ~onths to gain needed skills or experiences. Released time may
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be the only way to provide an incentive for some teachers to gain work
experiences,

(2) There should be opportunities for teachers to achieve work
experience during vacation breaks and prior or immediately after. summer -
school. This past year,‘an Eastern I111nois University Busihess Edu~-
cation instructor worked for Kelly Girls in St. Louis during the Christ~-
mas break. This organization provides secretarial assistance for busi-
nesses when they have a person on vacation, a person i11 at home, or a
need for additional temporary help. This could be an excellent station
for a person teaéhing in office occupations to géin experience with pay.

(3) The program should provide an opportunity for work experience
during the summer time. 'These experiences may take the form of work-
shbps that are conducted ih cooperation with business and 1ndu$try to
provide skills necessary for the teaching of occupational courses, or® -
limited work experiences in business and industry. "Methods of enticing

"teachers to enroll in these programs may beAthrough scholarships by
business/indUstry, or payment of sun comparable to substitute pay.
There should be planned summer programs of educatfon and training in

- which fhe teacher could receive summer employment but, also, achieve
her/his objectives. Other types of summer employment should allow the
teacher to work a shdrt perio& of time in one job situation and rotate
to another job. | |

" (4) A comprehensive program should identify scholarships from
business/industry. For example, the American Cancer Society presently
coordinates a one-week hospital based prbgram for health teabhers.
There exists the need for expansion of these kinds of opportunities

plus the exploration of new funded programs by business and industry.
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B. Organizational strdcture. It would be recommended that a
consortium of universities would arrange for skill upgrading workshops,
for observational experiences, and for sUperViéion of work gxperience
in various parts of the state. This past year Ball Stafe University,
~ Indiana State University, Illinois Staté University, Northern'111inois
Universify, and Southern I11inois University established a cooperative
professional practice consortium. These five schools were awarded a .
$20,000 plaﬁning grant by the Department of Health Education and Wel-
fare to dévelop a joint institutional co-0p program, Eastern I11inois
Univeksity has been invited to join this group as a member. Their
function could be expanded to include inservice work experience for
graduate credit. The consortium or another agency shou1d conduct an
investigation of possible inservice work'experience Qtatibns in major
industries. -

| An organization with key persbnnel is the American Society of
Training and Development (ASTD). This national organization has a
very actiye chapter in the Central I11inois Chaptek of ASTD. Member-
ship‘is primarily composed of persons in training and education, in
personnel relations and in public affairs, ahd are represéntative of
major business and industrial organizations. These members know fhe
procedures of education and training and could arrange activities of
ski11 upgrading and a work experience for teachers., Since they are
ﬁore Tikely to be community minded, understand -the need for éontinuous
progkam of education and training, and are involved in in-plant educa-
tion and training programs,these members could unlock the door for
agreements with Fiat-Al111s, Caterpillar, State Farm Insurance, National

Restaurant Association, General Electric, and other companies to which

I
f
i
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they.are employed.- Several teachers éontacted during this study stated
that the program conducted by the National Institute for Foodservice
Industry/Nationi, .estaurant Association in cooperation with D.V.T.E,
was excellent. Two teacher-participants had excellent experiences at
Decatur Caterpillar and Sbringfie]d‘s St. Johns Hospital because a rep~-
resentative from each of these firms understood the concept of a plaﬁned
program of training and development of personnel}

Joint agreements with several universities would be advantageous
in the identification of stations; scheduling of teacher=-participants
at wbrk stations and/or in training programs; and coordination‘and
supervision of teacher-participants with personnel in major businéss'
and industrial plants. To this investigator, this would be the type
of an_innovativé, cooperative graduaté e@ucatiqn endeavor that could
receive approvai and financial support from the Higher Board of Educa-
tion in I1inois. |

C. University responsibilities. It would be recommended that

each university in the state serve as a coordinating agency to admin-

ister a program of inservice work experience under a cooperative arrange-
ment as previously mentioned. Presently, Eastern I1linois University

is progressing towards multi-programs of preservice occupational educa-
tion. Several departments have established an organizational structure
for supervising work experiences and have approved courses for credit

for preservice work experiences. Most activevin this area has been the
School of Home Economics. Departments have independent graduate study
courses which may be utilized for giving credit for work experience,

The School of Education (Guidance), the School of Home Economics, the

 school of Industrial Arts and Technology, Department'of Business Education
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and the Department of Health Education make up the Occupational Teacher
Education (OTE) Committee. The university's placement service could

become a placement agency for summer employment of teachers in business
and industry. In'esseqpe, this paragraph reveals independent organiza-
tional units on Easté;h I11inois University campus which could develop
a viable program. | |

New monies would be needed to develop frame work for éonducting
work experience projects, to investigate cooperative arrangements with
buSiness/industry, to advertise programs to administrators and teachers,
and to implement programs. This would require a 3-year commitment.

D, Local education agency (LEA). Just as the university has a
responsibility to assist in a program of inservice education, so does
the IdCal 5ch001 district. Maybe local school districts have the basic
responsibility to know and insure that teaching personnel keep abreast
of changes and maintain competencies. Regafdless, a'bomprehensive inser=
vice work experience program for teachers would require excellent assfs-
tance and coopération frovaEA administrators.

(1) Local schoo] district personnel need to assist teachers in
se]f?appraisal 50 thaf needs for tfaining can be identified.

(2) A local district's one-and-five plan should describe in detail
plans for inservice education conducted by the school district and the
participation by individual teachers. The district's plan should specif-
ically identify inservice work experienée activities of all teachers.
Where new courses are proposed in the one-and-five year plan, there
- should be disclosed additional inservice education activities of the
| perspective teacher. During state-wide school evaluations, the evalua-

tion team identifies program weaknesses in an occupational area and a
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need for greater teacher competencies. The description iﬁ the district's
one-and-Tive year plan sﬁould explain program changes relative to the
evaluation report.

(3) Individual school districts need to provide incentives for
achieving work experience. The granting of board credit, the awarding
of a scholarship that provides foﬁ reledsed time, or a minimal salary
payment as an incentive for teacher participation in work experience
:such as dUring the summer should be appraised. To deveIop this concept
of providing opportunities for occupational teachers, monies -from D.VQT.E.
will need to be made availabie to school dfstricts for payment of substi-
tutes or small payments to cover cost of scholarships. These monies
might be prOV1ded through reimbursement for special programs as described
in a one- to-five year plan. Eventua11y, Tocal school districts would
need to design wayg to generate funds to cover costs.

E. Teachers. Some school board members,énd administraébrs Qe]ieve
‘that it is the responsibility of teachers to maintain a high levéi of
'competency through the{r‘own initiative during the school year and
especially during the summer months. Maybe they should; however, it
i§ becoming increasing difficult, if not impossible. .This is espe- |
cially true considering the diversity of subject areas taught in some
occupational education programs.

For the teacher, it is most important that he/she'become more
effective in self-appraisal, to be able to describe those needs in
behavioral terms, and to consider experiences that will achieve these
objectives. Self-appraisal of this nature should occur rather routinely
in a meaningful manner in the teaching environment., Then the teacher

should consider and pursue those experiences as they are related to his
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own individualized program. of inservice education. Ultimately the teacher
" needs to Qecome better orientated to seeking his own opportunities related
to work ekperience and assuming some of the financial responsibility to
maihtain a high level of competency. -

 F. Division of Vocational and Technical Education. The Division has
as one of its responsibilities the identifying and the fostering of educa-
tional progréms which will improve 6ccupationa1 experiences of students.
The .tendency is to provide seed money so that new programs may develop.
Thus through this procedure financial sUpbort of programs eventually be-
comes the responsibility of the cooperating agencies.

Initially, monies mu§t be allocated to universitieé to structure and
'imp1ement the program. Also, monies would need to reach the local level
to establish an incentive to plan and to develop an'inservice occupationé]
program and to cover ¢ost of substitutes. Appraisal by the Division of
one-and-five year programs should reveal inservice occupational education
activities. Special funding should be allocated to those school districts
who responded positively, and to assist continuous deQe]opment of inservice
programs. | | )

- The Division should reappraise its system of certification of teachers
‘and program evaluation of school districts. "As the Concept of inservice
occupational education emerges, occupaticnal education teachers should be
required to maintain a close contact with business/industry;‘ Evaluation
of teachers, not just programs, should be a part of the responsibilities
of occupational education evaluation teams and certification of teachers.
To assist evaluation teams in this area, competencies associated with

skilled teachers in all occupational areas need to be identified.
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Advisory Committee Meeting

Major Questions and Statements Discussed

From a philosophical point of view, why should the various groups
cooperate in the process of skill upgrading or work experience pro-
jects (groups identified as teachers, local schools, business/
industry, universities, and 'D,V.T.E.)?

By what methods have teachers been able to gain work experience
in the past? Describe a method that; you feel would be successful
in a particular occupational area. L : '

To what extent are business/industrial training'prograhs accessible
?o %ﬁacgezs? ?How could these programs become more readily available
n the future o : '

What are the most needed competencies of teachers in your occupa-

tional area that could be achieved in work experience?

- What are ways D.V.T.E. could assist in theAdeveIOpmeht and imple-

8,

9.

10.

mentation-of-an-inservice program as previously described?

Whét'are the potential resourées that are available to personnel
to engage in inservice work experience? '

. If Eastern I11inois University were to’desigh~a succeésfu1 system

for administering and supervising inservice work experiences, what

 would be the characteristics of the program? (Again, consider all

five groups--teachers, local schools, business/industry, university,
and DAVQTch) ' ' b' ;

Would you develop modules in a 1091ca1 sequence that would describe -
the vehicle or system? v S 5

Would you identify procedures which you\fee1‘wbu1d be hé1pfu1 in
est?b;1sh1ng and implementing the system particularly on a large
scale _

Are there ways you as an individual would be willing to contribute
to the development of this program or its_implementation? |




Adviéory Committee Meeting

Suggestions for Implementation

University and Project Staff Members

"-1. Provide the opportunity for variable éredit depending on the type'
_ and length of work experience or training. ‘ ,

2. Establish alternative work experiences--school year, week-end, and
Z?TT:rs Easy entry and easy exit at anytime during the year (flexi=-
, ). . | VR -

3. Consider the cost factors: = v

Determine the possibility for variable fee payment (to be less for
certain training programs). S

Reimburse school district up to $400 for substitute teacher.

Reimburse contingent upon teacher returning to Eastern I11inois
University for 10 hours of related instruction. ‘ ~

Reimburse teachers up to $100 for travel, contingent on completing

related instruction. , o ,

‘Determine costs of large scale program, and various methods of

paying these costs. ' - ' : e

4. Seek teachers from various occupational'areis. vocational counseling,
and cooperative education who desire additional training or work
experience. S . - ‘

5. Aétempt to find a method or means Of'inst1111hg the need for continual
upgrading of competencies or'knowledges gained in preservice programs.

6. PSet up such a program as part of an eduéatioh-department, with'a'coor-'
dinat?r hired full time to operate it--program could begin and end at
~any- time, _ v B :

7. Arrange for-éhéring experiehces with univéréity staff, teachers,
business/industry, D.V.T.E., LEA and other occupational groups.

“8{ Assist teacher/learner in identif&ihg'the expecﬁed competenéies'of
persons in his/her position. Assist teacher/learner in identifying
his/her strengths and weaknesses and identifying his/her needs.

9, Identify possible work stations and training programs that would fulfill
needs of teachers in various occupational areas; €.9., in food service
the teacher/learner should spend on-the-job training in a public restau-
rant and an institutionalized setting. - ' -

11. Determine the possibility of university staff or business/industrial
personnel working as substitutes for LEA personnel. Student teachers
might £111 in for teacher/1earner.
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Appraise experiences of the teacher/learner through on-the-job visi-

tations. Provide possible job stations. Purpose of visitation should

be known to all,

Arrange for conferences with all teaéher/iearners and their training
or job supervisor to determine changes in the program, Evaluate by
group process if possible, .Arrange for sharing of experiences with.

various groups--D,V.T.E., LEA, etc.

14, Identify alternatives of providing experiences on large scale with
~ many occupational education teachers. |
Teachers
1., Seifeappréisal as to the need for work experienée. Possible arrange-

2.
3

4.
5.
6.

1.

8.

ment of credit based on planned program,
Determine level of commitment to this type of pfogram. ,

Agree to contract by relinquishing teaching responsibilities for short
period of time tokpursue_new experience, :

Apply for work experiences and suggest training stations. Mutual
agreement-~teacher has opportunity to choose station.

Develop a Management by Objective (MBO) plan that can be evaluated
in measurable terms by evaluation committee, LEA, business, etc.

Prepare a report and indicate how his/her experiences -might assist

him/her in teaching. |

Attend sessions and evaluate the approach-taken in the project and
the value of his/her experiences.

Appraise the work of this program and indicate under what conditions
he/she might be willing to pursue similar programs.

Local Education Agency (LEA)

1.
2
3.
4;
b

. .

Assist teacher/learner in the development of their MBO.

Make use of local advisory committee ih pursuing job stations.

Provide for complete release of time from all activities (if desired).

Agree to proVide a substitute during the period of trainind.

Evaluate the possibility of financing the teacher's program of work
experience or training and/or the cost of the substitute.

Agree to give credit on the salary schedule {if teacher is not pursuing
a degree.
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7. EVa]uate effects of program on (1) disruption of the schedule, (2)
community relations, and (3) behavior modification of the teacher.

8, Make use'of an‘édvisovy committée for job stations or entree to busi-~
‘ness firms or industrial plants. = -

Business/Industry

1. Determine by what arrangement the teacher/]earnek might gain work
experience. Secure top level support. |

2. ?ssist in determining specifically what will be gained by the teachér/
earner. :

3, Consent to provide a work station or training program according to an
" agreement (LEA, teacher, and university staff member). o

4, Prov}de'supervision of the teacher/learner in the work or tréining
setting. o o o ﬁ

5. Pbovide opportunity for 1npdt into an evaluation of the teacher/
learner's experiences. . - : :

6. Consider the following: . .
Explore possibility of financial reimbursement. . : -
Orientation to the job with possible summer.employment (incentive
to industry). , C

Division of Vocational and Technical Education (D.V.T.E.)

1. Wil provide funds to off-set some costs to school district and/or -
teacher/learner. o o | .

2, Assist in determining,competénties of teachers needed,

3, Consider the possibility in the future of identifying teacheks'desiring ‘
~ these types of experiences or requiring experiences for certification.

Agree to use the present three phase gvaluation system as a means of -
identifying (or forcing) teachers for participation. -
4, Assist in secﬁring union endorsement. ‘
5. Provide recognition for participants. |
6. Arrange fok participants to report to IVA‘éonvention=membership.

7. Determine the feasibility of funding larger groups of participants
in inservice programs, o
Evaluate success of pilot project--project successes and failures.
Disseminate progress reports, :
Aid in identifying motivations and hindrances or blocks to the
effective implementation of an on-going work experience program.
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Inservice Occupational Education Project
Eastern I111nois University
Spring, 1974

Background | | |
Despite the easing of the national teacher shortage there is still

- a critica1_need for fully que1if1ed occupetional education teachees. One
of ‘the problems jdentified in occupational education is the continuing
~ development of inservice personnel. Our rapidly changing technology can
create new»oecupations add e1iminate others in a relatively short period,'
" of time. Job tools, materials, and technigues change as new precesses :
'5evo1ve. Teachers of occupationa1 education need to be continually updated
to be aware of the technical changes taking place within occupat1ons in
~ their area of specialization 1f they are to make occupational training .
situations more 1ike the real job. To accomplish this an'insetvice pro-
gram which will enable occupational teaching personne1 a1ready in the
field an opportun1ty to acquire and update knowledge and skills areas
which wi11 then enable them to devise more,effective learning experiences
and materials for preparing students for the wor1d'of_wprk is needed.
The‘case-of.an.instructor'teaching at an East Central I1linois |
junior col1ege'might illustrate thié point. Six yeare ago, after wofking
22 years in his afea'of specialty, he became an instructor at a junior
co11ege.' Realizing that there had been many -technical advances developed
in his spec1a1ty area, he app11ed and received a sabbatical leave to
attend 1ndustr1a1 training programs and to gain hands-on experience in
| a private business concern, He realized that many technical changes had {
occurred in a short six years. Today he professes great satisfaction | :i
from getting back to the world of work and modernizing of his curricu1um
offering. | |
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Contribution_in this cooperative education project

‘Theipurpose is to determine ways in which occupationai teachers may
puthe work or skill upgrading experiences:. For this project to be suc-
~ cessful -requires the cooperation of local education administrators, occu-

~ The following attempts to describe these responsibilities.

University Personnel

Initiate contact with school representative (teacher or administrator).
Discuss study. : . , .

Receive administrative approval to dévelop working égreement.
Discuss project with teacher-learner. Consider needs and oppoftunities,

Cdntact universiiy departmental representative about teacheréléarner's
work plans and possibility for credit if desired.

Assist in identifying business/ihdustrial work stations.

Establish an agreement and performance of objectives with teacher-
learner, LEA, business/industry, and university personnel.

- Visit job site for.peksdnai evaluation.
Request evaluation by teacher-]earner and job"supervisor. L
“Arrange for conferences with participants.

'Meet for final evaluation and appraisal at Eastern.

Local Education Agency

Agree to release teacher to barticipate in the study.
Assist in development and give approvai of individuai'program."_
‘Agree to provide a substitute teacher during the period of training.

Evaiuate the possibility of providing board credit or.accepting insti-
tutional credit. , |

o Evaluate the effects of théiprogram ahd consider the possibility for
f developing an inservice education similar to pilot program.

pational teachers, business/industriai'pérsonnel and university staff. ~—
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Teacher

Agree to relinquish teaching responsibilities for a short period Qf
time and participate in the project. i

Complete a se]f—appraisalﬁaé to his need for work or skill upgrading
~experiences. :

Complete schedu1e of work activities. !
‘Assist in the identification of work station. o :
~ Prepare a report'of how these experiences might assist in teaching. |

If credit is considered, begin the completion of requirements of i
independent study. , | | i

. Atfen& no more than two.sessione'at Eastern I11inois Unjversity to

J
evaluate the project and suggest ways it might be implemented '
on a wide scale. .

. eBusinéss/Industria].Okganization

" Determine by what arrangement the teacher-learner might gain work o 3
experience. ' - . 4.
| Assisf in determining what will be gained by the teacher-learner. 1

Consent to provide a work station or training program as agreed.
Provide supervision of the teacher in the werk or training setting.

Provide input in‘en evaluation of the tescher's experiences and of the : _‘
possibility of developing a system of training and education. é

R

In conclusion

Thelinternship experience will be developmental in nature and as Sugh.

must provide training related to individual need. Efficacy of the program - ‘
~will be insured by strict adherence to the following procedures: - |
1. Assessment of individual student needs relateéd to their oceupatignal i

~area and the internship experience. S
2. Setting of individual measurable training obiéct1ves. "

3, Development of training plans for internship experience in negotia- ;
~tion with local administrator, the empl@yer(s), and the teacher. | i

4, Follow-up evaldation to determine the effectiveness of the training
effort, identify strengths and weaknesses, and determine what action
steps should follow,
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Inservice Occupational Education Project , ‘~\kg,,m¢¢“*w%wx

Coordinator: Dr. Carl Sexton
Department of Health Education

~ Eastern I111inois University

oo = .. - Charleston, IN1linois 61920
" Telephone 581-2518 or 5815761

Personal Background

Name S __ Social Security Number,

Permanent home addfess ’ . ____ Phone
School (LEA) | R - Phone
Administrative officers: |

Superintendent

Principal

Vocational Director
Educatibnal experiences: Baéhe]ors' Degree + _____hours.v

- Masters' Degree + ;____pours.

Describe teaching assignment.
Previous work experiences (past five years).

Occupational training programs or workshops attended (past five years).

o o
Do you desire to work towards academic or board credit as result of parti-
cipating in this project?

~ Academic . Board
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Personal Appraisal

'D.V.T.E. has emphasized one-five year deye10phent of schdbl,dccupational
programs. Accordingly, one should probably attempt to appraise his own
teaching and determine 1@mgdjate,andtlong range needs for inservice training.

| ,with'this in mind, describe what you would consider to be»your most pressing

'needs_relative,to personal skills and knowledge. | , . B

Describe a general plan in which you fee] these needs would be fulfilled,
would meet with approval of local school district personnel, and would ,
probably be acceptable by business/industrial personnel. . ' .

Describe skills and knowledges that could not be acquired in this project
but probably should be undertaken sometime in the future. -

Identification of Work and TraininQ_Exper%enbes

List work stations and training program.
~ Fiem
Address
Telephone Number
Supervisor

Days/Hours

Identify specific behavioral objectives which you desire to achieve from
this internship experience.

Describe how this experience will affect youf‘teaching.

Do you plan on making curricuium changes or additions as a result of this
; experience? Please describe.

©
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~ | - APPENDIX C |
o FORMS USED IN EVALUATING WORK EXPERIENCE

1. Teacher-Participant Evaluation
of Employer ‘

2. Work Experience Evaluation

‘ .3, Emb1qyer Report

©
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Inservice kducational Project o
Teacher-Participant Evaluation of Employer

This report is part of the total evaluation of your experiences and your. -
appraisal of the job situation. My responsibility is to attempt to deter-
mine ways that this type of internship program might continue. I will be
talking with employers-and job supervisors involved in the present project,
hopefully identifying concepts on how school and business personnel can

‘work together to achieve work experiences for teachers.

~ Would you comp]eté/a copy for each work station,

JOb.Shpervisor

‘Dates of assignment: From to o Total hour's

Describe briefly the general nature of your work and mention any specific
duties or responsibilities assigned to you. i |

Please answer questions that are applicable. Circle Excellent to Poor.

Provided opportunity to meet your nbjectives 5 4 3 2 1

Provided educationally meaningful experiences 5 4 3 2 1

Provided optimal learning atmosphere 5 4 3 2 1
(e.g., fellow workers friendly)

Supervisor was helpful A 5 4 3 2 1

Employer was able to derive maximum use of - 5 4 3 2 1

- teacher-participant (if involved in hands-on .
experience) ,

Please use back of sheet of paper for additional comments in any of the -

- agove categories or other factors, qualities, characteristics not mentionad

above. |

. Did assignment meet exceed______or fall below your expectations?

Would you recommend this assignment for another person? - Yes No__
Person's name to contact .

i

Were you paidkfor your services?

Have you and the employer reached agreement about a return tb this organiza-
tion for summer employment or other work experiences? If so, please describe.

We will benefit by hav-ng you indicate an overall evaluation, Please circle
the word ¢losest to your judgment. . -
Excellent / Very Good / Good / Average / Below Average / Unsatisfactory

Signed ‘ _ Date
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o Inservice Occupational Education Project
, - Work Experience Evaluation

1. Did your experiences provide educational]y meéningful exper1ences?
(Circle your responseg L - .
Excellent 5 4 3 -2 1 Poor - |

2. Do you feel that you met your obJectivésras described prior to enroll-
ment in this program? (Circle your response) .

Excellent: 5 4 3 2 1-'“Poor

3. Do you feel your assignment has\he]ped‘you understand your field any
better? Describe in what ways. e 1

4; What specifically did:you learnithat you can apply. to classroom instruc-
‘ tion (new knowledge or ski]1)? o

5. Did you have an interesting éxperiénde‘or challenging relationship with
| a fellow worker, a customer, or job sponsor? Describe.

6. Have you identified other experiences you would desire to pursue as
part of a continuing program of inservice education?

,"7. Can you relate other benefits you Eeceived that you have not already
- mentioned? - - -
8. Mere there any probléms that developed relati§e to your participation?
i |

a.. Jdob supervisor or training supervisor
b, Fellow teachers | |
_c.‘ Local admiaistration
d. University personnel
e. Others |

9. In what ways do you feel *his training period could have been better
- or your experience improved?

10. How would you change the past arrangement among participating groups,
university, LEA, and busihess/industry?

©
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12,

13.

14,
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Would you participate in a similar study again? If not, pleasé
~ indicate reason. . ‘ |

Would you have participated if it meanthompleting‘on your own

time during the summer? If not, what would have been necessary

in the way of incentives? -
_arrangements made with business/industry by someone else
travel expenses baid (if you ‘had none put a circle in blank)
Todging paid (if you had none put a circle in blank)
small payment for eagh day

Would you have participated and paid for a substitute?‘

YES_._;______'___ NO.___________ . .

Teachers in the study'tendéd to spend most of their time observing.

vould you have desiﬁed more hands-on experience?
es | 0 . |

Do you have’suggestions on how this could have been accomplished?

/
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Inservice Occupational Education Project
Employer Report

One of the major purposes of the project is to identify ways that more
~occupational education teachers may gain work experiences and continue.
to update their knowledge of business and industrial operations. By .

this means, occupational education tegchers should make their teaching
of students more relative to the world of work. :

Please answer qgéstidns'which you feel are applicable,

" Observational only
Mostly observational

Spent approximately half time working
Mostly working .

What were thé major responsibilities of the teachep-participants? .

to low. }

Do you feel the participant achieved his or her objectives? Rating high
5 4 3 2 1 '

Are there other experiences that you would recommend to this teacher?

Would you briefly. express your feelings about this type of cooperative
~arrangement? : ' C '

Would you be willing to cooperate again under similar conditions?

Yes No

If not, what additional arrangements would be necessary?

Do you feel thaf there were direct ok indirect benefits to your company?

~ Did he or she provide a service tp the company p6 the extent that pay could
be or was given? Yes . No | ,

Would there normally be summer etrployment opportunities for a:person 1ike
the teacher-participant? Yes No Comment ¢
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Evaluation Conference Membership

Teacher-Participants_in_the Project and at Evaluation Conference

George Brown
Objective

Stations

Norma Brown
Objective

Stations

Patricia Brumleve
Objective

Stations

Bob Dyer
"~ Objective

Stét1ons

Jan Garber f

Decatur Area Vocational School, Welding Instructor
To improve and upcate welding methods taught to high
school students. To become aware of the needs of
welders working at Caterpillar.

Caterpillar Company - completed two-week training
course. <

Beecher City High School, Home Economics Instructor
To gain knowledge of the various skills and performance
requirements for the cluster of occupations in these
two areas) to substantiate the need to incorporate .
food service and child development in cooperative edu-*

-cation program; and to make necessary curriculum

changes. . :
Child Development - D.V.T.E. Workshop (Flora) .
(one week) Portage Project WOrkshoR (Champaign)
' . Day Care Center (Effingham)
Food Service - Burger Chef (Eff1nghamg ,
(one week)  -Bobher Cafe and Texaco Truck Stop

‘Ramada Inn

Hil1sboro High School, Physical Education and Health
Occupational Education Instructor
To 1dentify skills and knowledges needed by workers

in a health facility; to identify new emerging occu~ ... ..

pations in a health faciljty; and to evaluate personal

ski11s and knowledge areas needing upgrading.

One week at St. John's Hospital in. Springfield after
observing H.0.E. programs at Urbana High School and
Decatur Vocational School. (Participant was an in=-
house guest--sleeping and eating meals at the hospital.)

Martinsville High School, Agriculture Education Instructor
To upgrade skills and knowledges in the area of orna-

mental horticulture. Practical experience will assist

in developing curriculum materials in this area.
Two day's experience at Wandell's Landscaping Service
in Urbana, two day's experience at Mattoon Floral Shop
in Mattoon, and one day at I11inois Roses. in Pana.

Mt. Zion High School, Business Education Instructor and
CWT Coordinator




Objective
Stations:

Don Hobbs

Kay Jacksqn
| Objective
~ Stations

Marilee Martin
Objective

Stations

Stan Ratts
Objective

Stations

tthel Thomas
Objective

Objective .

Stations

Clinic, and Burnham City

.cabinet making an
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To deveiop ski11s and understanding of ddvert1sing
and displaying techniques and to gain a better under-
standin% of management-employee problems. o

Sear's (Decatur).

Rob1n§6n High School, Agriculture and 1.C.E. Instructor
To be ahle to identify better training plans for -

'1.C.E. students; to improve classroom instructional -

materjals; to improve and develop instructional aids;
and to work on an individualized I.C.E. class,
Experiences at Lycan Implement Company, Mitchell
Greenhouse, Crawford Memorial Hospital, Marathon

‘Welding Shop, Heath Candy Company, and Convalescent

Center. o |

Mt. Zion High School, Business Education and Office
Occupations Instructor : _

To prepare for-the teaching of a retail business course

next year by increasing knowledge of retailing procedure.

Six days experience with Kay's Dress Shop in Mt. Zion

including a two-day buying trip to St. Louis. o

Urbana High School, Health Occupational Education
Instructor
To gain knowledge of recent occupational requirements;
to learn specific basic skills such as blood cell
counts, range of motion, and functional procedures;
ahd to be able to make curriculum changes to meet the
needs of students, ‘
(Champaign-Urbana) Champaign County Nursing Home,
Meadeows Animal Hospital, Exercise Therapy Cl1n1c,
Parkland College Dental Aneggit0¥ossroads Veterinary
ospital. :

]

Mattoon High School, Industrial Arts Instructor

To gain a better understanding of the processes of.
3'\ake changes as the results of

this work experience. 1

Three day's experience at Schrock's Cabinet Company

in Arthur, a day at Kitchen Cabinets in Sullivan, and

a day at the Decatur Area Vocational School.

Shelbyville High School, Home Economics Instructor
To develop personal skil1s such as operation of an’
industrial sewing machine and uses of tools of the
trade; to study assembly 1ine construction methods,
and become aware of recent and future occupations
in ¢lothing construction and alterations.




Stations

Allan Vogelsang
 '0bJect1ve

~ ‘Stations

Terry Voke
Objective

Stations
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Five day's expérience at Felicity Fashions in Sul1i-
van, one-and-one~half days in two retail stores which
sell and make alterations.

Rantoul High School, Distributive Eduéation Coordinator
To identify specific problems with which D.E. students

are confronted during first day on job,

One day experience at each of five different businesses |
in Rantoul--Eisners, Ben Franklin, Bank of Rantoul, =
Little's Men & Boys Store and Sears.

Tuscola High School, Graphic Arts Instructor -
To be able to identify and explain the various printing
and reproduction techniques including utilization of

-equipment and materials. Knowledge gained will assist

in the development of a graphic arts course.
(Approximately ten days) St. Louis Post Dispatch,
Graphic Arts Institute of St. Louis, Georgia Specific

- Hopper Paper Company of Taylorville, R. R. Donnelley

& Sons of Chicago, U.M.C, Colson Company of Paris,
Crossroads Press of Highland, Graphic Arts Institute
of Chicago, A. B. Dick Company of Chicago, and Nu Arc

Company of Chicago. '

Business/Industrial Representatives in Attendance

Ms. Pauline Bass
Ms. Wiima Dehner

Child Development Center  Effingham, IL

St. John's HoSpital,”Department Springfier, IL
of Education and Training |

. Administrators in Area Schools Represehted

| Mr. Ken Caraway

%/ Mr. Lyman Lewis
Mr. Jim Oettel
#e. Roy Shepherd

Vocational Director . Robinson, IL
Superir.tendent Neoga, IL

~ Vocational Director . Decatur, 1L
Principaﬁ Méttopn,“IL

Representative from the Division of Vocational and Technical Education

- Dr. Charles Hempstead  Curriculum and Deve]opment Unit Springfieid, I

PAFulToxt Provided by ERIC
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Staff. Members_of Eastern I111nois University in_Attendance

Ms Bea COn1ey ProJect Secretary

| Ms. Joyce Felstehausen Center for Educational Studies, School of
' . - Education

| Dr. Charles Joley Coord1nator, Occupationa1 Teacher Education 1
Sister Evelyn Melloh,e; Department of Home Economics

Dr. Carl Sexton Principal Investigator in Projectg Department
S of Health Education |

~ Dr. Gene Strandberg ~ ° Department of Industrial Arts.and Technology ‘

[Kc
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Responses of Evaluation Conference Members
About Inservice Work Experience Programs

Responses of Administrators | o

%uestioh: If'one was to develop an inservice work experience pﬁogfam
or an entire high school staff of occupational education teachers that
wgu1d<be]gn-going.and continuous, what would be necessary to accomplish
this goa ‘o ' |

Adequate funding ~ .

Board and admintstrative support

Total staff support

Develop an awareness program of the need

Suffieient substitutes

Tie it to salary schedule and/or educational requirements
(t.e., every 5 years) ' _

‘Question: What should be the organizational structure to organize and
administer an inservice work experience program? -

Establish chain of command -

Under Divection of Voeational Educction L
Have a "leadership" program to struvdture the program
. (Responsibility of. the administrator in charge)
Tie to eurriculum personnel , R

Use lay advisory committees

guestion: . Could it be conducted at the local level or would it be better
f a university would organize and structure the experience including
such things as identifying stations, supervising, assisting in other
arrangements? .

Need is felt to organize and give leadership from the
university level and provide inservice training of
teachers ;

Th? de?aile of the progrem need to be at the grass roots

. leve :

Question: Should it be required of teachers to maintain this contact
with business/industry? : ,

Yea, for continued qualification both for the teacher
and for the program B 4 '

Question: To what extent would you, as an administrator, be willing to
reiease teachers for this type of experience? How many and how often?

Release of teachers would be a joint responeibility of
(1) teacher, (2) inservice time of dietriet, and (3)
equal to othar staff membere for professional meetingg=-
Help from D.V.T.E. (Set up on a 8«6 year program for all
staff itneluding ewmer) ' S
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P

Question: What incentives would you suggest for the teacher who is
reluctant to participate? , e : ‘
Salary on extended contract or reimbursement of expenses.
Set up on salary schedule and equate on the eame basis as
 credit ov on years of experience--joint effort with busi-
ness and industry, - _ . :

Question: How would the program be financed?

. By‘some type of formula with D.V.I.E. or on direct special
' eontraet tied. to regular program. o : ‘

Question: Suppose it was a year round program--some teachers gaining
this experience during the summer time but some teachers being released
from teaching for short periods of time, Would your local school dis-
trict provide monies for substitutes?

Some digtricts may be able to do this by rules on esabbat-
teal.. Few school districts would be able to pay.the
subetitutes. If teacher receives "pay for work" thie
‘might pay for the substitute. ‘

Question: How would you feel about the school district’paying teachers
say $25 a day to gain work experience in business and industry during

.* the summer, especially in locations where there would be no form of

reimbursement for work produced?

Would present problems with local teacher agreements.
Would be better tied to total salary in lieu of college
eredit or work experience. Would aleo need to be tied
with D.V.T.E, reimburgement. o

- Question: what4suggéstions would you make for further action regarding
the ex

pansion of a similar 1nserv1ce work experience program?

Work with superintendents and other key administrators

" 80 the program ig a part of requirved inservice training.

Work through the teacher education program for the Master
of Sotence degree as part of the recent trend toward
teacher competencies. '

Further expansion of the eontractual agreemenmts with D.V.I.E,
a¢ a part of a apecial contract with the University. .

Work ihrough the Superintendent of Educational Servicee
Region as part of the inservice funetion of hig office.

Build a program based upon velease time for teachers either
during school year or summer (working with key people
in buginess and induetry). ,

Responses of Eastern I1linois Staff Members

uestion: A question that I would 1ike for'you to discuss pertains to
the Tack of cooperative occupational education at the graduate level.
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guestion: What kind of organizational structure would you visualize--
epartmental? campus wide? Special courses? Maximum number of hours?

Special finances to support the program?

You have heve the charter group--you need more publicity.
Inelude the Departments of Business Education, Industrial
Arte, Guidance, Health Education and Home Economice.

Have one semester hour course, 1-5 hours.

Question: What suggestions would you make for further action regarding
the expansion of an inservice work experience program?

Present it to higher authorities for review at this
point.

Make work thug far (and it is excellent) knowm to
Preaident Fite and Vice President Moody.

Call upon each teacher here to spread the word (and
emotion) to other teachers in vheir sehool. |

Rerun this seminar type meeting--invite President Fite
and Viee President Moody, invite each teacher and
hig/her superintendent/principal.

Set up the seminar for one-half day this summer.

Move on the project--only at later date. Have dinner/
luncheon meeting with seminar.

Thig i8 too good to let go. Need to step up the activity
at the university level and keep going.

] l’
il

Responses of Busiﬁ%ss/lndustry Personnel

Question: Do you feel that business/industry would cooperate in an
extersive program of internship?

Yes, with limite.

Involve representatives of bueineee and industry in
planning.

Know plans ahead of time.

Teacher orientation to faeility prior to plan program.

guestion: Would you be willing to accept three or four teachers a year
or a similar type of program?

Hoepital--depends on objectives of individual; probably
two.

Child care eenter--three or four per year, depending
on area of service.

%uestion: Did you feel the amount of time was about right considering
he desires and motivation of the teacher?

No, two weeks at leact. In gecond year or third year
other areas might be inoluded, one area at a time.
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Question: What do you vision as the major cbstacles in conducting an
eﬁtensive inservice work experience program similar to one conducted
this spring?

Laok of understandirg of purpose of program by school
administrators.,

Knowledge of objectives of program.

Replacement of tcachers and timing of program.

Question: A judgment would be that more teachers spent time observing
than actual hands-on experience. I am sure in many cases this is quite
appropriate and there was really 1imited opportunity for actual hands-on
experience. Do you have any thoughts of how teachers might produce work
rather than observe?

In child ecare or health care facility, observation ie
_ tmportant to determine need. May be followed by
handa-on experience.

Question: A major obstacle to any large scale involvement of occupational
teachers in work experiences will be one of finances--paying for a sub-
stitute if done during the school year; possible 1oss of revenue if
teacher completes during the summer; etc. Naturally, there are 1imita~
tions one can expect from any group in such a cooperative undertaking.
Would you have suggestions or various alternatives?

Worked through colleges and institutions.

Question: What other suggestions would you make for further implementa-
tion of a similar work experience program on a large scale?

Direet planming with each center involved. A greater
number of institutions.

Responses of Teacher-Participants

Question: Do you think most other occupational education staff members
at your school would participate in a similar project of work experience?
Are there reasons why some would not?

If they were made aware of th: value of esuch a program,
yee. I'm sure they would., Substitution would be the
only problem.

Some would not if not during the school year. Some would

. not if no eredit was given.

Yae, all but one.

Some teachere would not be willing.,

Not if a personal financial obligation were involved.

Most, but not all.

Question: Are there other incentives which you feel would be necessary
for other teachers o participate?
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Some aort of recognition--a certificate of compiletion,
college credit, ete. .

Should be done during school year. Mat.er of economics.

Other than during the achool year you would have to
reimburse some teachers.

Being paid for working and school oredit.

If one received a stipend or only if it were required
for certification.

Other than covering expenses and nost-graduation credit.
Pogsibly extended contracts.

Question: Should periodic work experience be required of occupational
education teachers for continued certification and program reimbursement?

Yes, it i8 extremely important to keep up on new events.

No.

Yes, if done during the : ool year or extended contract.

I don't know that it shc 4 be required; howevzr, I feel
that it 18 very worthwhile.

Yes, definitely.

Yes, extended asontract basis.

Definitely.

Question: How would you visualize an ideal program of inservice educa-
tion whereby all occupatioral teachers would have the opportunity for
ski11 upgrading and work experience in their occupational area?

.Aoquainting the administration as well as the occu=-
pational education teachers.

The teacher should deesign his/her own program and be
directed by a department head, prinicpal, esuperin-
tendent, ete. :

Provide nine and one-half contract with two weeks
inservice education.

Opportunity to take time off (reimbursed by school,
bueiness or state) to upgrade the teacher.

Involvement of all occupational teachers. Time appears
to be the main etumbling blook. Everyone is 8o busy.

Contact industry in all fielde related to vocational
oceupation and set up a program in similar manner
such ae we have participated.

" Thie would be yveat--how about an eleven month program
with the boara of education making a finaneial com-
mitment for ingservice training.

Local schc sl provide for all voecational teachers to up-
grade ekills.

A nine and one~-half month contract for voeational educa-
tion teachers allowing two weeks for inservice training.
Funds provided by local district.




APPENDIX F
CONTRIBUTIONS OF MR. KEN CARAWAY AND MR. DON HOBBS,
ROBINSON HIGH SCHOOL |
1. Suggestions and Recommendations

2. Portions of a Report by Mr. Hobbs to
the Robinson School Board

ERIC

FullToxt Provided by ERIC.




92

The following reflections and suggestions were distributed by Mr. Ken

Caraway and Mr. Don Hobbs at the evaluation conference:

INSERVICE WORK EXPERIENCE INTERNSHIP PROGRAM
FORVOCCUPATIONAL EDUCATION

A. Local Education Agency (LEA)
Problems encountered:

1. Locating qualified substitute for release time of participant.
Solution: Check registry of Superintendent of Educational Ser-
vice Regior for names of qualified substitutes. Interview and
establish a 1ist of acceptable substitutes. Employ substitutes
at least one day prior to date needed for purposes of orienta-
tion to the class by the participating teacher. Participating
teacher prepare thorough instructional mrterials and procedures
to aid the substitute. Qualified vocational teachers are rare.
Recommend use of local laymen who may qualify for Vocational
Provisional Certificate.

2. Continuing teacher situations are interrupted and are difficult
to delegate to a substitute teacher.
Solution: Prepare teaching units that would terminate on date
participant would enter into the inservice job. Participant
work with substitute at least one day prior to entering into
inservice job. Substitute would submit an instructional unit
to consume the scheduled time of the teacher's absence. Partic-
ipant could be placed on Summer, Christmas, or Easter extended
contract for time of inservice training which would eliminate
the need for substitute, thereby reducing cost of program.

3. Calendars of events and activities are oft-times adversely
affected.
Solution: Select time of inservice to lessen interference with
clubs, contests, and other school activities. Early scheduling
of extra-curricular with inservice activities should eliminate
most problems.

4. Time allowed for personal experience seems too limited.
Solution: The work station should be investigated thoroughly
to discover areas of experience. Many Vocational teachers may
need only eight to sixteen hours where most Cooperative Coor-
dinators may need as much as eighty hours to experience a
broader szope of various jobs on more than one work station.
Time on a work station should be coordinated between teacher
and officials of company to ensure broader experiences.

5. Administrators would favor this effort if it was available for
all teachers rather than just Vocational Teachers.

ERIC
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Solution: Administrators should be involved in all the planning
of the total program. Administrators should present proposals
to their Boards of Education to simultaneously involve all other
teachers. It is important for all teachers to become familiar
with business and industry to understand how their particular
field of teaching is affected by local business and industry.
Administrators should be required to visit the training station
to observe the teacher's activities and evaluate it's benefits
to the students.

Seasonal problems of employers prevent 1ittle or no participa-
tion at that time. ‘

Solution: Good planning with the employer by the teacher should
help prepare a schedule which would prevent many seasonal problems.

Board policy may not allow or grant credit for the teacher for
advancement on salary schedule, where teachers are required to
report so many credit hours of professional training for a speci-
fied period of employment.

Solution: Credit for experience should be arranged through a
University or College so that Boards of Education can justify
accepting the credit toward advancement on salary schedule or

to meet Board credit requirements.

Teachers participating who have to leave the district, county,
or the state to locate training stations may have difficulty

in receiving Board of Education subsidy for expenses incurred.
Solution: Reimbursement for travel - out of the district -
should be provided to the participant. It should be expected
that a participating teacher would find work stations within

the district involved. However, in some cases it may be nec-
essary for the teacher to find work stations out of the district
in order to avail themselves of the best situations for training.

General Education Teachers should be informed of the program
and its possible future effect on them in order to get their
acceptance and cooperation with Vocational Teachers.

Solution: Acceptance of the program for Vocational Teachers
by General Education Teachers is vital. A thorough explana-
tion of the program and its possible effect on other teachers
should be given both to school faculty and to tha general pub-
1ic. Some similar type of "inservice" release time should be
provided for ail teachers.

Participation in extra-curricular activities may require after-
hours services of the substitute teacher because of the partic-
;pgting teacher's duties and time schedule on the "inservice"
ob.

Solution: Vocational Teachers who sponsor clubs and other
activities should have to continue those activities during

the release time. However, should the activity interfere

with the "inservice" training, the substitute should be fully
informed and prepared to fi11 in for the teacher.
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Seasonal or irregularly scheduled activities, curricular or
extra-curricular, of the participating teacher may cause the
"inservice" training to be intermittent rather than continuous.
Solution: Seasonal aspects of a work station can work to the
advantage of the participant. Many new or different activities
occur during seasonal sales, production, or service periods
(Christmas, Easter, etc.). Scheduling should be arranged so
that the participant may experience both the normal and the
seasonal aspects of the job.

Labor union policies or contracts plus company personnel poli-
cies may disrupt or delay the beginning date or cause early
termination of the inservice agreement.

Solution: Delays, terminations, disruptions, etc., of th

- training situations can be generally prevented or kept to a

minimum by approaching the Union official with a good expla-
nation of the program. It may be necessary to secure a tem-
porary work permit or other document to satisfy union contracts
and agreements.

Workmen's Compensation and other employee benefits may cause
some concerns and/or prevent participation.

Solution: A participant should not replace a regular worker,
even for a short period of time. A participant should not be
paid by the work station. Therefore, if it is understood that
the teacher is to observe more than produce, there should be

no problems. Actual hands-on activities should be encouraged
for the teacher but not in the capacity of making a product,
providing a service, or contributing to the output of the busi-
ness or industry.

Values of Experiences:

1.

For the new teacher in a Community, becoming acquainted with
business and industry in the Community.

For the established teacher, becoming reacquainted with local

bus;nesses and industries and of changes and new methods being
used.

Technology has produced new tools, methods, and processes.
This would allow any teacher to be updated on advances in
these areas.

Determine the extent of revision of the "work ethic" as society
changes and values of training and employment are also changed.

Determine how .chool equipment, tools, etc., which are different
than in industry, can be used to achieve the results industry
expects.

Establishes rapport with laymen for assistance in future program
planning.
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7. Allows tedchers to associate with craftsmen so that an exchange
of ideas can benefit the teacher's effect on his students.

8. Affords the teacher the opportunity to observe, first-hand,
changes which may reflect new skill needs in school training.

9. Allows the teacher the opportunity to participate in relation-
ships between employees and between employers and employees.

10. Helps the teacher to see the impact and importance of every
aspsct of the business and industry from raw materials through
management, productions and sales. Most school systems have
fragmented programs, not coordinated enough to teach the impor-
tance of the overall picture of business and industry.

11. Provides a ready source of field trips for information on busi-
ness and industry that is not taught in the school.

12. Provides a broad field of resource people for guest lecturers,
programs, etc.

13. Gives the teacher an opportunity to get assistance in recom-
mending new tools and equipment for the school.

14, Recoghiz1ng the needs of industry for the types of workers not
now being trained.

15. Presehfs the teacher an opportunity to suggest possible changes
to the business or industry which may be helpful in working with
new or recent graduates.

16. Suggest or volunteer "inservice" training programs to the busi-
ness or industry in which the teacher may participate.

17. Gives the teacher more specific examples of the aspects of "The
World of Work."

18. In Cooperative Education, it definitely affords the Coordinator
an opportunity to establish training stations for his students.

19. Much information can be gathered to assist the Cooperative Coor-
dinator in writing training plans and cooperative agreements.

20. Presents a ready source of printed information about the Company,
its service or product for use in Related Study Classes.

21. "Getting out of the classroom,” would encourage the teacher to
expand the educational influence more into the students' homes
and extra-curricular activities.

22. A reciprocal brogram of having businessmen and industrialists visit
the school would further enhance the program's effectiveness.
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23. Builds self-confidence in the teacher because he is knowledge-
able of the total effort of "education for earning."

24, Prepares the teacher to present a true picture of all jobs as
the employee must perform and react with other employees and
management .

25. Evolve industrial techniques into teaching techniques.

26. The greatest value is causing a closer association between in-
dustry, business, students, teachers, parents, and the Community
for clarification and agreement as to the goals of education and
the "World of Work."

C. Recommendations:

‘At the earliest possible date, establish a progrém of "inservice" for
al} vocational teachers in accordance with the results of this experimental
effort.

1. Publish the results of this experiment for Boards of Education
and Administrators to examine.

2. Recommend legislative action on the State and Federal level so
that participation will become more universal.

3. Establish 1ist of companies that would participate with colleges
and universities on a broad based program state-wide.

4, Inform D.V.T.E. of the tremendous value of this type of program
and solicit financial and administrative assistance for state-
wide programs.

5. Investigate the possibilities of operating the program during the

Summer. This would eliminate many local administrative objections
such as substitute teachers, etc.

6. Offer the program through the auspices of a College, University,
or D.V.T.E. and issue a certificate or credits which would be
recognized by Boards of Education for advancement on the salary
schedule steps.

7. Summer programs, when a substitute is not needed, may encourage
a Board of Education to subsidize the teacher's pay during the
training period.

8. Petition the D.V.T.E. for special recognition certificates or
classification for the participating teacher.

9. The teacher should have release time within the first quarter of
the school year so that experiences can be of value immediately.

10. The University and the D.V.T.E. should present certificates and/
or plaques, etc., to participating businesses and industries for
the assistance. Initiate local news releases, etc.
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A portion of a report presented by Mr. Don Hobbs to the local schob]
board:
INSERVICE WORK EXPERIENCE INTERNSHIP PROGRAM
FOR OCCUPATIONAL EDUCATION

Early in March I was contacted by Dr. Sexton from the Health Edu~
cation Department of Eastern I11inois University, Charleston, I111inois.
He came to Robinson and discussed with me, Ken Caraway, Mr. Trimmer,
Mr. Butler, and Mr. Livingston the possibility of allowing one of our
teachers some release time for research into "Inservice" Training for
Vocational Education Teachers. Subsequently this research program was
approved by the Board of Education.

My inservice program was planned by Dr. Sexton, Mr. Caraway and
myself for the purposes of giving inter-related cooperative education
teachers on-the-job training in local industries. Mr. Caraway and I
met with five local industries and discussed the program with them.
The program was approved and efach company agreed to participate.

The objective ~< :his pilot program was to study the feasibility
of school districts in the State of I11inois to release vocational
teachers from teaching assignments for a specified period to return
to industry to update knowledge, skills and techniques used in their
teaching.

My program consisted of forty hours of on-the-job training in
five local industries. I spent four to five hours per day for two

and three days per week on the job. I was able to get "on hand"

experience, observe many operations and discuss many problems and

concerns of production in each business or industry.
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I found every industry that I visited very helpful and receptive
to the idea of inservice training for teachers. I was impressed by the
employees of the local industries and their eagerness to help in my
training. 'I felt that each place that I visited actua11y became more
interested in the programs at the school. |

[ am attaching a'copy‘of my report which Mr., Caraway and I will
be presenting to a panel ét Eastern I11inois Uanersity, on June first.

Donald E. Hobbs, Vocational Instructor

The following is a one day log of experiences compiled by Mr. Hobbs:

Training Station: L. S. Heath & Sons Company
Supervisor: Dick Inboden, Pete Spaul
Time in Training Station: Eight hours
Skills Observed  Performed  Discussed

1. Maintain packing machines X | X
2. Cleaning machines X X
3. Cleaning plant X
4. Welding - tig - arc. X X
5. Machine shop work (maintenance) X X
6. Maintenance - electrical X
7. Adjusting packaging machines X X
8. Care for commodities X X
9. Warehousing X X
10. Weighing candy bars - maintain-

ing standards X X
11. Wrapping candy X X
12. Inspecting candy line X X
13. Taste test panel X
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Skills Observed  Performed  Discussed

14, ‘Lhecking quality of products X X
15. Hanrd packing candy X X
16. Cooking candy X X
17. Safety requirements X X X‘
18. Read thermometers X X X
19, Read gram scale X X X
20. Measure tank storage X X
21. Read pressure gauge on tank

storage ' X X X
22. Operate fork lift X X
23. Operate storage tank for sugar X X X
24. Fi11 sugar wagons X X X
25. Unload sugar truck; X X X
26. Load trucks - proper loading

of axles X
27. Unload railroad cars (sugar

cars) X
28. Inventory and check shipments X X X
29. Label and date products

received X X
30. Storage of products received

(paper, wrappers, almonds) X X
31. Inventory warehouse (almonds,

paper, sugar, chocolate) X % X
32. Inventory candy line (paper,

wrappers, boxes) X X
33, Ordering products (wrapping,

butter., sugar) X X
34. Operate calculator X ' X

35. Figure juantity of materials X X X




36.

37.
38.

39.
4.

41,

42.
434

44,
45.
46.
47.
48.

100

Skills Observed  Performed  Discussed
Setting up product shipment
and cases X X
Cutting paper with paper cutter X X
Read and interpret shipping
receipt X X X
Storing materials in warehouse X X
Know warehouse codes for line
use X A X
Plan for daily 1line usage
from warehouse X X
Unload sugar trucks X
Operate battery charger for
fork 1ifts X X
Store almonds X | X
Filing reports and inventories =~ X X
Driving a truck X X
Read production schedule X X
Plan work schedule X X

Knowledge gained at training station:

1,
2.

(€% )

o ~N O o b

Warehousing procedures.
Shipping and receiving procedures.

Importance of team work of all departments in manufacturing
one product.

Inventory procedure for large warehouse.

Inspecting and adjusting package machines.

Procedures used in over-all planning to fit production schedule.
Testing products received.

Proper storage of raw products.
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Standards used to maintain quality of product.
Training plans used by the company to train employees.
Shifting production schedules to use materials and equipment
available.

incorporate into I.C.E. Related Study:

Warehousing occupations.

Inventory procedures.

Quality testing of products.

Your job in production.

Mechanics related to industry.

Assembly 1ine worker.

Packaging along a line.

Personnel.




