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I. INTRODUCTION

3

The sgcond Year of.operacion of ~the Mark Twain Teacher Internship Br&gram has been
completed, and its third and final year of federal funding as a Montgomery County g
Public Schools program for the preparation of personnel to teach adolescents with

special needs has come to a close. The 10-month Internship Program wag ‘preceded by
a SCaff Development Institute which trained the staff of Mark Twain School in the o

skills hniques needed to work with emotionally handicapped adolescents; it
gerved’ as the first step in establishing Mark Twain Schogl as a staff development

_ center for the teaching of adolescents with emotional and learning problems.
Supported by a special innovative project planning- grant from the U.S. Office of
Education, Bureau of Education for the Handicapped, the six-month Institute '
gerved as the basis for the teacher training curriculum and'ﬁormac“of the sub- "
sequent Internsﬁiﬁ“Progfam.' A report on the Mark Twain Staff Development.
®Institute was submitted to the granting authority in 1972.

A report on the initial year of the Mark Twain Teacher Internship Progrgm was sub- -

mitted in March, 1974. The present report focuses primarily on describing and

evaluating the ten-month Mark Twain Teacher Internship Program which began jin .

August, 1973, and ended in, June, 1974, Since this was the final year of funding

under Title IV of Public Law 91-230, Education of the Handicapped Act, some review

of the 1971-72 Mark Twain Staff Development Institute and the 1972-73 Internship

Progrgm is included, Preparations for the 1974-75 program ‘year also are noted. ,

. Progress toward the basic goa} of developing and implementing a public scheool .
training program for personnel to teach adolescents wich‘embCional and learning
_difficulties 1is exanined and assessed. ‘ ’

géction I presents -the history of the program, its goals and objectives, and‘:he '
context within which it operates. - Section 11 provides an overview of program
operations and management. Progréss’COward attainment of prograr goals with
recommendations for $he future are presented and discussed in Section IM, includ-

. ing the iapact of the Mark Twain Tea;he%”lﬁ@érnship Program on staff development in
MCPS and elsewhere, both for general and special education. Section IV summarizes
the report. . . .

hd i
-

HISTORICAL BACKGROUND

~ . . n

Like other school systems' across the nation, Montgomery County Public Schools has
become increasingly concerned about students who are unable to succeed in academic |
tasks and human relationships ahd about the shortage of -facilities and traifted
personnel to work with them. Many of these students are adolescents who are aver-
whelmed by failure. They fail to achieve academically, to exercise propef Judg-
ment, to organize their thoughts and energies for constructive activities, and to -
behave in socially acceptable ways. These continuing failures isolate them from:
their peers and alienate them from adulfs. Without resolution of these problenms,

pe large number of these - young people will enter the community with poor vocational
vand social preparatica and with strong feelings of inadequacy and hostility. Many
withdraw from work or social’ demands ang become a burden on the community. i

In order cb prevent this waste of human resources, a 1961 Youth Services Advisory
Committee began considering progranms which would better servetupanomery County
students with special needs. To promote the development of strategies and the
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delineation of services uecessary to implement a compreﬁéngive, countywide sup-
plementary education program, 3 grant was arded to Montgdomery County Public
Schools in 1966 under the Elementary and Secondary Education Act to study the
feasibility of designing and operating a medel demonstration school for childrend//
whose special needs Were not being met by existing school programs. One of two
recommendations with highest priority was the 'development of multilevel school
programs r the!]aluation, education, and adjustment of emotionally handicapped
adolescent "boys and girls in three types of settings." These were to include a
"year-round day program in a spgtial school for s riously handicapped adolescents,
programs in selected junior and senior high schoo?s for students able to function
with appropriate support in the regular school environment, and a satellite school
for mildly retarded adolescents who are emotionally handicapped (MCPS, 1967)."

Implementation of the first part of this recommendation was app¥oved by Montgomery
County Public Schools; and the appointment of the supervisory staff of Mark Twain
School was completed by September, 1970. At the same time, the second part of the
recommendation was implemented when Mark Twain School-Based Programs were
launched on a pilot basis in three junior high schools. The Mark Twain Programs
serve as a means of fulfilling a commitment toward implementation of the Montgomery
County Continuum of Educatipnal Serviees, shown in Figure 1, which was adapted from
a plan developed by the Maryland Department of Special Education. “®The continuum
concept is a plan to provide educational services to all children according to the
degree of program specialization needed to meet the severity of the problem.
Implementation of continuum programming requires the preparation of. additional
personnel with special training at-all levels of educational service. From the
earliest planning for Mark Twain School,. its role as a teacher education center
was tvecognized and documented in its basic objectives. Toward this. end, in April,
1973, Mpntgomery County Public Schools received a grant under Title IV of Public
Law 91-28), Educationjof the Hafidicapped Act, to supplement funding of the Magk .
Twain +taif Levelopme Institute. Following that grant period (July 1, 1971, to
June 3G, 1972), a two-year continuation grant (FY 73 an® FY 74) was awarded to
develop the project .as a prototype for continuing staff development, the Mdrk
Twaic Teacher Internship Program.

» ~
Now beginning its third year of operation, the Mark &wain Teacher Internship Pro-
gram nelps fill the growing need at Mark Twain School and Mark Twain School-Based
Programs, as well,as a3t other Montgomery County schools, for trained ﬁersonnel to
work with, adolescents who have special needs.

°
s ?

FACILITIES

Mark Twain Programs brovide the setting for the Mark Twain Teacher Internship
Program. The major portion of the training, including the seminars, takes place

at Mark Twain School. Montgomery County schools which are sites for the Mark
Twain School-Based Programs are used, along with Mark Twain School, for practicum
experience. County and area special educetioh facilities, both public and private,
are additional training resources.

"
.

Mark Twain School

s

L4
Mark Twain School is one of five special schools in the Montgomery éounty public”
school ‘system. Located on 22 acres in Rockville, Maryland, and constructed at a
cost. of $3.2 million, the school opened for students in February, 1972, To
establi®f an educational environment with balanced groups of students in small
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CONTINUUM PROGRAMMING: A'BLUEPRINT FOR MEETING EDUCA&IONAL NEEDS
< F .
[} . . ‘ ¢
! Level 7: ecialized Facilities — &
5, Nonpublit” School R O
Pupil needs more ptitective or more
" intensive educationdl setting than can
be provided in public -schools. (Day
or residential program)
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/

2

Jevel 6: Special School
Pupil receives prescribegd program under the
direction of a specially trained.staff in a
gpecially designed facility within the public
, school system. (Mark Twain School) |

L]

’

* Level 5: Full-time Snecial Class i’

Pupil. receives prescribed program undfr the direction of-
.a special class teacher. i . \ )

N

Regular Classroom and Resource Room ;
Pupil receives prescribed program under the direction of the Tegu

lar classroom teacher; in addition, he spends time in a specially
staffed and equipped resource room. (Mark Twain School;Based '
. Programs) L \ -

Level 4: -

- .

Level 3: Regular Classroom with Sugélementarx Instruction and Service
Pupil recelves prescribed program under the direction of the regular c}
room teacherj in addition, he' receives supplementary instruction or sen
] from an itinerant or school-based specialist. (Mark Twain School-Based
. Programs) » N e e - S
’ ‘ . » A . . v
Level 2: Regular Classroom with Consultation to@Teaéhet \
Pupilr recelives prescribed program under the direction of regular classroonm &
.who 1is supported by ongoing conspltation from specialists. (Mark Twain Schd
:+ Programs) ' b

. Level’1l: Regular Classrooms K N |

Pupil receives prescribed program under the direction of the regular clabsroom te
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.CONTINUUM PROGRAMMING: A BLUEPRLN!’FOR MEETING EDUCATIONAL NEEDS e
" , ° N “ 9\ e ‘
7~ Level 7: Specialized Facilities - %& ¥
’ «

.
I/ Nonpublic School ; r,
- Pupil needs more protective or more
intensive zpucacional setting than can
be provide

. : in public “sdlools. (Day ’ .
A or residential program) . s,
- . . o, , . \-,‘3 ¢, .
¢ Level 6: Special School , ¢
Pupil receives prescribed program under the
' ;diteccion.qf a spegially trained staff in a
specially designed facility within the public
school system. (Mark Twain.School) .
- 8 Level 5: Full-time Special Class '
: g o Pupi receives .prescribed program under the direction of -
é? a spécial class teacher. .
a7l . . .
3 Level 4: Regular Classroom and Resource Room \'

Pupil receives prescribed program under the direction of the regu~-
lar classroom teacher; in addition, he spends time in a specially
staffed and equipped resource room. (Mark Twain School-Based
Programs) . .

Level 3: Regular Classroom with Supplementary Instruction and Service
 Pupil receives prescribed program under the direction of the regular class=

room teacher; in addition, he receives supplementary instruction or service
from an itinerant or school-based specialist. (Mark Twain School-Based
P;ogtahs)‘ . : .

1 2: Regular Classroom with ConsulcaCian to Teachef
1 receives prescribed program under the direction of regular classroom teacher
i{s supported by ongoing consultation from specialisc%/ (Mark Twain School-Based
rams) . .,

Regular Classrooms . .
eives prescriped program.under"che direction of the regular classroom teacher.

* A . . [+
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. .
units, based on age,,physical maturation, and social developmeng, Mark Twain has
! been arranged as three schools within one. The lower school is composed of 2

instructional teams, each with 50 students, 9-12 years old, Grades 5-7, staffed
by 6 teachers and 1 team leader. The middle school comprises 100 students, aged

i 12-14, Grades 7-9, with 12 teachers and 2 team leaders. The upper school consists
of 50 students, aged 14-18, Grades 9-12, with 6 teachers and 1 team leader. At
maximum enrollment, approximately 250 students can be servec.

The major objective of Mark Twain School is to provide, an iAdividualized educa-
tional program for preadolescents and adolescents of at least average intellectual
potential who display problems in the area of human relationships, self-
organjzation, or behaviorally-linked learning problems. The ultimate goal is to
promote student return and successful functioning in a regular school within a
maximum of 2 years. Scholastic skills are developed through a task-oriented
curriculum, highly individualized to meet the specific needs of each student.
Students' strengths and weaknesses are identified by perceptual, cognitive, and
affective assessment and the results used for programming and instruction. The
intent of the instructional program is to remediate deficiencies while maintaining
academic progress. At the same time, emphasis is placed on the development of
appropriate behaviors for positive interaction with peers and adults. Each stu-~
dent is assigned-to a teacher/advisor who counsels him and serves as his liaison
_with other staff members.

. Three seminar rooms were designed for training purposes when the school was built.
Also potentially vailable for training are 26 classrooms, 3 science labs, 7 art
labs, 37 offices, 6 conference rooms, and 1 observation raom. The Instructional
Resources Center, available to trainees, contains a print collection of 3,300
items, 4,000 nonprint items (tapes, filmstripss etc.) and professional periodicals.

- Trainees have the opport ity to consult with support staff including a psycholo-
gist, psychiatrist, gociil workers, nurse, medical advisor, and researchers, in
- addition to teaching and|staff development personnel. ’

Mark Twain School—Baged'Prog.ams

Mark Twain®School-Based Programs were operating during the 1973-74 school year in

. 18 Montgomery Cqunty public schools--5 senior high schools, 11 junior high schools,
and 2 middle schools. They will operate in 23 schools in 1974-75 and pending bud-
get funding apprcval, in 31 schools in 1975-76. These programs serve as practicum
sites for the trainees. School-based resource teachers provide support to regular
,clasgroom teachers and students by assessing academjc and social difficulties and
by déveloping and/or implementing change plans. They suggest more appropriate
activities, materials, and techniques to use with students. They develop class-
%oom alternatives with and for teachers and may serve as tutors. School-based
teachers serve as practicum supervisors offering trainees the opportunity to work
with the resource team and with the regular classroom teachers to utilize the
resources of the school where the program is based.

CommUnity_Reg$urces

A large number of'public and private facilities providing specialized educational,
therapeutic, and residential services are located in the area. Various organiza-
tions providing services to youth are invited to send representatives to Mark

Twain School to inform trainees about their programs and facilities. 1In addition,

[}
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trainees hdve. visited sites and participated in group discussions to share their
experiences and increase their understanding of resources in the area. Organiza- v
tions participating in the community resources program for interns and staff ’
during }973—74 are listed below: . . )
omery County, Silver Spring, Maryland -t

jce, MCPD, Rockville, Maryland ~

Maryland
ryland
ntgomery County, Kensington, Maryland

Boys Home of Mo

Community Affairs

Karma House, Rockvill

Listening Post,dethesda,

Mental Health Association o

Second Mile, Hyattsvilld, !kry .

Roving Youth Leaders of Montgome County, Bethesda, Maryland

Youth and Family Services, Montgomery County Health Department, Rockville,
Maryland ' ' . : .

}

3

An expanded program of exposure to community services available to teachers is
being instituted for 1974-75. It will consist of 1) presentations by representa~
tives of legal, mental heglth, health, and educational facilities; 2) visits to
residential and day care centers; and 3) a panel discussion by members of various .
community groups:(PTA, League of Women Voters, The Allied Ccivic Group-: etc..) which
may have impact or MCPS decisions. ’ .

1

. R 3 ’
T ~
Other Resources . [ . : v

The Montgomery County Public Fchools Educational Materials Laboratory, containihg
approximately 20,000 volumes,, and the-Instructional Materials Center of Montgome{y
County Public Schools, are av ilable to trainees.

PROGRAM EVALUATION 3 S
. The purposes of the evaluation of the' Mark Twain Teacher Internship Program are to
provide appropriate and timely information: ) .
1. During the year so that revisions in the program can be based. on this
evidence and implemented as feasible - (formative evaluation) "

1 1

2. At the end of each year and/or major sequence 80 that judgments can-be
made based on that information with regard to trainee competencies,
effectiveness of training activities, and progress toward the development .
of the prototype program (sumative evaluation) .
According to its continuation proposal to the Bureau of Education for the Handi-
* capped (May, 1972), the Mark Twain Teacher Internship Program is "intended to test
the feasibility of establishing a teacher development center within operational
public school programs for adolescents with special needs, and presents an alter~
native mechanism for attracting and preparinh manpower for edtication of youth
facing serious problems in living." As such, the program’ anticipates several
additional results: ' '

1. Montgomery County will be served with the preparation of personnel to
implement its continuum of aducational services to emotionally handicapped
children. : .

-~
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2. The programiwill serve as a prototype for others with similar needs. /
. A v Y

3. The prototype will be an innovative competency-based model for preparing
teachers to work effectively with children and staff.

-~

The purposes and’goals of the project as presented in the objectives section of
the grant proposal were reviewed to develop clear statements of the scope of the
evaluation. This resulted in a restatement of the progran gorls anda objectives
and in a set of evaluation objectives to form the. basis for communication and
action. Table 1 shows the program and evaldation goals and objectives.

- ’ b
Evidence acceptable to the program gtaff ag-well as the activities and tasks
required to obtain it were ijdentified for each evaluation objective. The state-~
_ment that this program is following a competency -based model, however, has grown
in significande since the original proposal. As a result, the current evaluation
report addresses some criteria (such as those suggested by Rosner, 1972) which
were not clearly developed at the time of specifidation of program and evaluation
goals and objectives. : )

The evaluation personnel are members of the Mark Twain Sghool staff. Because of
this circumstance, an independent educational accomplishmenis audit (an external
evaluatior designed to assess the appropriateness of evaluation procedures, both
design and implementatior) was contracted with Dr. Malcolm Provus, director of the
Evaluation Research Center, University of Virginia. A sepqrate.au@ic report,
found {n Appéndix A, was submitted to the funding agency and to the local school
system. .

Aﬁ\evaluacion of the competency-based curriculum content and delivery was made by
a panel or recoghized expérts, independent of the program and its operations,: A
during a two-day on~site visit in August, 1974. The visit is described and dis-
cussed in Section III. The panel's report can be found in Appendfx D.” e

I11. PROGRAM DESCRIPTION ‘
)

The previous sec%ion introduced the Mark Twain Teacher Internship Program, its
goals and objectives, and the context within which. it was created and operates.
This section presents a description of program operations in relation to che\ggo-
gram objectives, ag/shown in Table 1. Funding and budget for the two-year period
of the federal gramt, FY 73-74, also is reviewed.

’

ESTABLISHMENT OF A TEACHER-EDUCATION FACULTY

¢
The emphasis in the Mark Twain Teacher Internship‘Rgogram is on a competency-based
model with integration-of academic instruction and practicum experiences. The
strategy for program staffing also revolves around the concept of competency areas.
Thus, each of five basic competency areas is coordinated by a member or members of
. the Mark Twain Programs staff. Each competency area coordinator has .résponsibility ¢
and authority for deoveloping and drranging the implementation cf learning experi-
ences in his basic competency area, in consul ation with the planning staff and
the training 91rector. The role of competency area coordinator is intended to
assure staff reapons}beﬁeg: to the needs and reactions of trainees and to provide

¢

For 5.




: Progrém and Evaluation Goals and Objectives

TABLE 1

g

s

]
#

Evaluation -

Program

: To establish Mark Twain School as a
sciplized staff develepment center for
_preparation and continuing development
personnel to work in educational programs

ving preadolescents and adolescents

2

\

Goal: To establish evaluation procedures to
provide appropriate and timely information’
during the formative stages of the project /
for program feedback and modification as

well as to determine overall project

effectiveness

¥ v

'3 .

ective 1. To identify and establish a
cher-education faculty for the Mark
in teacher-development center

ective 2. To develop processes and
beedures for recruitment and selection

| teacher interns

kective 3. To develop a competency=
ed teacher-education curriculum

ective 4. To implement the learning
periences and activities that will
yre participant attainment .of com
ency in each of' the following areas:
k)
Psychoeducational assessment and
programming g

Human relations and counseling
Curriculumedevelopment and
implementation

Behavior management '
Systems analysis and consultation

Kective 5. To develop a functional
tem and methodology for evaluating
hbwledge, attitudes, and skills in

e specTfic teacher competency areas
hective 6. To increase tlie *number of
pined personnel serving emotionally
dicapp hildren

L)

To assess faculty qua ifications
for -

Objective 1.
to determine if they ar

pgrforming required f

Objective 2. To assess th fectiveness
and feasibility of the recruitment and

gelection processes

LY

Objective 3. To assess’ the adequacy of the
multicompetency-based teacher~development

curriculum for its comprehensiveness and
internal consistency

Objective 4. To assess each participant
completing the training program for his
competency in each of the following areas:

a) Psychoeducational agsessment and
programming

b) Human relations and counseling .

8

Curriculum devélopment and -
implementation : ,

. e)

d) Behavior management

e? Systems analysis and consultation

Objective . To assesgs competency ‘agsessment
techniques for validity, reliability, \ T
examinee appropriateness, and administrative

feasibility

Objective 6. To determine if pe;sbnnel
completing the training program are effectively

serving emotionally handicapped children
and are utilizing learned compétencies

<&
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"have participated actively in the operation of the internship program.

& 7
? !
\ . ' \
\ .’ , .,‘L . N r; \
for consistency and direction in meeting program objectives. ' l1le visiting
instructors, consultants, and guest lecturers make an,importin comtribution to
the overall program, the nature and thrust of the educaCionaf progran is deter~
wined by the Mark Twain Programs- staff. The Mark Twain Programs staff assumes
the major share of actual -instruction and all of the practicum supervision of
interns. .
- ., //’ .
Figure 2 presents- the continuum model used for defining levels of staff redpon-
sibility in the Mark Twain Teacher Internship sxogram‘ There are currently abcut
80 professional staff within the Mark Twain Programs, of whom approximately 30

Levél 1 responsibility (general support) is the minimal expectation of all school
faculty. Level 2 responsibility (practicum supervision) is arrived-at through
the mutual desire of Mark Twain Programs staff and the internship administration
and is exercised within the regular professional wyork day. Seventeen members of
Mark Twain School staff amnd 15 School-Based personnel served as practicum super-
visors. Levels 3, 4, and 5 responsibilities (Academic Instruction and Competency
Area Planning and *Coordinatjon) are optional (for staff) and require an informal
contractual’ agreement between tlie internship ptogram administrator and the inter-
ested staff member. Levels 3, 4, ani 5 faculty positions are paid appointments
under a second job title of "In-Service Consultant." Appointments are made on -
the basis of availability, commitmeat to training, and expertise in the relevant
competency area. During the 1973-74 Internship Program, ten of the Mark Twainm
School staff and ten of the School-Based Programs staff were appointed as in- '
gservice consultants. Level 4, which was conceived as an advisory level, is
currently active only informally; many of its functions have been subsumed by an
enlarged Level 5.
- T
In addition to the faculty of Mark Twain Programs, training support was provided
by Montgomery County public Schools resource staff and outside consultants who
were called in for presentations in their special fields. _
The 1973-75 staff for the Mark Twain Teacher Intevnship Program is shown in
Appendix B.

RECRUITMENT AND SELECTION OF INTERNS’

The Mark Twain Teacher Interﬂé%ip Program of 1973-74 nad a total of eight pacti-
cipants, who were selected from among 27 applicants. The ‘group included five
women and chree mea. Three were working toward graduate degrees at Wniversicies
ijn the area. All had at least two years of classroom teaching experience. Six
of the eight interns were teaching in Montgomery County Public Schools prior to
entry into the program. The school system allows teachers who have worked in the
schools for seven or more years to ‘take one year of academic leave with 50 to 60
per ‘cent of their annual salary, depending upon whether they agree to continue in
MCPS for two nr three years. However, due to the pressing needs for highly com-

" mitted, well-trained teachers of unsuccessful students, thé school system

authorized a policy enabling tenured Montgemery County teachers with from two to

six years of experience to be granted "Unusual and Imperative” (U and I) leave to
participate in the program. Teachers selected for U and I leave were-also pro-
vided 50 to 60 per cent of their salaries. The two participants who had not
previously taught in Montgomery County received no salary. Selected characteristics
of interng are listed in Table 2. ' .
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Level 6. Program Directios: Planning,
developing, and managing p<ocesses and
resources for implementation of total
program.

a

Level 3. Competency Area Coordination: Planning,
deveioping staff and media rescurces for implementa~
tien, and evaluating competency-based curriculum.
Tostructing as arranged.’ . ) &

'

Level 4. Competency Area Planning: Assisting competency ave
coordinator(s) in planning and develoring staff and media res
for implementaticn and evaluating of competency-hased curricu
Instructing as arranged.

v
-

Level 3. Academic Instruction: Instructing one or more seminar s
in coordinarion with competency area coordimator, outside of regal
assignment. -

/
level 2. Practicum Supervision: Directing, guiding, supervising, and®
practicum teaching activities within the regular assignment.

+

Level 1. General Support: Cooperation, facilitation, and sharing of ideas -
with interns and faculty within the regular assignment. ' 5
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Level 6. Program Direction: Planning, ﬁg - 5
developing, and managing processes and

resources for implementation of total
program. -

%
o
V

. Level 5. Competency Area Coordination: Planning,
developing staff and media resources for implementa-

tion, and evaluacing“gpmpeCency-based curriculum.
Instructing as arranged.

1

Level 4. Competréacy Area Planning: Assisting compétency area
coordinator(s} in planning and developing staff and media resources
‘é} . for implementation and evaluating of competency-based curriculum.
é? instructing as arzanged. N

S
&
A

-Level 3.. Academic Instructicn: Imstructing one or more seminar sessions,

ip coordinarion with competency area coordinator, outside of regular
assignment.

Levei 2. Practicum §uperg}sion: Directing, guiding, supervising, and evaluating
practicum teaching activities wiihic the regular assignment.

1. General Support: Cooperation, facilitationm, and sharing of ideas and resources
interns and faculty within the regular assignaent. '




™

N

The detailed-and rigorous selection procedures used for the original Staff |
Levelopmept Institute of 1971-72 were used for the 1972-73 and 1973-74 Internship
Programs. The procedures were designed to provide relevant data from multiple
gources regarding the qualifications of applicants.’ Recruitment® procedures
beginning in February, 1973, consisted of (a) annogncement of teacher internships
in the Supe;incandent's Bulletin, a weekly publication going to all MCPS personnel;
(b) six orientation sessions for interested persons, held at Mark Twain and
selected other Modtgomery County public schools; and (c) dissermination of basic
_{nformation and reference matexrial about the program. ’

B

The selection process consisted of two phases. Phase I was a review by a Selec-
tion Committee of four sources of data on apyplicants:

i. A summary of the applicant’s MCPS personnel folder
2. Mark Twain Supplementary Application Form

3. Personal references obtained by telephone or mail

4. Group interview

The Selection Committee was made up of eight persons, including the Internship
Program director, two representatives from the Mark Twain Competency Coordination
Group (Level 5 gtaff), the Mark Twain School principal, the supervisor of School-
Based Programs, t.0 representatives from'the MCPS Depargment of Staff Development,
and one representative from the MCPS Depdrtment of Professional Personnel. Those
applicants who passed Phase I returned for Phase 'II which consisted of intensive
{ndividual interviews. A maximum of 16 internships had been authorized for
11973-74, 12 for regular MCPS teachers with two or more years df guccessful
experience, and four for teachers not currently employed by MEPS but with high
potential for successful future services. gix MCPS teachers and two non-MCPS
teachers were 'selected from among 27 applicants. \

Recruitment and selection of interns for the 1974-75 program began in February,
1974, and followed the same rigorous procedures. Since recruitment in previous
years regulted in fewer interns than desired, efforts were expanded to contact a
wider audience. In addition to announcement in a February Superintendent's
Bulletin that applications were being accepted,*a feature article on the program
and its operations appeared in a March Bulletin. Mark Twain Programs school-based
teachers were given information packets and asked to help recruitment by speaking
to their faculties. Brochures on the program were produced and distributed to
principals of all public schools in Montgomery County. Three orientation sessions
at Mark Twain School and three to the faculties at other county schools were
conducted by program staff assisted by current interns.

Characteristics of 10 interns gselected from among 25 applicants are found in Table
2. : ’

CURRICULUM DEVELOPMENT

The curriculum for the Mark Twain Teacher Internship Program is based on a ten-
month, full-time learning experience. This curriculum consists of an integrated
schedule of seminars, practica, and individual projects, orgqpized around the
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TABLE 2 d

L} - ¢

. Selected Characteristics of Mark Twain Teacher Interns
) Internship - Year:

Characteristic / 1972-73 1973-74 1974-75"
Over 40 . 1 o . 0
31 - 40 . , 1 4 L 4
30 and Under : 6 4 ) 6

Y

Male 2 3 2

\\zémale 6 5 8

ation )

. Bachelor's Degree 3 5 4

\Master's Degrae ) 1 0 a 2

. Hgfcer's Degree in progress 4 ‘3 4

sroom Teaching Experience
7 years or more 2 2 , 2
2 - 6 years S 6 8 .
Less than 2 years 0 0 0
None 1 0 0

[

s in MCPS i
7 years or more 0 2 2
2 - 6 years 6 4 6
Less than 2 years 0 - 0 1
None 2 2 1

ious Assignment
Secondary School Teacher | 2 3 7
Elementary School Teacher 5 4 3
Nonteaching 1 1 0

1 -,As of July,*1974
2 ZIndicates graduate study in a degree program. Does not include nondegree
or in-service course work.




., development of trainee competence in| five basic areay. Competehcy area coordina- -
tors are responsible for continuous refinement of comPetencies and identification
of performance and behavioral objectives relevant to each. The presently defined
15 competencies and their related performance and behavioral objectives are found
in Appendix C. A brief description of the five basic competency learning areas
including ‘examples of competencies, performance objectives and topics covered
follow: ”~ ) .

- 1. Psychoeducational Assessment and- Programming

Two compzfencies specified for this area relate to (a) the ability to
complete a psychoeducational profile and (b) use of profiles in planning
programs for individual studeats. Performance objectives for the first
competency involve the ability to administer and interpretyassessment
instruments in the affective, perceptug}, cognitive, and educational
domains and to integrate data from -these instruments into a valid psycho-
educational profile. Curriculum modules cover the following topics:
éxtracting and categorizing data from pupil cumulative records; nature of
intelligence; indicators of #ntelligence, achievement, and aptitude; cog-
nitive development and classification of skills in the cognitive domain;
perceptual development and assessment; assessment specific learning
disabilities; techniques for teaching children with specific learning
disabilities; assessment of learning styles and human relationships; and
planning student program adjustments. o

t
-

Human Relations and Counseling .
The three competencies in this area include (a) the ability to comprehend
and commenicate effectively in an educational setting; (b) the ability to
interact with empathy, respect, specificity, self-awareness, and self-
acceptance in an educational setting; and (c) the ability to facilitate
attainment of humanistic educational objectives in groups., An example of
a related performance objective is the demomstration of abitity to com-
prehend communications, in terms of content, and feelings, with students
and peers, in a counseling interaction. Curriculum modules cover the
following topics: counseling and helping; definition, objectives, ard
processes; listening for content and feeling; interacting with respect;
interacting with empathy; interacting with specificity; integrating basic
counseling skills; giving and receiving feedpack; self-acceptance and
_sending "I Messages;" life space analysis and working towards resolution;
and planning for group counseling: objtccives, leadership, format, and
activities. ’ ' b

i
Curriculum DevelopmenC.And Implementation’

~ ) R .
Four competencies are specified in this area. These are (a), the ability
to plan and organize an instructional system, (b) the development and
gelection of appropriate curricula for special students, (c) the planning
and implementation of appropriate learning activities and teaching strate-
gies, and (d) the gselection and development of appropriate resource
materials. One performance objécgive specified is the demonstration of
ability to integrate strategies from various sources into a curriculum
appropriate to students. Curriculum modules inc¢lude the following topics:
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strategies for :promoting jndividualization of instruction; developing

A objectivés to meet affeckive, cognitive, and educational needs; teaching
basic skills through high interest topics and materials; implementation

_ rand eva%uacion 6f commercially prepared materials and audio-visual tech-
nology and materials. -
M .
4, Behavior Management

The following three competencies are defined: (a) the ability to estab-
1ish and reinforce behavioral values, expectations, and limits in an
educgcional setting; (b) the ability to identify and teach gtrategies for
coping with conflict and frustration in an educational setting; and (e)
the ability to develop and use teacher-intervention techniques to manage
effectively disruptive scpool behavior. A related performance objective s
is the application of operant, surface-management and life-space inter-
viewing principles in problem gituations. Curriculum modules cover
identifying and meeting the needs of children with emotional ‘and learning
problems; alternative approaches to educating children with special needs;
clarifying behavior valuss and limits; strategies for reinforcing behavior
values; strategies for coping with frustration and conflict; and inter-
vention techniques for disruptive behavior: surface management, 1ife-
space interviewing, and operant procedures. '

5. Systems Analysis and Consultation

The three competencies for this area relate to (a) ability through knowl-
edge of systems theory to understand and analyze the operation of the
school, family, and community as open systems; (b) ability to use skill
and knowledge in conferencing and consulting within and between systems;
and (c) ability to use knowledge of education systems and skills in
conferencing and consulting to become a more effective resource in a
school. An example of a performance objective is_the demonstration of
the ability to plan and conduct a family conference. Curriculum modules
cover analyzing school operacionsauundefstadding family and community
effects on school functioning, planning and conducting school-family
conferences, consulting with and helping other teachers, and designing
and implementing educational plans for children with problems. Beginning
in 1974-75, the area will be designated "School Resources and Consultation
‘3kills." :

Courses are being organized into curriculum modules which include objectives,
topics, and learning activities; basic instructional materials; evaluation activ-
ities and criteria; and supplemental resources. 1t is anticipated that modulari-
zation will provide greater possibilities for self-instruction and self-pacing of
instruction by participants.

Curriculum development was a major goal during 1973-74. 1In August, 1974, an
indépendent review of the curriculum of the Mark Twain Teacher Internship Program
was made. A panel of experts on general education, gpecial education,, and
competency-based teacher education, with no previous association with the program,
conducted a two-day on-site visit. The purpose of the visit was to assess content
and delivery of the program relative to the stated program objectives. Prior to
arrival, the panel reviewed program documents. During the visit, panel members
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pet individually and in groups with program staff, participants, graduates, and

consumers (principals and pupils).” The gﬁnel's report appears in Appendix D. R
Specific comments and recommendations are presented in Section ILI with the -
objectives to which they apply. N

"w
~

+ LEARNING EXPERIENCES AND ACTIVITIES - S .

The f573;76 Mark Twain Internship Program provided a 41-week training schedule of
.75 three-hour seminar gessions and 30 weeks of practice teaching in both Mark
Twain School arnd School-Based Programs. The 10-month learning experience began in
late August, 1973, and ended in late June, 1974, Learning componénts were varied
v o provide balance in the «internship experience and included: (1) seminars, 2)
practica, (3) individual projects, and (4) a human relations group. .

1. Seminars

Seminars are the basic elements for competency-based instruction in the Mark
Twain Teacher Internship Program. Seminars were conducted in each competency
area under the direction of the competency area coordinator and involved 15
three-hour group sessions. . Each gemindr session usudlly was structured to
include content and activities to promote specified knowledge and skills and
to review progress on related practicum activities.

i

Practica

Practicum experiences are supervised applied learning situations in which the
intern participates directly in activities that are real samples of profes-
gional role function and responsibility, including teaching students and pro-
viding resource services to staff. )

Interns were required to complete 900 hours of supervised teaching in Mark
Twain School and Mark Twain School-Based Programs. During the first of three
teaching practica, the 1973-74 interns were placed in Mark Twain School for
seven weeks. During the second cycle, they spent seven weeks.in Mark Twain
School-Based Programs placements. The third cycle, occurring after seminar
ingtruction had concluded, was 8 full-time l16-week practice teaching experi-
ence with location arranged on the basis of individual interest and specific
training needs. '

During practice teaching cycles, the intern was assigred to a particular
teaching team, with one member of that team identified as the primary super-
visor. The intern and his supervisor sought to develop shared practicum
objectives and met regularly to discuss progress and issues related to those
objectives. Progress has been made on identifying goals and expectations
within each practicum placement site and relating.them to competency area
objectives. o7

Individual Projects

Interns were expected to pursue at least two areas or uaits of study that were
particularly suited to personal needs and interests. Elective projects were

offered in each competency area as well as in a cross-competency area relating
to issues in special education and analysis of teaching. Most projects were
t. .
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) developed for application to actual teach@tg roles. Individual projects were

! arranged with the appropriate competency 1 atd&ng area coordinator, who super-

. vigsed the work, and were completed during the final practice teaching cycle of

the internship. Each project involved approximately 30 hours of work and

resulted in the award of one in-service credit upon satisfactory completion.

Interns could elect to carry out a single more extended project for which two
credits were awarded, Table 3 lists the projects completed during 1973-74.

-4, Human Relations Group

All interns participated in a small self-study group with a trained group
leader. The purpose of this.laboratory group was to enhance acceptance and
awareness of self and othexrs through ‘sharing of professional concerns in a
mutually supportive setting. In this context, interns had an opportunity to
explore many areas of human relations such as building trust and risk taking,

. seeking and providing feedback, listening and consulting, transition and ’
separation, anc confronting limits and expectations.

The 10-month training period was divided into seven learning sequences, as can be
seen in Figure 3. - The sequences are designed to keep pace with interns' develop-
mental needs, €.8., beginning with understanding general approaches to helping'
adoledcents and ending with assuming responsibility for providing specialized

services to students and teisyers.

Practice teacliing sequences were followed by periods for review and evaluation.
During these periods, interns were expected to demonstrate competencies gained
during the sequence, -complete instructional assignments, and participate in pro-

gram and gelf-evaluation.
DEVELOPMENT OF COMPETENCY EVALUATION METHODOLOGY

A variety of procedures, both formal and informal, were used to assess intern
attainment of competency. Validating tasks were presented as part of seminar
instruction, as outside assignments, and during review and evaluation periods.

In keeping with the model of performance-based instruction, interns were given
mltiple opportunities to improve performance until reaching acceptablie levels.
The results of performance measures, along with informal observations, were used
by instructors for ratings on seminar performance in the competencies. In addi-
tion, interns were rated by each of their three practicum supervising teachers to
indicate the extent to which the competency was in evidence at the practicum site.
The final practicum rating was weighted and averaged with the seminar rating, pro-
ducing a final performance rating average for each competency. Final averages
were then categorized and competency performance recorded as Eighly Effective,
Effective, or Needs Strengthening. Finally, Level 5 program staff agsigned a
consensus rating, wejzhted equally with the rating from practicum of the extent to
which the intern demonstrated the highly valued and encouraged personal character-
igtics of (1) emotional stability, (2) positive interpersonal relations, and (3)
initiative and follow- through. The Intern Evaluation Form is found in Appendix E.

Development of a functional system of evaluating the effectiveness of the program
includes determination of (1) a procedure for integrating evaluation data into
program modification, (2) the validity and reliability of me surement instruments
used, and (3) how program events contribute to'competency attainment, in addition
to (4) measuring attainment of competencies by interns.

b pe !
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TABLE 3

Individual Projects Completed by Mark Twain Teacher Interns, 1973-74

Related Competency Credits
Title Area Earned
Multiscnsory, Multiunit Self-Instructional Psychoeducationai 2
Spelling Curriculum Assessment
Typing Curriculum to Improve Reading and Spelling Psychoeducational 1
Assessment

One Week Mini~Units for Teaching Single Concepts Curriculum 1

\ ' Development
Resource Unit for Soéial Studies Instruction Curriculum @ 1
on the Yukon/Resource Unit to Teach Spelling Development
Through Coding (Hand Alphabet of the Deaf)
Multimedia Display of the Services of a Systems Analysis 2
Student Resource Center
Planning and Implementing Group Counseling in Human Relations 1
School and Counseling
Life Space Interviewing for Curriculum Behavior Management 1
Improvement
Planning and Implementing In-Service Course Curriculum 12
Instruction Development
Planning and Implementing In-Service Course Psychoeducational 2
Instruction Asgessgment
Construction of Innovative Math Instruction Curriculum 2
Games Development
Drama Project to Promote Parent/Student Systems Analysis 1
Communication .
Guide for Five~Day Summer Workshop for New Systems Analysis 1

School-Based Programs Staff




Progranm
Planning

First Seﬁggnce
(3 weeks)

i
Orientation to Mark Twain

School and School~Based
Programs

Seminars .
Baseline Evaluation

Orientation to Community
Resources (1974-75)

|

Second Sequence
(7 weeks)

‘\
Pgaccice Teaching #1
(2 full days plus. 3 half

days, 26 hours per week)

Seﬁﬁnars (3 per week)
4

Third Sequence

(3 weeks)

Review and Evaluati

Visits to Community
Resources (1974-75)

Seminars (4 per week

July | August !

September

October

November

Fifth Sequence
(2 weeks)

Review and Evaluation
Seminars (4 per week)

L]
Orientation to Individual
Projects (1974-75)

Sixth Sequence
(16 weeks)

Practice Teaching #3 (5 days, 37 hours)

Individual ProjeECS

Seminars (1 or 2 per week) ending in

February -

ZOoOHRRPOP

Complet
Review

Posttes

February March April

May

Fig. 3.

Mark Twain Teacher Internship Program Schedule, 1973-75




Bt Sequence
B weeks)

fon to Mark Twain
nd School~Based

~

Second Segquence
. (7 weeks)

Practice Teaching #1
(2 full days plus 3 half
days, 26 hours per week)

" Seminatrs (3 per week)

v .

¢ Third Sequence Fourth Sequence

(3 weeks) (7 weeks)
Review and Evaluation Practice Teaching #2
. (2 full days plus 3 hal
Visits to Community days, 26 hours per week)

Resources (1974~75) .
Seminars (3 per week)

Seminars (4 per week)

‘EQaluation ¥ v
A
Hon to Community . C
(1974-75) L' A
' A~ o T \
! 1
. 0
4
N
| . l
September | October November | December! January
quence Sixth Sequence Seventh Sequence
ks) (16 weeks) (3 weeks)
Evaluation Practice Teaching #3 (5 days, 37 hours) Completion of Requirements
per week) Individual Projects Review and Evaluation

n to Individual
1974~75)

Seminars (1 or 2 per week) ending in Posttesting
February

\Y

A

C

A

T

I

0

N

February March | April

Mavy i June ‘4

3. Mark Twain Teacher Internship Program Schedule, 1973-75 ,

\




- .

Events were monitored during the year, resulting in continual.modification of

schedules, instructional format, and requirements. Feedback slips turned id by

participants at the end of each seminar session provided information on the con-

' tent, pacing, and relevance of the session. More detailed feetback was elicited
at the last seminar session and during three review and evaluation periods. This.
feedback was used in conferences between jndividual interms and the program
director and for interaction sessions with interns ang program management staff.
Discrepancies between stated or desired objectives and actual practiceg were
identifieq‘ with action recommended to reduce them. Throughout the year an interm
representative was present at the weekly meetings of uﬁﬁ%Level 5 management staff.
As an example of program modifications resulting from participant feedback, two-
credit elective projects were institut&d when it became evidént: that the great
amount of effort involved/and the lasting ‘'valué of gome of the projects was far in
excess of what was initially anticipated. To establish a frame of reference for
evaluating intern performance during practica, the interns (with the help of the
program director) compiled a list of competency-related activities; this list has [

. been adopted as an illustrative guide to the kinds of classroom behaviors that
would indicate competencies. A program of orientation to community resources for .,
teachers and visits to nearby facilities is being reemphasized as the result of /
strong expressions of the usefulness of these activities by former interns. = . /

Progress was made on the development of teacher-made tests of competence. Somnle
specific task was required, as a demonstration of either skill or knowledge, for
most of the stated performance objectives. pDiscrimination of graded learning.

" activities from as:essment tasks was emphasized.’” Instruments deval ped during
the 1972-73 year were evaluated (MCPS, 1974). Because the report was not completed
prior to the 1973-74 program year, results of the formal evaluation could not be
used fully in modifications; they are expected to have & greater influence on
{instrumentation used for 1974-75. Significant progress was made in the institu-
tion of measurement of some specific teaching behaviors under actual classroom
conditions in practicum for validation of related performance objectives. The
development of independent validation at the competency level of related .o
jnstructor-made performance objective criteria did not progress as far as desired;
it remains an evaluation goal tc'be implemented as feasible.

\

During the 1972-73 internship year, <instruments were developed to test the*
validity of the program and ico relevance to the performance of various roles ir
the teaching of adolescents with special needs. These include: 1) a critique of
the instructional program by the interns (Appendix F), 2) a critique of the ’
relevance of training and effectivenebs of use of program competencies by graduates
who have been employed for more than a year in Mark Twain Programs,. and 3) a
critique of thé relevance of program competency objectives and graduates' on-the-
job effectiveness by their supervisors (Appendix G). In additionm, pre- and post-
juternship inventories provided indications of group shifts in values and attitudes
toward adolescents, student behavlors, teachlng, and self. These instruments were
used in 1972-73 and, with some modifications, will be used again in 1974-75 as
continuing documentatjpon of program validity. They are desc.ibed in Appendix H.
Assessment of progress toward meeting program goals has been directed, to date, by
the Evaluation Plan of 1972-74; a revision of the plan will he completed ir '
1974-75 to address goal develapment. The design and implementation of program
evaluation for 1972-73 was subjected to an independent audit; repcrts were dis-
tributed to the funding agency and to MCPS by the auditor. It was judged ‘? be

0y . .

- ‘ a
40 ‘
o

18




» *
l
| I

{ "both comprehensive and intermally congistent” and "representing a high water

mark in the evaluation of a schoo!xgggéd staff training program."” The following

areas were noted as needing attentiog: increasing the usefulness of ongoing

process information to staff; delineation of staff functions for assessing faculty

- —performance; and implementation of the changes in program which are implied by .
evaluation. The audit concluded with the comment that "jt qualifies along with a )
very few competency-based programs in the country as a rigorous and determined

effort to both mearure and improve a teacher training program.” The entire audit

report appears in Appendix-A.

STAFF DEVELOPMENT ¢,

Inherent in the ‘concept of the Mark Twain Program% is the conviction that student
growth and progress hingeg upbn the skill, semsitivity, and flexibility of the
faculty. Service jgggupils is thus seen as inséparable from staff development.

The ultimate goal he Mark Twain Teacher Interaship Program is to develop open,
mutually supportive,-resilient, effectively coping edubators who can, through
words and actions, truly sustain a "humaniaing educational environment’ both for

thezselves and their students. 5 //7 .

The Staff Development Program began with a six-month institute for the staff of the
Mark Twain School from July 1, 1971, to January 14, 1972, This institute provided

a base from which Mark Twain is expanding its continuing education mission for
educational personnel throughout the school system as well as for its own gtaff.

Oof the 38 participants in the 1971-72 institute, 37 became the staff who opened

the Mark Twain School, 32 of whom were still employed in Mark Twain Programs in
1973-74. Seven of the eight 1972-73 interns are-employed either in Mark Twain
School or in School-Based Programs. Of the eigﬂc 1973~74 internship graduates,
seven have accepted positions in Mark Twain Programs, three in Mark Twain School,
and four as SRT's in school-based programs. The eighth graduate has accepted a
position to, teach first and second grade children with learning rroblems in a
regular MCPS ’elementary school. Mark Twain Teacher Internship Program graduates

are now employed across multilevels of the MCPS continuum of educational services. }
Also of note, of the 80 professional staff within Mark Twain School and Sqhooi-
Based Programs, almost 50 participated in internship program instruction. ~

Montgomery County Public Schools, through the State of Maryland, has approved the
program for the awarding of in-service credits toward professional development, L
salary improvement, and additional certification in special education for origin-
ally certifted teachers. In 1973-74, 15 in-service credits of instruction vere
offered to interns through seminar courses. Fourteen in-service credits were
awarded for completien of practice teaching (900 hours) in both Mark Twain School
and School-Based Programs. One- or two-credit individual projects and the one-
credit human relations group brought the core competency-bised curriculum to 32
in-service credits as shown on Table 4. *

The seminar courses, each;carrying'Cbree in-service credits, were opened as indi-

vidual in-service covrses during the fall semester to Mark Twain Programs faculty

and, in the spring semester, to other interested MCPS staff. Total enrollment in

the five basic seminar courses for in-service credit was 47 for Mark Twain Programs
staff ‘(not including interns) and 66 for other MCPS staff. For the 1974-75 program .
year, a series of workshops and minicourses is being developed to meet the needs

and interests of a wide range of MCPS staff serving the children of the county.
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. " TABLE 4 ¢
J ’ In~Service Courses and Credits for the
i 7. ) Mark Twain Teacher Internship Program
. Credits
Competency Area, Instructional Component / 1972-73 |1973-74 }1974-75
Psychoeducational Assessment Psychoeducational Assessment 3% 3% 3*
and Programning. ' Seminar .
Psychoeducational Assessment 1 1-2 1-2
Project "
Human Relations and Individual and Gtoub 3* 3* 3%
Counseling _ Counseling Seminar
Camnseling Project 1 1-2 1-2
Techniques in Human Relations 1* 1% 1%
Curriculym Development and Curriculum Development and b* . 3% 3*
Implementation Implementation Seminar !
Curriculum Project 1% 1-2 1-2
« 3
Behavior Management Behavior Management Seminar < 3% 3% 3%
Behavior Management Project 1 1 1-2
- Adolescent Development 1* . - -
Seminar -~
Systems Analysis and Systems Analysis and 3* 3* 3%
"1 Consultation Consultation Sewminar )
’ Systems Analysis Project 1 1-2 1-2
\ .
. (600 hrs) (900 hrs) (900 hrs)
Cross—~Competency Practice Teaching 10% 14% - 14%
Issues in Special Education . 1* - 3 p 1
Analysis of Te2aching 1 1 -
Minicourse . '
Adolescent Life Space 1 1 1 I &
Experience . ®
Nusber of Credits reguired for graduation 30 32 32

Notes: 1.

Required credits indicated by asterisks.

2. Two elective credits required.
3. Maximum credits asttainable = 34.
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Levéls 1 through 6 of the MCPS continuum now employ' teachers who have parciciﬁited
i{n the interunship program or in some of its core courses. MCPS, by directing Mark
Twain Programs to develop staff as well as students, has created a useful mechanism
for self-renewal. . . ’

PROGRAM MANAGEMENT AND BUDGET ' \
Admina§Crative SCrfEEure

The Mark Twain Teacher Internship Program is sponsored by the Montgomery County
public school system. Figure 4 shows the various administrative levels within the
school systeh which either have formal responsibility for the Mark Twain School

and 'its Teacher_Internship Program or serVe in an advisory capacity. The intern~ ~°
_ ship program is directed by th¢ Mark Twain supervisor of staff development who
reports to the principal of the?Mark Twain School. The principal reports te the
associate supérincandeﬁc for auministration of MCPS.- The organizational structure
within the prpgram)can be seen on Figure 5.

5 y e
A ! N P 3
Management and Accountability . ' ‘ '
Day-to-day decision-making on internship program content and delivery is the ' ™

responsibility, of che program director and ‘the Level 5 managewment group, the
highest level of staff responsibilitZ; (See Figure 2.) This‘ﬁroup consists of
the program director, coordinators &f the five competency areas, coordinators of
Mark Twain School and School-Based practica, and the coordinator for.evaluation
and research. ) )

%
Program Budget . }

-
[y

The Mark Twain Teacher Internship Program has been sgonsored by Montgomery County
Public Schools and supported by deeral and county funds. The twn-year develop~
mental program budget for FY 73 and FY 74 totals approximately $156,500. 1In
addition, Montgomery County Public Schools paid between 50 and 60 per cent of the
regular salaries of contracted staff (twelve of sixteen interns for those two
years). [The 1972 six-month Mark Twain Staff Development Institute had been funded
" by a federal grant for a budget of $47,083. As an innovative project, the Mark
Twain Program had to be espeeially attentive to program development, evaluation,
and to public relations aspects. Funds for instructional salaries for evaluation
and for public relations (communicgcibns assistant) constituted 17 and 12 per
cent, respectively, of the total budget. Table 5 presents the total program
budget for the two-year federal grant period, July 1, 1972 to August 31, 1974.

¢
As a result of having established a guccessful program during the two years of
federal funding, the Mark Twain Teacher Internship Program is to be entirely
supported by the school system. Montgomery County Public,Schocls will be able to
maintain this new program in Mark Twain School on an additional budgeted cost of
$14,180 for FY 75. This budget provides support for the in-service faculty, con-
gultants, office and iastructional supplies, and travel. Salaries for the super-
visors of staff development (70 per cent time) and evaluation and research (10 per
. cent time), teacher specialist {50 per cent time), communicaticns assistant (20 ‘
per cent time), secretary (50 per cent time) and part-time evaluation and research
personnel of approximately $38,000 also will be paid hy school system funds.
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TABLE 5

Mark Twain Teacher Internship Program Budget, FY73 and FY74

Local Federal

Category - Funding Funding Total

Instructional Salaries © 35,092 81.388 116,480

Supervisor of Staff Development (70% time) 26,994 -
Supervisor of Evaluation and Research (20% time) 8,098 -
Teacher Specialisc ) \ 13,014
Communi cations-Assistant 18,671
Secretary - 9,052
Professional Part Time

Evaluation and Research . 18,216

Staff Development 5,246

Instruction . 17,026
Support Service, Part Time 163

o

Other Imstructional 27,855

Consyltants 9,000
Supplies and Materials 6,065
General . 4,500
Staff Development and Travel
Out-of-gtate Travel . 4,300
Local Travel 1,000
Tuition 1,100

Furniture and Equipment 1,890

Fixed Charges: Fringe Benefits 7,635 12,197

" 116,878 156,532

?

III. EVIDENCE OF ATTAINMENT OF OBJECTIVES

* This section will review and evaluate the evidence of attainment of the~3ix pro-
gram objectives designed-to meet the primary program goal, the establishment of
Mark Twain School as a specialized staff development center for the preparation
and continuing development of personnel to work in educational programs Serving
preadolescents and adolescents with special meeds. The six program objectives
are:

Objective 1. To identify and establish a teacher-education faculty for the
Mark Twain teacher~development center

Objective 2. To develdp processes and procedures for recruitment and
gselection of teacher interns

e
ey
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Objective 3. To develop a competency-based teacher-development curriculum

Objective 4. To implemen! the learning experiences and activities that will
ensure participant attainment of competency in fivetzggcific areas

Objective 5. To develop a functional system and me odology for evaluating
knowledge, attitudes, and gkills for five specific teacher competency areas

Objective 6. To increase the number of trained personnel serving emotionally
handicapped children
.

These objectives were developed in planning the Internship Program based on the
experience of the Mark Twain Staff Development Institute and, with the development
qf corollary evaluation objectives, serve as the basis for evaluation of the Mark
Twain Teacher Internship Program. '

. 9

OBJECTIVE. 1

Program Objective. To identify and establish a teacher—education faculty for the
Mark Twain teacher-development center

Evaluation Objective. To assess faculty qualifications to determine if they are
gufficient for performing functions and duties -

Evidence of Attainment of Objective 1

A. Professional Preparation and Previous Experience of the Mark Twain Teacher
Internship Staff

Responsibility for the Mark Twain Teacher Internship Program is a continuum
with major involvement and accountability for both planning and instruction at
Levels 5 and 6. (See Figure 2.) The professional preparation and previcus -
experience’of staff at these levels is given in Appendix B, Of the eleven
staff members at these levels, eight ‘'have advanced degrees, four at the
master's, and:four at the doctoral level. Eight, including all learning area
coordinators, are involved in supervisory or instructional aspects of the Mark
Twain School or the ‘Mark Twain School-Based Programs. Three are experienced
in university teacher education programs.

B. Periodic Intern Feedback ’ ) -

Throughout the year interns commented regularly on the events of the week in
gseminars and in practicum settings. Feedback forms requested specific indi-
cations of activities, the content and pacing of instruction, and suggestions
for improvement of various aspects of the program. Completed forms were cir-
culated to seminar and practicum coordinators, as appropriate, and "used as
formative evaluation of program and instruction. Feedback on faculty perform-
ance also resultd from "Rap" sessions held during each of the three Review
and Evaluation periods when interns and Level 5 staff met for two-to-four-
hour discussions to exchange opinions on program content and processes and how
to improve them.




As the result of feedback from 1973~74 interns, the faculty has established
continuous evaluation and feedback of intern performance as a #rioricy
improvement objective for 1974-75. Also, biweekly meetings of the supervisor
of school-based programs and interns have been instituted during the 1l6-week
school-based practicum. Feedback concerning practicum supervision and coor-
dination resultéd in (a) clarification of the practicum coordinator's role as
facilitating rather than evaluative (except for special instances when the
coordinator must agsume supervisory responsibilities for an intern) and (b)
increaged emphasis on intern evaluation by practicum supervisors based on
performance contracts with interus.

C. Summative Ratings of Faculty Fffectiveness by Interns

Procedures developed during the 1972-73 internship period for participants to
assess faculty performance were implemented at the conclusion of 1973-74
seminar instruction. Interns and MCPS in-service course participants responded
anonymously to a questionnaire designed to elicit their opinions about several
aspects of the program. Questions 1-12, 18, and 21-b refer specifically to
ingtruction. Since the information was to be used for program revision and
improvement, answers were requested separately for each competency seminar
area. In general, interns responded favorably to questions about faculty per-
formance. As with the previous year's participants, greatest satisfaction was
expressed in response to items on instructor availability, helpfulness, and
preparation. Ratings of the 1973-74 interns and of the MCPS spring in-service
course partic’'pants tended to run from one-half to one point higher on the
S-point scale than those of the 1972-73 group. The average rating of the
teaching skill of instructors (Q. 18) was 4.3 as compared to 3.4 for the pre-
vious' year; the average rating on the effectiveness of instruction (Q. 21-b)
was 4.2 as compared to 3.5 for the previous year. Average ratings Ly MCPS
spring in-service course participants was 4.3 for each of these same questions.
A summary of ratings can be found in Appendix F. .

D. Summative Ratings of Faculty Effectiveness by Graduates

In June, 1974, Mark Twain Programs staff who had been participants in the
1972-73 teacher internship program were acked to respond to a questionnaire
designed to elicit their opinions of the effectiveness of their training.
After performing for a year in the roles for which they were irained, graduates
rated, among other aspects of the program, the skill and helpfulness of
instructors, the effectiveness of seminar instruction and the effectiveness of
practicum supervision (Q. B-2 and Q. B-4c). Ratings for skill of inmstructors
and, the effectiveness of seminar instruction averaged 3.7 and 4.0 on a scale
of 1 to 5, an increase over the average ratings of 3.4 and 3.5 made by the
gsame teachers at the conclusion of their training in June, 1973. Rating of
practicum supervision by graduates of the 1972-73 program was 3.6; no ratings
were obtained by the 1973-74 graduates on this question. Summarized ratings
are shown in Appendix G in the form in which they were presented to the grad-
uates for discussion at a reunion held in- July, 1974. '

E. Judgment of Experts

A panel of indgpendent experts commented on faculty performance in the course
of reviewing curriculum content and delivery. The staff was commended for its
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enthusiasm, dedication, and initiative in establishing and attempting to main-
tain an innovative project. Analysis of the management and instructional
processes led the panel to recommend the 1) use of a greater variety of
instructional modes, including self-pacimg and self-instruction by interns and
greater use of technological resources; 2) better utilization of the skills of
seminar leaders; and 3) greater provision for staff assessment, improvement,
and self-renewal. See Appendix D for the panel's report. N

.Discussioﬁeand Recommendations

Formative assessment of faculty performance by means of periodic feedback from
participants while in program was highly favorable and led to constructive changes
in program,schedules, activities, and role functions. Summative assessment from
participants at the conclusion of training and from graduates who had been on the
job for a year was favorable. The 1973-74 interns rated faculty effectiveness
higher than did the 1972-73 interns. The 1972-73 graduates rated faculty effect=-
iveness higher after one year on the job than they did at the conclusion of
training.

The program management staff recognized the diff3 -ulty of determining specific
criteria for faculty role qualifications with the resources currently available.
Both the independent evaluation audit (Appehdix A) and the curriculum review panel
report (Appendix D) acknowledged the lack of rigorous specification and evaluation
of faculty qualificatioms. A number of recommendations made by these independent
reviewers already had been addressed by the planning and management staff and
scheduled as goals for 1974-75. Most prominently, these relate to 1) delineation
of job functions to gulde assessment of faculty qualifications and role function
and 2) relief of primary instructional staff from work overloads.

v
In order to accelerate progress toward attainment of Objective 1, the following
recommendations are made:’

Delineation of categories of staff qualifications and job-related competencies,
e.g., effectiveness of presentation; success in the field; adequacy of train-—
ing; personal characteristics; knowledge and use of appropriate and necessary
theory, strategies, techniques, and materials; commitment to teacher training.

Establishment of criteria to assess the match of faculty and function based on
the above.

Increasing opportunities for trainees to become trainers.

OBJECTIVE 2

Progr am Objectiv&. To develop processes and procedures for recruitment and selec~
tion of teacher interns

Evaluation Objective. To assess the effectiveness and feasibil‘ty of the recruit-
ment and selection processes




Evidence of Attainment of Objective 2

.

A. Peasibility and Effectiveness of Recruitment

Recruitment for the 1973-74 internship began in February, 1973. In addition
to periodic announcements of the program in the querintendent's Bulletin, a
weekly publication going to all MCPS employees, presentations were made to
nine sele¢ted MCPS groups. Three orientation sessions were held at Mark Twain
School to publicize the program and to invite applicants. Recruitment efforts
for 1973-74 elicited 25 applicants, 9 of whom withdrew their applications, one
after Phase II selection.

Recruitment efforts for 1974-75 began in February, 1974. In keeping with the
recommendations of the evaluation of the previous year, a more intensive .
campaign was mounted to reach all possible prospects. Annouacements were

. placed in the MCPS Superintendent's Bulletin, Current interns participated in
.presentations to selected MCPS groups and in orientation sessions at Mark
Twain School. School-Based Mark Twain Programs staff were enlisted in pub-
licizing the program at their schools. Every Montgomery County public school
principal was sent information on the internship program with a letter request-
ing his cooperation in informing his teachers about the program. Twenty-five
applicants resulted from the recruitment efforts for 1974-75. Of these, two
withdrew their applications before decision by the selection committee and
three after selection. Table 6 shows final disposition of applicants for Mark
Twain Teacher Internships.

B. Feasibility and Effectiveness of Selection

The selection process for interns required completion and review of personnel
data, applications, and references, as well as group and individual interviews.
0of the 25 applicants for the 1973-74 internship, 8 were accepted, 7 were not
recommended, and 1 was recommended for reapplication the following year. of
25 applicants for 1974-75, 10 were recommended and accepted, 1 was recommended
but not approved by MCPS Department of Personnel, and 9 were not recommended.
Five withdrew their applications, 3 after Phase 'Il acceptance.

Discussion and Recommendations

The recruitment procedure for 1972-73 had proved less effective than desired,
resulting in only 21 applicants, 6 of whom withdrew their applications prior to
decision by the selection committee and one after selection. Earlier and more
extensive recruitment efforts for 1973-74 resulted in 25 applicants, 9 of whom
withdrew; one after Phase II selection. This high rate of withdrawal of applicants
suggested some lack of clarity of information provided in recruitment efforts,
particularly since the reasons stated for withdrawal were primarily financial and
degree-related. .
. [ 4

The intensive information dissemination program conducted for 1974-75 recruitment
resulted in 25 applicants, only 2 of whom withdrew prior to selaction decision and
3 after selection. The reduction in withdrawals is seen as evidence that recruit-
ment efforts reached more viable candidates and provided them with the information

needed for realistic decisions concerning their candidacy.
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TABLE 6

Final Disposition of Applicants for
Mark Twain Teacher Internships

s
1972-73 1973-74 -
Disposition MCPS Non-MCPS | MCPS - Non-MCPS HCPSlg?A ?SNon-HCPS

Recommended and Accepted 6 2 6 2 8 2
Recommended but not A.:cept:ed1 - - - - 1 -
Not Recommended 3 2 4 3 6 3
Withdrew After Selection? 1 - - 1 2 1
Withdrew Before Selection3 4 2 7 1 2 -

Recommended  for Reapplication Py
Next Yeat“ 1 - ~ 1 - -
Total 15 6 17 8 19 6

1. Request for assignment to academic leave was not approved by Department of Professional
Personnel because applicant was needed to perform duties as assistant principal

2. Most ffequent reasons given: commitment to present position; leaving area as result of
spouse s reassignment

3. Most frequent reasons given: financial; no M.A. degree
4, Insufficient teaching experience

)

The enrollment of 10 applicants as interns for 1974-75 meets the requirement of
the preliminary evaluation plan for evidence of successful recruitment and selec-
tion. As recommended in the report for the previous year, selection standards
were maintained and complete procedures followed. The selectiqp process, while
lengthy and time-consuming, does indicate a high degree of commitment on the part
of both applicants and staff. Although there is no way of knowing how well those
who were not recommended for internship would have performed, it .s apparent that
those selected each year have successfully completed an intensive and demanding

program.

1f current explorations into authorization for aﬁarding of the M,A, degree upon
successful completion of the program prove fruitful, the feasibility of recruiting

-—ad

candidates who meet high selection standards should be even greater. Present
evidence, nevertheless, indicates that the objective of feasible and effective
recruitment and selection of interns for the Mark Twain Teacher Internship Program

is being met. B
OBJECTIVE 3
Program Objective. To develop a competency-based teacher development curriculum.

Evaluation Objective. To assess the adequacy of the multicompetency teacher educa-
tion curriculum for its comprehensiveness and internal consistency.
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Evidence of Attainment of Objective 3

A. Judgment by Program Staff

Competency area coordinators continuously reviewed and revised. the curriculum
through weekly group planning sessions. Learning outcomes based on priorities
generally recommended in the literature for teachers of special students were
specified for five learning areas in terms of 15 competencv statements. Each
competency is defined by statements of performance objectives, and these
statements are further defined by statements of behavioral objectives. (See
Appendix C.) Documentation of the curriculum has been obtained through
session-by-session descriptions which include topic, jnstructor(s), learning
activities, resource materials, evaluation criteria, related performance
objectives, and behavioral objectives.

The primary curriculum goal of the program gtaff during 1973-74 was continued
progress toward the competency-based model. The match of training objectives
to competency statements was again reviewed. Steps were taken to modularize
gseminar content to facilitate instruction for a gpecific competeéncy or group

of competencies. Cyclical feedback from practicum supervisors and participants
and surveéys of graduates and their supervisors were golicited and used as
appropriate in revision of course content and delivery.

B. Judgment of Participants

° In addition to cyclical feedback from seminar participants on the_content and
delivery of each session, jntern self-evaluation of currictilum competencies
and completion of a form eliciting individual reflections on their experiences
were measures assessing the adequacy of the curriculum. Median ratings of
intern pre-post training self-evaluations increased significantly from 2.5 to
4.5 points (on a 7-point scale) for all items. Average increases were equally
great across all learning areas. Individual reflections were requested from
interns in August, November, February, and June of the 1973-74 program year.-
Opinions' about progress toward personal goals and expectations as well as
general thoughts and feelings on the strengths and weaknesses of the program
were sought. Comment was favorable, with support from gtaff and other interns
and experiences with children being mentioned most often as program strengths.
Slow feedback on task evaluations was cited most frequently as a weakness.
Increased feelings of professional competence, greater gself-confidence, and
heightened self-awareness were consistently mentioned. Typical of many sum-
mary remarks are the following: "I have learned about my strengths and weak=-
nesses and how to put my strengths to work for me." "I now feel I diﬁ deal
with adolescents guccessfully because of my training and practicum experience."
"There is more 'caring' here than anywhere else I know of ... I feel trusting
and trusted."

At the conclusion of courses, geminar participants responded to a questionnaire
about the instructional program. Evidence related to instruction and effect-
jveness of instructors were preseuied above with Objective 2. Interns rated
scope of seminars and amount of material covered (Item 13), difficulty of
material (Item 15), emphasis placed on theoretical considerations (Item l7a),(

and on practical aspects (Item 17b). Mean ratings across learning areas were
3.3, 2.9, 3.3, and 2.9, respectively, on a scale of 1 (not enough) through 3
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(about right) to 5 (too much). Mean ratings across learning areas on che?uae-
fulness of skills taught (Item 20) and overall value of seminars-{(Item 2la)
were 4.2 and 4.3 respectively on a .scale of 1 (poor) to 5 (excellent), a
considerable increase over the ratings of 3.5 and 3.4 of the previous year. )
Comparison of the ratings pade on these items by participants in the fall

' gchedule of seminars limited to interms and Mark Twain Programs staff with

those made in the spfing by a general enrollment of MCPS staff shows almost
identical mean vatings across learning areas. However, interns and Mark Twain
Programs staff rated somewhai higher than MCP6 staff on the Systems Analysis
course, somewhat lower. on the Curriculum Development course. Appendix § shows
mean responses by competency learning area for all groups, and also, some
frequently cited most and least effective learning experiences in 1973-74.

1‘}

Judgment '.f Graduates and Their Supervisors

- .
Respongses to a queaiionnaire by 1972-73 graduates after performing on the joﬁ
for a year were tabulated and compared to their ratings of the program at the
conclusion of training. While ratings of all aspects of the program v .e s
moderately favorable (3.0 to 3.0) in  June, 1973, they were markedly higher

(3.6 to 4.1) in June, 1974. Former interns were asked to rate the relevance’

of the 15 competencies which are the learning goals of the proggam, and also,
their effectiveness in role performance. Their principals or supervisors were
asked to make the same ratings. Interns' gelf-evaluations were almost iden~-
tical to the evaluations of them by their supervisors on each item: Both

groups rated all competencies as highly relevant, with the principals noting
somewhat_ higher ratings on relevance for agssessment and prograqping compe-
tencies, somewhat lower ratings for interpersonal and facilitating competencies,

than the graduates. These results can be seen in Apperdix G.

|
!

Judgment by Experts in the Field ‘ S

The Maryland State Department of Education examined the curriculum of the
1971-72 Mark Twain Staff Development Institu(t and the Mark Twain Teacher
Intérnship Program. Both programs were accep ed as leadipg to endorsement of
the participants' Maryland professional certificate in the area of special
education. Participants also earned at least 30 in-service credits for
successful c@pletion of the training program. The five basic learning area
courses--Phychological Assessment and Programming, Hyman Relations and s
Counseling, Curriculum Development and Idplementation, Behavior Management,
and Systems Analysis and Consulcat107f-were submitted to the MCPS Division'of
Career Programs for accreditation as individual in-service courses. Ppproval
was grancad in 1973 for awarding MCPS personnel with three credits for each
completed seminar course. -

A summative evaluation of the competency-bgsed teacher develppment curriculum
was accomplished during a two-day on-site visit of an independent panei of
experts on general, special, and teacher education. The panel's report can be
geen in Appendix U. .Congratulating the program planning and instructional *
staff for successfully implementing a vaiid competency-based teacher education
program, the panel noted the followinf: the internship has a "real world
approach folusing upon a specific job description and ... role,” and "the
competency-based aspect of the program is timely; the attempt to, develop a
competency-based component dealing with the affective domain is a Torerunner

(LI
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The experts addressed comments and suggestions to specific areas:

Competency Snecification. The five Learning areas were found to

represent the necessary components for training personnel to work
with adulascents having special needs. Some areas (Psychoeducational
Assessment and Curriculum Development) could be gtrengthened by
greater depth and intensity. Certain topic areas should be added
(e.g., prevocational curriculum) or expanded {e.g., group counseling).
The panel recommended the 1) elimination of overlap in statements of
competencies, 2) institution of a system of "expert" advisors to
consult with learning area coordinators on the further delineation of
competency statements, 3) consideration of objectives which are met &
specifically in practicum, and 4) clearer communication ¢f the compe-
tencies to be gained to the interns prior to instruction.

Instruction. Findings of the panmel relative to faculty performance

were discussed with Objective 1. Panel recommendations for improving

the instructional process included 1) study of the process by the
faculty as a group to find ways to use the technical resources of
Mark Twain School, to reorder content into more manageable units,
and to integrate seminar and practicum experiences; 2) self-pacing of
both seminar and practicum activities as soon as procedures can be
formulated; and 3) rotation of interms through a greater variety of
practicum settings for experience with different models.

Competency Assessment. Assessment of competencies -was fornd to be
related to stated learning objectives and in most cases precisely
delineated. The panel recommended 1) greater use of the natural
setting, 2) greater consistency among those responsible for deteruiin-
ing when competency is attained, 3) more imgggiaCe feedback on
4individual performances, and 4) a deliberate® effort to match compe-
tencies to be attained with a particular practicum site.

h S

Human Relations. The strong emphasis in the program on human rela- -
tions was found to be evident in the warmih and concern of people for
each other. Howcver, the panel did see some resentment by interns of
certain aspects of the program. It was recommended that self-pacing,
self-instruction, and inclusion of interns as "trusted” and "worthy"
participants in a ''team effort" would be highly desirable.

Program Management. As was noted under Objective 1, management of
the program was seen to be well defined except for "the provisi:n for
gtaff assessment and improvement and some time for self-renewal."

The panel recommended 1) use of a resource center retrieval of
materials system; 2) elimination of duplication of objectives and
finding of more efficient training strategies; 3) analysis of the
practicum experience to clarify process and verif#cation 2nd evalua-
tion of competencies; 4) inclusion of a component to develop compe-
tencies for training other teachers; and 3) establishment of a coop-
erative working relatidnship with a local college or university for
néw ideas, continuous consultation, and perhaps, a master's degree.
Finally, it was recommended that the program attempt to move frou an
experimental, minimally funded, pilot project to one with adequate




funding, resources, and personnel. Greater piblic diseemination
through articles, conference appearances, etc., of the program's
"many outstanding features™ was strongly encour aged.

Discussion and Recommendations . '
Development of the competency-based curriculum was a major goal of the 1973-74,
internship year, and evidence presented above supports progress made toward -

, attainment of that goal. A number of modifications in content and delivery
resulted from suggestions of staff, participants, graduates, consumefs, and out-
side advisors. These ranged over the eatire training spectrum from learning
objectives statements to corsideration of changes in assessment procedures. Among
specific actions taken were 1) use of a practicum activities reference 1list to
guide practicum evaluation, 2) institution of twogéredit elective projects, 3)
reinstatement of visits to other special education facilities and helping agencies,
4) modification of procedures for practicum placement and orjentation of super-
visors, 5) some revisions of learning area descriptions and conte. . 6) weekly .
group meetings with the supervisor of school-based programs for ii -ng  doing a
16-veek ~chool-based practicum, and 7) institution of a fdculty advisor system on
request of an intern. Techmniques of identifying needs for change through periodic
feedback have proved adequate and have led to implementation of the' changes.

The curriculum review by a pamel of experts constituted a major assesgment of
attainment of the program curriculum objective and its corollary evaluation
objective. The findings and recommendations of the panel were cogent and succinct
and will provide useful guidance in advancing the model. Nevertheless, they must
be considered in light of the limitations common to short-term site visits: 1) it
is impossible to completely inform even so diligent a group of the numerous and
complex facets of a program; 2) some misleading impressions arising from the .
biases of individuals or the limitations of time, understanding, and energy are
jnevitable; and 3) judgments may be made on past performance and neglect modifi-
cations already in process. \

A number of the panel's recommendations were recognized by the staff and are being
implemented: 1) previous participants (10 a year) are being trained as trainers
to co-teach seminars, relieve primary instructional staff, and take in-seryice
courses and workshops into county schools; 2) course modules in group counseling
and teaching of reading are under development; 3) institution of a continuing
outside advisory panel is being explored; and 4) negotiaticns are. in progress .with
area universities and the Marvland State Department o ation. to obtain a_
Master's degree for successful completion of th2 program. ditional panel recom~
ncations must be coasiderea as longer-range goals, given thw realities of fund~ "~
g and personnel. These include 1) packaging of materials to utilize the tech-
ogical resources of Mark Twain School and allow self-pacing of instruction;
2)} establishing of criteria and procedures for complete competency assessment in
tHe classrcom; 3) acquisition of sufficient funds to provide for additional per-~
gbnnel and equipment needed to implement fully program goa2ls. Still other
commendations, such as complete individualization and self-pacing of program,
ght alter the character of the program to an extent unacceptable to program
staff. ’
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To improve curriculum content and delivery and ihplement the review panel'§
guggestions as feasible, it is recgmmended that:

a

Procedures and modifichtions as noted above be contlinued.

Some’ topie areas not now covered, such as teaching of basic skills and
ptgyocationai curriculum, be added. )

Redefinition and clarification of competency learning chjectives for greater
specifici and reduction of overlap be coatinued. .

Provision be made for continuing program vitality by reactivating Level 4
and encouraging planning and management -input from additional Mark Twain
staff, consumers, and the community. ’ )

i

Sources of additional funding for materials deveiopment and dissemination be
explored. - -
OBJECTLIVE 4 A -
. AN

Program Objective. Po implement the learﬁing experiences and activities that will

ensure participant attainment of competency in 1) Psychoaducational Assessment and

Programming, 2) Human Relations and Counseling, 3) Curriculum Development and

Implementation, 4) Behavior Management, and 5) Systems Analys:s and Consultation.
. '

Evaluation Objéctive. To assess each participanl’completing the training prdgrém
for his competency in each of the above five areas.

Evidence of Attainment of Objective & R

Learning ‘sequences were presented for all five competency learning areas during a
41-veek training schedule of 75 three-hour seminar sessions, 30 weeks cf practice
teachingﬁ a human relations group; and a variety of individual SﬁojectS. To

accomplish the evaluation objective, three distinct but in;erdependent activities

were conducted.
AN

A. Assegsment at tﬁe Competency Level

Intern assessment culminated in a final summary evaluation which indicated
performance as Highly Effective, Effective, or Needs Strengthening for each of
the 15 competencies. All interns in the 1973-74 Mark Twain Teacher Internship
Program completed the internship successfully, with final summary evaluations
of effective or better in all competencies, even though some specific task

' performances were scored as weak and some data were missing because of absence
or task incompletion. Table 7 shows the number of interns in each evaluation
category by competency for the 1972~73 and 1973-74 program years.

The final summary evaluation of interms was determined by a weighted integra-
tion of ratings from seminars and practica. Each competency area coordinator, -
using results obtained from both criterion-referenced and subjectively eval-
uated performance tasks, established a formula for rating each intern on a
7-point scale for all of the competencies which it was felt the interns had
the opportunity to demonstrate in the field setting. In 1973-74, the
et &4
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performance ratings for the 16-week practicum (ocgurring after semingr instruction
ended) were used as iiie summative practicum rating and combined with the seminar
performance ratings in a ratio of two practicuy to one seminar for the final
sumary ~evaluation. The esrlier 7-week practicum assessments were considered
formative and were used for counseling and foér indications of needed modifications
in the individual's progtem. In a few instances aither an N (ho opinion or oppor-
tunity to demonstrate the competpacy) appeared for the 16-week placement or there
vas reason to believe it was not the best assessment of the intern's performance.
In those cases, the ratings of the two 7-week placements were averaged for the
final practicum ratifig. :

“ TABLR 7

Trequeacy Distribution of Final Summary gvaluation of Interas by
Cospetency for the 1972-73 sud 1973-74 Program Yeare

1972-73 1973-14
Wepde Mighly
Strengeh | pffeitive] Effective [Rtfoctive

1.1 Cospletion of s Peychosducational Profils 0 6 \ 2 1

“1.2 Uss of Assessmant Informstion for Progracalag 0 6 2 ' 0

2.1 Effective Cosprehension and Comsunicstion 2 ¢
2.2 Effective Intwidction

2.3 TPacilitsting Humenistic Educstion in Groups

3.1 Developmsent of Instructionsl System
3.2 Development of Appropriste Curriculta
3.3 lwplementation of Lsarning Activities

. 3.4 Sslection of Appropriate Matarisle

4.1 Reinforcement of Behavior Values
[
4.2 Tssching Coping with Frusiration

4.3 Vss of lntorve;\um Techniques

5.1 co-unéulon of Concepta of System

5.2 Use of Organizstional Frocasess

5.3 Use of Consultstion Procese

8 See Appendix R for complete Stetemend of Comgatencies.

B. Assessment by Performance Objective

The assessment of intern perfo;;ance at the competency statement }evel con-
stituted a summative evaluation. Each competency, however, is futther defined
by a set of performance and behavioral objective statements. . Assessment of
intern performance at that level was formative relative to competency attain-
ment. ihe procedures and techniques for evaluation of intern progress toward
competency (formative evaluation) were dictated by the statements of those
defining objectives. Since both program and evaluation efforts are still in a
developmental stage, intern progress toward competency was assessed only in
relation to those performance objectives for which methodology has been
developed. For some competency learning areas, primary instructors felt 1t

7/




. more appropriate to their evaluation needs to assess on the basis of task
assignments which integrated a number of performance objectives. Interns were
permitted to recycle tasks as often as necessary until an adequate level of
performance was reached. In some few instances, by arrangement with the
instructor, less than adequate scores were allowed to stand when they did not
reduce overall ratings below an effective level. However, no final evaluation
of a competency as Highly Effective could be reagched without- completion of all
tasks related to that competency at an, adequate or better level. Judgment of  °
the validity and reliability of the instruments and procedurus used is pre-

gented with Objective 5. Assessment results at the performance objectivé or
tagk assignment level by competency,area follow: ‘

¥
¢

1. Psychoeducatibnal Assessmeny and Programming

-

The learning area was defined by six performance objectives, each of
which was evaluated within the framework of a comprehensive examina-
tion that closely simulated role performance. Specific questions
yjelded 12 scores.indlcating effectiveness of performance (strong,
adequate, or weak). Appendix I shows the number of interns scoring .
in each evaluation category on each exam gection with petformance'
objectives that can be associated with each question. All scores

were adequate or better. Instruments are described in Appendix H.

2. Human Relations and Counseling

Assessment of intern competency led to 10 performance ratings related
N\ to 7 of the 8 performance objectives. Appendix I shows the distribu-
_ tion of performance ratings. Techniques are described in Appendix H.
' \ Although some individual tasks originally received a rating of less
- ' \than adequate, multiple opportu. ities were given to meet criteria.
11l interns averaged effective or bétter for each competency.

3. Cuxticulum Development and Implementation

Ratings on 10 of the 12 performance ‘objectives represent the evidence
collected for demonstration of competency.. Appendix I shows the dis-
tribution of scores. Tasks are described in Appendix H. After
recycling, no individual task scores were rated as less than adequate;
and all interns achieved effectiveness on the competency level.

4. Behavior Management

Assessment of intern competency resulted in ‘11 performance ratings.
These ratings indicated the degree of competency of interns related
to 7 of the 7 performance objectives. Distributions of scores by
related performance objectives and assessment techniques are shown in
Appendix I. Techniques are described in Appendix H. Recycling

. brought all ratings to adequate or better levels cf performance. All
interns rated effective or better in all competencies.

i




5. Systems Analysis and Consultation

Assessment of intern competency resulted in 5 ratings on task assign-
. ments related to 5 of 8 performance objectives. Appendix I shows the
distribution of sfores. Three task performance scores were recorded
as less than adequate, but effectiveness was achieved at the compe-
tency level by all interms. Techniques are described in Appendix H.

In addition to more formalized assessment techniques~de§cribed in Appendix H,
each seminar instructor utilized informal observation of intern progress in
graded and ungraded learning activities. In most instanceés, these informal
techniques- covered those performance objectives not assessed formally.

Assessment of the Impact of the Program on Attitudas and Values

L2

A battery of tests was administered as a measurement of the impact of the
training program on attitudes and values. A brief description of each instru-
ment and a summary of median scores are shown in Appendices H and J, respec-
tively. The Wilcoxen Matched-Pairs Signed-Ranks Test was used to test pre-
and posttraining score differences for statistical significance (Siegel, 1956).
This nonparametric, test utilizes information about both the magnitude and the
direction of differences between pairs. "

Based on preiious findings, e.g., Fagen and Long, 1971; MCPS Report on Institute,
1972, the following hypotheses were generated:

1. Positive shifts on the Specialized Proficiencies for Working with Excep-
tional Children in "confidence" for "Knowing the Child," "Curriculum
Materials and Methods," "Counseling and Behavior Management," and "Parerit
and Public Relations" and on both "confidence" and "importance" for
"Testing and Psychoeducational Assessment," "Teacher as a Professional
Team..orker," and ''Teacher as a Worker," indicating increased confidence
{n their abilities and acknowledgement of the importance of these
competencies

2. Shifts on the Teacher Practices Questionnaire in group role perception,
with decreases in "disciplinarian" and ireferrer" functions and increases
in "counselor" and "motivator” functions

3. A positive shift on the "Irner Directed" scale of the Personal Orientation
Inventory, indicating movement toward more of the characteristics of a
self-actualizing individual .

4. Shifts on the FIRO-B toward more balanced and flexible interpersonal
behavior

5. A positive shift on the Minnesota Teacher Attitude Inventory, suggesting
increased ability to interact effectively and promote mutual problem

solving

6. Positive shifts on the Profile of Organizational Characteristics in
ratings of organizational characteristics, indicating increased preference.
for a democratic school organization s

3
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7. Shiits on the Problem Benavior Analysis, indicating a) ancicipacion‘of
less frequent "Oppositional Behavior' and more frequent "Failure to
Follow Through" and b) being less disturbed by "Overt Aggressive Behavior"

8. Positive shifts on the Self-Evaluation of Competencies indicating
. increased confidence in their abilities

The Specialized Proficiencies for Working with Exceptional Children Questionnaire
(SPQ) was administered to document the impact of the training program on partici-
pants' (1) confidence in their abilities in specialized competencies and (2)
acknowledgment of the importance of these competencies. This list of teacher
competencies was developed as part of a study, Teachers of Children wvho are
Socially and Emotionally Maladjusted, conducted by the Office of Edu~ation (Mackie,
et al.). -Some godification of items and format was made. Table 8 shows the rela-
tionship between the seven sections of the test and the five program learning areas
along with the results of the statistical testing.

The changes in scores' from pre- to postinternship were tested using the Wilcoxen
Matched-Pairs Signed-Ranks test. Increases in confidence on six of seven sections
were statistically significant, indicating positive changes in trainees' confidence
in their cpmpeCencies in those areas. In contrast to the 1972-73 interns, there
was no significant shift in confidence in "Teacher as a Person," but median pretest
scores were well above the midpoint of the scale. A statistically significant
shift in confidence related to "Parent and Public Relations' was observed. None

of the statistical tests performed was statistically significant relative to
changes in the importance trainees placed on the competencies. However, as in
1972-73, median pretest scores for importance attributed to the competencies were
high. ,

Changes in "frequency" scores on the Problem Behavior Analysis were statistically
significant for all manifestations, indicating anticipation of less frequency in
all but "Deviations in Social Development."” These results were as hypothesized
except for "Failure to Follow Through." No statistically significant changes were
observed in ratings of reaction, though changes were in the direction hypothesized.

tising the Wilcoxen Test, none of the five additional standardized instruments
showed a statistically significant difference in scores from pre- to posttraining
except in isolated subscales. However, many scores were well above average on
both pre- and posttest; and most observed changes were in the predicted direction.
For example, the median scores for the Personal Orientation Inventory, Innez

¢« Directed (the major test scale) were converted to standard scores (mean = 50,
standard deviation = 10) using adult norms, yielding 62 on the pretest and 68 on
the posttest (as compared to 56 and 57 for the previous year). Similarly,
Minnesota Teacher Attitude Inventory median scores placed the interns at about the
90th percentile in both the pre- and  sttest (compared to the 76th and 80th for
1972-73), relative to secondary academ. teachers with five years experience. On ~
the Teacher Practices gueSCionnaire} scores changed in the predicted direction for
the roles of "Referrer,” "Motivator,"” and "Counselior' but not to a significant
degree. These results are in substantial agreement with those observed in 1972-73.

The Self;Evaluacion of Competencies discussed earlier, showed marked increases for .

Sy
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TABLE 8

Relationship Between Learning Areas and Subtests of the Specialized
Proficiencies for Working with Exceptional Children Questionnaire with
Level of Significance of Change Scores for Importance and Confidence

Significance
Learning Area Test Section 1972-73  1973-74
Psychoeducational Assessment Knowing the Child Importance N.S. N.S.
and Programming Confidence * bt
Testing and Psycho- Importance N.S. N.S.
educational Assessment|Confidence ko] *
Counseling and Human Teacher as a Professional|Importance N.S. Aﬁ\\N.S.
Relations Team Worker Confidence *ok k&
Teacher as a Person Importance N.S. N.S.
Confidence ok N.S.
i
Cyrriculum Development: Curriculum Material and |Importance N.S. N.S.
and Implementation Methods Confidence fadod ok
$ehaviot Management Counseling and Behavior |Importance N.S. N.S.
/ Management Confidence ok k|7
Systems Analysis and Parent and Public - Importanze N.S. N.S.
Consultation Relations Confidence N.S. *
|

* Significant at the 5 per cent level.
**x Significant at the 1 per cent level.

Discussion and Recommendations

The 1973-74 Mark Twain Teacher Lucernship Program reached its objective with all
interns attaining at least an adequate level of performance in all competencies.
Independent validation of trainee performance relative to stated competencies,
however, was not accomplished during this program year. Evidence of progress
toward this long-range goal is more conceptual than the result of actual production
and use of instruments. That is, successful completion of the program required
masvery of stated competencies which was determined by skilled teachers and/or
trainers through observation in the natural setting for role performance (e.g.,
clagsroom) and performance deriving from the instructional setting (e.g., seminar);
and a uniform rating instrument was used to obtain judgments. Ratings on interns
were obtained for all 15 of the competencies based on interh performance in both
the instructional and the natural setting. To increase confidence in the final
evaluation of intern competency, multiple ratings were pooled and were dependent
upon the whole range of experiences and data available to the rater.
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Exclusion from the final summary evaluation of competencies of ratings earned in
practica while seminar instruction was still taking place was a progressive step
in methodological development. In addition, the schedule of program events for
1973-74, with all seminar instruction for interns in the first half of the train-
ing year, allowed ample time for recycling to complete tasks and improve perform-
ance. Higher ratings than in 1973-74 (see Table 7) reflect this change.

Assegsment of interns relative to performance and behavioral objectives, directed
by the learning area coordinators, was implemented by the usc of innovative
teacher-made criterion checks. Increasing use was made of behavioral formats such
as role playing and simulaticn activities; whenever possible, behavioral demon-
strations rather than paper and pencil tests were devised. The goal of obtaining
at least one assessment for each behavioral and/or performance objective was only
narrowly missed. Assessment was accomplished relative to 35 of the 41 performance
objectives. In addition, care was taken to distinguish assessment tasks from
graded learning activities, with only the former contributing to judgment of com-
petency attainment.

In some cases the assessment techniques did not adequately sample the behavior
" constituting the objective. Some assessments did not require the trainee to
demonstrate skill but showed that he understood some behavior, concept, or prin-
ciple germane to the objective. Formative assessment at the performance objective
level had great value in providing diagnostic feedback to students and instructors
and 1n providing feedback about the efficacy of particular segments of the teacher-
education program. Some usefulness was lost because of the scheduling of assess=—
ment periods too late in the instructional process and because of slow feedback.

It remains a reality that the cost of adequate instrumentation of performance
level assessment could exceed the cost of the entire training program. Progress
toward solution of the assessment problem is discussed with Objective 5.

|
The results obtained from administration of the pre- posttest instruments to assess
the impact of the training program on attitudes.and values were statistically
significant only on the Problem Behavior Analysis, the Specialized Proficiencies
Questionnaire, and the ﬁelf-Evaluation of Competencies. On several other instru-
ments, however, pretest scores were well above average, reflecting high selection
standards for the attitudes measured, which tends to validate selecticn procedures.
The small number of participants in the internship dictated a nonparametric statis-
tical analysis; in some instances jts lack of power could be responsible for
failure to meet the test fecr significance.

In order to increase the effectiveness of assessment of attainment of competency,
it is recommended that:

Continued efforts‘be directed toward assessment of competency indeperndently
in the natural setting after the conclusion of instruction.

Seminar assessment tasks be gtreamlined to allow prompt evaluation and
prescriptive feedback.

Consideration be given to substitution of a two-point rating system for the
current seven-point scale.




Alternative methods Bg'devised for dewonstrating a specific competency and to
provide greater agsessment flexability.

Efforts be renewed toward compeétency pretesting or 'validating out."”

The battery of tests of attitudes and values be revised to exclude those
instruments no longer appto!Qiate to current intern needs and numbers.

OBJECTIVE 5 \

Program Objective. To develop a fuustional system and methodology for evaluating
knowledge, attitudes, and skills in five specific teacher competency areas.

Evaluation Objective. To assess compet
reliability, examinee appropriateness,

cy assessment techniques for validity,
administrative usability.

gvidence of Attainment of Objective 5 \

To accowplish Program Objective 5, three disiynct but related activities have been
initiated: (1) the development of procedures \and techniques for an independent
validation of trainee performance as specifiad \in each competency statement; (2)
the development of procedures and techniques to:assess trainee attainment of stated
performance objectives; and (3) the development of a battery of tests to assd4ss

the impact of the training program on attitudes, values, and general knowledge of
participants. 1In addition, an independent audit of the internship evaluation was
contracted.

At this point in the development of the competency-based curriculum and of the
evaluation methodology, progress toward meeting Objective 5 is formative and shown
by the extent of the evaluation effort, that is, the attempt made to obtain some
objective index of the expected performance even if that index could not be con-
gsidered adequate for demonstration of the stated objective.

To the present, program resources have been concentrated on specification of objec-
tives, development of curriculum, and assessment of competency at a performance
objective level. The difficult task of objective measurement at the broad compe-
tency level remains a need to be emphasized in the future.

A. Techniques for validation of Competency Attainment

validation of trainee performance as gspecified by each of 15 competency state~
ments was accomplished using the Intern Evaluation Form. (See Appendix D.)
Use of this instrument brings with it the usual limitations of . rating proce-
dures such as a generosity error, differences in rater standards,, halo error,
ambiguity in meaning of attributes to be appraised, and instability and unre-
1iability of human judgment. Between-rater reliabilities were not established.
However, in addition to the face validity of the items, the uses of multiple
gources of data ~ids to the usefuiness of summary ratings. Ratings of attain-
ment of competency learning objectives in seminars rests on performance of
clearly specified assessment tasks. While practicum ratings are more subjec-
tive, they are aided by a list of illustrative activities as reference for
demonstration of each of the 15 competencies. Summary ratings combining prac-
ticum and seminar ratings provide more validity and relisbility than either
would alone.

L




B. Techniques for Assessment of Skill and Knowlgggg*Attainmenc

C.

D.

In 1972-73, the procedures and techniques used for gkill and knowledge assesS-—
ment were reviewed by the evaluation staff, and the match between instruments
and behavioral objectives was made explicit. Techniques then were submitted
to an "outside expert" for evaluation. Criteria used fq; judgment were devel-
oped by the Center for the Study of Evaluation, UCLA, and reported in
Elementary School Test Evaluations (1970). Results of the evaluation were
reported in 1972-73 but were too late for formal use by instructional staff in
planning 1973~-74 intern assessment. Nevertheless, improvement of evaluation
methodology by 1) more specific correspondence of learning objectives and
competency demonstrations, 2) discrimination of evaluation tasks from graded
learning activities, and 3) initiation of verification in practicum of seminar
learning objectives was emphasized and implemented. Appendix I lists seminar
assessment tasks and scores earned by interns; Appendix H gives brief descrip~
tions of the tasks and notes their relationship to the tasks submitted for
formal evaluation during the previous year. ;

Techniques -for Measurement of Changes in Attitudes, Values, and General
Knowledge

A battery of tests was administered pre- and posttraining to document the
impact of the program on the attitudes and values of participants. The spe-
cific purpose (educational objective) for each instrument was made explicit.
Appendix H deccribes each test and its measurement purpose. Many of these
instruments also were evaluated formally against Center for the Study of
Evaluation, UCLA, criteria in 1972-73. They rated 1) poor to good on
"meagurement validity," 2) fair to good on "examinee appropriateness," 3) fair
to good on "administrative usability," and 4) poor to fair on "normed technical
excellence." As recommended, consideration was given to modification of the
test battery; since other and/or better instruments do not exist, their use
was continued with recognition of their limitations. The Fundamental
Interpersonal Relations Orientation-Behavior and Profile of Organizational
Characteristics will be excluded in the future as no longer suitable to the
needs of the program and the numbers of interns. The Teacher Practices
Questionnaire, The Minnesota Teacher Attitude Inventory, and The Personal
Orientation Inventory will be retained for at least one year more. These may
be useful in the future for research purposes and to validate selection
procedures.

Independent Audit of Internship Evaluation

Because internship evaluation personnel are also members of Mark Twain School
staff, an external evaluation to assess the appropriateness of evaluation
procedures was implemented at the end of the 1972-73 program year. Dr. Malcolm
Provus, director of the Evaluation Research Center, University of Virginia,
reviewed the|evaluation report for 1972-73. His audit report, commenting on

techniques and procedures, {s found in Appendix A. Copies were submitted to
the funding agency and to Montgomery County Public Schools.

The independent auditor found the evaluation design "both comprehensive and
internally consistent."' He commented on the provision by evaluators to the
instructional staff of accurate and timely information for use in program

e
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modification and as growth records of trainee performence. The attempt to
determine intern competencies through measurement was noted as "more rigorous
than those found in almost any university getting =nd it qualifies along with
a very few competency-based programs in the country as a rigorous and
determined effort to both measure and improve a tescher training program.”

The objective of assessing faculty qualifications was judged as least well met
by evaluation techniques and procedures.

Discussion and Recommendations

As was stated in the Mark Twain Teacher Internship Program Evaluation Report for
197273,

' nrhe ideal criterion against which teacher competency might be
appraised consists of a systematic analysis of the level of outcomes
achieved by the teacher with pupils he teaches over relatively long
periods of time (at least twotyears). According to Rosner (1972),
demonstration of change in teacher competency under actual class-
room conditions is the most appropriate level for accountability in
teacher education. Teacher educationm, however, does not yet possess
the necessary instruments to measure change in specific competencies
(Rosner). Assessment of taeacher competency under actual classroom
conditions, where it is attempted, is reduced to the use of an
observation system (e.g., Flanders) or, as in this case, the use of
rating scales. The following steps can be taken to improve the
reliability and validity of rating procedures: more explicit state-~
ments of degired behavior, criteria to judge the presence or absence
of that behavior, and the training of personnel used as raters."
(MCPS, 1972, page 37)

The present state of instrumentation for classroom observation continues to hamper
appropriate accountability in teacher education. Methodology for the instrumenta- .
tion of assessment techniques addressing knowledge and skills under simulated con-
ditions is more advanced. Although some degree of realism is sacrificed, great
gains are made in control over possible random variation in all aspects of the
situation. Therefore, to increase reliability, both methodologied should be used.
The development of a limited number of quality assessment techniques independent

of instruction and appropriate to broad competency level objectives remains &

major goal. )

The procedures and techniques used for evaluyhtion of intern progress toward com-
petency by acquisition of specific skills d knowledge were dictated by the
atatements of performance and behavioral objectives. A total of 46 individual
senminar performance ratings, relating to 35 of 41 Performance Objectives and all
15 competencies, contributed to these evaluations. Pooling of sources was relied
on to balance lack of precision in instrumentation. A major step was taken by
initiating a Zove to balance both simulated and actual demonstrations of atquisi-
tions of specific skills. A practicum verification packet for B.0.4.173(c) is the
girst such procedure developed; others will follow during 1974-75 for other clearly
definea skills. In addition, practicum coordinators are ingtituting training in -
the use oy the Intern Evaluation Form for practicum supervisors during orientation
gessions. A reference list of illustrative activities has been developed to guide

their ratings.




Comparison of the pre- posttest battery results for 1972-73 and 1973-74 shows a
larger number of significant changes in the direction predicted in the valued
attitudes of the latter group. While it is recognized that the variables
measured‘are poorly defined, the error of measurement large, and the size of the
sample small,yresults were promising enough with the most recent graduates to
support continuing the testing with the modifications noted above. Combination °
with a pre- posttest of basie knowledge in general and special education may
prove fruitful. It must be noted again that the program deals with a carefully
gelected population of guccessful, experienced, and committed teachers; it may be
unrealistic to look for significant positive changes in the already high levels
of the valued attitudes. Changes in cognitive levels are more easil§¥vamd pre-
cisely measurable. +

To increase the effectiveness of the assessment of changes in knowledge, attitudes,
qu skills of program participants, it is recommended that:

A test of basic knowledge in general and special education be aadgg to the
pre- posttest battery.

Techniques for assessment of interngécquisition of specific skills and
knowledge be submitted for evaluation of methodology prior to use.

Development of verification techniques for use in natural settings be cbn-
tinued and accelerated. .

Implementation of competency-level assessment independent of instruction be
emphasized. '

OBJECTIVE 6

Program Objective. To increase the number of trained personnel serving handicapped
children.

Evaluaﬁion Objective. To determine if persoﬁnel completing the training program
are effectively serving emotionally handicapped children and are utilizing learned
competencies. ”

Evidence Toward Attainment of Objective 6 ‘\
| 2N
A. Graduates of the 1971-72 Mark Twain Staff Development Institute

Prior to the opening of Mark Twain School, the teaching staff completed the
gix-month training program which was the forerunner of the Mark Twain Teacher
Internship Program. They received supplementary certification as special
education teachers. For the 1973-74 school year, 32 of the original 37 staff
members continued in Mark $wain Programs. Three were on leave to further
their education, two of whom were acquiring advanced degrees in special educa-
tion. One moved from the area but was still employed in special education,
and another was employed as a 10-month regular classroom teacher. For the
1274~75 school year, 32 of the original 37 staff. members continue in Mark
Twain programs. Twenty-si« are in administrative or teaching positions in
Mark Twain School. Six, including the two who were on academic leave last
year, have moved into Mark Twain School-Based Programs. One is on maternity
leave, and one has returned to a regular MCPS school.




B. Graduates of the 1972-73 Teacher Internship Program ‘ .

) \
Seven of the eight interns accepted jobs in Mark Twain Programs after gradua-
tion. They remain in their positions (though one has changed schools) for
the 1974-75 school year, one in Mark Twain School, and six in Mark Twain
School-Baged Programs. At the end of their first year of teaching troubled
children, the graduates were ‘Bwked to evaluate their effectiveness at using
their learned competencies; their principals or supervisors were asked for the
same ratings (Appendix G). Median ratings by graduates on the 15 competencies
ranged from 4.0 to 5.0 on the 5-point scale; median ratings by principals
ranged from 3.5 to 5.0. The supervisors rated the graduates' performance oniy
slightly lower than the graduates rated themselves in the competencies related
to completion of a psychoaducational profile, use of behavior intervention
techniques, pnd use of the consultation process. .

C. Graduates of the 1973-74 Teacher Internship Program \

All eight interns successfully completed the program and received supplementary
certification as special education teachers. Seven accepted employment for
1974-75 in Mark Twaip Programs; three as teachers in Mark Twain School and
four as student resource teachers in Mark Twain School-Based Programs. The
eighth graduate is in a MCPS elementary school teaching a class of learning
disabled children.

.

/

D. Participation in Mark Twain In-Service Courses

The internship seminar courses in the fall of 1973 were opened to all *
interested staff of Mark Twain Programs in addition to the eight interms.
Courses were repeated during the spring of 1974 with all interested MCPS .,
gtaff, in addition to Mark Twain Programs staff, invited to enroll. Three
in-service credits were awarded for successful completion of 2ach course.

Table 9 shows enrollment in both the fall and the spring series of Mark Twain
seminar courses. ’

Apart from regular internship course enrollment, other means were used to

spread Mark Twain training through MCPS. Workshops were conducted by intern-

ship instructors for the faculties of one secondary and four elementary, v
schools. In addition, a composite course to run 15 weeks (with ingtruction

for three weeks in each of the five learning areas) has been developed for

the faculty of a MCPS junior high school at the request of its principal and

staff. This will be given during the fall of 1974 and has been approved for

three in-service credits for successful completion. It has been designated as

"Mr-07: Improving Skills for Teaching Adolescents With Special Needs" and 1is

intended for regular classroom teachers. .

ol

Discussion and Recommendations

Review of the employment record of Mark Twain trainees indicates that the.objective
e increasing. the number of teachers effectively serving emotionally handicapped
f)dren is being met. Graduates of the original Mark Twain Staff Development
itute and of the Mark Tsain Teacher Internship Programs continue as special
§dgcators; ratings by their supervisors of their performance on' the job is strong
evidence of their effectiveness. N




