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COORDINATORS OF SPECIAL NEEDS.PROGRAMS:

FORTY-FOUR COMPETENCIES

The competencies described in this report and the process whereby they
Jére.generaced were-part of the larger research and development program con-
ducted by the Department of Educational Administration, University of

Minnesota and supported in part by the United States Office of Education,

Bureau of Education for the Handicapped, under terms of a grant entitled

Empirical Role Definition of Local Special Needs Perscnnel in Vocational

Ed;cation. A

The larger research and development effort was designed to lay the .
groundwork for inservice training for persons who, at the level of the
local educational agency, are responsible for programs of vocational educa-
tion for hgndicapped and dishdvaﬁtaged students. In Minnesota, this job is
designated as Coordinator of épecial Needs.

Other reports relating to this project and similariy dated May, 1976,

include: Competencies Required of Coordinators of Special Needs in Voca-

tional Education in Minnesota as Perceived by Incumbents (Summary); Posi-

tion Description: Coordinators of Special Needs in Minnesota; Competency

Ratings: Coordinators of Special Needs in Minnesota; and Recommendations:

Competency-Based Inservice Training for Coordinators of Special Needs in

Vocational Education.

Position
The position of Coordinator of Special Needs in vocational education

in Minnesota 1s probably similar to related positions in other states,
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although only partial data are available (Weatherman & Krantz, 1275; Manage-

ment Analysis Center, 1975; Pellegrino, 1975). The essence of the position

is that an individual 1is given local responsibility for operating a pfbéram

E3

of special services within vocational education for students with special
. needs (handicapped and/or di;;6vantaged).
The specific population under study was the Minnesota Coordinators of
§pecial Needs. This population ha& its identity established in the Mimnesota

State Plan for Vocational Education (Minnesota Division of Vocational-Technical

Education, 1975). The population consisted of all those persons who, at the
level of the local educational agency, carried responsibility for the program
of services to vocational education students who were disadvantaged and/or ,
*handicapped. This program responsibility can be digtinguished from the re-
sponsibility for direct services to students, i.e., for instruction. The ‘ —n,
populatioﬁ‘had operational identity in the fact that each of the persons was
one with. whom the State Division of Vocational Education, Special Needs
Unit, msintained program communication. Thirty-three individuals met that
definition in Minnesota at the time of the competency statement development
reported here; they were the ones who were kept in mind as the competency
statéments were generated.

Three sources exist for descriptions of the Coordinator's job3 the first

two sources predate the present investigation, and one source 1s the current

state Plan for Vocational Education. The 1975 Plan described the Coordina-

tor's duties as:

Shall prepare and implement a delivery system which addresses
itself to fulfilling the unique needs of students with special
needs. )

Shall provide the necessary support services to the student
with special needs where deemed appropriate.
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Shall coordinate and facilitate inservice training of regular
staff to more adequately understand and meet the needs of the
students with special needs.

Shall coordinate with and assist the vocational center in

their service area in planning and implementing adelivery -
system to meet the needs.of students with special needs
enrolled in secondary programs.

Shall annually provide a report to the state regarding progress
of the local special needs programs.

Another predating description of the job can be deduced from another
report in this series (Krantz & Weatherman, 1976a). This consists of gues-
tionnaire responses by the 33 Minnesota Coordinators in which they described
the context of their jobs, their programs, and their backgrounds.

A Einal job description js the subject of still another report in this
‘series (Krantz & Weatherman, 1976b). In this, the incumbents rate the impor-
tance of each of the competencies to their local positions, and this descrip-
tion of the job (the job being described as the exercise of the competencies)
can be said to consist of the performance referents of the competency state-
ments.

Procedures

A sequence of formal procedures was carried out in order to generate
the éompetency statements. These procedures were intended to produce a
reasonable number of descriptive statements covering competencies that
éight be r%dﬁired of individual Coordinators of Special Needs. These state-
ments were not intended to be definitive of the positions, but rather were
intended to serve as a pool of plausible statements from among which the
incumbents could select and rate those competencies which were required of

them in their positions.
r

Selection of Expert Jury

From an advisbry committee to the project for developing competency-

based inservice training for Coordinators of Special Needs, five nominators
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were selected: the state Coordinator of Vocational Special Needs Programs;
the state Coordinator of Vocational Programs for the Handicapped; a Univer—
sity of Minnesota Professor of Vocational Education; the President of the
State Association of Special Needs Personnel and a local Coordinator; and

the Manager of Special Needs Programming in a large vocational education
district. Each of these comnittee members was asked to individually submit

; list of 10 people Qhom they believed to be capéble-of generating meaningful
comﬁetency statementg for this study.

From the lists that were submitted, using multiple nomination as the
criterion, an expert jury was gelected and asked to serve. A4ll those who were
aéked agreed to do so. The expert jury was comprksed of the five nominators
plus the Executive Director of a private rehabilitation facility, a Profes-
sor of Educational Administration, and the Coordinator of Special Needs in
a medium-gized Area Vocational.Technical Institute. This group was later
augmented by a project coordinator engaged in developing a statewide compati-
ble management informwation system for special nezds pPrograms.

The expért jury was chosen to be, and accepted as, a group of persons
knwoledgeable about special needs programming and about the requirements of
the Coordinator job and of similar jobs.

Written Competency Statements

Each member of the expert jury was requested to submit & written list
of competencies that might be required of a Coordinator of Special Needs.
The jury members were instructed to submit as many or as few statements as
seemed important t¢ them individually. Although the topic of competencies
was discussed with them, no instructions were given as to the format in
which the statements were to be submitted. Each member of the jury sub-

mitted an independent list.




The submitted sgtatements ranged widely in fprmat and content, as ig
indicated by the following illustrations.

The Coordinator of Special MNeeds must be able to relate to all
persons regardless of race, creed, sex, or national origin.

Must be knowledgeable of learning styles of students.
Effectively use advisory committees.

5 An avareness of the objectives and goals of vocational educa-
- tion and how they relate to preparing special needs students
for cccupational success.

Effectively communicate with general administrators, school
boards, and state agencies to insure that there is a complete
understanding of the program and its relationship to the over-

. all grals of the area vocational technical institute.
Recommend or develop vocational instructors and special necds
staff, curriculum materials, or teaching techniques that may
be appropriate for special needs students.

Can list reasons for and against a proposed change in curricu-
lum instruction programs.

Have familiarity with purchasing and Accounting procedures used
in a gchool district.

The manager of special needs has the competencies to determine
special needs system needs on the basis of a formal ongoing
needs assessment procedure——priority of these needs should be
determined on the basis of state law and philosophy, purpeses
and goals established for the local special education system.

The submitted lists were reduced by tﬁzﬁinvestigator to an unduplicated
. list of approximately 135 statements.

Assémbled Jury

The expert jury was convened for a full day to refine the unduplicated
competency statements. The statements were presented to the jury with the
content preserved but regularized into the formal of "The Coordinator of

Special Needs must be able to... The.étatements were written on two-by-

three foot sheets of paper and posted about the meeting room.




Functioning as a group, the jury removed those items th:at could not be ‘
made into meaningful competency statements. They next merged together those
statements that were redundent of the same content and agreed upon the word-
ing of the merged statement. Finally, they added statements of competencies
that appeared to them to have been omitted from a complete array of probable
competencies. The wofk session ended with the determination by the jury of
;ules for editing the statements. A

. The investigator thenﬂedited the statements in accordance with the rules
agreed upon by the jury. The edited list, consisting ?f 65 statements in the
general form "The competency Coordinator of Special Needs must be able to...,
was mailed to each wember of the expert jury. The members were requested to
mail correctionswéﬁd recommendations back to the investigator.- o

A period of two weeks elapsed dufing which no significant correctioné‘of
the mailed list were proposed, then a telephone call revealed that two mem-
bers of the jury were dissatisfied with some of the competencies.

The jury convened again for a half day to further refine the 65 compe-
tency stateménts that had been derived at the previous meeting. The working
material f;r this session consisted of the statements, presented separateiy
to facilitate editing. As before, the instructions were to delete, merge,
or add, and this was to be done with each competency considered on its
separate merits. A further instruction was to retain the competencies ' that
might be required by some but not by all Coordinators of Special Needs. The
result of this second workISession was to reduce the competency statements
to 44 inlnumb;¥. A few statémentq were deleted because they were of the

wrong level; they encompassed several of the other statements, Still other

statements were merged by the jury. Again, editing rules were determined.

"
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The investigator then <ast the statements into the edited format agreed
upon and mailed them to the jurors inr verification. No changes in this list
were deemed necessary by the jury, and the 44 statements were taken to com-

prise the list to be submitted to role incumbents for rating.

Competency Statements

The competency statements were drawn up into a list arranged in an order
.

determined by the assignment of random numbers. The list is presented as

Table 1 using the same form in which it was presented to the Coordinators for
rating; that is, an opening phrase is followed by & list of performance refer-

ents of the competencies.

Table 1

Competency Statements as Generated by Expert Jury

FOTE: The statements represent the jury 's opinion that the given competency
might well be required of a particular Coordinator of Special Needs. There
is no intent to assert that each competency is required by every Coordinator,
nor is there intent to assert that each Coordinator should be expected to
possess a given competency at any particular level of thoroughness. These
are best described as candidate competencies for rating and attribution by
the incumbents—-persons who should know by experience the extent to which
they are actually required competencies.

THE COORDINATOR OF SPECIAL NEEDS MUST BE ABLE TO

1. ...evaluate the performance of Special Needs staff members and recommend
thelr ietention or separation.

2. ...maintain a current knowledge of research, trends, and new‘developments
in Special Needs programming.

3. ...maintain a record system for the Special Needs program which is con-
sistent with state regulations and format.

4. ...provide and/or secure inservice training regarding speéial needs, for
Special Needs and regular vocational staff.

5. ...lead a multidisciplininary team meeting regarding a student with special
needs.

6. ...communicate with district board(s) so that the Special Needs program
is effectively understood and its purposes integrated into those of the
school(s).

9
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Table 1 (continued)

THE COORDINATOR OF SPECIAL NEEDS MUST BE ABLE TO

7.

10.

11.

12.

13.

14.

15.

16.

17.

18.

19.

20,

21.

22.

+. .interview, and recommend for employment by the district, Special
Needs personnel.

. «;authorize purchases and expenditures in accordance with standard
educational bookkeeping practices and in conformity with the state
Department of Education's Administrative Manual.

...design a system for vocational evaluation of students, using real
or simulated work as the medium.

" ...assist vocational instructors to modify their programs to meet the

needs of handicapped and disadvantaged students.

+..develop an individualized prescriptive program plan with an individual
student who has special needs.

.. .Integrate the Special Needs program into the comprehensive vocational
and other agency services -0of the community.

...effectively organize and use advisory committees.

«s cestablish formal communication channels among units within the dis-
trict, and/or among component districts, regarding the operation of the
Special Needs program.

.. sacquire funding from a variety of sources to support the Special Needs
Progran.

...establish effective means for communication and dissemination of infor~
mation within the Special Needs staff.

. ..88sist students with special needs to solve problems in interpersonal
relations with peers, teachers and family.

«+sSpeclfy role descriptions and qualifications for Special Needs posi-
tions and personnel.

...use styles of leadership appropriate to different situations in rela-
tion to delegation of authority, accountability and supervision.

++ .design and implement a program evaluation process to monitor the opera-~
tions of the Special Needs program.

. ++.8elect and acquire instructional materials that are appropriate for
use by students with special needs.

...design and implement a process that will identify students who may have
special needs, and will determine their eligibility for Special Needs

services.

10




Table 1 (continued)

THE COORDINATOR OF SPECIAL NEEDS MUST BE ABLE TO

23.

26.
27.

28.

29.
30.

31.
32.
33.

34,

35.

37.

38.

...develop, and integrate into district policy, Special Needs policies
that are consistent with state and local requirements and with the
rights. of students with special needs.

...insure that legally acceptable due process is followed in district
actions that affect students with special needs.

‘...make & determination of the nature of a student's needs and poten~
tials, using referral information, interview, and measuring instruments
for the assessment of the student's vocational interests, aptitudes and
potentials, and learning characteristics.

;..mediate conflict within the staff.

...plan specific modifications in vocational curriculum and methods to
make them appropriate for students with special needs.

+sointerpret and implemerit at the local level the guidelines and philoso-
phy of the state Plan and of the state Unit for Special Needs, consistent
with the accepted philosophy and practices of vocational education.

..o.Carry out effective public relations with various audiences on behalf
of the Special Needs program, using both cral and written formats.

...assist a student with special needs to take an aztive part in the plan-
ning of his educational placement and vocational program.

- v

.+ .Supervise the activities of Special Needs professional personnel.
.+.Coordinate student transportation with component school districts.
...design and conduct a follow-up study of students with special needs.
.+«sprovide vocational counseling and guidance to student with special

needs.
!

.+.design a student evaluation that will indicate student progress in a
vocational program.

.+o.identify, plan, and recommend facility (physical plant) requirements
of the Special Needs program within the district.

...Secure financial aid for individpal students, using alternative sources.
...comply with state and federal laws, regulations, and guidelines, inter-

preting them and reporting so as to show that all criteria are met for
Special Needs program approval and funding.

11
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Table 1 (continued)
‘_‘”

THE COORDINATOR OF SPECIAL NEEDS MyST BE ABLE TO

39. ...design and Implement a formal needs assessment process to determine
the necessary size and type of Special Needs program.

40. ...develop and maintain 2 Special Needs budget that appropriately
accomts for funds from several sources.

41. ...prepare students with special needs to effectively use community
resources apd agencies to meet their long term needs after they leave
the school. .

42. " ...assist an employer in developing an affirmative action plan for employ-
zment of handicapped persons, and/or in securing a Wages and Hours certifi-
cate for less than mipimum wage.

43. ...provide remedial and developmental iastruction in basic skills, such
as reading apnd math, to students with special needs.

44. ...apply basic learning theory and principles of behavior management to
the design of instructiomal programs for individual students with special
needs.

L4

Method Recapitulation

The competency statements described in this report were generated by an
expert j;ry. This method was used In the absence of a thorough preexisting
job description from whicg competency statements could be deduced.

The jury was first selected in two stages to maximizeﬂlhe probability
that its members comprised a truly exper; group. The process itself involved
both independent initiation of rtatements in writing and group process refine-
ment in order to pool expertise. The services of coordination, the moderat-—
ing of group discussions and editing were provided by the investigators. The
editor and moderator did not contributz any statements or delete any material
statement content.

Discussion

The foregoing description has been given in more detail than is usual

because the literature on competency determination frequehtly glosses over

- this step. Several points are worthy of particular notice.

12




Source of Expertise

A jJury of experts was selgcted from among those who would most reason-
ab;y have a valid opinion on tﬁe cbmpetencies needed by Coordinators of
Special Needs. Four general classes of agency were drawn upon for experts:
the state regulatory agency, representing a fairly authoritative responsi-
bility; the state unive;;ity, representing & scholarly view and expertise
ih personnel preparation; the field under consideration, including persons
vho function in the coordinator role; and private sector human services of
a related type.

It was believed that a small group of highly expert persons participat-
ing throughout the process of generating the competency statements would be
‘able to create a pool of reasonable items. Subsequent events seem to have

borne out this expectation.

Number and Level

The 1list of 44 statements was of reasonable length; it neither repre-
sented & finely divided and exhaustive set of operations nor a brief list
of major areas of responsibility. Inspection of the list will show that
most statements represent a &efinable but not detailed task that may be
faceé by a Coordinator.

It was the explicit intent of the jury to produce a list at a single
level; that is, the jury rejected very groad categories (such as "personnel
management' or "program supervision'), and it also rejected small subtasks.
The jury proposed to create competency statements none of which subsumed
any of the others, but which each subsumed details. Inspection of the
list seems.tp show that the jury was successful in producing statements at

approximately a single level of complexity.

13
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Completeness

Other than by intent of the jury, it ig not possible to tell from this
investigation whether the presented list is exhaustive. There may well ba .
an undertermined number of competencies required by one or all Coordinators
in Hinnesoia; hut this investigation has no means for’determining whether
such is the case.

.
Format

The competency statements were cast in the general form of "able to do
x." _The reason behind this is detailed in Appendiﬁ B of this report.

Briefly, the intent was to produce stateménts of a hypothetical con-
stfuct called competency. This approach was chosen over tﬁe approach of
(literal) performance-based education in order allow later flexibility in
the development of training programs and achievement instrumentation. In
a competency~based approach, it is reasonable to measure a trainee's acquisi-
tion of skill and knowledge as well as to simulate or observe performance.

In a literal performance-based approach where no construct called competency
is attributed to the trainee, only the performance itself can reasonably

be observed and measured. The proposition is discussed in greater detail

in Appendix B.

Candidate Nature of Statements

The list of competency statements is 2 candidate list. The jury develop-~
ing the statements was specifically instructed to retain statements that might
not be required of every Coordinator. The list, as given in this report, °*
must not be considered a list of competencies actually required by Coordina-~
tors of Special Needs in Minnesota. Determining whether a given statement
represents a competency that is actually required was subsequently checked

by a second stage of the investigation, the rating by incumbent Coordinators

of the competencies' importance on the job. Beyond this, a fully responsible

14
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verification of whether the competencies are actually required would m;ke

it necessary for the Coordinators’® supervisors to state whether they requi;e
the competencies of their Coordinators, perhaps a second outside verifica-
tion by the agency which regulates the activity from the state level, and a
deductive analysis of competencies carried out subsequent to a thorough

jor amalysis. |

.

Only the rating by the incumbents was carried out in this investigation.

It is reported in a companion report of this series, Competency Ratings:

Coordinators of Special Needs in Minnesota (Krgntz & Weatherman, 1976a).
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COMPETINCIES REQUIREb OF COORDINATCRS OF SPECIAL NEEDS
IN VOCATIONAL EDUCATION IN MINMESOTA AS PERCEIVED BY INCWMBENTS

_(Summary)

.‘This summarizes the procedures -and findings of an investigation conducted
by ‘the DepartRent of Educational Adninistration, University of Minnesota, and
supported in part by the U.S. Bureau of Education for the Handicapped, An
Empirical Role Dafinition of Yocal Specizl Heeds Personnel in Vocatzonal
Education.

L]

. : BACKGROUND

This study was carried out as part of a programmatic research and devel-
oprent effort. That effort is the development ¢f inservice training for
pursons. wvho at the local educational agency level are respopsible for programs
of vocational education for handicapped and disadvantaged students. In
Minnesota, this job is designated as Coordinator of Special Needs.

The Department of Educational Administration conducts inservice training
for directors of special educztion. The present investigation was suggested
by some of the developments in that program. Other activities have incluced
a survey of special needs personnel in the various state divisions of voca-
tional education znd a survey of local special needs programs in the various
states., ’ -

PURPOSE OF STUDY »

The purpose of the presené investigation was to delineate the nature of
the job of Coordinator of Special Needs in Minnesota, and to determine what
competencies are perceived by the incumbents to be required by that job.

The study investigated the following:

1. Characteristics of the organizational context of the job, nature
of the program supervised, and background and professional orienta-
. tion of the incumbents.
2. Competencies required on the job as, perceived by the incumbents,
and,

3. UWhether, in their perceptions of their competency requirements,
the Minnesota Coordinators of Special Heeds constitute an indis-
tinguishable single population or vhether they are made up of
distinguishable sybpopulations.

Available information indicated that the job would be diverse and that the
. incuabents would be varied in backgrownd and orjeatation.

RELATED IRYVORMATTON

Special Needs propramming In vecational cducation {service to students
vho ave hundicapped andfor disadvantaged) has attained high visibilicy, and

18




ite lecad personnel are the subject of considerable interest. The job of
Coordinator of Special Needs, to which 1Is allocated the responsibility of
speclal needs programs at the local level, has emerged as pivotal in the
" enterprise. The job is defined in general terms in the Minnesota State
Plan for vocational education, but neither in Minnesota nor elsecwhere was
there found 2 statement of what competencies are required by the job.

The competencies of ecducational personnel have likewise become the sub-
Jects of extensive literature. The competency based movement is relatively
recent, with most.of its literature appearing in the 1970's. The competencies
approach has become the most common cne in the design of new training programs
for® educational personnel.

A state by state search has not revealed the existence of a preservice
or inservice training program designed for Coordinators of Special Reeds.
Rate of entry into the job appears to be rapid and the incumbents appear to
have been variously recruited. The specific facts regarding this, however,
had not been previously ascertained.

DESIGN OF THE STUDY

Population The population studied consisted of all 33 present Coordinators
of Special Needs in Minnesota.

Competency statements A jury of experts was assembled to generate competency
statements. The jury coasisted of: the state Coordinator of Vocational
Special Needs Programs; the state Coordinator of Vocational Programs for the
Handicapped; a University of Minnesota proiessor-of vocational education; the
president of the state association of special needs personnel, the secretary
of the association, and zrother local special needs coordinator; a University
of Minnesota professor of educational administration; the director of a pri-
vate rehabilitation facility; and a consultant engaged in daveloping a state-
wide information system for special needs. The jury merbers individually
submitted competency statcements and then met for a full day and an additional
half-day to refine and collate the statements. " The result was a list of 44
compelency statements, '

Position description A.questionraire was developed for generating information
about the orgonizational context, the progran characteristics, and the coordi-
nator preparation and orientation. This questiopnaire was submitied to the

33 coordinators in HMinnesota, with 100% return.

Compctency vating The 44 competency staterents vere Presented to the Coordi-
nators with the request to check each competeancy as being either Not Needed,
Useful, Imporctant, or Essential to the conduct of the job. Returns vwere
received from every coordinator.

Analysis The retwins were statistically checked for patterns thal might indi-
eate veliability of the Instruments. The chavacteristics as revealed on the
position questionnaire and the ratings of the competencies were tabulated.
Finally, 17 competencies ware checked agadnst 7 chavacteristics of the positieons
md of the Incumbents to detevmine whether the competency ratings were those

of a single population or of distiunpguishable subpopulations.
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. FINDINGS ™

Instrument reliability To the limited extent that verification was possible,
the instruments appeared to be operating with reasonable reliability.

" Organizational variables Geographic location was found to be roughly propor-
tionate among central city, urban/rural, and rural. Most incumbents were
found Iin Area Vocational-Technical Institutes operated by single school
districts, and most were under the immediate direction of the school director.
Most of the incumbents had job titles similar to that of coordinator and
over two—~thirds of the jobs had been established within the past two calendar

years. .

Prqé}am varizbles Most programs were nelther completely integrated nor complete-
ly segregated. In size they ranged from ten to more than 300 students. Age
levels sexrved ranged from junior high to adults over age 21. Types of student
need were reported egquivocally. The coordinators reported supervising per-
sonnel ranging in nunber from zero {five programs) to over 20 (six programs).

Incumbent variables Most of the incumbents reported academic degrees of
Masters level or beyond. Most of them had had at least 9 quarter credits of
training in general education, vocatiocnzl trade and industiial education,
spgcial education, and educational administration. Most had been cmployed in
vocational education in the past. lost of them had taught in generzl education
and over a third of them had taught in special education. MNearly two-thirds
vere members of the American Vocational Association and more than hali were
nembers of the National Association of Vocational Eduvation Special Keeds
Personnel. '

Competency ratings 1lMost of the 44 competencies vere rated by the Coordinators
as being at least Importent if not Essential. On the other hand, at least

one coordinator reported ecach of 39 coppetencies to be not needed at all in
his situation; only five competencies had no ratings of Not Needed. The

most common rating of the competencies was Essentieal. '

Conlingencies A total of 17 competencies were selected to be matched against
7 variahles from the position questionnaire. The proposition to be tested
vas Lhat variables on the position questionnaire could be used to divide the
responding population into groups who would rate the competencies diffcrently.
Of thie 11% comparison, 4 were found to be statistically significant at the
.05 level. This finding does not allow a practical division of the popula-
tion into groups; for practical purposes, they may be considered as a single,
bot diverce, population.

_ CONCLUSIONS AND RECO:MMENDATIONS

Reliability of fuformation The fnformation in fieneral was considered to he
adequately reliable for this carly stage in the development of a training
program. ’

Population unity Useful subpopnlations awong Minnessla Coordinators of
Special ilevds vere not disciininated by thig stady.  7The population 1s best
treated as unitary and the positions are best considered to be variants of
the sare job. Within that sime job, theve is much diversity and tralning
approashes shonld be individualized. -
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Coupetency patterns Perceptions of competency needs lacked wnanimity; however,
the clear majority of coordinators copsidcred most competencies on the list to
be at least Important. The conclusion is that the expert jury was successful
in generating competency statements that were reasonably compatible with the
Job of coordinator. Some of the ratings lezd to the conclusion that some of
the coordinators are not yet familiar with all of the requircnents of their
Jobs.

The job The job of Coordinator of Special Needs is emergent and not yet

fully defined. It consists of 2 new general class of persomnel in vocational

education, the first middle wanagers who are not trade-specific. The job

has multidisciplinary affinities, with roots jin at least vocational education,
special education, and vocational rehabilitation, as was evident in the compec~
tency ratings and in the incumbeats’' backgrounds.

Pecormendations tu the fjield It is recommended that the state education agency
and the incumbent coordinators engage in continued clarification of the nature
of the coordinator job. The diversity of nrogram and job context should not
be unnecessarily discouraged. WNeither should there be suppression of the
diversity in incusmbent background and orientation at this stage in the field's
developnent.

Recommendations for training The general research and development plan of
which this study was an early segrent was confirmed in its immediate succeeding
stages: '

1. It is recommended that there be developed an individualized, modular,
competency based inservice training program for Coordinators of
Special Needs. »

2. It is recommended that investigation be made of the applicability
of this study's findings and recommendations to other states.

3. Since the position is in meny respects analogous to that of the
dircector of special educztion, consideration should be given to
using the 2lready developed traininyy progras for special education
directors vhere §pplicab1e.

4,, It is recommended that a determination be made of actual competency
requirerents of the job as well as the presently reported incumbent
perceptions of cowpetency need. | .,

5. TFinally, thec competcucy list used in this study is affiried to be
an appropriate one and is recommended for further refinement, such
as the division into adminiscrative and service competencics and
a free sort to develop a taronomy of compeltencies.

Richard Weatherman,
Project Director

Gordon Krantz,
Project Coordinalor
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COMPETENCY BASED VERSUS PERFORMANCE BASED
TRAINING: A WORKING PAPER

. ©

v ' 1976
Gordon C. Krantz

The literature on competency based and perfornmance based training in the
field of education does not distinguish very well between conpctency znd
performance. 1n fact, one finds statements 1ike "CBE {(competency based
education} and PBE {perfornance based education} refer to the same movement
and will be uscd Interchangeably in this volume'  (Houston, 1574).

In ordinary English, however, performance is what a person does and
competency iz the ability vhich accounts for his being able to do it. There
is something cminently sound about respecting c.smon English usage when one
is speaking Engiish, and something emlnently corrosive to long term communi-
cation in deliberately using words In a mamner that contradicts their corcon
weaning., The movement known as competency based training and/or perfornance
based training is overdue for sctting its semamtic houge in order. The
atrategy for producing competencics is sufficiently different from the
atrategy for énhancing performance so that confusion is bound to impair the
effectiveness of the effort.

The proposition to be stated here Is that quite different sets of Ideas
and procedures arc Involved in the designs of conmpctency based training and .
performatice based training. -

. First of all, the subject under discussion 1s training and not education,
Education is 2 worthy goal and one which is broader im its scope and intent
than is training., The purpose of training is focusced upon a specific vange

- of activities and responsibilities, typically those of an occupation,

Beturning to the distinction between competency based and performance
based trazining, it may be well to outline each of these as ideaticnal
structures, each with an assoclated set of rationally permissibic proceduves,

* The purpose of each is to enhance program achievement through cnhanced
performance of the program operator, the person who carriecs out functions
which will effect the program, Further, both perfsrmance based and competency
based traininy, use tralning as their mcans for attalning this gencral geal.
The difference lies in how attainment of the gencral goal is thought to be

- mediated into perforvance,

By definition, compectency based training purports to mediarc its results

through the building or enhancement of competencics, The idecational struccure
of thiz nediation as it secms to be commonly discussed Is shown In Figure 1,

23 .
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It is immcdiately apparent from Figure 1 that certain things are
directly in touch with the obscrvation base and constitute observable, rela-
tively objective events. These arc thc operations chat can be cbserved,
described with some objectivity, counted, tallied, and mcasured. Other
parts of the schema are said to exist, but they cannot be dircctly observed;

. they are Inferred from observing events on the observation base. They are,
to use the terminology long cstablished in the philosophy of science,
bypothctical constructs (MacCorquodale and Meehl, 1948). The structure ]
of cotpetency based training can be walked throuch as follows:

ls Selection of the trainees is of variable complexity, but it can
be described in terms of selectiom criteria or in terms of the
events which bring into being the population to be given training.
The description of sclection includes certain obileccive personal
charactesistics as well as the other items that go into personnel
selection or organizational cvolution. Oue way or another, 2
particular group of people with particular group characteristics
preexists. .

2. Training experiences, again of a fairly describable form and
thereforc grounded on thc observation base, are provided. This is
ususlly the primaty manipulandum of a training progran, whether
competency based or performance based. The training participates
in an R

3, interactidn with the trainees’ personal characteristics as

derived from selcction. The nature of this interaction may be but
need not be gpacified. It results in the trainees’ acquisition of
several internal charscteristics: :

4. Skill of some kind 1= said to be acquired. The trainee becomes
adept st somcthing. In addition,

5. Imcuwledge 1s scquired by the trainee. This 1s the easiest part

-~ . of the opcration to attach to measurement instruments as well as
to target by the content of the training. In addition to skill
and knowlcdge,

6. unknown other acquisitions and changes accruo to the trainec

a8 the result of interaction betwecn his selection and training.

Something that 1s made up of some unknovm variance in addition to
skill and knowledge, colled

7. compctency, 19 acquired by the trainec. This is the primary
hypothetical construct“of the schema and 1g somctimes said to
include the other constructs to which 1t 1s connected by double
lines in Figure 1. According to the logic of competency based
training, it i3 this competency (ability to do somcthing or socc
capability) that is the concern of the trainer. Competency is
somcthing chat the traince has or docs not have and has in some
. amount. It has a certain “thingy” quality to 1t and may be thought
of as soncthing in the person that explains why he 13 able to
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In any event, it is the person’s cozpctency vhich is said to explain
tis capability for .

Mesnvhile, the performance of the trainee is not expected to be indis~
criminate. Rather 1% 1is modified through the conpetency. and takes into
account the individual circunstances by peaus of an'

Therc are sevcral places in this schema where instrucentation may be

-
Y

perfora In particulsr ways and at psrticular levels of effectiveneas.

Like all hypothctical constructs, competency is not observable but

it is inferred from certain observations and in order to explain .
relatfonships to vhich it 1s idcationally linked. It probably, for

purposes of the present digtussion, ehould be considered to :lnclude

another eleucat. .

8. jud gg_e ¢ A quelity derived from the tumg a personal charae—- .
teristics and perhaps alszo enhanced by his training. .

-

#. pcrforrance on the job. At this point coe is back to the cbserva~
tien base and discussing a set of eventa vhich can be observed fairiy
directly. Perforzance consists, in the present sphere of discussion, .
in carcrying out the duties of the job. Each aspect of performance

is linked rather strongly to a spceific competency in that one usually
spesks of coppetency to carty out particular performances. The
performance is carried out fn the

10. <¢ircupstances in which the pcrson works,. 7These circumstances
are also relatively objective and reportable. Together with the
individual's performance, these circumgtances result im an

11. 1gtersction vhich is said to produce

12. progran achicvement. 1t 4s for the purpose of having program
achieveucnt of proper dircetion dud amount that society becomes

interested in the eutire endcavor of tompetency based training, {1t
is typical for socicty rather than the trainee to bear the cost of

conpetency based training.)

13. 1intcraction v:lth judgument. Further, this judgoent iz probably
enhanced by rcpcated exercise a3 well za by the characteristics
and expcriences of the traiunce.

and wsuslly is applicd. Many of the instruments are intended to peasure
the hypothetical constructs. The skill presumed to be cnhanced by the training
16 sampled by mcams of 2 ‘ .

14, test. This 1s generally on the codel of the trade test in
vhich wore than inforpation is peasured. Koowledge, on the other
band, 1 measured by &

15, test of information. This is the easicst of the instruments
to design and requires that the trginee be able to discricinate or
recall irems of informotion. This kind of rest 18 pore unidimen~
sional than 1s a
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16. simulation, which is a test assumed to measure the competency
' in more global terms, The simulation in fact may be taken as an
abstrsction or even equivalent of some sawple of performance. On
. the otber band, it is also posaible to

. 17 smgf‘e performance by ohserving some portion of the trainee's
+ sctual output subsequent to the training. .

The whole achems of competency based training is thus seen as a stmcture.

of idess that necessarily include hypothetical constructs. These constructs
are sone gort of thing-in-the-person and they explain why the training ’
resulte in performance. Instrumentation Is possible at at least four points:
test of skill, test of lmowledge, simulation, and sample of actual performance.
The relationship network which links the stritcture together is shown by the
lines on Pigure 1, joining the constructs and events into a series of lawful

If the relaticnships were found to be unlawful, that is irrational, the con-
atructual system would be rejected as irratiomal. They are judged by the
adherents of cowpetency based training to be lawful, to the extent that they
give thought to the subject.

. The lawful relationships in pexformance based training, ss are shown in
. Tigure 2, are schematically more simple. Performance based training, taken
literally, does not invoke any hypothetical, constructs, any explanatory
things-in=the-person. It does not tecessarily deny the existence of such
things-in-the-person, but it does require them as explanatory qualities.

. Performance based training, stripped of those things that are not
. ideationally necessary, involves only the follewing operations: '

1. Selection or specification of the trajnee’s characteristics
is the same as in competency based traifning. Similarly,

2. training way have exactly the same content, though it .is not
- necessarily the same. The trainee characteristics and the training
interact through some kind of

3. intervening mathematical variables. These variables are simply

& matbematical description of the relationship between selection
. and training on the one hand and the outcome performance oii the other,
. without trying to specify what is inside the "black box" of the
peraon to mediate the results. All that this mnodel says is that
the selection and training have the outcome of

4. performance, again defined as the carrying out of job functions,
This 1s somevhat less a statement of faith than Is the similax
statement under the other schema that performance is caused by
competencies. The only claimed causal relationship in pexformance
based training is that somchow the training (and selection) can be
sbosm to be contingenr with performance. This is -an empirically

. testable matter. As before, performance is rclated to the
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. relationships. For this reason it may he termed a2 nomological net (Meehl, 1958},
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$. circumstances of the job. As before, these circumstances and
the Individual’s performance enter into an

6. interaction which eventuates in ) .

7. program schievenemt.. As before, it is this program achievement
which ceuses soclety to invest in performance based training. -

8. Sisulation is one of the few allowable instrumentations in a
performance based traiuning logic. Since no skill, kmowledge, or
conpetency is imputed to the traioee, there is no logical poinc.
in testing for these things. Rather, an approximation of perfor-
mance is get up under circutstances which duplicate a number of
performance elexsuts and this is imown as sinmulation. Alterna-
tively, a

9. semple of the performance itself may be cbserved and this is
the other logically permissible measurement of training results.

In performance based training, in its pure form, all of the events
and operations take place on the observation base and can be cbzerved. The
training and performance are c¢onnected through intervening variables which
sre mathenatical or relation-descriptive in nature. In coopetency based
training, on the other hand, something called competency fs said to reside
in the person's characteristics and to mediate between ttalning and perfor-
meoce. The compctencies are hypothetical comstIucts and have explanitory
qualities,

This Gonttast 1s, of course, hetween coopetency based and performance
based training in relatively pure form. However, each formulation is a
statenent of belief about the way things are in the teal world and hence a

* distinction needs to te made between the two formulations. It would be

irrational to test for skill and knowvledge In a performance based training
program. It would be careless, but perhaps not irrationat, ro fail to
specify the relaticnships among the hypothetical constructs in a corpetency
based program. It would be of questionzble rationality to test for skill
and knowledge in a competency based program without specifying how these
things mediate training and performance.

There Is no particular reason why "the wovement” needs to choose
one model or the other at thisgrime. BHowever, there is good reason indeed
to distinguish between the modBls when discussing training programs in order
to aveld confusion and garbled communication. No field of endeavor is
particuelarly benefitted by either irratiomality ov cenfusion.

If the internal logic of the chosen- schema is respected, then there
is presently not much except taste to dictate the cholce of .schemata. In the
leng run, however, there is a criterion by which the cholce can be nade unless
it is rendered moot by the collapse of the PBT/CBT movement. The eriterion
is in the empirical question: Is it wmore useful to conceptualize competencies
or is it more useful to invoke nothing beyond intervening vaviables? The
question can only be answered by rigerous thought, followed by rigorous
observat lon,

-
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2. DM ADDTTION to amswering the first questiss, plesse vrite oo the line

1
ay @3

1. JOB TITIE = Plesss check the box 4F the right vhich follows the ONE
atateaent which 1s closesc to the title by which your job is known
in your district’s personnel iist. WHeed not corTespond to your

State certificats. - 8
’ "‘m Heeds Coordinator « « o o« o 4 o ¢ o s 0 s 0 ¢ 0 0 2 0o 1
wt SsTvices MADAERY o o o o s 5 s 8 o 5 5 5 8 8 o8 5 8 o of |2
PEURCAR MINAGEY o o - = = & s o ¢ 0 s ¢4 008 0 08 0 80 000 k]
mtﬂr of Spechl SEXVICES o o o 5 5 - 4 5 8 5 0 s s s e s — 4
Cane Sarvices MaNAgeT o o o o o ¢ 0 0 o0 0 0 0 0 4 0 0000 0 ] -3
16

m.oo..ooooo.ooooo..oooooooooooo

r..im the title by vhich your job is Ifsted {a your diseriet's persounel
. Iat.

3. Do you think thec your 1ob should have = different titis? 1If 20, plesss
write on the Lins below what yoo think it should be:

4. To vhox yre yoo directly responsible in tha conduce of your job?
Plessc check the box et the righe following the title vhich 13 closesc
to the ticle of the person to uhonyau report direccly.

3

L3 —

lnpldnundente!adistdet..................
Mrc:tcrof!schooler&m-.................
Depaztoenc head « & ¢ v 4 . s s 5 & &
Director of Special Educatlom . o + o o 4 » s 0 s o s s 0 0 o o [

’pccialﬂeedstoordtna:or..... ® s s s % e s e e
Other (vrite in)

llotc.:hmouolthcabou.-...... LR I A A I RN )

-

SR ™Y )

3. Waze and title of your fmmedisce supervisor,
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. i. .
pane
’ -
L] ‘-
‘ L]
. §. Yor vhoss work, bestdes your own, sre you raspousiblet In the blank .
folloving each citle, write in the KIPBER of such persous for whoss
. work you carry professiontl or supervisory rasponsibilicy. Count a
' It time parson as ONE. Whers the ansver is zexo, write 1o "0," . .
\ mrwiuptﬂmd”m......--.....--.- (.:’)
1
wsmmlgﬁ:(’)...........'-.o.o.oo m'n)
mwmml(‘).... ....o..oooo'.oo_(nbn) )
Sacretary(ies) or other ¢leeical supervised by YOU o o 5 « » « {14,13)
Tocatisaal !“1““!(‘)' Vosk Evaluateae{s) + 5 ¢ ¢ o o v o o » (1‘,17)
* ‘mé)‘“m“mm‘““‘pm“h.......io. m,l’)
1 - .
Other (specify) : . (20,21)
. Othae (specify) 22,23
4
. L]
i - - [y
o
7. LOCATION = Plesse check the box st the right which follows the one
. best deseription of the PRIMARY srea served by your pIograse. . (24)
central e.t:f ouly, populscion over 50,000, of s meceopolitan ﬁ
- m.o.'............o.....o........_l
ssburhs oaly, of & eity with populacion over 50,000 + « « + &+ & 2
ceatral eity, populacion over 50,000, AND fts suburbs « « o « &« 3
. urbanfrursl, including eity or cities of population 10,000 to

'y P T R T I R O I I R I R T I I T [ )

mostly rural, may inelude urbzn sress under populscion 10,000 . .

1]

other, DEFINE belovu! o o o o 3 o o 6 # 4 6 6 4 6 6 02 s 0 2 & 8 »
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8. ORGANIZATION = Plasse check the box st the right vhich follewva the ONE
. best descripeion of the kind of orRuntrzation te which you ete reeponsible
ia ¢he giminieccarion of your progtim of servircs to studencs with epetial
sesds i vocaticosl sducacion.

. E‘*\ & single, local school disrrice which opereres s COMPRERENSIVE

aducarional eystes, including elemenceaTy schools; may slso opaters (23)
. & wocarional-terhniesl sthool snd/oc toomumicy toilege: may offet 7
wocaticnal servica to reeidents of ochar diastices o + ¢ o » . o & 1

& local gchool districe a:gan!iad PRTHARILY FOR VOCATIONAL 2DUCATION;
WY COVET SaBt Stex &% WOTe than one local getetal educarion school
distrire, may be s Joint PoWard BOATde + ¢ + = - o 4 0 8 o 5 s 0 ® 2

a spacial posc-secondary discrice wvhieh is NOT primarily organized
fox wocacicnsl educacion; sz 1ilustrecrion would ba e junior collage
or ¢cosmunicy collegs disceice vhich is governed by e epacific etea 3
within the stete and wvhich may also provide vocarional gpducarion

. BUTTICR & 4 ¢ o ¢ ¢ % ¢ o 8 4 % 4 B 4 8 e s s e s Bt w s e

o incernediste wmit or Joint Powers Board providing e mumber of 4
edycacionsl services; HOT PRIMARILY organiicd for vocational
’ mm.o.o-ooooot.ooooooo...ooo.ooo

* . B .M.mbdﬂ‘ L R T T R R R R R N L 5

-9 . Pleaye entet the total opersting budget amount for your spaciel nesds
program only during .the cutrent fiscal year, rounded to the neactest chousand.

s 0 0 O (2629 )
2¢ 22 8 29) v

.

10. SEPARATENESS = Plaase cherrk tbe box st the righc folloving the starcment
that brsr deseribes vhete your spatisl needs ptvgran opecetes in trlacion o
the standstd vocarionzl rducirion prograsm, {30)

sperisl nerds program opreseed in a sepacscr temcrr, physitslly scpstsec
frem other prograns of votstional sducaticn or genceel cducdtion . « o . 1

specisl nccds progrsm opreated 83 en INTECRAL pict of thr scandard

woescionel edutarion progtaa of your ddminiscrscive otganization. no
sepatsce sprriszl necds sreas for student® (nay have spreisl offices 1
tot.t.“)tooo.Ovoa.-..-o...a-.o.oo.-ooao-

special peeds progras ncichee tosplercly sepataee por fully incrgrercd . 3
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any pert of your sptcisl mm-pmm provided to studencs 14 o soa-schaol
iie

facility such 8% 3 sheltered verkshop or rshabilicecion ceater, AND kthe

patd by che public echools Rt by woeational tehabiliration? 'ET0)
Yoo . 1
ve . . ’ e 2

.
' .
- - -
.

* .. . . L3

AGE TEVELS ~ 2leass soter io the blanks the approximste percentage of
the SFECIAL STEDS scudents vho sre at the folloving levels in your
progran, Rousd to thu nesrest vhola mumber (such as "125"): muse ctotal .

L R R R R R P 173K 1)
jﬂbr“‘hﬂﬂdﬂhl.!.o.o.......... - e "o v !(33..3;}
mtm“‘rﬁ"m.u.nooooooaooooo-o\oo.o " !(3‘..‘0)

’utnmdlﬂtcu‘n.o.o.........o........, 3“1-&3)
Ntﬂ‘t“.noooo00.0.0000000.00000000 ..;(‘H‘)

TOTAL 100 2

L3

13. Whsr &s the approxiszate nusbet of studencs vho ste in either mr;;o
daily attendance ot sverage daily membetehip in your SPECIAL NEEDS

e _ 70
(47 42 &9 %0)

LA N I B B I S B N N N A A A A
-
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14, FEZD TYPES = Flease enter ia the blanks the epproxisete Pevcenteges
of students I8 your SPECIAL NEEDS program vhe have the ststed
cause-chavacrariscics of speeisl needs. Please round to the
sarest vhale mumber {euch as "121"); wust rocal 1003,

P D % 7
mmmoooo_oooooo.ooooooooo.. z{,‘m
mu .‘hmha w:m and disadvactage . o o 4 ¢ o o - ) 4 {n‘l‘)

etadents vho £T¢ not 1deacified as attber handicapped ot ' "
M‘m“.‘ - & 8 - 8 @ L Y - ® 8 - 8 - & 8 L Y " = & & 8 - 8 — z (n.ln

. Torl,  _1003%

. Tha following questions telzts to your arxpevistces and viewpoints. PFleass
. 4o vot hesirate to Live fiank spinions.

13,  Flares check the box ot boxes ot the vight following ALL of the jobe

&t which yYoa have beda esployed in the past for elght months ov

wmret ..

. _.- .
Teaacher fo wocatioonl education « + #'c o s 5 s 6 s 56 5 5 0 __1.2(1.)
wm:tcnenmnlor..............'......_1.2(19)

Tapchar-coordinator, vocationnl education « » o o s 0 o s s o 1.2 (20)

c.u agrvices orauppm sarviees nuga.r R 1,2 (21)
!‘uchtr.‘.nlpoenlcéuudm‘l.----.-.----.---..__1.2(22)

Dirvectar ot superyiser of s_pechl Qducationm « + ¢ 4 + 4 0 s o 1.2 2%
. " School paYChOloRISt s 4 ¢ s s s e st s e s st s 1.2 (24) '
' Sahabilitarion eounseloT. atate ¢EploYad « o o o o o o o o o o 1,2 (25)
Yocstional edjustnent ¢ooTdinaeol, 4choOl/DUR o o o o + 5 o + & 1,2 (26)
‘Iudlltingcuuledue;tton.-................ 1.2 (21
School counselor, gentral aducation + o s ¢ s v 0 o s e e 0 o b |2 (28]
|

16, What was the eitle of ehe prétusioml Jab whieh you held
imedineely befote the job you now hold?




i 17.~ BMleass chack the boxes st the tight which follow ALL of the
grofessfocal orguntzations to vhich you curvencly belong,

. Amricon Vocatiooal ASSOCLSTION ¢ o o o o o o 0 8 0 v 5 s o 0 s 1,2 (O0)
v Mnlﬂqt!&n&l.mm.......‘.......... h,a oo
mmntuuumdum 1,2 (30)

Amricen Parsconal #0d Cufdsace Association -« + ¢ o s ¢ o o o 1,2 (9

ﬂ-.m.ofSpum&uutm............... 1.2(“’

m...ooo.ooooooooo_......_oooooo. 1.1(”)

8. ¥That 1s your present level of stademdic prepatetiont Plssse check .
the highast that gppliss to you: L8

! ‘ i uu”ooooooooooooooo...Qoooo..oo *

uu”ﬂu‘SMtcuﬂu.............4.

n‘ua’m‘sm.tcnﬂu..oo.oooooooo..

1

2

* N B T T T T A 3
.o .

Bdacotionsl Speclalist « + o ¢ o ¢ o ¥ o s s 0 0 s s 008 84 $

m“moooooooooooooo..oo.o.oo..o ‘

395 Plesss cbeck, below, ALL of the steas in which you heve had .at leasc

Y 9 quattet credits (6 semestet credite) of wmdstgtsduxts of gtaduats
) toursss: . ,
. "Gu.nledunl:ton 1,2 (3
' Yocatdonal, and Teade 408 IOdUSTTIAL o o o o v o o%e 0 o & o o « 1,2 (a8
Special ¢ducation « s » ¢ + s 0 s o o o 0 oo e oo oo e o e 1,2 {9
' Yocatfonal TeHabLILEACION  + « o o o o o o 0 o o o 0 o 0 20 o 1,2 (40)
Rducacional adaintsttecion, Progtan menegewent « . o .: .. 1,2 (A0
Bustaeas adalafattatldn o o o o o o s + 5 6 02 0 60 0 s s s 1,2 (2)
’
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Aruitoxt provided by Eic:

20. Since you have been In your present positien, for what ONE ampact of
your job did you find yourself to ba best prepazed?

2. Yor what ONE aspect of your job did yom find yowraelf to be lasst
wmll prepared?

Thenk you! Please Tetumm tot

Cordon Krantr

Pducational Adniaistration
Y00 Health Sexvicea Building
Poiversity of Hinnesota

$t. Paul, ¥ 55108




