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PREFACE

This publlication, although credited to one author, 1is
truly a composite. It began with a one-day meeting with
K. Fred Daniel of the Florida Education Department and Willlam
Drummond of the University of Florida, Galnesville (and fore
merly of the Washington State Education Agenoy). The discus=
slons were taped and reviewed agaln and again as these pages ‘
took shape, In addition, each of the nine states of the Multi-
State Consortium on Performance-Based Teacher Education sube-
mitted management plans in April 1973 which became the hard
data supporting this publication,

Following the preparation of the first dréft, the paper
was reviewed and critiqued (vigorously, I might add) by each

of the consortium representativess

Dr, Nell Kannwischer Florida
Dr. Roger C, Mouritsen Utah

Dr, Patricla J. Goralski Minnesota
Dr, Zdwin Lyle ' Washington
Mr, Lee G, Wells Oregon

Dr, Robert Vall Vermont
Dr, Tom T. Walker Texas

Dr, John Potts __Arizona
Dr, Vincent Gazzetta New York

The followlng persons also read the manuscript in prepa=

ration: James Steffenson, Teacher Corps; Stuart Dean, Title V;




Karl Massanarl, Director, American Association of Colleges for

Teacher Education's Committee on Performance-Based Teacher Edu=

cation; K. Fred Danlel, Florida Education Department; William

Drummond, University of Florida, Gainesville; Robert Roth, Direce
tor, Performance Evaluation Project, New Jersey Department of
Education; Henry Blssex, Vermont State Department of Education;
Robert Hc iston, Unlversity of Houston; Horace Aubertine, Illinois
Souther. University; Allen Schmieder, Director of Program Thrust,
Unlted States Office of Education, Washington, D,C.; Frederick
McDonald, Educational Testing Service; Gilbert Shearron, Univer-
slty of Georgla; David Potter, Fducational Testing Service;
Thomas Sheldon, New York State Education Department; and James
Collins, Syracuse University.

While each of the above=named persons contributed to this
document, the conclusions drawn reflect the author's biases and
should not be construed as the officlal posture of any of those
who assisted in developing the manuscript.

A variety of lssues are addressed by toplc and readers may
wish to use this volume as a reference tool rather than as a
document to be read as an entity. Hopefully, 1t will serve both
types of readers, '

Varlous chapters touch on different but related problems
with suggeations to assist states in developlng their own unlque
approaches, Even the writing stylee vary in some of the chap=-
ters; the unifying theme is "assistance",

Through the process then, of draft, revision, re¢ision, ete.,

the publication evolved; we hope readers will find 1t helpful,
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INTRODUCTION
What's In a Name

Many educators are arguing over the correct title/name/
label for the movement discussed in this book, While many
people belleve there are significant distinctlions between the
phrases "performance-based" and "competence-based" (and the
puriste are right), this publication is using the two terms
interchangeably, It 1s our bellef that most persons blur the
two terms and that making a distinction would be more awkward
than accepting the reallity.

In using the terms interchangeably, we are giving to both

" the broader context reflecting the total range of competencies

expected of a teacher, Also we recognize that the princlples
behind the movement would be appropriate for any professional
field (medicine, lew, dentistry, ete.,)., This volume, however,
is focused on performance education as it relates to profee-

elonal training for educational personnel in schools and cole

leges,

Definitlion

How does a state define "competency-based"? T.'« 8
most cruclal question, Two different ways of looking at thile
term are being followed, To some, competency=-hased is & se-

ries of conditione that exist in preparation programs, BStan




Elan's paper, The State of the Art, published by the American
Assoclation of Colleges for Teacher Education's Committee on
Performance-Based Teacher Education, takes this viewpoint,
Elam defines performance-based as a series of oharaoterlstica
found in certain programs for the preparation of teachers, in-
cluding: |

(1) Competencies derived from teacher roles,

(2) Explicit, public eriteria including mastery levels,

(3) Performance used as primary source of evidence,

(4) Progress through program determined by demonetrated
competenacy,

(5) Instructional program facilitates development and
' evaluation of student's achievements,

The above are severely edited but they indicate the basic ap-
proach,

Another viewpoint, equally legitimate, 18 that perform-
ance-based refers to evaluation: Objective evaluation of per=-
formance (to the greatest extent possible) is the sole charac-
teristlic, 1If one accepts the second definition, then one does
not talk about preparation programs, only about the evaluation
techniques used in those programe, And a state may easlly
place its focus on the development of a state evaluation system
or the monitoring of colleglate evaluation eystemé ag its ap-
proach to competency/performance education/certification,

Some states have adopted the second approach and applied
it to inservice education because of the admitted difficulty
of changing colleges and/or universities, Even more impres-

sive 18 the argument that given the large number of teachers




trained each year who never find jobe (more true today than
ever before) and the much larger number of career teachers

who will be completely untouched by changes in teacher prepa=
ration, the emphasis should be on effecting change in the ine-
service teacher. The most convineing argument, however, ie
that the state should place its efforts where the children
are~-instruction needs to be improved now and with limited re-

sources inservice should be the sole focus,
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Chagter |
ATLANTA or ATLANTIS?

The future of performance education is in the hands of
the political decision-makers, Despite the best and worst ef=
forts of studente, teachers, school administrators, college
professors and/or administrators, the performance movement is
no longer within their control. And movement ig the right
word,

Legislators and state education agencies are now leaping
on the performance stagécoaoh (a better figure of speech than
bandwagon, given the present state of knowledge in performe
ance education) and they are locking into law and into rules
and regulations, policy decisions with implications of infie
nite potential, Thelr policies are not necessarily developed
after careful planning and examination of those implications.
And no one is at fault--there has not existed any definitive
document or resource that will aid these decision-makers,

This volume 18 an attempt to provide such assistance, Recoge
nizing the arrogance of that claim, notewe said "an attempt",

This publication is designed to be read primarily by lege
islators and state education personnel, Its purpose is to
provide assistance to agencies considering the development of
performance=based teacher education programs and certification
pollicles, The emphasis is on management, on how appropriate

planning and the allocation of resources can assist any agenaoy
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in meeting its objectives, But the key is appropriate plan-
ning and the first problem is where do you begin,

There is no gne state approach to performance education
and that fact makes writing about it ilmpossible, There is no
"1t".=there i only "them" and envisioning "them" in some way
is the first challenge to someone trying to understand how a
state approaches performance education,

State approaches might be compared to people setting out
on trips, Some could be compared to a traveler wishing to fly
from Boston to Atlanta, There are numerous connections, the
planes are usually on time and the traveler almost always ar-
rives safely, Some states have selected "destinations" that
appeared to be as easlily reached, |

A larger number, however, could be compared to a traveler
leaving New York City in 1850 with San Francisco as his destl-
nation, He knows the Journey will be very long and very dan-
gerous; he also nows many people will not complete the jour-
ney and that once there it will be equally difficult to return
to where he starﬁed. But he does know that there is a San
Francisco, that some people have made the journey, and that
the potential galns appear to be worth the risks,

Finally, some states are like the explorer searching for
the lost city of Atlantis, He has heard fabulous tales of
what this almost mythical place is like, He is not sure it
really exists, and he doesn't even know where to look for it,
But he believes it is there (somewhere) and that the search

iteelf may be as rewarding as actually finding 1it,




Those states, searching for Atlantls, have attempted the

moet, risked the most, and could accomplish the most,

State Efforts

How does one look at the developing state efforts? Be-
cause there are many differences within and between states,
there are multiple ways of looking at state efforts,

Using a continuum of zero to one hundred as a constant,
it is possible to view states' efforts in a variety of ways.
Robert Roth of the New Jersey Department of Education devel-
oped the first of these; his analysis became the basis for the
following viewpoints,

If one accepts as a basic state agency concern "the certi-
fying of qualified (competent) teachers", we have a beginning,
The next step in thle first model is the assumption a state has
about centralization of control, A wide range of equally le-
gitimate viewpointse exists concerning this issue, And the purs
pose of this volume is not to espouse one philosophy over ane
other-=it is simply to report that variations exist and dif-
fering policies result,

To 1llustrate the extreme positions on the continuum:

At the 2zero end, we find a state posture that approaches total
decentralization, local control with the state solely in a fa=-
eilitating role, At the one hundred end we find a phllosophy
that supports a total centralization of authorlty, a belief
that the state has both the obligation and responsibility to




set and enforce standards,

States fall somewhere between these extremes, Almost all
states would actually have difficulty finding a legal base or
even formal statement describing its philosophy about centrale
ization of control, But thls approach does allow us to begin
to look at state approaches,

The accompanying diagram (Figure 1) illustrates this mod-
¢l, At the zero extreme (the decentralization end), we find a
gystem that simply provides information., The state monitors
the flow and content of that information, which is made avallaw
ble to interested users (employers, most likely). The state
does not make judgments; it does not 1sesue certificates,

Moving to about the 5 point and extending to the 95 point,
we find in this vast middle, state-approved performance-based
teacher education progranms,

Most states are developing performance education simply
by approving programs, not by setting speclfic state perform-
ance criteria, But even here the approaches vary, Near the
5 point mark we see consortia developing programs, Within a
parity framework, representatives of colleglate institutlons,
teachers, public school administrators and in some ocases col=-
lege students are serving on policy boards, planning and man-
aging teacher preparation programs, Such boards select, on
the basis of local needs, the specific competencles a teacher
will need to develop., A8 a result, wide variations in program
expectations may exist within one atate,

As one moves toward the center of the continuum, we find

10
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(F1GURE ONE)

*
1, State establishes competencies,

2, State establishas criteria levels for successful performances,

3, Stata establishes its own assessment system,




the largest number of programs now in operation; those that

have been primarily developed and controlled by colleges,

Many of these are field-centered and have cooperative arrange-
ments with the public schoole==but the control of the program

is in the hands of the colleglate institution, At the present
time few standards exist for evaluating such approved programs,
It 18 self-evident that counting the number of books in the lie
brary and the number of PhD'e on the faculty (the traditional
approach to aocreditatioh) is not an appropriate way for a state
to approve a performance program, But few atates have been able
to develop appropriate and/or satisfactory new approaches, Ex-
amples of what has been developed will be disocussed in another
section.

Moving beyond the 60 mark, we begin to find state certifi-
cation regulations that inoclude requirements for the develop-
ment of specific competencies rather than,or in addition to,the
required courses normally found., Some states are specifying
only certain competencies while others are listing all the re=-
quired competencies. At the 95 mark, all competencies required
are set at the state level; hovever, the state still allows the
colleges within their approved programs %o get the criteria and
develop assessment teschniques,

Finally at the 100 spot, we find the state no longer con-
cerned with approved programs, The state ia_conoerned with cer-
tification, developing a state eystem to license teachers, In
this model the state would fill three roles: (a) Specific com-
petencies are required by the state; (b) The eriterion levels
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indicating minimal levels of acceptable performance are set;

and (¢) The state establishes its own assessment syatem to
evaluate candidates, Rolea (a) and (b) could be accommodated
within the approved program approach; (e¢), however, would be

an entirely new approach, As with the zero point on this scale,

no state has moved to this position,

It may be an unsupported conclusion (but some evidence ex-
ists) that states appear to be moving toward the center, For
instance, Washington has a procedure for developing sompetency
programs that could be placed near the 5 point on this scale,
However, problems of managing and monitoring so many disparate
programe are giving etate officials concern about developing
more centralization of control, possibly by establishing re-
gional centerse as well as local district programs, The move-
ment there 18 to the middle., On the other extreme, Florida
moved into competency education several years ago by assuming
that the state could isolate those competencies most often iden-
tified by inservice teachers as needed, Those competencies
could then become the basis for a state competency system, Howe
ever, Florida has now moved to providing the resources needed
for developing competency-based approved programs by actively
encouraging the involvement of teacher educators at both the
pre and inservice levels in competency~-based programs, Again
a shift toward the center,

Another totally different way of looking at state ap-
proaches to performance education would be to consider how

total the state commitment to competency education ie, We




can use the zero to 100 continuum again to describe this, (Bee
figure two,)

In this example, zero would indicate states that have to-
tally rejected consideration of performance approaches to teach-
er education programe or certification policies, No states, to
the author's knowledge, have taken thie official position,

The espace from 5 to 95 would represent an ever increasing
commitment to performance, Five would be for those states that
are watohing developments but are as yet doing nothing. By 50,
atates would be encouraging developments, sponsoring meetings,
holding workshops, From 50 on, specific state commitments would
pe evident, For instance, regulations would now appear contain-
ing competency statements instead of coursee requirements , and/or
state oriteria for the approval of performance programs would be
published and/or pilot projects would be established,

All of the above approaches support competency=-education as
an alternative tb the present system, Tﬁe 100 spot is reserved
for those states that arg‘maﬂdating that all programs become per-
formance-based, or that all teachers be certified or recertified
on oriteria related to their actual classroom performance, 8States
that are doing this have typlecally published timelines indicating
some date in the future--two to five years for example--when the
performance approach will be fully implemented.

Obviously, those states mandating the move to performance
believe that such policies will have significant impact upon the
quality of teaching and that the state has not only a role but
aleo a responsibility for doing everything it can in pursuit of

14
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thaé goal,

Interestingly, when comparing the two graphe, one finds
states at point 5 in Figure One and at point 100 in Figure Two,
The opposlte 1e not true., States developing competency regula=-
tions and state assessment eystems are moving towards mandating
performance for everyone. Some satates, however, developing con-
sortla approaches, are also mandating performance programs for
the entire state, A state may believe in locallzed development
of competenclies and a wide variation in program standarde while
at the same time maintaining that all programs must fit into
thie model,

Finally it is necessary to examine where state attitudes
toward performance originated, Four sources appear to be recoge
nizable., In some cases the state thrust hae resulted from lawe
introduced and passed by the leglelature with little or no in-
teraction with the state education agency, teachers, college
representatives or the public-at-large, The following pages
contain two examples of such bills introduced in Connecticut
(Exhibit One) and New York (Exhibit Two), There are a variety
of difficulties resulting from a performance thrust orliginating
with the legislature; but the moat serious one is the lack of
options resulting from the specificity of a law, All states
moving toward performance recognize the need for flexibility;

a legal mandate reduces that possibility, It is laportant to
note that neither of these bills became law,

The second thruet (and probably the major one) has come

through the efforts of state education personnel in offices of

16
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(EXHIBIT ONE)

Connecticut

The 3tate Board of Educ#tion may, in accordance with this act,
and with such regulations as it prescribes, grant certificates of
qualification to perform the duties of teacher or to supervise in
any public school of this state, and may revoke the same. By September
1, 1974 the state board shall develop for all certificates described
in section 1 of this act (a) regulations governing the issuance of such
certificates, and (b) standards for the approval by said board of per-

formance-based programs at the pre-service, internship and provisional

levels for persons applying for the provisional and standard certificates,

and (c¢) general categories of performance criteria and assessment pro-

cedures to serve as minimum standards for all persons seeking certification

in this state, and (d) regulations governing the issuance of the pro-

visional certificate to appiicants from non-public schools, and (e) re-

gulations governing the issuance of the certificates described in Section

1 of this act to persons certified to teach in states with which Conmecticut

has reciprocity agreements, and (f) regulations governing the issuance
of the special temporary certificate to persons who do not qualify for

the internship, provisional or standard certificates. ...

Section 3, The state board shall by January 1, 1974 submit to the Joint

Standing Committee of the General Assembly a time-table for state-wide
implementation of this act. Such time-table shall provide fo; (a) im-
plementation on a pilot basis beginning September 1, 1974 and (b) im-

plementation on a state-wide basis by September 1, 1977,

Section 4, Funds shall be appropriated on a per/pupil basis for the

purposes of this act,

17
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(EXHIBIT TWO)

STATE OF NEW YORK

6842
1973-1974 Regular Sessions

IN ASSEMBLY

March 6, 1973

Introduced by Mrs, C. E, COOK~=Multi-Sponsored by--Messrs,
MARGIOTTA, DALY-=read once and referred to the Committee

on Education
AN ACT

To amend the education law, in relation to developing
and implementing a system of performance-based
teacher certification

Th Rople of the State o4 New York, nepre gnted {in Senate and
Asembly, do enact as follows:

Section 1, Statement of legislative findings and purpose, It is
the intent of the legislature to require a uniform system of teacher
certification which is competency or performance-based to be
applied to all persons seeking state certification on or after ﬁay
first, nineteen hundred seventy-five, Prior to that date, it is the
intent of the legislature to place responsibility for determining the
teaching competency of newly certified teachers on the chief school
administrator of each school district,

EXPLANATTON=—= Matter in 4t¢afic 415 new; matter in brackets ( ) is old
law to be omitted,

18
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2

The legislature hereby finds and declares as follows: that the
basis for teacher certification should be competence; that pupil
learning should be the fundamental basis for assessing teacher com-
petence: that criteria upon which competency or performance-based
certification be predicated be made explicit and pubiic, and; that
assessment of teacher performance be made relative to such estab-
lished criteria,

8 2. The education law is hereby amended by adding thereto a
new section, to be section three thousand six-a, to read as follows:

§ 3006-a. Competency-based centification. 1. Th commissionen
04 education smlL cause fo be put into effect a system of compe-
ency-bated teackenr centification for applications §iled on on aften
May §inst, nineteen hundred eventy-five.

2. Prion 1o statewide i{mplementation, tle conmi ssionen shmll
develop and diseminate gecifdic evaluation and asée saent guide-
Line swhich shakl include but not be Limited to th following:

(a) Tl e stablishment of criterdia for student proghe s4 in the
§ields of neading and matlematics and of techmique s fon th ask s&
ment of £hat progre 44,

(b) Aske dament of teackei conpe&ncz ad Lt nelate 4 2o e stablished
critenda,

(c) Asg sament of othen dutie s nonmall y nequired to be penformed
by teaclens as an adfunct to tilein regular assignments, _

(d) Tde establishment of procedune & and tecmique s for ascen-
taining that the teachen applicant can madintain proper control and
can pre Lrve a atable Learndng envirnonment,

19
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3

1 3. Tl commdissionen of educatdon shll repont hia preldiminary

2 §4nding & and recomrendations 2o th Legi Lature on on before Janu-

3 any finst, nineteen tundred Lwentyfounr.

4 4, Durnding th perdiod commencing on Septemben {inst, nimeieen
5 fundred 2wentyimee and ending April thintieth, nineteen hun-

6 dred Lventy-fdive, Lhe perdon in eveny & ool on district hving Ll
9 ne ponsibility for hining any newly centifdied teacken shall file a

8 wrdtten statement with the chief &hool offdicer of such &hool oxn

g distrniet that R s inquined into the teaching ability of th newly
10 hired enployee and that hy was satisfded that schemplowe 44

11 competent to teach.

12 8 3. This act shall take effect immediately,




teacher education and certification, These officials, from a

wide range of states, had (have) the legal responsibility for

the certification of teachers, The performance movement relates

80 loglcally to that area, certification, that officials first

slowly and then rapidly encouraged the development of performe

ance policies,

The third thruet is also within the state agency but not

from those responsible for teacher education and certification.

In some states, the Superintendent of Public Instruction or the
Commissioner of Education (titles for the Chief State School

Officers vary) has made a personal commitment to performance

education, The reasons vary, but once made the Commissioner

establishes performance education as a priority and allocates

a varlety of agency resources to implement these policies., 1In

both the second and third thrusts the state agency is the source;

the difference reflects where within the bureaucracy the move-

ment originated,

The final thrust comes from outside the agency. These for-

ces really divide into external funding (e.g., Teacher Corps,

Task Force '72) and into external encouragement from those in

the field who are committed., The latter groups include many

college personnel and public school teachers who have been de-

veloping programs, These individuals sgee great promise in per-

formance education and are encouraging states to develop formal

policles,

In this chapter we have attempted to show the diffioculty

of considering state approaches to performance education through




& single frame of reference, 8State approaches vary to a great
extent because ¢f:
(a) assumptions about centralization of state authority
(b) the extent of commitment to performance education, and

(¢) the source of each state's activities,

Targets

To understand better the Atlanta or Atlantis analogy, 1t
18 necessary to consider the target of state performance ef-
forts., The target is slightly more than the state objective,
The target includes the populations (systems, if that is an
easler concept) that will be directly and indirectly affected
by the state effort,

First the state must decide (exieting lawe or rules and
regulations and/or traditions may have already forced that de-
cieion) whether it will be concerned about the preservice cer-
tification of teachers, the inservice certification, or both,
Each of those inltial decisions, in a real sense, establishes
the target population,

For example, a state solely concerned with presarvice has
only one population it will directly affect--colleges and/or
univeresities preparing undergraduate teachers,

States focusing on inservice or a combination of inservice
and preservice broaden geometrically their target populations.
Added to the college and university are the public school ad-
ministration, the rights and responsibilities of teachers, and
most likely but more indirectly both the teacher preparation
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students and the atudents in the achools as well as the public-
at-large,

Each target group has ite own basic or prevailing mission
but is impacted by teacher education and its force and direc-
tion, However, teacher education (other than with the school
of education personnel) is a secondary mission for most and only
of minimal interest to some (public school pupile or soclety in
general),

Figure Three attempts to illustrate the overlapping nature
of the target populations. None of the groups exlists in isola-
tion; each already is a part of & larger group and it is impos-
sible to predict exactly how a pollicy designed to affect one of
the groups will affect others,

Why and how are these groups affected? It 1s etill too
early in the development of competency to say absolutely what
will happen, but a few examples will illustrate the lmplications,

Let ue say that a ataﬁe establishes the following compe=
tenoy that all teachers, both pre and inservice, must demon-
atrate: "the teacher will create a classroom atmosphere that
is supportive of a student's emotional needa;"

Thie affective competenoy is not one that ie very contro-
veraial; most persons in education would support it, although
they might argue about its interpretation,
| Is this competency, however, one that oolléses are preeé-
ently preparing students to demonstrate? Most people would

agree that there is little evidence to support a positive an-

swer, Therefore, & new element may have heen added to the

23
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preparation package offered by the college., Reallstlioally,

competency education adds many such items, The Gollege then
must adjust; ocurriculum patterns must change; coursees may evap-
orate; faculty load quotas may have to be redetermined; and
student teaching as it exists traditionally (x number of waeks
in a public school under the guidance of a cooperating teacher
with an occasional visit by a college supervisor) may be totally
inadequate, .

Even more upsetting t¢ the traditional college structure
is the shift from a time frame (8o many hours of clase equals
a oredit hour) to a demonstration of competency approach., No
one can determine in advance how long it will take a student
to demonetrate successfully his mastery of all the required
competencies, And who 18 affected by shifting the time frame?

Registrars must understand and accept the faoct that a new
record kaepins system must be developed, Note, we are now out-
side the school/department/college of education. In addition,
students in competency programs beocome quickly used to the gpen
objectives and the variety of learning expariences offered them
in their education program, "Why," they ask, "don't the proe
fessors in the liberal arts departments do the same?" Actually
they often challenge the professor with, "Your course activie
ties don't have anything to do with your objeotive," or "Your
evaluation is totally subjective," or "I would like to negotie
ate how I'm going to meet your objective," or more pointedly
"Just what is the purpose nf this couree?"

While some states are encouraging and/or requiring that
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the liberal arte courses (the general education requirement)
also become competency-based, the concerns of students will
force an effect on liberal arts departmente whether the state
intends it or not,

How would a preparing institution handle this coupetency
at the preservice level? Firet it would probably create a mode-
ule that would pretest for that competency, provide instruction-
&l activities, 1f necessary, and then post test,

What would the pretest look like? 8ince the skill relates
to student performance in the classroom, then the competency
must be analyzed in a class setting, What coriteria exist for
successful demonstration of that competency? Some of the op-
tionse include:

John Withall and Ned Flanders (ae well as his many adap-
ters) have developed techniques for objectively analyzing classe
room: interaction which gives an emotlonal, social index, The
college might decide that a ratio of one to ¢ne (one supportive
statement for every teacher directive atatemeﬁi) was sufflclent,
but some would argue that the least acceptable ratio was two to
one=-gupportive over directive. How the cutoff point, the ori-
terion, is established is another lesue, Even with the criters
lon, someone must decide how many times that skill must be dém-
onstrated and who will do the evaluation, Needless to say each
of these decisions affects the structure and cost (another im-
portant feature) of the progranm,

The competencies selected may then cause an almost monu«

mental change in the education program and may well affect the
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college-at~large, And this 1s Just a preservice consideration,

At the inservice level, everything Jjust becomes more com=-
plex, The actual clasaroom of a regularly eunloyed teacher be-
comes the demonstration laboratory., Since this skill 1s vital
to his or her certification, many more safeguards will be ine
volved in protecting the teacher's rights, The professional
association and/or union may have bargained a role as an equal
partner in not only establishing the criteria but also in serve
ing as an evaluator., The number of times needed to demonstrate
the competency probably increases (more opportunities are avail-
able) and the state may even be involved as an evaluator., This
new role with all of ite competing demands--falrness, responsi-
bility to the public, the students, the teacher, the Preparing
institution, the community--makes one wish Solomon could provide
state department personnel **ith an inservice ocourse entitled:
"Wisdom, Under Trying Conditions,"

Other structural problems occur, What 1f the teacher 1s
in an "open" classroom (where children have consliderable cholce
in activities and the teacher has to provide individual activi-
ties structured around a child's interest and the curriculum
requirements)? Most interaction instruments won't work because
the teacher never interacts with the whole claée; much more ef-
fort 18 given to providing learning environments and facilitat-
ing thelr use, Do you ask the teacher to change his/her style
or do you create a new evaluation system? If the latter, who
is responsible for doing this and how would you valldate the

resulta?
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None of these 18 an insoluble problem, but collectively

they 1llustrate the fact that teachers will demand a signifi-
cant role in any competency system that includes inservice
and that the very orsanizatioﬁ and structure of the public
8chools may make it difficult to implement a system without
modifying that structure,

It might just be that society doesn't believe the creation
of a supportive environment is a8 important as developing the
needed reading and mathematical skills, no matter what the en-
vironment 1s. If so, the problem becomes: Change the compe=-
tency or change the schools? And many states have put into mo=
tion policles designed ultimately to change the schools, Given
the efforts that have gone into that in the past, Atlantis may

be a most apt analogy.
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Chapter 2
WHAT WE KNOW AND WHAT WE DON'T KNOW

People who know only a little about performance education

often make very dangerous leape in thelr assumptions, They
believe:

(a) A 1ist existe which contains the basic competencies
that all teachers should possess and be able to
demonatrate,

(b) Technigues exist to evaluate objectively whether or
not a candidate actually has those competencies,

(o) Research has shown whioh teacher competencies are
related to children's learning,

(d) Developing a competency system of preparation and
evaluation is a relatively simple task and not
likely to be more expensive than present systems.

All of the above are false!

Before any state makes a commitment to competency educa-
tion i1t should be required‘to prepare a description (a manage-
ment plan) of how each of the above concerns will be handled
in that etate,

Opinions and prejudices exist in overabundance, but the
best way to approach each issue is to ask the olassic perform-
ance question: "What evidence will you acoept...?"

Examining each of the statements will illustrate more

clearly what we imow and what we don't lmow, The first belief:

751
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"A 1iet exists whioch contains the basic competencles that all
teachers should poseess and be able to demonstrate.," What does
exist are liets of competencies. The best resource available
1s the Florida gatglog_og'comgeteng;ea which resulted from an
intensive search of the literature and a year's review and re-
vislon by educators throughout the United States,

Well over 1,000 competencies are included, However, there
is no attempt made to indicate which competenciee are most or
even more appropriate, The purpose of the catalog appears in
the introduction: “,..the catalog should provide users with an
array of competency statements from which descriptions of teach-
ers can be built,"

The difficulty of preparing a list of basic competencies
revolvea around a human and philosophical problem--the human
problem is how to obtain consensus about an area of extreme cone
troversy,

Selecting the competencies, according to Peter Alrasian® is
the most ocrucial issue in competency education, "I would argue
that the most powerful individuals are those who frame the come
petencles to be attained, These are the individuals who explice
itly define what is a good teacher."

States have varied their approaches to the selection of
competencles, As we have noted, some states have pushed that
decision out to local and/or regional consortia; other states
have established a state 1list of required competencies.

The philosophical problem occurs over whether any compe-

tency 18 8o broad that all teachers should possess 1it, If

Q 32
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8chools and teacher roles are changing and if local systems make
very different demands upon thelr teachers, ie it posslble to
establish competencies that are needed by all teachers? If that
18 true, are educators with a required competency approach not
again risking the creation of an irrelevant system?

Also, some people have been attracted to the competency
movement because they see it as a way to describe the unlique
strengths and wealnesses of each teacher, The goal is not to
hold all teachers to the demonstration of required competencies
but the creation of a system that would allow teachers to do
that which they do best and at the same time facilitate the re-
structuring of the public schools to glve chlldren greater op-
portunitlee to learn,

The second issue: "Techniques exist to evaluate objective-
1y whether or not a teacher actually has these competencies,"

No greater myth exists, Much of the great enthuslasm for per-
formance education results from the accountability thrust per-
meating all aspects of our soclety. People believe that objec-
tive evaluation of a prospective teacher (and/or inservice teach-
er) w'll reveal whether the person possesses the competency and
whether the program is meeting its objectives, The assumption

is valld, but there ie no evidence now avallable to indlcate that
assessment techniques are sophisticated enough to validate any
program, If readers doubt this conclusion, look at the perform-
ance programs and modules that now exist,

Florida, in another excellent resource, funded the develop-

ment of the Annotated Listing of Competency-Based Modules, The




Florida Center for Teacher Training Materials set only three
criteria for the inclusion of materials:

(1) Performance objectives are stated in explicit terms,

(2) Instructional activities or resources are specified

for the attainment of the stated objectives,

(3) Evaluation indicators are linked to stated objectives.
The Center reviewed literally thousands of modules and found
only 288 that met the three criteria, And note the word "linked";
no one was asked to valildate the evaluation system,

Many people are using behavioral objectives to develop pere
formance programs. In most cases the activity of the teacher or
the student is described in detail, However, far too often the
evaluation consists of the subjective reaction of one person to
whether or not the person demonstrated the competeney and usually
on & rating scale of one to'three, 6ne to five, or one to ten,

In some 1instances several ratersevaluate the performance, but the
evaluation is still subjective,

One should not be overly critical of such approaches. They
are a significant improvement over previous rating scales that
had no performance criteria and were totally subjective (e.g.,
"Friendly--one to ten"), However, such systems are not truly
objective (philosophers would argue that nothing is)., It i8 ese
sential, though, that those makling pollcy decisions recognize
the limitations that exlst in the asaessment area,

While some modules 4o possess objective evaluation systems,
no one would maintain that an entire program can now be evalue

ated objectively., The most difficult evaluation problems occur
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in the affectlive area, At best we are using indicators rather
than absolutes for measuring effectiveness, Does the fact that
a teacher calls on minority children as often as non-minority
children prove ;hgperson is not prejudiced? This is not an
atypical exauple df an indicator., One might compare the best

evaluation Bystemagin competency programs to an lceberg. The

most visible part Bay well be using modules with objective crie
teria, but the greatest part lies submerged beneath the water;
the areas that truly maﬁe a difference are not so easlly meas-
ured and are really the foundatlion for the entire program,
Another difflcult problem involves the 1ssue of whether the
desired performance is totally dlscrete (it either exists or it

doesn't) or whether it is subject to qualification (ten times in

twelve attempts)., How one feels about this issue vastly changes
the nature of the assessment system., Researchers have shown us
that consistency of performance 1s an exceptionally difficult
area to predict. Therefore, even the demonstration of a dis-
crete performance doesn't assure anyone that the performance can

or will be duplicated when appropriate., Setting cutoff levels

(seven out of ten times, with 80% effectiveness, three out of
four) is even more misleading. The measure is very accurate;
however, the criteria level established is unrelated to any val-
1dation that three out of four, for example, le ultimately ahy
more meaningful in terms of pupll growth (or predictability)
than two out of four,

The third belief: "Research has shown which teacher compe=

tencies are related to children's learning," Some evidence is
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beginning to appear linking certain teacher behavior to student
learning. Researchers Barak Rosenshine* and Norman Furst have

indicated that 1l variables appear to be worth beginning to train

teachers for, They include: clarity, variability, enthusiasm,
task-oriented and/or businesslike, student opportunity to learn
criterion material, teacher indirectness, criticism, use of struc-
turing comments, types of questions, probing, and level of dif-
ficulty of instruction. They note that the best results were
obtained on the first five variables,!

But even Rosenshine and Furst indicate that much more re.
search needs to be done to validate completely these character-
istice, Beyond this, research tells us nothing. Actually, what
is reported is more disturbing than nothing, ‘

James Popham completed a study comparing student learning
between classes instructed by students prepared in a teacher
education program and students selected at random., He found
measurable differences in learning did not occur.2

If a state takes the position that the ultimate test of a
teacher's effectiveness is student learning, then deciding which
competencles are related to student learning is an overriding
tasks Many knowledgeable people, while accepting the logic of
that position, still reject it, Not only is there no positive
evidence that any competency is related to student learning, but
also there 1s no way to control the many human factors that in-
fluence the student, either before or during the time that he is
in class. Such eritics also malntaln that the ultimate goals of

education are not revealed in whether the student can pass a

%6
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cognitive exam but in the decislons he makes as an adult, many
years later,

Another problem 1s related, The competencies needed for ef-
fective teachling may not exist singularly; the successful teacher

may be the one who can utilize a variety of skills within a short

time; the effectiveness ie really the unique combination of com=-
petencles not the capability to demonstrate each singularly, Also
many people belleve that competencles are situational specific,
In other words, in a given class on a given day, certain compe-
tencies may be hlghly related to student learning, However, on
different days and/or with different studente the same competen-
cles may be irrelevant,

The final bellief: "Developing a competency system of prep-
aration and evaluation is a relatively simple task and is not
likely to be more expensive than present systems." The complex=
1ty of developing a competency=based program has already been
deseribed in another section, The coet factors have not,

Competency=-based teacher education programs will cost more
money, NoO one argues too much about that. But how much? Bruce
Joyce#, who did a cost analysis for one state, estimated that the
development of one program would be between five and six mlllion
&ollars--one program at one 1nstitut16n. Joyce 1s assumling that
the program is totally competency-based and that the appropriate
technological support is avallable, He estimates that the cost

" of turning the whole country's program around is easily 100 mile
lion dollars and will probably take 20 years,

Herbert Hite® who did a similar analysis for another state,




saw a rige of 150% in program coste as compared with traditional
programs, In both estimates a significant amount of the cost
appears as faoculty time necessary to develop the Progranm,

Neither Joyce nor Hite is trying to paint a totally nega-
tlve picture, The costs are manageable, but only through care-
ful development, Joyce recommends the borrowing and sharing of
work others have done (note section of this publication entitled
"Resources"), while Hite proposes a different faculty load ratio
that will provide the needed resources,

In conclusion, what we do know 1is:

(1) Competency statements are available for review and
consideration,

(2) Objective evaluation is not yet perfected,

(3) Research relating student learning to teacher com-
petencles stlill needs to be done,

(4) Developing a competency system is a complex and
costly task,

FOOTNOTES

*
Papers by Alraslan, Rosenshine, Joyce and Hite are contained
in Assessment, published by the Multi-State Consortium on Per-
formance-Based Teacher Education,

lBarak Rosgenshine and Norman Furst, "Research on Teacher Per-

formance Criteria," Research in Teacher Education, ed.
8, O, Smith (Znglewood Cliffs, N.J., 1971),
27ames Popham, "Performance Test of Teaching Proficliency!

Rationale, Development and Validation," American Educati.nal
Researeh Journal, VIII (1971), pp. 105-117.




Chapter- 3
MANAGEMENT

How do you define the word management? The Multi-State Cone

sortium was originally funded to help the participating states

develop management plans, When each atate representative dee

soribed what "developing a management plan" meant, however, there

were nine different interpretations., Even now, a year later, cone

elderable differences remain. The consortium did agree, however,

on the purpose of a management plan: "to get us from where we

are to where we want to go,"

Given that purpose, it 1s clear that approachee would vary,

A typlcal approach Ls for a state to begin by developing a

management goal, then objectives, and then a table of events that

includes detalled information on activities, the group responsie

ble, the date initiated, the estimated date of completion and the

approximate cost.

The management plan developed by Utah using that pattern is

included on the following pages, It appears in its entireity

because it gives an excellent example of the comprehensive and

long range planning needed by a state moving %o a competency ape

proach,
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UTAH

Management Goal Related to Competency-Based Teachar Education and

Certification

The State Agency will provide leadership in the developmant of

certification standards based on teacher competency.

Management Objectives Related to Computency-Based Teacher lducation

and Certification

1. The State Agency will appoint a standing committee which will
implement the plan for competency-based teacher education and
certification developed by the task force.

The State Agency Standing Committee will identify educational
goals to be achieved by students with the aid of teachers,

The State Agency Standing Comaiittee will exert leadership in
identifying teacher competencies needed to assist students to
attain educational goals. Compatencies should include those
required of educational specialists such as media, special
education, etc, Committees will be established to develop a
listing of teacher competencies. Committee membership will in-
clude representatives from every stratum of education. Teaching
standards to be considered by the committees will be:

a, Professional qualifications

b.  Academic preparation

c. Personal attributas

d. Ability to diagnose learner's characteristics

e. Development of instructional competencies

f. Management of learning envizsnnent (discipline)

g, Ability to facilitate instructional objectives

h, Ability to promote interaction

i, Ability to evaluate objectives

j. Ability to evaluate outcome
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%, The State Agency Standing Committee will complete a review of
literature, research, evaluation data and practices in the nation
relative to certification standards basad on performance criteria,
The comnittee will validate competencies praviously established,

5. The State Agency will assist in the design of teacher education
programs for producing selected competencies,

6. Assist teacher-preparation institutions, school districts and
the State Agency in the implementation of competency-based teacher
education programs,

7. The State Agency will give leadership in developing and adapting
evaluation and follow-through techniques to be used.

8., Establish a center for collecting, evaluating and disseminating
competency-based teacher-education materials.

Managemant Objective No, 1

The State Agency will appoint a standing committee which will
implement the plan for competency-based teacher education and
certification developed by the task force,

Table of Events

Estimated
Group Date Date of Approx,
Activity Responsible Initiated Completion Cost
1. Appoint Planning Council Nov. 1, 1971 Nov, 15, 1971 -O-

standing com-
mittee from
State Agency
membership.

Management Objactive No, 2

The State Agency Standing Committee will identify educational goals
to be achisved by students with the aid of teachers.
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Activity

1. Collect and cate-~
gorize all avail-
able material re-
lating to educat-
ional geals on state
and national basis,
(Objective of edu-
cation in Utah)

2, Using students as
active participants,
detarmine those edu-
cational. goals which
are meaningful to
Utah students,

3, Determine which of

the perceived goals
are related to teacher
pruparation and forme
ulate a list which can
be usad to assist in
the development of
teacher compatencies,

Table of

Fvents

Group
Responsible

State Agency
Standing Committee

State Agency
Standing Committee,
Public scheol per=
sonnel, institution

State Agency
Standing Committee

Management Objective.No. 3

goals,

Activity

1, Four task forces es~
tablished as follows:

preparation, patve
sonal attributes,

(a) Professional quali-
fication, academic

ists such as media, special education, etc.
to develop a listing of teacher competencies,
include representatives from every stratum of education,

Date
Initiated

BPec, 1, 1971

Dec, 1, 1971

Jan, 1, 1972

Table of Evants

Group
Resgonsgﬁg;

State Agency
Standing Committee

and Planning
Council

bl

Date
Initiated

Nov. 1, 1971

Estimated
Date of
Completion

Dec, 31, 1971

Dec. 31, 1971

Jan,15, 1972

Estimated
Date of

Completion

Nov. 30, 1971

Approx.
Cost

$400

-0.

The State Agency Standing Committeewill exert leadership in identifying
teacher competencies needed to assist students to attain educational
Compatencias should include those required of educational special«
Committees will be established
Committee m:ambership will

Approx.

Cost



Management Objective No, 3 (cont'd)
Estimated
Activity Group Date Date of Approx,

Responsible Initiated Completion Cost

(b) Diagnosing learner's
characteristics,
Development of instruc- ]
tional competencies, j
(c) Management of learn- ‘
ing environment
(discipline). Facil-
itating instructional
objectives, Promoting §
interaction. j
(d) Evaluating objectives, |
and out come, :

The geographical areas suggested
for the four task forces will
center around.
Utah State University ;
(Weber College included) |
University of Utah f
Brigham Young University
(College of Eastern
Utah included)
Southern Utah State College
(Dixie College included)
Committee membership will in-
clude State Office personnel,
university staff, district
administrators, classroom
teachers, teacher trainees,
secondary school students,
board of education members.

2, Task forces individually State Agency Jan. 15, 1972 Mar., 15, 1972 $4,000 |
develop a listing of Standing Committee ($1,000
teacher competencies. _ each |

task
force.

3. All four task forces State Agency
maet together for final Standing Committee Mar. 15, 1972 Mat.25, 1972 $500
discussion and approval,

4, Complete listing of State Agency
teachet competencies Standing Committes Mar. 23, 1972 Mar.30, 1972 =0~
prepared for validation.
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Management. Objective No. 4

The State Agency Sganding Committee will complete a reviaw of literature,
research, evaluation data and practices in the nation velative to cert-

ificatd on standards based on competency criteria,

validate competencies praviously established.

Activitz

Information on com-
patancy based edu-
cation will continue
to be gathered and
evaluated,

Validation process
will be datermined.

Validate teaching
competencizs dave-
loped by task forces
performiag this
function,

Ineorporate findings
into competency-basad
criteria plan,

Prepare guidelines
for use of districts,
institutions, and the
State Agency.

Tabla of Events

Data
Initiated

Group
Responsible

State Agency July 1, 1971

Standing Comuiltteea

State Agency
Standing Committee
Planniag Unit

NOVolg 1971

State Aguncy
Standing Committee
Planning Unit

Apr.l, 1972

State Agancy June 1, 1972

Standing Committee

State Agency
Standing Committee

July 1, 1972

Management Plan No, 5

The Committee will

Estimated

Date of Approx.
Completion COSE_,,
Janc 1’ 1972

June 1, 1972 $500

July 1, 1972

Sept. 1, 1972

The State Agency will assist in the design of teacher education programs
for producing selected competencias,

Activicy

Conduct workshops

in each teacher-pre-
paration fagtitution
for staff who will
deveisp competency-
based on previously

Table of Events

Group Datn
Qusponsible Initiated
State Agency Sept, 1, 1972

Standing Committee
and Ingtitution
Staff

{dentified teacher competencias,

Estimated

Date of . Approx.
Completion Cost
Sc-!pt. l, 1973 $99000

(6 @ $1500)




2,

3.

1,

3,

Management Objective No, 5 (cont'd)

Activity

Conduct pilot
projects in the
use of teacher

education materials

Group
Responsible

Institution
Staff

devaloped in each institution

Evaluate pilot
projects on in-

stitutional basis,

Provide consultant
assistance to insti-

Institution
Staff and State
Agency Standing
Committee

State Agency

Date
Initiated

Nov, 1, 1972

Mar. 1, 1973

Sept. 1, 1972

Standing Committee

tutions and districts.

Management Objective No, 6

Estimated
Date of

Completion
Sept. 1, 1973

Oct. 30, 1973

Oct. 30, 1973

Approx,
Cost

$1,000

$6,000

Varies according
to travel expenses,

Assist teacher-preparation institutions, school districts and the
State Agency in the implementation of competency-based teacher edu-
cation programs.

Activity

Conduct orientation
workshops for dis-
trict, institution
and state personnel
regarding the imple-
mentation of compe-
tency-based teacher
education programs.

Conduct workshops to
train teacher prepar-

Table of Events

Group
Responsible

State Agency

Date
Initiated

Nov. 1, 1973

Standing Committee

State Agency

NOV.I, 1973
Standing Committee,

ing institution staffs 1Institution Staff,

and public school per-

sonnel {n use of com-
petency-based materials,

Plan and institute grade
uate course in theory
of competency-based
teacher education,

District Personnel

Institution Staff Nov.1l, 1973
State Agency

Standing Committee
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Estimated
Date of

Completion
Nov. 1, 1974

Nov, 1, 1974

Nov, 1, 1974

Approx.
Cost

$10,000

$6,000

$600
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Management Objective No, 6 (cont'd)

Group Date
Activity Responsible Initiated

Provide con-
sultant as-
sistance to
institutions
and districts,

State Agency
Standing Comnittee

Nov.1l, 1973

Management Objective No, 7

The State Agency will give leadership in
evaluation and follow-through technijues

Table of Events

Group Date
Activity Responsible Initiated
Identify and list State Agency Nov.1,1971

evidence to be used Standing Com-

in establishing mittee, Planning
achievement of ob-  {ni-

jectives,

Establish what
produced or hine
dered accomplish-
ment of objuctives
in relationship to
the learner,

State Agency Dec.1, 1971
Standing Committee
Planning Unit

Devise and imple-
ment instrumnents
which will evaluate
studant performance
and teaching effect-
ivaness,

State Agency Jan.,1, 1972
Standing Committee
Planning Unit

Provide methods for
frequent and prompt
faedback from students
to astablish degree of
accomplishment of learn-
ing goals.

State Agency May 1, 1972
Standing Committeec
Planning Unit
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Estimatad
Date of Approx,
Completion Cost,

Nov.1l, 1974 varies according

to travel expaensas,

PSRRI

developing and adapting . !
to be used, |

Estimated |
Date of ApproX. !
Completion Cost

Jan. 1, 1972 !

Mar.l, 1972

May 1, 1972

Aug., 1, 1972




Management Objective No, 7 (cont'd)
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Estimated
Group Date Date of, Approx.
Activity Responsible Initiated Completion Cost
5. Encourage learners State Agency Nov. 1, 1971 Aug. 1, 1972

1.

3.

5.

Standing Com-
mitten
Planning Unit

to evaluate their
own achiavement of
learning goals,

Mdanagement Objective No, 8

Establish a center for collecting, evaluating
patency~-based teacher education materials,

Group - Date
Actlvity Responsible Initiated

State Agancy Nov.1, 1974
Standing Committee

Planning Unit

Request proposals to
establish non-profit
center,

stablish procedures Center Director Nov. 1, 1974
for identifying, order-

ing, cataloging, cir-

culating, reproducing,

and evaluating materials.

Establish natwork of
teacher educators wishiqg
to participate in eval~
uation of materials,

Center Director Nov. 1, 1974

Orient and train selacted Center Director  Nov. 1, 19
aducators in evaluation o

process,

Establish disseamination Center Diractor Nov. 1,

procedures.,
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and disseminating com-

Estimated
Date of ApproX.
Completion  Cost __
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Goal Statement

Perhaps the most significant activity a state must under-

take is the creation of a mwlssion statement, a broad goal or obe

Jectlive-~the title varies depending upon your management consulte
ant., Thls statement encompasses in the most sloballaenae‘what o
the étéﬁémpﬁrpBEemis./ For éxéﬁplez M |
Oregon: to insure that Oregon students and schools are
provided with sufficient numvers of well-selected and
effectlively prepared educational personnel with demon=-
strated ablilities to assist students in meeting their
needs and achleving their goals through appropriate ace
tivities,
New York: to establish-a system of certification by
which the state can assure the public that professional
personnel in the schools possess and maintain demon- °
strated comvetence to enable children to learn,
Such a conceptual statement is essential, Even though it
is broad, it doé; establish the perimeters for the state approach,
Is a state dealing with all education or just teacher education?
I8 the focus certification or teacher education, or both? 1Ie the
foous preservice and/or inservige? Every activity must be cone
gruent with this objective or the activity is inappropriate. The
only caution: The miesion statement can become 80 general it ale
lowe everything and defines noﬁhins.

All other objectives should be more narrowly defined and




written as much as possible in measurable terms,

The extent to which objectives are measurable depends upon:
(a) the specificity of the objectives, (b) the availability of
measures, and (c¢) the desire of state agency personnel to refine
thelr management to such a degree. All of these are interrelated
but the key word is "desire", If the staff of an agency truly
wishes to accomplish an objective, thenthe desire exists. It is
difficult, 1f not impoesible, to accomplish any objective if those
responslble are indifferent to 1ts success,

A cautionary word about management: Our soclety may be live-
ing through a management era, And one should recognize manage-
ment's limitatione as well as its potential. Outstanding plans
do not guarantee results, Time lines based on unrealistic as=-
sumptions are meaningless. One Pentagon critic insists that there
are two professions for which no prior training is necessary:
street walking and systems analysis. More seriously, an over-
elaborate approach to management encourages overstaffing. Once
one sees the many probleme and activities it 1s easy to conclude
that more staff 1s essential; it 1s even rational, Finally, there
may stlll be value in muddling through. Man has certainly accom=-
plished many things without management systemsa: Thomas Edison
functioned without one and Ghibertl might never have begun his
world famous Florentine sculptured doors 1f a print-out had told
him it would take 27 years. And certainly good planning would
have kept Columbus from 8o underestimating the circumference of
the world that he thought he could reach India before he and his

orew starvsd, On the other hand, we might not have gotten to
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the moon without exceptional management planning, The key ele=-
ment in any syetem, however, is the human being, Not all persons
respond or work effectively in a highly structured system, And
how does a system accommodate the iconoclaet?

Following are two papers utilized by the Florida Departument
of Education, They are applicable to any group concerned about

~ management and contain excellent counsel,
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PRINCIPLES FROM AMA MANAGEMENT BRIEFING

Management can be divided into two major elements: planning and

control., Planning is the point where management begins, Control
consiste of the things which are done to see that plans are car-

ried out,

Possible ways to approach planning include: (1) an increaental

change approach (or "muddling through"), (2) a purely rational ap- -

proach (the "genius method"), or (3) group commitment to desired
outcomes, With the "group commitment" approach (which was advo=
cated), persons with program responsibilities participate in i-
dentifying challenging objectives, These objectives must be ate
tainable and measurable, Most importantly, the objectives must
engender commitment from those whose efforts are essential 1in
their achievement,

Control is the sum total of actions designed to keep program ac-
tivities in conformance with plans., It was pointed out that the
manager is in control when members of hie team can exerclse self-
control, The four major mechanisms for control are as follows:

1, The job description which sets forth the areas of
responsibility, (In the DOE, the document performe
ing this function is the position questionnaire,)

2. The authority limits for the poeition which are set
forth in writing., (It was suggested that authority
limits should be stated as "thou shalt nots"; any=
thing not included in the statements is within limits.)

3. The policles of the organization,

4, The plan which has been adopted by the unit or sectlon,

In summary, planning and control are the essence of professional
management, For planning, barticipation is the key; for control,

decentralization is the key.,
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CRITERIA FOR
EFFECTIVE PROGRAM PLANNING AND EVALUATION

The seven elements set forth below should be considered as basic
guldelines 1in planning and evaluating programs throughout the De-
partment of Education., These criterda must, of sourse, be fully
explicated so they can be used as "boundaries" for program plan-
ning and evaluating, Where the oriteria are uniform for all unite
within the Department, explication is the responsibility of the Ae-
soclate Commissioner for Planning and Coordination, In other cases,
the explication takes place within the divisions,

Each of the criteria 1s presented in the form of a question,
1, Are legal functions being fulfilled?

Each program should fulfill some function which the De-
partment 1s legally authorized to perform, Thus, the
planning and evaluation process for each program showld
make reference to the appropriate statutory authorizae-
tion. Also, the aggregate of all DOE programs should
provide that all functions or tasks for which the Departe
ment 18 responsible are performed.

2. Are the activities of each program consistent with the
State Role in Education and other policles adopted by
the State Board of Education, the Commissioner, and the
Administrative Council?

The State Board of Education has identifled certain clas-
ses of activities which are particularly appropriate for
the Department of Education, thus implying that other
types of activities are more appropriately performed by
other agencles, Programs within the Department should
gtrive to use thelr resources for activities consistent
with the State role as interpreted by the State Board of
Edgcation, the Commissioner, and the Adminlstrative Coun-
cll,

The two criteria described above wlll enable planners to ascer-
tain that program objectives selected are not "the wrong ones".
They do not, in theumselves, assure that the program objectives
are "the right ones", The criteria which follow move toward the
latter,

3. Are Department-wide and division-wide priorities being
attended?

Wherever possible and appropriate, programe should be
almed at Department-wide and division-wide priorities,
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4, Is educational renewal being furthered?

Educational renewal provides for modiflcatlion of goals
and objectives on the baslis of assessed needes, followed
by the necessary modiflcatliones in educational programs.
These activities have a priority mandated by statute.
Thus, whenever posslible and appropriate, programe should
contribute to educational renewal.

5. Are optimal objectives being selected?

It 1e obvious that Department-wide and division-wide pri-
orities will dictate only a small portion of the decisions
related to program objectives., There are many contingen=-
cles which willl be left open to planners in the individe
ual programs., In making decisione regarding these objec-
tives, planners should feel secure that the objectives
selected are reasonable and are likely to contribute to
the wission of the Department, the division, and the bu-
reau or section. This assurance can hest be obtained
through a process of objective selection which brings to

Eiar the maximum number of relevant sourcee of informa-
on,

6. Are resources bheing used efficlently?

This question askes whether the objectives could be ac-
complished with fewer persons or with other reductions
in resource allocation,

Criteria 1-6 deal with the appropriateness of program objechlves
and plans. Once the objectives are selected, it 18 important to
know the extent to which they are being achleved. This is a con-
slderation in program planning, as well as in evaluation., If
meaningful evaluation is to take place, it must be bullt in at
the time of planning. Oriterion 7 addresses itself to evaluation,

7. Are objectives being met?
This question is answered on the basis of evaluative
eriteria set forth in the planning. Thus it 1s essen~

tial that quantitative indices of program effectiveness
- be identified in the planning process,
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Principles

Many people belleve how a state plan for moving to compe=
tency~based teacher education was developed is more important

than the quality of that particular plan,

Principle One: No matter what you do, you will be oriticized, ]
A variety of states have used almost every possible approach

to developing a plan and none has escaped criticism and in most

cages have experienced open hostility., If an agency accepts prine

ciple one as a given, at least, the amount of lost sleep sh&uld

be reduced, However, there are options a state has which will

change radically the range and focus of the opposition,

Principle Two: The more interest groups involved, the better,
Remember you will always leave someone out. And some people

when initlially involved will maintain they don't know enough to

participate. The same people will complain, however, if any de=-

clslions are made without thenm,

Principle Three: No approach to competency education will ever
be implemented if teachers (or more specifie
cally the organized teachers' group) are opposed.
The greatest threat in competency education is to inservice
teachers., Possible results such as merit systems, the elimina-
tion of tenure, and greater demands for accountability all threate=
én teachers, States basing their systems for determining teacher

effectiveness on student learning (without supportive research)
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are being pressured by teachers to change this idea.
Teachers, however, are very supportive of state plans where
they have been involved in the development of the standards and

where the state has been responesive to their oconcerns (Washing-

ton 18 an excellent example of this).

The bargaining power that some teacher groups now possess
.(and most other soon will) makees it obvious that teacher groups
are willing to unite and act when a policy seriously affects

thelr self-interest,

Prirgliple Four: The gi'veater the state oommitmeni to competency
education, the greater the opposition,

There 18 a direct relatlionship between phe extent to which
a state eays'everxone muet move to competency education and the
organized opposition to that approach,

Several states have sald all prosrams‘muet become competency=-
based and have esatablished timelines for dates of full implemen=-
tation. These statea have been challenged constantly to justify
their positions, In one estate the timeline was set bagck two years
as a result,

States proposing competency education as an alternative face
fewer protlems, and states that foocus only on undergraduate teache
er education (as the alternative) face the feweet problems., 1In
this instance, no one ie forced to change and the role of col-
leges a8 the proper source for teacher education ie unchallenged.
States that have decided teachers and achool systems should have
a legal responsibility (even if ehared with collegiate institu-

tions) for teacher education have oreated college and univereity
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opposition almost overnight,

Principle Five: 1If you don't know where you're going, you won't
know when you get there,

A state should spell out in exact detail what it expects to
acgomplish through the support of competency education, For
example: student gain in reading scores on national examina-
tions, a reduction in juvenile delinquency, a higher income level,
more students staying in school through high school graduation,
a career development system that analyzes teacher capabilities
and provides learning opportunities for the improvement of the
system, etc,

If one is seeking a better society, happier children, bhet-
ter adjusted adults, the goals (no matter how praiseworthy) are

probably beyond competency education and up to now beyond the

present educational system,




C‘\a‘ﬁ‘" 4
BUREAUCRAQY « COMPETENCY = WASHINGTON

All state agencies should be aware that any commitment to
competenoy education will have a very significant influence on
the state agency itself, |

This author has been particularly fortunate in having the
opportunity (through the cooperation of persons spanning the
continent) to study the development of competency education in
the State of Washington over the past four years, The early
years of this effort are described in "New Directione in Certi-
fication" published by the Association of Teacher Educators,
However, that chronicle ended two years ago and neglected the

item most important for thie analysis: the effect of the in-

troduction of competency-based tea-her sducation upon the Washe

ington bureaucracy.

The emphasis here 1s not on what policies were developed,
but on how those policles affected the Washington state agenacy.,
But a little perspective ia necessary,

Briefly, the Washington approach was based on four prineiples:

l. Professional preparation should continue throughout
the career of the practitioner,

Since we live in a changing society, we must expeot

that the roles as well as the areas of competency
demanded of school professional personnel will change;
preparation must be seen as a sontinuing and careers
long process., In addition, it 18 not unrealistic but
also inappropriate to expect the beginning professional
to demonstrate all abilities expected of the experienged
professional. Therefore, continuing experiences muet be
provided for the beginning practitioner,
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2, School organizatione and profeseional aseoclatione as
well as colleges and universities should he recognized
as preparation agenclies, :

If preparation programs are to be relevant, represen-
tatives of all agencies and agente which are affected
by or which affect eduocation should participate in iso-
lating areas of competence and professional standards,
3., Discussions about preparation should be based upon per=
formance~-performance in relation to stated objectlves
in the world of the practitioner,
Since it 1s on-the-job performance which separates the
effective from the ineffective professional, preparation
experiences should be designed around, or be based upon,
performance objectives and behavioral outcomes,

4, Preparation and career development programs should be
individualized, |

If preparation programs for school profeasional person-
nel are to be conelestent with what we know about learn=
ing and about the individual, preparation programse must
permit a person to progress at his own rate and in a
manner consistent with his unique learning style and
personal characteristios,

Wendell Allen, assisted by William Drummond and Lillian
Cady, assocliates in his offlce, were the humans (the bureau=-
orats) whose lives were directly touched by the movement to come-
petency. As this is written, Allen has retired, Drummond 1s an
education profeasor at the University of Florida, Galnesville,
and Cady is now on leave, It would be foolish to say that these
present aoctivities aren't directly related to their efforts to
promote competency education, Strongly advocating any new move-
went or practice is precarious for the individual, 1In any bue
reaucratic organization (state agency, college, school dletrict,
business) with strong institutional trends and a tendency toward
the status quo, the personal gamble is even greater,

The efforts by Wendell Allen to develop a competency approach
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to the problems of teacher education and certification had sige
nificant impact upon the atate education agency itself and the

bureaueracy therein,

Relationships Within and Without the Agency

The State Superintendent in Washington 18 elected, and that
may well be the most significant fact in the future of competency~
based education in that state. By state law the office of State
Superintendent is now nonepartisan; however, 1t is not unusual
to find that the State Superintendent has previously been an ac=-
tive political figure.

Wendell Allen joined the Washington Agency in 1948, having
been recruited by the then State Superintendent, Mra, Pearl A,
Wannamaker, a former state senator. Within two years, Allen |
became the Assistant Superintendent for Teacher Education and
Certification,

Elected in 1960 and re-elected in 1964 and 1968 to the post
of State Superintendent was Louis Bruno, An educator, more'11b~
eral than coneervative, Bruno was an active supporter of Allen
and the state agency's attempt to improve the quality of teacher
education throughout Washington,

The relationéhipe that affect a bureaucracy are not only
internal; probably most significant is the legislature, The
State Board in June 1971 adopted ihe nev standards for the prep-
aration of school personnel that had been developed so sarefully
over such a long period of tim~ under Allen's direction, Several

Bignificant events oocourred during the year before the State




Board acted.
The Leglslature

Perhaps the moet serious problem came over the question of
whether or not the certification and teacher education office
would continue to exist, When the Governor's budget was sub=
mitted to the etate legielature in the spring of 1971, an item
totaling exactly the amount of money needed to run the teacher
education and certification section was deleted by the leglsla-
ture, Dr. Frank Broulllet, director of personnel at Highline
Community College near Seattle and co-chairman of the interim
committee on education of the Washington State Legislature, feels
that the cut was not a reaction to the movement toward performe
ance certification., "It was probably a whim, Somebody said
let's out something and somebody else saild, 'Well, certification
people don't do anything but shuffle papers and a couple of peo=
ple could do that'."l The negative feeling toward certification
was compounded by a direct personal attack upon Willlam Druamond
by another state leglslator. On the floor of the legislature,
he noted that Dr. Drummond had spent some 68 days of travel out
of the State of Washington in the past year and that it was ime
possible for him to bellieve that anyone on the state payroll
could be out of state that wuch and still effectively serve his
state. These challenges to the fun@ins and to ihe travel status
of state personnel appear related,

Whether the cutback ..a funde for the certification office

was related to statewide concerns over the competency plan or
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- not is a controversial point. Bruno, the State Superintendent,
sald that they were related; Brouillet didn't feel that they
were, It 18 difficult to reflect what might have influenced a

vast number of legilslatore at that point. Certainly the compe-
tency plan had been highly controversial and had been well pube
llcized. Brouillet believes that it hadn't been that well pub=
licized in Washington: "People in New York know more about the
fourth draft than the people in Washington,"

The Drummond travel problem, however, had major repercus-
siéne. Drummond is quick to note that a significant amount of
that travel was on weekénds and on his own personal time, and
also that he was charged with administering a federal project
which required hls attendance at a number of meetinge throughe-
out the United States, The problem was not whether he could
Justify the time but the nature of the public attack, The im-
mediate besponse was a rule that no state agency personnel could
travel out of etate without speciflic authorization from the
State Superintendent; and if they were to go, they were required
to take vacation time for those days. A direct result of this
wae that no one from the state agency in Washington was able to
attend a national convention on performance education held in
Houston, Texas in May 1971. It could well be Arsued thét had
the state agency people in Washington not been involved in dee-
veloping performance atandards for the previous four years, there
would have been no national convention. In addition, the criti-
olsm in the Washington legislature spread throughout the northe

west 80 that state agenoy personnel from Utah refer to the

65

Full Tt Provided by ERIC.

| ERIC




"Drummond restriction" on travel which has spread there,

Bruno, when he learned of the cut in the budget, contacted
a friendly superintendent and said "I've supported you in the
past and I need your help now," Mustering as much support as
poselible, including that of the Governor, a meeting was held and
the money was put back in the budget,

A direct result of the attempted budget ocut was the assign-
ment of a full-time state agency liaison person to work with the
state leglslature,

The legislative relationships also touch on other funding
problems, Broulllet noted that there were some members of the
budget committee who were afraild that the new standarde might
coet much more money than the present standards. He complalned
that the state board worke too often in isolation from the lege
islature. One item, he noted, costing several million came be-
fore the committee dealing with fourth draft implementation, and
it was cut. Another ltem later came before the committee which
8imply mentioned the fourth draft, and 1t was cut without even
being considered, Brouillet said that he had an ambivalent at-
titude about the state education agency. "The bureaucracy ap-
pears to keep growing, yet we do need additional eervices,"
Broulllet's personal work with community college teachers has
led him to be less than fully supportive of the certification
office, "Several years ago they removed certification require=

ments from community college teachers, and there was no change

in the quality of personnel. There was less red tape, lesrs paper

work, and more freedom to hire People with unusual experience."2

69




BEST COPY AVAILABLE

The Teaohere

Item: Professional Negotiations
Rights of Employee Organlzations, Representatives
of an employee organization chosen by secret ballot
by & majority of the certificated employees in the
K-12 or community college program of a dlstrict have
the right, after ueing established administrative
channels, to meet, confer and negotlate with the board
of directors of the school distrioct or board of trus-
tees of the community college on school policies in-
cluding but not limited to, curriculum, textbook se-
lectlion, inaservice training, student teaching programs,
personnel, hiring and assignment practices, leavee of
absencges, ealagiea and salary schedules and non-instruc-
tional duties,

Another developing and constantly changing relationship has
been that between the state education agency and the professional
teachers, Granted the right to bargain under the above provision,
the attempts by the Washington state agency to involve teachers
as parity members of policy boarde for the development of programs
for the preparation of feachers cut acrose efforts by teachers for
-greater profeseional autonomy, The Natlonal Education Assoclation
in the past few years has been attempting to remove certification
power from state education agencles by assigning to a professional
standards board the responsibilities for teacher 11ceneure.4

Teacher organizations are now seeking power, By 1969, 16
states had established leglslation in which profeseional stand-
ards boards were coreated, Teachers are less and less interested
in particlpating in parity arrangements and more and more want
the right to control all educational declieions concerning teache-
ers, The concerns that teachers had about the proposed stande
ards became, therefore, very significant, Teacher support wae

essential, The fourth draft was partioularly objectionable to
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teachers for two reasons:

(a) The consultant certificate which they felt repre=-
sented an attempt to eetablish a merit basie for
differentiated salary systems within the state,
and

(b) The constant use of the word performance, because
of the connotations of behavioralism,

The Teacher Education and Profeesional Standarde Commisseion
of the Washington Education Assocliation, chaired in 1970-T1 by
Dr, Fred Meitzer, was active in working with Allen and in revise-
ing the fourth draft, Melitzer and representatives of his come
mittee met with Allen and told him what changes they desired,

As a result of this meeting, the word performance was all but
eliminated from the final etandards passed by the State Board.
The consultant certificate was also eliminated although this
decision had been made before the meeting, Allen agreed to these
changes because he believed that changing the wording would not
ﬁruly change the document. This was one of the few timos'durlng
this perliod when Lillian Cady and William Drummond openly dis=
agreed with Allen's strategy, They felt that he had been t00
precipitous in giving in and that he had significantly hurt‘tho
document, However, their views were mellowed when the standards

were presented to the state assembly of the Washington Education
Assoclation and unanimously supported,

If the new standarde in Washington have a longerange and
permanent effect upon the preparation of school personnel, it
will undoubtedly be because teachers in the State of Washington
belleve in the standards and in their potential. The belief

came, however, only after a long and arduous process of developing




relationships with the state teachers and through an open and
consistent approach, Thie calle for a shift in role and respon-
8ibility and is discussed in another section of this chapter,
Throughout his career, Allen had malntained excellent rela-
tionships with officials of the Washington Education Association,
However, that Association has (as is true of many similar agso-
clations) in the past five years gone through a shift in its aue
thoritative structure, its value orientation and in its leader=-
8hip., The Washington Education Assoclation is a much stronger
organization today and much more oriented toward a poeitive and
occasionally aggressive approach to securing rights and benefilts
for teachers, Its role has switched from consultative to leader=
ship, service to action, a shift not unlike that taking place in

the state bureaucracy during the same period of tinme,

The College

The relationship to the college personnel in the state was
also shaped and shaping during this time, The new standards re=-
quire that schools of education give up a significant amount of
what once had been their sole authority over the preparation of
teavhers, The deans of education and the teacher educators in
the collegee generally were mildly unhappy with or strongly an=
tagonistic to many of the concepts in the new standards, The
etandards were passed, however, without the college people mount=
ing a concentrated attack in any meaningful way that would ine

fluence either the leglslature or the State Board,
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Dr., Fred Giles, Dean of Eduoatioh at the Universiﬁy of
Washington, ls still highly oritical of the new standards. He
ls most outspoken about his concern for the parity arrangement
with school boards and teachers., He maintains that teachers
are a legally constituted bargaining agency as are school boards
and that when college persons attempt to sit down with those two
groups they will never operate as equal partners, He also is
concerned about the loglstice of trying to develop a consortium
with every school district in the state and ending up with doze
ens, if not hundreds, of different programs., Giles noted that
the contribution that the state made was not the development of
new standards but the creation of a ferment about teacher edu-
cation in the state, "It has caused many colleges to look ine
ward for ways to improve, We wéuld be doing what we're doing
now without the fourth draft. The change has really been from
more restrictive to lees restrictive, Here we look on the stand~
ards as mini@als, not -as a thing that makes for 1mprovement, and
programe should provide far beyond minimums,"?

Relationships, then, with the State Superintendent, with
the state legislature, with the teachers and with the Washington
college personnel were all at this time shifting. The state ae-
genoy's movement to competency standards resulted in the appointe
ment of an agency lialson officer to work with the state legis-
lature, The teachers in the State of Washington were involved
actively in examining new standards for certification and be-
cause of this involvement became more powerful and more united,

College esducators generally became more alienated from the state



agency because of what they felt was a loes in their authority,

BEST COPY AVAILABLE Commit tees

Another relationship was oreated with the committes whioh
assleted Wendell Allen, Two committees are particularly impore
tant: the etandarde revision committee (an ad hoc group estab-
lished in 1960 which draftted parte of tlhie new standards) and the
teacher education advisory council. For several years before
the first draft appeared in 1967, the standards revision committee
was challenged by Allen to disocuss what wight be an ideal prepa-
ration for teacher education, Dr. Edwin Lyle, then Director of
Education at Seattle Pacific, recalled: "Wendell would let us
write in the sky as it were, until somebody started to ask ad-
minlstrative questions, How many people were involved? How
would you do this, or what is it going to cost? He would always
stop us and say, 'That is not what we're worried about now; what
we're worried about is what are the values behind the systenm,
what are you really trying to do in publio education and how does
teacher education fit.,' We spent a couple of years talking about
that before we got around to talking about new atandarda."6

The advisory council more directly concerned with policy
operated differently. Recognizing that the group was exclusively
teacher educators, Allen expanded it over the past few years to
inoclude teachers and lay citizens; 1t now numbers 48 people,

This group meets several times a year to wake poliey recommenda=
tione to the division, in a form Allen devised, After a brief
overview of what hie office has been doing, Allen then divides
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the group into a serlies of smaller groups, 5 to 10 in each, and
asks them to advise hle offlice on specific questions, For ex=
ample: How many hearings should be held on the new standarda?
When ie an appropriate time to report to the state board? Should
the consultant certificate be eliminated? At the final session
& report 1s made upon the recommendations from each group. The
advisory council hardly ever votes as & body on any issue, Mie
nority reporte are often buried,and strong, negative reactions
to policles never surface, This might be contrasted with an ad-
vieory council that attempte to vote on every issue that comes
before it, in a sense to take the initiative for creating poliocy.
Allen's advisory council has found him to be open and he in turn
has acted with respect for its Judgments, Again a form of rela=-
tionship, a ohangins form, an evolving fornm,

Developing and maintaining ever-changing relationships is
within the capabllitles of a state bureaucrat; however, obtaine

ing needed resources often ie not.

The Needed Resources

Two resources are fundamental to a state agency 1f it wishes
to develop competency=-based abproaohes to teacher education and
certification., The resources are fiscal and human, And no worse
time could Washington have plcked to need fiscal resources,

' While the approach to new certification standards began at
& time of prosperity, the Seattle area and then the whole state
of Washington were soon engulfed in what many people would call

& fulle-scale depression,
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Jon Stewart, in an article in Ramparts (May 1972) on Seattle,
included the following statlstice: 12-«17% uneamployed; in Cen-
tral District, 35% unemployed: A home mortgage foreclosures
and deeds in lieu increased :(W0h between December 1968 and De-
cember 1971; suicides increased by 20% between 196871,

The cutback 1in employment at Boelng, the major industry in
Seattle, was responsible for a statewide recession which was most
intense in Seattle,

A graffitli on the wall in the Seattle Alrport told the story
best: "Will the last person who leaves Seattle turn out the
lighta?"

Needless to say, state flscal support was not avallable for
the development of performance programs, One fiscal agency, howe
ever, wanted to change education and was anxious %0 help state
education agencies do 1it,

The Elementary and Secondary Education Act of‘1965, part of
President Lyndon B, Johnson's anti-poverty program, becaue &
source not only forVWashinston'a efforts in performance educa-
tion but more broadly the resource for the national effort in
performance education, Funds avallable under Title V were ear-
marked for strengthening state departments of education, Withe
out these funde the state agenclies would not be what they are
today., These funds enabled the state bureaucracy to grow with-
out any additional state support,

Allen quickly became aware of the potential funde that were
suddenly avalilable from the United States Office of Education,

The efforts of Allen's advisory committees to look at new forms




of aertification in 1966 were intermixed with beginninge of a
serles of proposals prepared for federal funding., The Education
and Profeeslons Development, Adt. B2 section, provided resources
specifically for pre and insorvice teacher preparation prograus,
The State of Waeshington tled the development of competency=-based
preparation programs into the funding requiremente for local pro=-
Jecte, The ttate provided $1,507,453 in the period between 1966
and 1973 in B2 funde primarily in an effort to refine and imple-
ment competency-based pilot programe, The biggest opportunity
and the biggest disappointment came with the Triple T funds,
Training for the Trainers of Teachers, also availlable under EPDA.
Encouraged to develop a proposal and after months of arduous work
by a host of educators, a proposal totaling over §$3,000,000 for
two years was submitfed to Washington, D.C.,, with expectations
that 1£ would be funded. Outstanding educatore from around the
Unlted States were being interviewed by the state office to under=
take some of the administrative responsibilities made necessary
and poesible through these funds,
Item: First time I met Bill Drummond I couldn't stand
‘ him; he was very cold and distant., Now that I
know him, I like him immenseely. I found out later
that I met him about an hour after he got the news

that Triple T was being rugded at only 15% of its
anticipated funding level.,

The State of Washington received approximately §300,000 for
two years instead of $3,000,000 and the performance movement in
Washington began limping rather than running,

More modest federal funds were also available during those

years from such aotivities as Career Opportuniti~s Programs and
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Teacher Corps. These funds gave to the 0ffice of the Assimstant
Superintendent for Teacher Education and Certification tremen=
dous flexibility and vielbility. When other agencies were being
cut severely, Allen wae able to lobby suscessfully for the new
positions, When state education department personnel had less
money for travel, he and his staff had more money to travel,
When other state offices were unable to hold large meetings and
pay consultants to run workshops and travel out of state, the
staff of the certification office could do all of these thinge
and never once touch state funds. Ih a eense the early garner=
ing of funds made it much easier to receive more funds later,

Approximately 15% of the federal allocation for Title V
funds was reserved for speclal grante by the United States Office
of Edugatlion to 1ndiv1dua1 states or consortia of states. Washe
ington, successful in the early stages of this leglslation, be-
came a member of the 1966 M=Step Project (Multi-State Teacher
Education Project), It was this modest amount of money, approxie
mately §50,000 a year to each of the seven participating states,
that enabled Wendell Allen to hire Bill Drummond, An interesting
- footnote to the performance movement is that the activities in
the Btates of Washington, Florida and Utsh in performance educae
tion can be traced directly to projects begun with'the M-Step
money,

The need for flscal resources relates directly to the ace
quiring of other eseentlal resources, Drummond camne to the Washe
ington agency through federal funds avallable under Title V, He
moved from the Director of the MeHtep project to the Director of




the Triple T project, another federal line, Because he was on
federal funds, he was able to be pald at a considerably higher
level than an assoclate position would normally receive in the
Washington state agency. And although he held the various titles
of director, he was technically and legally an assoclate in the
state agency., Allen was very careful in seleoting hls two ag=
soclates, William Drummond and Lilllan Cady, who Joined him in
1969, Cady was Director of the EPDA B2 Projects for the State
of Washington, "I waited," Allen reported, "until the peoplé I
wanted were avallable, I would rather pay a few extremely capae
ble and dedicated people high salaries than have more people for
less money with less ultimate potential for significant activity."

The Triple T funde also made it possible for the State of
Washington to add staff development coordinators to its staff,
Three young men were hired, one to work in Seattle, one in Spo-
kane, and one in Yakima, Each was charged with the responsibility
for encouraging the development and coordination of consortia
~which would be reeponsible for the development of preparation
programs for teachers,

Allen recognized the necessity for state funds to develop
programs and oconsistently went to the state legislature with
requests for such funds, He believed and believes yet that the
most appropriate way to provide such funds is through mandating
for staff development & percentage of the state education aid
that goes to local school dAlstricta, In the 1970=-72 blennium
such funds were requested by his office, When the teachers in

Washington in 1970 were faced with an across=-thes=board cut because
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of the economin situation and saw their support being reduced
even further by the allocation of some of the monies for staff
development that had heen previously available to them, they
opﬁosed the legislation and no funde were made avallable,

This period, 1966 to 1972, then could be characterized as
a perlod of almost total dependence upon federal funds for both
the fiscal and human resources necessary to undertake the de-

velopment of performance-based teacher education,

Differing Roles

Finally, the roles of all professional staff within the
state agency changed. Performance education in the State of
Washington was not an isolated thruet of a single office but
was part of the united thrust of the entire agency., Belleving
that educational systems should be open, that education should
be more humane, that children, adults, and prospective teachers
should have choices, the education agency adopted a broad epec-
trum of projects to evolve such pellocies,

Superintendent Bruno noted that, "When I first came here,
we announced our rules and regulations and expected everyone
to comply, but we didn't see signifiocant improvement in the
quality of education., Then we would put together teams of
experts who would visit schools and colleges, and they would
make reporte and people would react, but we still didn't see
significant improvement. Now we belleve that our staff must
function differently, They must possese leadership skills and

the stills to act as change agents, They must know how to
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intervene erfectively."e |

The State of Washington recently abolished ite required
curriculum for graduation from high school allowing eonslderably
more flexibllity in student cholces.

The state agency was changlng ae the total soclety was
ehiftins. The roles of the state personnel were changing., Sue
perintendent Bruno noted: "We have to do different jobse, and
do them vetter if we are to truly effect change and improvement
in the education syatem."9 For example, Bill Drummond became a
consultant to Northwest Resional Laboratory, another example of
federal impact, At this lab a series of three-to five-day and

- UP workshope were developed for the training of educational pere
sonnel. Drummond becamé a trainer and a series of workshops de-
slgned to train educational consultants were sponsored by the
state agency with Drummond as the instructor during the summepy
of 1971, Approximately 16 people from the Washington state ae
gency participated in the two-week aeriée. The representatives
came from all parta.or the Washington agenoy and inoluded at
least one assistant superintendent, The difficulties of change=
ing roles, of grappling with problems, establishing priorities,
being sensitive to the needs of others, knoﬁing what resources
are avallable and how to utilize them, all were included in these
programné, The state agency was willing to commit time and money .

to changing ite staff and thereby to changing its role.
The Future

If these were the effects on the bureaucracy during those
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yeare, and it did change and 1t did grow and it did become more
influentlal because of ite funding powers made poseible through
federal sources, what of the future? Allen in 1972 oreated his
next biennium budget., It is reflective of hls thinking and of
hie approach to educational problems, The request for the opere
ation of the Division 18 decreaced, although because of the cure
tallment of federal funds, 318,000 additional state funde will
be needed, Because Allen 1e still convinged that the way in which
the new etandards should be funded is through the allosation of
funde in the general state aid formula, the Washington agency
asked for a total of $3,300,000 in the 1§}3-75 period, to cover
the estimated cost of 5500 persons each year in training, This
money did not appear in the Governor's budget when it was sube-
mitted in the winter of '73. The Governor's budget did include,
however, $200,000 in funds for etaff development that Would flow
direoctly from the state to the school districts, Allen, who ig
able to see a bright side in almost every dark cloud, indicated
that he was still pleased that the §200,000 had been allocated
because the principle of direct state support for staff develops
ment was essentlial, and he knew that 1f the idea caught on the
funds would grow, Allen was equally philoeophical about the
past reduction in the Triple T funds, "It probably was better
that we didn't have all that much money to pass around., So many
projects would have been hard to manage, and since people weren't
going to have a great deal of extra money to do these things any-
way, it probably was better fcr them not to feel that they needed

extra funde every time they wished to do something,"




Dr, Allen's budget for the next blennium also envisions a

decrease In staff, This 18 consistent with his bhellef that as
& consortia develops it will make more and more of the decisions
and that the routine work of the state agency would be reduced,

As noted, Drummond has already left the state agency; he was re-

placed by Edwin Lyle, formerly Dean of Education at Seattle
Pacific University. Two of the three staff coordinators have
already left and have not been replaced, and Dr, Cady has indie-
cated her desire to return to the college campus and 18 now on
a year's leave,

Thie movement toward competency education in Washington
provoked an absolute need for outside funding, irritated the
state leglslature, created new positions and changed the roles

of those serving in the state agency all within six short years.

1973

In January 1973 é newly elected Superintendent of Publiec
Instruction took office in the State of Washington, Dr. Frank
Broulllet. On his first day in office he announced that he was
reorganizing the state education bureaucracy and that he would
accept the resignations of all of his assistant superintendents,
In timé, he would then appoint new assistant superintendents to
conform to hie new organizational pattern. Wendell Allen re-
mained with the Washington agenecy, but retired during the summer
of 1973, His aduinistrative responsibilities were transferred
to Lillian Cady. And the questione posed in the beginning of

this chapter concerning the long-range effect on the bureaucracy
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of the introduction of competency-based teacher education appear
1o be easler to answer, There 1s little doubt that William
Drummond's decision to leave the education department was hase
tened by the actidn of the state leglslature in singling out his
travel ae an inappropriate actlvity for a state agency person,
The fact that as a result of this he lost opportunities to attend
a number of national meetings to which he had been invited no

doubt disturbed his professional conscience, It may also he a

direct result of the efforts to develop new standards in Washe
ington that the new Superintendent felt that Wendell Allen was
replaceable, Broulllet was interviewed several years ago and
his comments have already been noted,

Many people wondered 1f Washington would malntaln its mo-
mentum with Drummond gone; even more now they will wonder if it
can with Drummond, Allen and Cady gone, Wendell Allen belleves
that by involving people you can coreate an atmosphere where dy=-
namic change takes place. He committed his final years ae Ase
slstant Superintendent to creating an open syetem., It 1s his
belief that so many people have been invol;ed go long that it
would be impossible for the state to move in any other directlon,

A look at the Washington effort ten years from now would

definitely answer these questions,
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Chogter &
PBTE = DIALOGUE

This publication began with a dlscussion, K. Fred Daniel

of the Florida Department of Education, William H. Drummond of
the Unlversity of Florida, Gainesville (formerly of the State
Educatlion Agency in the State of Washington), and Theodore E,
Andrews of the New York State Education Department spent one day
talking., Thelr collective experiences, beliefs and hunches were
shared and those in large part became the dimensions around which
this manuscript grew. But in taking ideas out of context, some-
thing has been lost. On the following pages you will find edited
éelections from these dlscussions. They have been included to

glve readers another dimension, really another resource,

Consortia

Danlel: If there are various politlcal factions and you can't
go with one of them without having a problem with the
othef one, you have to have a way of bullding them
all in,

Drummond: The other side of that same story is that if you don't
have basic data to work from then all decisions are
political, It may sound funny, but your decisions
tend to be more political Af you don't have some kind
of seientific support for them, ‘That's where I sense

we are, We don't have an adequate knowledge base to
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Danlel:

Drummond :

Danlel:'

Andrews :
Daniel:

Drummond :

@0 any other way,

As far as getting adequate resources for a training
program, you don't have to establieh a formal cone
sortium for political reasons, There's another rea-

son, too, because that's a way to get comnitment,

. If one faction has all the control and ie trying to

get support from another faction, it's pretty hard

to get that support and commitment unless you buy

it or unless you give them & voice in deocision-making,
which is what a consortium does, |
Another thing, as you put more emphasis on output,
that output 1s always measured out there in the flield,
I Just don't know any other way,

You can get a setting for measuring the output with-

out a consortium., You could buy it or you could just

- solicit it, There was a day when if a teacher got

a request from a college, that teacher would work

all night because the college héd recognized him as
having something that that place could use, Do you
want the disadvantages?

Yes, - For what reasons,,.?

The more people you have involved, the more problems
in getting consensus, the more expensive in terms of
time, money, getting people together, and the slower
the decision-making process,

And we 8till do not have very good management models=-=

in New York a four-headed monster, in Washington, a
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three-headed moneter,

And.rews s We're probably getting more flak on that than any-
thing elese, The criticiem we're getting i8 from the
colleges, This ie their lifeeblood, If we try to
develop a consortium and the whole thing falle through,
who's hurting? Ie it the school distriot, the teache

~ ers asaoclation, or the college?

Drummondt  It's the kind of thing Fred mentioned & little eare
ller, The college developed as a roaervoir of ex-
pertise, and it has gradually moved over to be a
reaervolr of hureaucrats, That may be a little on
the tough side, but all I'm trying to say is that
colleges and universities (in Washington) that do %
have expertise and ahare it aren't having any trouble |
at all, They're bueier than they have ever been,

It's the ones who are afrald of sharing that are have
ing the trouble, The truth of the matter is that we
don't have enough to do the job even 4f we put all
our emphuals and energy available into it, To fight
one another is not the 1ssue, But I hear you all
right and I hear some of it in this state,

Andrews: The thing Washington did that New York did not do
was get the profession so enthused about the whole
thing that they would carry it politically,

Drummondt I don't know if we've done well by qur consortium,

In the early stages of consortiumebuilding a good

way to go is to invite everyone to come to a meetinge-




all the institutions and all the groups and then to
establish caucuses at the meeting of the interest
groups that are there, so that those interest groups
then can have egual representation on the beglnning
planning committee. We had some trouble in the ear-
ly days because we didn't know how to go about doing
that,

In our case we had three factions, we invited rep-
resentatives of every teachers aseoclation of every
school system and all the colleges working in that
area, and we had caucuses, They elected their own
people to represent thelr ocause and to do the begine
ning planning. Then that group came back and lald
out plans for consortium-bullding ﬁo the original
body, There is a danger always both in consortiume
building and in program development later on of
wanting to be sure that everything le tied down be-
fore anybody tries anything, a hesitancy tov say
couldn't we do the consortium for one little plece
of 1t and try it out rather than go for the whole
program, That kind of notion makes a lot of sense
to me., You can get some feel of what it is llkee«
even if it's only to work on the student teaching
laboratory experience phase of 1t or work on the

human development elements,
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Modules

Drummond: If you look at the programs that seem to be coming
through, or the pileces of programs, they almost all
tend 10 be individualized and like & programmed text.
I'm almost convinced that Af you individualize morg,
then you also at the same time need to provide more
group identity, which is a funny activity.,. If you
staPt moving people onto an individuallized mode,
you need to provide for a variety of learming styles,
Seweondly, you neéed to provide both ends of that cone
tinuum, both individual and group activities, Where
I see they're having trouble, they're doing some reale-
ly lowely things but they haven't recognized the kind
of thing we learned in the olda M-Step project, Just
a8 8oon & We ran the kide into an individualized set

- of medules they had to have & kind of Tegroup off to
the stde or they cowldn't deal with themselves,

Andrews: You haven't reguired the use of modules in Florida,
have gou?

Dantel Pretity hard to do it without the individualization,

Andrews I think you could do tthat very easlly if you set up
a terminal assessment,

Danjel! But I don't see how you could use training resgurces
effiecliently without individualizing,

Andrews ! It would seem to me to be consisisnt with the soncept
of performange education that the college could de-

velop a terminal assessment system. That would not
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have to threaten the lives of all the professors,

Feedback from it obviously would affect the program?
Daniel: Like New York Regents Exam?
Andrews Not exactly. I guess what I'm into is the problenm
of changing college professors. Requliring modules
forces that change, and I believe a college or state

could have a competency-based system without using

modules,
Human Change
Andrews Is cost a problem?
Danlel: I think cost is a problem Af you have the constraint

of keeping all the people you have now on in the
same kindes of positions, If you get complete flexi-
bility in staffing, which nobody has, as you're
changing programs, the problem of cost could poeslbly ,
be reduced, But if you have a problem of keeplng
present obligations, cost could be critlcal., You
,don't rsed so many high-priced peopls for a performe
ance~based program, You need some high-priced people
for design and to supervise dlagnosis, but you don't
need them except for the new stuff that you haven't
been able to put into your technology yet. But that's
not a big part of your program, You don't need much
of it; but you do need some of 1it,

Drummond: There's no question we're trying to bulld autononmy,
both in teachers and kide. The question I'm t;ying
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Andrews:

Drumnond @

Daniel:

Drummond ¢

to ralee 1s what really is autonomy. When are you

really autonomous? You're normally autonomous when
you do have a group which you're associated with who
really cares about yov, The skills that build such
a group, that 1s a high—prioed‘profeseor. That 18
not a graduate student's kind of activity. So there
ﬁia 8till some high-priced stuff both in the design
area and in the process area. ﬁut generally our
current crop of professors doesn't fit either, That's
where the cost 1s,

Retraining staff isn't just a cost factor; it'e also
& human problen,

We do not have people who are very talented in some
of these areas, especlally in design. Some of our
graduate students beat our faculty. They have twice
as many opportunities, If you're a graduate student
in our college you'oan take a course in observational
techﬁiques, a course in systems design, a course in
computer-assisted instruction--these are all available
to you, But if you are a faculty member, although
they might be avallable to you, you're not in a posi=
tion to be able to take them becéuae of a whole raft
of institutional and behdvioral norms that the ine
eﬁitution lays on you, But you could take them if
you really wanted to.

It would make the ones teaching them uneasy.

What do you do with the guy when he's not too sure
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he has the statistical background to do the research
needed?

Daniel: I think there's a problem with cost, but the greater
problem ie stimulating the desire for that kind of
thing, Because Af the desire was there it wouldn't

cost much at all, but Aif you don't have the desire
there you have to buy the person's ego as well,

Andrews:  That to me i one of the real crunch problems in the
field, I don't know how you're going to turn all
the faculty on,

Drummond: We have now at thg University of Florida gotten rec=
ognition that the development of tralning materials
will be equal to writing and publishing, so it's
part of the faculty reward system, I think that's
a major step forward but you gsee that's in a univere
slty college which is already committed to golng in
this direction, |
I would say it would be helpful if the state would
puggest (to do more would get it in trouble) that
the faculty of the college might want to work with
an outslde agency in helping them think through
their key issues or coneerns that they would like
to deal with aslthey move to a new program, That
way, they are not dealing with it on the basis of
the State's mandate but are urying to blend together
what they conslder to be thelr own concerns, The
thing that I tried to do down here at the University
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Andrews !

Drummond ¢

Danieli

Lrummond

Andrews

at the beginning of thie year was to try to get all
the people who have administrative responsibility in

the college together into a workshop which has been

golng on ever eince, Where we started was: What
are the clircumstances in your life that are prevente
ing you from accomplishing what you want to accom=
plish? Getting all that stuff out on top of tbe
table so that thoee circumetances that were prevente
ing me--or whoever it is=-~from doing what I want to
do, were part of the agenda of moving that univeraity
over to an accountability mode, I believe that's a
good technique, and I think that the state would be
well to say to an institution that you should always
be dealing with us this way,

I recommanded that New York ought to spend this year
retraining staff in process skills to create really
a client-centered view of working with the colleges.
Florida has been trying to work with the colleges to
oreate more interest in performance. Ilas it paid
off?

Yes, 1t pald off,

I think it, in general, changed the attitude of the
colleges toward performance-based teacher education,
There could have been a little change anyway because
it also was a trend of;the times~=it had to move that
vy, )

It took most of a year, didn't 1t%




Daniel:

AnGrews

Danialz

In addition to other responsibilities, one staff
member held all those seeslone for colleges and
public schools, There were two rounds, First there
vaz an introduction round, then there was the next

round that dealt with the Catalog of Competencles

" gnad reviewing the training materials,

Our hearings have not heen %00 eucceébful, mostly

deadly,.confrontation types.
They don't trust you'enough, and there's no subeti-

tute for that kind of thing. One other thing on the
hearinge: If the decisions have already been made
and the hearing is to tell people what the declslions
are that have been made, then it's dead, That wae
a problem we had in the beginning of the Research
and Development program we had, We told them what
we were going to do, and we sald here's how you boys
can get some of our money, They didn't like that.

Those were unsuccessful,

~ In the Department there are policy papers which have

been developed with involvement, at least partially
in Klementary and Secondary which i8 the largest di-
vislon, When they were adopted officlially, we had
seminars, In sowe placee those were deadly, some
places they were routine, and in some places they
were very stimulating, They had the option to leave.
Z;pereon could leave after the introduction, ocould

go read materlals or look at a slide-tape or go

94




Andrews ¢

Drummond $

Daniel:

BEST COPY AVAILABLE

listen to a lecture, The basic design was open and

I think openness of design has to be in it, If you
tell them it's already decided, it's a challenge for
people to confront you, Open means that you're not
coming on as an authority figure, You're there to
communicate if they wish to be communicated with,
It's tougher in New York,

Ben Rosner (Dean of Teacher Education, City Univer-
Bity of New York) is concerned about the problems
of minorities, Pretty soon we're golng to deprive
somebody of a job hased on an inabllity to meet per-
formance standards,

I can't get too exclted about it, I think you will
begin to put pressure on whether or not there are
direct relationships between teacher behavior and
pupil behavior as a consequence,

The issue really is validity of the criteria, If
the c.'iteria are invalid then minoritles would be
the ones who challenge, If the criteria are valld
then they'll hold up, If the criterlia are deter=
mined solely on professional Jjudgment, that's the
problem,

It may be hard to get a teaching certificate Lf you
can't ask higher order questions and it's not char-
acteristic of some cultures, Such people have very
great diffioulty asking higher order questions go
they're systematically excluded,
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Crunch Questions

It seems to me that there are some tremendously dif=
ficult, cutting-edge kinds of issues that a state
has to deal with in moving towarﬁ performance and
many states fuzz over those qugstiona as they go
along, figuring they'll work them out later on, they
don't have to settle them now., But they haunt them,
Maybe I'm the only one who believes that,

I've written down somz crunch questions Just like
the onee we've dealt with; for example management,
records and reports,

Deciding what competencies,...

Can we really assess the important thinge? How do
you manage & programn?

That to me ien't a orunch question., That's one you
can iive with untll you work it out,

It's a question that must be oconfronted, 1It's a
question that people don't seem to confront,

The reason I say it's a crunch question-=When you
start playlng out on a competency base then it be=
comes obvious that competency is not completely de-
partmental any more, You don't organize the,college
and the university or anything in relation tovoompe-
tenoy; you do 1t on something else., As & consequence,
how do you manage the notion of social studles and
language artes and the elementary department and coun-

seling and guldance all having the same competenacy
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Andrews:

Drummond ¢

Andrews

~and yet not working together? So they say to them-
selves that this doesn't make any sense, How do we
get ourselves task-oriented, organlzed to do the
taske that the competency-based thing lays on? It
establishes a new set of domains, a new layer on your
management structure, Then when you begin to lay

on thie ccﬁpetenoy layer, how do you get that put
'tosether?

What I'm filtering out 1s people don't realize the
dimensions of change Ainvolved, Ie that what you're
saying?

Thet's right, They don't realize 1t nor do we have
very many good management modele to deal with it,
I'm convinced that Af you move to competency-based
you'll begin to realize you've got six guye doing
something one guy can 4o, Or we establlish an ex-
perience for three guys and there are seventeen guys
that could be doing it at the same time, How to lay
that out on a wmdansgement scheme then; at the same
time, how do you record it 8o that student X knows
what he has done and evaryone knows what student X
has done? ‘

Let me avk a reporting type of question, 1In El Paso
we went to the Unilversity and looked at the Teacher
Corps program, They record student progress on come
puter feedouts, I8 not the computer a rational, ale

though highly anti-humanistic, way to do reocording?
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Drummond ¢
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Drummond

Danlel:

The scary part is I don't know huw you could do it
if you don't computerize,

I don't know either, so that's not a problem to me
although it may be to scmne,

It's not any more anti-humanistic than a secretary
putting checks on a form and then xeroxing a oopy

for everyone.

Bruce Joyce (Teachers College Columbia University)

estimates that 1t would cost $500 a pupil just for

the computer time, not to set the computer up to run

the program, just the time, What happens when you

start talking to a large university about adding

$500 per pupil to the program cost., He based hise
ﬁ%stimate on & Unlversity of Wisconsin project where

it worked out to $1000 a pupil, but he thinks you ' .

could get the costs down,

I don't doubt he's right., I think that's a very

small cost in relation to what we're talking about.

I think the computer costs on anything can be brought

way down, A lot of people do it.

What I'm trying to say is that Af you consider all

the beneflts, the coet of that is a minor element,

I don't disagree with you, but I think people who

make significant declsions about teacher education

budgets might think that 1f they have 1000 students

the cost would be too high, But it may be that given

that number it wouldn't cost as much or that it would
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be able to replace aecrétariee. In order for the
costs to be absorbed it would have to replage pro-
fessional time,

Andrews:  That wouldn't be too popular.

What are your crunch assessment questions? I agi®e
with your catugory.

Drummond: Criteria,

Danlel: If we assume we've decided what competencles we re-
quired it takes a lot of the problem out of assegg
ment because really a lot of things that are associ-
ated with aseessment are really involved in selegts
ing the competency.

Drummond : Cost efficlent techniques is anothgr tough one, §
really think we're going to have to develop fer bets
ter means of teaching students observational tedh-

! hldues so that they cah l{se them on one another &é%

cause the time coste are tremendous in using facwidy
| observers,

[ Daniel: ObJeotiyity: If you have assessment techniques which
are to be applied at Universlty of Florida, Univer-
sity of North Florida and Florida Int;rnational.
could you be assured that they all really have the
sane competency? How much objectivity and reliabil-

| 1ty would you want?

Drummond: That whole matter of the affective domain always gets
laid on,

Danlel One baslic problem of asgessment is technology;




P puiiond :

another ls what Kind of objectivity and reliablility
should yéuw go aftép, Technology=--how gan you do it%
The next thing i1s how pre¢ise do you want your meaw-
gutément, which 1s the objeotivity-reliability kind
6f fping, It/# the same problem in constructione-
1f/youfﬁé songtyiéting a bridge you have to be more
éédreful about £olepance than Lf yoéu're constructing
& sumdéry home on & lapé¢ or something like that, How
nuéh telerance ﬁn the measurément of assessment 4o
you want to #1low on feachers?

The business of {@¥ying to focus a faculty on half a
§oZén coupetengies they think are important and let-
ving thém h@ig in long enough on them, do research
on them, That fg a really tough one from a state
podnt of view, #n my épinion, I wish it were pos=-
81blé in thle staté t¢ divide up some of the crucial
generic competédi¢ies that everyone agrees on rather
than having the R and D folks here playing 1t out,

I wish 1t were possible to play out for a three-to
flve-year period a research program at institutions
to try to both do the research and the ilmplementa=
tion of modules in relationship of half a dozen com=
petencles so that everybody is sharing in those half
a dozen on the campus and they can be shared around
the state, rather than thls business of everybody do-
ins a module on writing modules and going from there

to the next one,




Danlel: It 18 possible if institutlions will agree to redi-

rect the research money that goes to them. It takes

work to do that., In the state budget there's 310
million for faculty research in institutions. The
board of regents allocates it to the institution
and the state allocates it to the colleges; as such
it's not so identified, But the legislature, if
they read the program budget, thinks they're appro-
priating $10 million for faculty research, Some-
thing 1like $2 million of that goes to colleges of
education, |

Drummond: I think that's a really crucial thing :n this state
in contrast to Washingtbn. That 1s that they pro-
vide here a research item just as I think up in
Washington it 18 pretty cruclal to go through con-
sortia. Both of those things I think are cgrucial
as you get down the line, If it weren't for R and
D money, this state wouldn't be out in front now,

Daniel: But the R and D monies you're talking about and the
R and D monles I'm talking about are different.
This 18 a categorical R and D adminlstered by the

' Elementary and Secondary. That's where you're get-

ting these little bits of money around the state,
There's a much blgger pot of money that goes to the
universities but it's non-mission oriented research,
But if we could make a proportion of that misslone

orienteds s
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Danlel:

Andrews:

Daniel:

Andrewa
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I don't know if you should control at all, I do
imply that the universities ought to be encouraged

to make a mission and that's what we're trying to

do in our shop.

There's been some talk of allocating it on a project
basis by the Board of Regents, so that the University
can do things once they get committed to doing things,
I don't see all these as crunch questions., I would
say seleoting competenoles, at least who is going

to select them and with what specificity.

When you try to talk about competencies with a group,
these are people that have preconceived notions about
them, Professional organizations are concerned, They
don't care what the competencies are as long as they've
been involved, I imagine once they gct the power of
selecting, other issues would arise., If you talk
about what competencies teachers ought to have, they
Just can't get interested in i1t at all because what
they're more interested in is who decides what com=
petencles teachers ought 4o have or the form in which
they're stated,

That's a good example because the anawer to who yery
definitely affects the next question which is what
would you say Af a consortium decided on the compe=
tencles, But then you've eliminated most of the
problems involved in the state aelecting.‘ Most

states, however, are leaving it totally up to the
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college to say how they're going to assess the qome

petenocies,

Daniel: 8o really that'es like reporting courses that have
no detall,

Andrews: I guess it's the same, there 18 no public level of

criteria, they don't realize the dimension of change,

Daniel: If you did a Delphl technique, L1f the people are
well-informed I think it's a big lssue. But if the
people aren't well-informed, they Just can't be ine
terested in the diumension of change,

Drummond: You might be interested to know that we have gone
through a management seminar with the dean, assis-
tant dean, and department chalrmen of all departe
ments of the college trying to build an adminiatra-
tive plan for moving the college over to an accounts=
ability mode, We now have a whole series of state-
ments on things that need to be done, We are hoping
t0 elose school on January 22 and have the faculty
and some of the students struggle through that set
of things and lay them out in some sort of priority--
what needs to be done by when, I would guess we're
talking about a three~ to five-year plan, The as=-
sumption I have 18 that the faculty will add things
and fight some of the things that are there,

We've developed & sketch on hierarchy of competencies
and a questionnaire in which we've asked each faculty

member t0 1dentify three important competenclies that
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he teaches for and about wﬁioh he would llke to proe-
vide feedback to students and about which he would
like feedback himself, on his abllity to work on

that competency., It etarts off with theory, theo=-
retlcal postulate, or conceptual notion at the top,
then competengy, then the evidence that you are now
collecting or would like to collect, the instruments
you know about, are using, or wish to be developed,
We're asking them to lay this out in a three-fold
manner, We're asking the same thing of administra-
tore from the dean on down with respect to their role
a8 adminlistrators, the competencles in thelr adminig-
trative responsibilities, what they're trying to ace
complish and sc on., In that case we're borrowing
from a study that was done &t Ohio State which deals
with the two general categories of organizing and
maintaining morale, Organizing for work and maine
taining morale as belng two major functions of a

good department chairman or college administrator,

We hope that as a consequence we ¥1ll have some scheme
of ateps to be done by a certain time and some asseps-
ment of who will be responsible for getting those
kinde of things done, 1In addition we hope to have
gome focus on the competencles that are most impore
tant to the faculty so that we can lay 1t out in
terme of a research frame and faculty and adminis-

tration can feel that here are a set of competencies




that we're most congcermed about, Then maybe we can
focues more of our money down those alleys, with the
idea that we won't get to a competency-based program
full-blown for a while,

In my own personal case, in my own department, we
had already developed a generic set of competencles
for C and I people in graduvate work, When thls fac-
ulty thing came out, the department said, "Why don't
we divide up our own generic competencles and see if
there are some each of us are personally interested
in and see if we couldn't devote our own time and
energles into covering those items," We have done
that and have a personal commitment to one another
that's over the next six months to a year, We'll
try to develop some instructional material and some
modules that deal with those competencies tﬁat we
have listed as being generic,

Here's one system of management here, and there's
one aver there that will be consistent, somehow, with
the competency-based frame, Everybody knows right
now that as you begln to make the shift the pressures
begin to build and get tougher and tougher until the
change is made, When the shift is made, there'sa
whole new set of anxieties before it's institutione
alized and the people can play with it with some
meaning, The elementary people right now are having

difficultiea, There was a whole program not on a
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competency=-hbased ffame but on an experience=based

frame which is very similar., All kids will have a
get of experienoes out in the fileld. There were &
number of faculty that weren't ready to make the
shift, Now they're in a mode of operation that s
very different from the one they have had, I've
really been proud of Bill Hedges who is the depart-
mental chairman. Their new program has no grades,
When they shifted to the whole program that way,
that meant that they were no longer an experimental
program and they had to meet the regulations of the
University. They then had to confront the Univer=
8lty. Every place along the line they confronted
the Universlty, Bill was told it couldn't be done.
He has run all the way up through the University
Senate and now has sixty-six quarter hours and with

no grades,

Daniel: How has 1t gone into operation?

Drummond: 1In effect they have almosat five quarters, 1It's what
I would call non-course organization, It's all based
on assessment of experience, very much like modules
except they're not precise, Kids go through this
set of experlences and they can do it in their own
time and they work in certain public schools to get
those things done has been built into it so the face
ulty lsn't on their backs, They do have eeminars

that meet, They're pretty much like "egroups and




the kids and faculty are getting very olose and at
the same time they're doing improvement stuff. They
have certain sets of experiences in math, music, art.
I've tried to get them to use the same drawings, to
lay out these sets of experiences that they're play-
ing with and then find out whether or not they have
experience in art or do they need to have them in
P.E. They're coming to competencies (it's a contract

program) through the back door.




Chqp‘f!r b
RESOURCES

Many persons (proponents and opponents) believe that sup~
porters of PBTE are almost evangelistic=-that a new religion
has been discovered which will save mankind, In line with the
religious nature of that thought, we offer the following (fic~
tional) excerpt from & recently discovered ancient scripture,

There was & prophet named Karl from a village
called ACT TEE who went up into the mountalins
where he was given a stone tablet with ten
great sayings on it, They read:

1. PBTE is the Lord your God, and you shall
not have strange gods before it,

2. You shall not take the name of PBTE in vain,

3, Remember to keep holy the behavioral objective,
4, You shall not be time-based,

5. Honor individualism and criterion reference,

6. You shall not commit subjective evaluation,

7. You shall not forget pre-assessment,

8, You shall not bear false evidence agalnst any
gtudent,

9., You shall not covet your neighbor's management
systen,

10, You shall not covet your neighbor's modules,
These are humorous, but there are four other homilies that per-
hape should appear in stone,

The first: Consult With The Experts

The greatest danger in listing anyone as an expert 18 the

realization that no such list will be complete, Many deserving
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individuals will be omitted and the shorter the list the greater
the number of omissiona, The intent of this chapter is to pro=-
vlide a beginning,

Each of the resources listed should lead the reader to -
others; we have concentrated on sources that merge many efforte
to provide persons interested in performance education the broad-
eat base for developing policles,

The best single source of performance education now in the
United States 1is:

Karl Massanari

Director of the American Association
of Colleges for Teacher Education's
Performance-~Based Teacher Education
Comnittee

One Dupont Circle

Washington, D,C. 20036

AC 202-293-2450

The AACTE Performance Committee haas already published 10

papers related to performance education, Two of these-- Pepr-

formance-Based Teacher Education: An Annotated Bibliography
and Competency=-Based Teacher Kducation: The State of the

Scene by Allen A, Schmieder--are excellent resource documents
and should be owned by everyone concerned about performance
education,
Coordinating another eftfort is:
Frederick McDonald
Director, National Commission
on Competency Education
Educational Studies
Educational Testing Service
Princeton, New Jersey 08540
AC 609-921-9000
The Comnission has as 1ts primary thrust the development

of a massive national research and development effort., Funied
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initially by the Rockefeller Foundation, the Commission ls seek=-
ing multi-agenoy funding to create the needed research and de-
velopment effort,

Many people believe the performance movement dates primarily
from the time that‘the United States 0ffice of Education funded
the developmént of the Model Elementary programse, While funds
were lever avallable to make these programs fully operational,
many parts of the original models have heen lmplemented,

In order to maintain the leadershlp of this group, the
United States Office of Education has funded a consortium of the
Model Elementary Directors, Chalrman of thie group is:

Norman Dodi

Assoclate Professor

College of Education
Florida State University
Tallahassee, Florida 32306
AC 904-222-2950

Persons congerned about program development would find any
or all of these directors an excellent resource, The names and
addresses of each:

Bruce Joyce

Columbia University
Teachers College

Box 109

125 West 120th Street

New York, New York 10027

Gilbert Shearron

Chairman, Divislion of
Elementary Educatlion

College of Education

University of Georgla

Sulte 47

Aderhold Hall

Athens, Georgla

Vere DeVault

College of Education
University of Wisconsin
Madison, Wisconein 53706




George E, Dickson
Dean

College of Education
Unlversity of Toledo
Toledo, Ohio 43606

James F, Collins
Agslstaant Dean

School of Education
Syracuse University
Syracuse, New York 13210

W. Robert Houston

Director, Competency-Based Center
College of Education

Unlverslty of Houston

Houston, Texas 77004

Wilford Weber
Director

Teacher Corps

College of Education
University of Houston
Cullen Boulevard
Houston, Texas TT004

Del Schalock

Teaching Research

Oregon College of Education
Monmouth, Oregon 97361

James Cooper

Bureau of Educational Research
College of rducation
Unlversity of Houston

Houston, Texas 77004

Bruce Burke
Michigan State University
East Lansing, Michigan

Charles Johnson

Division of Elementary Education
College of Lducatlion

University of Georgla

Sulte 47

Aderhold Hall

Athens, Georgla

Officiales at thne United States Office of Educatlion have
been instrumental in promoting and securing support for perform-

ance education, Two of these gentlemen have both a long-tera
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commitment and broad knowledge of national developments, They

are:

James P, Steffenson

Chief of Program Development Hranch
Roox 2089 Teacher Corps .

400 Maryland Avenue, S.W,

BEST COPY AVAILABLE Washington, D,C. 20202
Allen Schmieder

Program Thrust '73 Task Force
United States Office of Education
7th and D 3treet, S.W,

Room 3682

Washington, D.C. 20202

Schmieder through his work with Task Force '72, the National
Commission for the Improvement of Education Systems, and Gareer
Education has developed and maintalned & national involvement
with leaders in the performance movement,

Steffenson's efforts in behalf of performance education in-
clude working with the Multi-State Teacher Education Project
(1966), the funding of the Model Elementary Projects and more
recently with Teacher Corps, In particular, Teacher Corps with
its requirement that all programs be competency-based has de-
veloped a national network of resources, Steffenson or others
in Teacher Corps can qulckly suggest appropriate people to talk
with or sltes to visit, 1if aoméone approaches them with a ques-
tion,

The second homily: Beg, Borrow and Use
Whatever Fits. Don't try to create every-
thing yourself.

Management assistance could come from a variety of manage=-
ment consultants, We hesitate to name specific consultants
since reactiona to most management personnel vary so widely

(due to the individual's reaction to management techniques, not
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necesaarily to the quality of the consultant). However, many
states have utilized the American Management Assoclation to as-
sist them in finding appropriate consultants,

The Northwest Regional Laboratory also offers a number of
programs that some states have found effective (Washington, Ore-
gon, Florida, e,g.) in providing training for both colleglate

and state education personnel, 1Its address:

Northwest Reglonal Laboratory
Lindsay Building

710 Southwest Second Avenue
Portland, Oregon 97204

Sample workshops include:

Research Utilizing Problem Solving ((¢lassroom Version)

The instructional system includes all materials and
step=-by=-atep procedures for conducting 30 hours of
instruction to increase teachers' skills for system=-
atically carrying out a five-step method of problem
solving: (1) identify the problem, (2) diagnose the
problem situation, (3) consider alternative actions,
(4) try out a plan of action, and (5) adapt the plan,
Organized into 16 units, the instruction can be con-
ducted as an inservice workshop or preservice course,
In bullding skills, participants solve a typical prob-
lem of a classroom teacher, A qualified instructor
can conduct the program for approximately 30 partici-
pants, (Second printing 1972

Syetematic and Objective Analysis of Instruction

The instructional system provides materials and
step~by=-step procedures for conducting 100 hours of
instruction for learning skills in interpersonal re=-
lations, supervisory techniques and teaching strate-
gles which can be applied in self-analysls and the
analyels of other teachers for the improvement of
inatruction., The instructional program utilizes a
deductive approach in which the participants practice
doling certain activitlies and Jlooking at thelr per-
formance a8 the means to learning. The materials are
organized into 46 unite for conducting an inservice
workshop or preservice coursge for teachers, supere
visors and administrators, A qualified instructor
can conduct the program for approximately 12 partici-
pante, (1972)
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Interpersonal Communications

The instructional system provides all materials and
step-by-step procedures for conducting 30 hours of
instruction for teachers and administrators to ine-
crease thelir abllitles to communicate with students,
the community and other school personnel, The ma-
teriale are organized into 20 units for conducting
an inservice workshop or preservice course, Toplcs
include: (1) paraphrasing, (2) behavior description,
(3) describing feelings, %ﬁ) nonverbal cowmmunication,
(5) the concept of feedback, (6) matching behavior
with intentions, (7) communicating under pressure,
and (8) communication patterns in the school building.
A qualified instructor can conduct the program for
approximately 30 participants., (Second printing 1972)

Interaction Analysls

The instructional system provides materials and
step-by-step procedures for conducting 30 hcurs of
instruction for learning the techniques of Interac-
tion Analysls, These techniques include collecting
data about what happens in the classroom, analyzing
and interpreting the information, and using it to
make sound judgments for improving instruction, The
materials are organized into 18 units for conducting
an inservice workshop or preservice course for teach-
ers. A qualified instructor can conduct the program
for up to 30 participants, Reliated audio-visual in-
structional aids are available, (1970)

Another excellent resource that is available, field-tested
and appropriate is the mini-course package developed at the Far
West Reglonal Laboratory, Its address: |

Far West Reglonal Laboratory for
Educaticnal Research Development
1855 Folson Street
San Franclsco, California 94103
Avallable mini-courses include the following, intended for

elementary and intermedlate teachers, and are now available for

use:

Minicourse 1, Effective Questioning: Elementary level,
Teachers learn to encourage students to partiocipate
actively in classes by asking highe:-cognitive ques-
tions and using techniques such as pausing, redirection,
and prompting,. They also learn to eliminate bad habits,
including anawering thelr own questions or needlesgly re-
peating them, Price: §1,425. Rental (6 weeks): §175,
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Minioourse 2, Developing Children's Oral Language,
In this course for all who work with K-4 children,
sdults learn teaching skille that expand the language
and thought of the child: expanding a phrase to a
sentengce, modeling new language patterms, modeling

positional words in context with objects, modeling
action worde, eto., Price: §$1,320, Rental (6 weeks):

$195,

Minlgourse 5, Individualizing Instruction in Mathe-
matica,

This course helps the elementary teacher handle in-
dividual instruction., It provides tutoring techniques
to improve math ekills through dlagnosis, demonstra-
tion, evaluation, and use¢ of asslgned practice examples
for estimating, number operations, verbal problems,
etc. Prioge: $1,395.. Rental (6 weeks): §198.

Minicourse 8, Or§3n131n5 Independent learning:
Primary Level,

During this Minlicourse, K-3 teachers learn a set of
organlzational procedures that make 1t poasible for
them to work with a small group of children for 15
30 minutes, while the remalnlng students carry on in-
dependent activities, The chlildren learn how to an-
tlclirate and deal with problems, to set thelr own
goals, and to evaluate thelr progress. Price: §$1,080.
Rental (6 weeks): 8145,

Minicourse 9, Higher Cognitive Questioning,

Most questione asked by teachers require students
simply to regurglitate facts. This Minicourse helps
teachers in intermedlate grades and junior high to
develop skills in asking questione that lead students
to make infersnces and judgments, to solve problems,
and to make predictions., Price: §$1,080. Rental
(6 weeks): §165,

These Minicourses are availluble from The Macmillan Co.,
Pront and Brown Streets, Riverside, New Jersey O8C7S.

Materials that are useful are also being developed through
the National Center for the Development of Training Materlals in
- "duecation, Its address:
National Center for the Development of
Training Materlals in Teacher Education
School of Education

Indiana University
Bloomington, Indiana
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They are publishing papers and preparing video tapes, movies
and audio tapee as a part oi a national effort to develop a
conceptual basis for teacher education as well as to provide
needed training materials., This effort resulted from the work
of B, 0, Smith, at the Unlversity of South Florida, Tampa,
The third homily: Vislt

Reading about and talking with are only part of what in-
terested persons should do,. If you are interested in a specific
atate thrust, go to that state, Talk to the persons in the state
education agency, look at the files, examine policy statements,
And if approved performance programs exist, visit them,

Certalnly the states in the Multi-State Consortium all have
a commitment to performance education and would welcome visitors
who wish to learn more about their operatlone.

Other states, not in the Consortium, are moving to perform-
ance policles and might also be appropriate places to visit., The
Schmieder publication State of the Scene (referred to before) has

the most up-to-date information on various state activities,

If a person 18 concerned about programs, then a number of
performance programs exiast that are worthy of examining. No pro-
grar appears to be totally effective (since the nature of a per-
formange program requires constant revision based on feedback,
totally realized programs may never exist) to most outslde visie
tors,

Rather than 1list suggested programs here, we recommend you
contact Karl Magsanari, Jim Steffenson or the Model Elementary

diresctora., Each of these persons, once they are aware of your
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partioular concerns, can qulckly suggest appropriate sites,
The fourth homlly: Remember the Affective

If persons promoting competency education are concerned
about a total system, then they must be concerned about atti-
tudes and feellngs, Critics are quick to say that performance
education minimizes humanistic concerns, that the affective area
ie ignored because 1t is difficult (if not impossible) to mea-
sure, that teachers so trained will be like robots performing
thousands of measurable skills but that they will have somehow
missed teaching., The oritiocs are wrong, if you examine what
people are doing, They are right if you only consider possible
outcomes of the performance rhetoriec,

Minnesota would be an appropriate state to visit if the af-
fective area concerns you, Minnesota has a requirement that all
teachers should possess Human Relations competencies, "The com=
petencles should contribute to the ability to understand the
contributions and life etyiee of the various raclial, cultural
and economic groupe in our soclety and recognize and deal witi
the dehumanizing bias, discrimination and prejudice and create
learning ehvironments which contribute to the development of
all persons and positive interpersonal relations and respect
human diversity as a person's right," Also Minnesota has re=
cently passed regulations requiring specific competencies be
demonstrated in order to be certified as a soclal studies teachs
er, These include affective competencies and the Soclal Studies
Task Force publication includes a precise illustration of how &

state could look at the affective area,
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Chapter 7
CONCLUSION

We hope this volume ie of assistance to persons concerned
about performance education, The future of this movement is
truly in your hands, _

Over five years ago an excellent education writer particle
pated in a conference on the assessment of performance., Hls
contributions were consistently helpful, but maybe none was more
fitting than his conclusion, "Don't forget to put in a self-
destruct button!"

Any movement that forces a reexamination of almost all
existing policles has within it 1te self-destruct button,

Whether the performance movement can cause the vast educa=
tional establishment to move, even if only slightly, 1s THE
lasue,

To refer again to the analogy that began thls volume: So
many interrelated problems occur when a state begins a movement
to develop a performange-based teacher education and/or certi-
flcation system, that it 1s entlirely possible that educators who
think they have set out for either Atlanta or San Francisco may

well find themselves looking for Atlantis,




