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A COMPARISON-OF COMPETENCY BASED APPROACHES @?\
IN EDUCAT IONAL ADMINISTRATION ‘ﬁ\

Christa Metzer and H. J. Demeke
Arizona State University*

Chris Argyris calls competence a "difficult and complex concept" (Argyris,
1962:15). The need for clear conceptuallzations of the competence approach which
will lead to a solid theoretical base is generally acknowledged. The purpose of
this paper is to compare several existing competency based models In educational
administration wlth each other and with statements about administrative compet-
encles made In the |lterature in order to discover similarities and differences
In definltions, terminology, concepts, and other such dimensions. Such a comparl-
son would allow subsequent analysis of elements which are common In all or most
of the models. The resulting clearer conceptuallization of the competency approach
would be of value In establlishlng operational models for pre-service, In-service,
and personal development of adminlstrative competencies. The comparisons are
limited to those models for which necessary Information could be obtalned and to -
references In the |lterature which specifically dealt with concepts about admin-
Istrative competency. |t should be pointed out that many, perhaps most, of the
models dlscussed are in developmental =tages with plans for further sophistica-
tion and reyision of on-going programs. Comparisons are made on the basis of
information presentiy avallable.

Three baslic dimensions were selected for comparing the various approaches:
(1) the underlylng concept or framework of the model, (2) definition of the mean=-
Ing of competence, and (3) procedures used to ldentify competencles. These dimen-
sions were considered basic to arriving at a clearer understanding of the com=

petency concept.

There are a number of other dimensions for possible comparison which were
not Included, but which would logically extend the present comparison. These
Include: (1) comparing how competencies were (or are planned to be) val ldated,
(2) identifylng how competencles can be developed (competency attainment proce-
dures), and (3) Investigating procedures for evaluating competencies of prospec~
tive or on-the-job administrators, .

The comparisons are presented in tabular form (see Table). Analysis of the
comparlsons leads to a number of concluslons: : :

I. Competencles are generally defined as factors which contribute to effec-
tlive performance.

2. Administrative compefehce and adminlstrator behavior may be conslidered
interrelated, but anaiytically separable components of the competency concept.

3. Each competency Is not.thought of In Isolation but rather as a pattern
of competency--including a balance of types and levelis of competency.

4. Competencles have several dimensions: (1) an affective or value dimen-
sion reflecting attitudes, bellefs, understandings, and theory, (2) a skill

#The July Issue of the Notebook carried an article describing PEEL, a performance
evaluatlon procedure for school administrators and the developmental work under-
lying 1t. This article resulted from continued work upon competency based educa=

tion by the same authors. (Eds.)
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dimension, Including technical Interpersonal (human), and conceptual skills, and

(3) a knowledge dimension which requires knowledge of content ani process in de-
flned aduninistrative tasks.

5. Competencies may be defined in terms of admlnlsfraflve processes or
administrative task areas.

6. There Is a remarkable slmlfarlfy In administrativae task arceas ldentifled
In various models and approaches.

7. Although not specifically provided for in all of the models, there s an
underlylng provision for different levels of competency attainment, e.g., famii-

larity, understanding or application. Desirable levels depend on the degree of
competence required for a specific administrative role.

8. Some of the models speclfically provide for definition of competencles
by individuals (Individuallzed competency programs or individual performance
otjectives derlved from competency statements). Most approaches use a basic
ilsting of required competencies as the departure point.

9. Although not specifically compared In this study, assessment and measure-
ment of competencles seems to be the least developed dimension in most models.

10. The relatlonship befwéen objectives and competencles is alluded to In

some of the models. Behavioral objectives seem to be derived from the stztements
of competency.

I1. There Is general agreement that competencies réqulred for various admin-
Istrative positions are simllar, although priorities will differ.

12. There Is a great deal of similarity in the various approaches. The dif-
ference seems to |le In the particular aspect selected as the primary focus of

the approach. Some models are more complete than others in terms of consldering
more dimenslions of the competency concapt.

13. A number of methodologles have been used to identify essentia! compe-
tencles listings. These Include survey of the |iterature, Interviews with prac-
ticing administrators, "panel of experts" methods, critlical Incident technique,
analysis of practices, case studles, and job analysis studlies.

14. A basic assumption of competency based approaches seems to be that learn-

ing Is most effective when the things to be learned are clearly speclflied and
defined.

15. A problem recognlized by nearly all persons involved In the develiopment
of competency based approaches has to do with the necessity for speclfying com-
petencies on the basls of an assumption (vallidated by research in varying degrees,

but generally lacking vallidation.; that the competencles speclfled are Indeed |inked
to "successful" administration.

16. Most competenclies are stuted in "process" terms, describing what the

adminlstrator does In effectively performing his tasks rather than bpeclfylng
the "product" of his performance.

17, A sufficlent number of common elemenfs were found In the various approaches .
80 that development of a theoretica! model of the competency concept seems feasible.
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