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COAPtTEN6YBASE.1)

TRAININkPlOGIAMS:

A GENERIC MODEL:

.-
. A. ilimIoDucTioN

-

A competency-basedAraining prOgram is an
japproadi to the systematic-arganizatioAOf instiuc-
tional materials, media, and experiences with :An
end goal of optimizing the one job periormance Of
an individual who has been trained in utilizing
this technique: The useof the word competeAcy in
the\,phrase "competency -based training" does. not

-.:imply that all other programs which use a some-
. what different style or systegi to train individuals

are incompetent programs. It is generally Accepted
that competency -based training programs'are not'
appropriate.for fill individuals for all particular
situations. However, if the word competency is to
be safely defined As one Oho is ,adequately trained'
for tHe,purpose or has sufficient or entry level'
skills as, opposed to theworeloptoficient which
implies .,a high degree of competenceithrough train-.
'ing, the problem of expecting tooMuch from a
competency -based trainingrprogram is alleviated.

Thus f,r, one,model has been detailed
conjunction Zvi ish-comPetency-based training programs,
the Special EdGcation Administration Training

r

1 V
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Program (SEATP). As a.result'of this'progral model,
other programs can be adopted and ut/lized to train(
administrators in other vocational areas. -Two such
progIsms have been proposed for this purpose at toe
.University of Minnesota: a model for competency-
bised training of lead personnel for apecial needs
programain vocational education, and a mtael for
competency-based training of administrators in early
education programs serving handicappechildren:

The following material will-detail competency-.

based training programa which are currently being
used and planned in the-state of Minnesota for-
,possible nationwide adopficennd distribution,

1. PURPOgt

In September,. 1973, the Unitrersity of Minnesota

began operating a new training program -for special
education administrators. Known as the Special
Education'Administration Training' Program (SEATP),
the project is a joint venture between two depart-

4jments-of the University: Departments of Special
'Education and Educational Administration: It is

supported by a grant from thewBureau of Education
. for the Handicapped, United States Office of Educe-.

tion, and by funds frdm thwUniversity of Ninnesota.

,The program is designed simultaneously to meet
current, pressing need in Minnesota and also to

perve as S model that can be replicatedein training
administrators and practitioners in other areas of
human services (e.g:, practitioners and administra-,
tors of day activity centers, group homes, nursing
homes, etc.). In addition, the general dndel of
this program may be applied td preparation programs-
Or :Other types of positions.

. The Special Edudation Aglmihistrati,on Training

Pragram (SEATP) is a competency-based education
program developed rom a systems orientation model

Pr'
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andused for continuing education of professionq
administtators vo-promote educational effectiveness
and efficiency: . '

A,competency-based (oi performance- based)
preparation program is one in which

.

...performpnce goals are specified, and
agreed to, in rigorous detail in adVattce
of .instruction. The student must dither
be able to demOnstiate his abilities or
perform :job ,tasks. XQ is held account-
able, not for passing grades, but for
.attaining a given leve2 of competency...
the training'instituO6n is itself held .

accountable for producing able practi-
tioners. 'Emphasis'i:s on .demonstrated.-'

.produCe or output. (Elam, 1171, pp. r=).,
.1*

The Special Education Administration,Training Pro-
gram's (SEATp), utilization of a competency-based
approach ia ansattempt to focus On education
directly applicable to the special eddcation admin-
istritor's actual job. As a result, the program

,(SEATF) will better accommodate individual educa-
tional nerds; and, in addition, the procedures .

developed to identify and validate competencies
will promote prompt changes in,the existing curricu-

; him sequence to meet chingihg conditions and to ,

facilitate replicati.on of the model elsewhere.

The. requirement'that competency-based prograMs.
be able to demonstratethe4roficiency of each
trainee implies that they are data based. The
Special Education Administration:Training!Program
(SEATP) uses a-systems approach to identify each
component of -the training development sequence and
to' attempt to assure sufficient information for,
making decisions at each point. The systems orien-
tation also'contributes substantially to ease of
program modification and replication.

The Special Educatiom Administration Training
Program is a continuing education program *rich can

4
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be pursued by the, employed director otspe fat edu-

cation. This procedure as the advantage f enabling

more directors of spiecial-educatimi to participate '

than woad be. possible withlkiaditional on- campus

training programs. It is also more efficient for

participants, both in term of time and in cost, '

especially after' the initial program ,development

phase is completed. The program, therefore, tan -

readily be offered on either a,proservice ar inser-
vice basis,. because of, the nature of the competencies.'

toward Which the program is difeCted'( lf,nimum
essential on the job performances).

,

2. DEFINITION OF TERMS' 0-

.

The folio4g terms and defi4tions art'perti-
nent to this study as well as to the area 01 educa-

tional%administrattOn: ,

Accreditation: the procegs by which aji agency

or organization evaluates,and recognizes a program .

of study or an institution as meeting certain pre-
determined qualifications or standards.

Certification: the process by which qn agency

or association grants recognition to an individuhl
Who has met certain predetermined qualifications
specified by that agencyr association: Such

qualific4tions nay include graduation froth an accre-
dited or approved programs and /or aceeptable perfor-.

mance on a qdalifying examination,or series of, ,

examinations. -

Credentialing: the recognition,of,professional

4 or technical competence. The credentialingprocess

may include registration, certification, licensure,
prOfessional association membership, or, the award of .

a degree, in the ,field, in, the formal sense; or, in

the informal sense, recognition of competence by

_virtue of d6signate0 function (i.e.,, in-house

credentialing).
and i

Discipline: a branch ofknowledge a earning

in which a person has received certain education and

10
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a111400 Persons may function at various .levels
and with differing amounts of responsibility, within, '

. a discipline, depending upon the degree or amount of
-education, training, and experience. -

Equivalency Testing: the comprehensive evalua-
tiod of knowredge acquired through alternate learn-
ing exPerienceesa substitute,for established,
educational retirements.

.

Functional'Area: adivition of service within
an institution, in whic4 tasks are petiormed by .

persons Win have been trAined and educated.in related
disciplines or who are :17brking in related personnel

.. ..

categories.
,

.
: :4-,- .1

,
Id-House Credentialing: the currently empidyed,

informal process by which an-institution deterMinesu
that an individual meets the necessary reqb4eMents .

fo)rparticular:role, and, possesses the quilifica-
tibmir-necessary to perform a given task or group of

,.

tasks as part of that role, when that individual's .

,

ualifications,to perform fn that ro'e have not been
evaluated by a fdl-mal credentialing mechanism (i.e.,
lioenstire, certification or registration). An insti-

l tution-Imight in-house credential an individual for
a particular role by satisfying itself that the " ....

individual' had been adequately preparkl.to function
An that role by any or all of the following means: '

completion of a formal piogram of ducationrelatedfield; on the job eraini and wqrkin
a

lie exieri-
ence; or pkoficiency or equivalen y determination

' by formal examination or observation.
4 I

Institutional Credentialing: -a component of the
rocess of institutional aicensUre. 'This'component
would entail the,forlilization of the current, process
of in-bouse credentializirig by which an institution

,..

- determines that an'individual meets.the necessary. 4

requirements fors particular. .role. This determine-
tion would attest that the Individual possess the 4

qualifications and competencies necessary to perform,
o

a given tisleor group 'of tasks as pare of thatArole.
The meannnas to be empiqyed in determining an
individual's competence toper 'form might include
on the job observation of the qualierlof performance
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t.
,as . well as others, 'such aswfitten,_oral,,and prac-
tical sginations.

lietitutional 4Licensure:' n cOn epc a process
by which an agency lciternal. to. the 'institution woull:
accredit an institution i.thicht pro101eaedisdation to
credential, by appropriaeg`methods., *ter,taincategoi-ies
of its personnel under ehistegis of 'the institutional
license. The credenielaling'440u7X be lr4ittitd. out-by..
the institution, bu't the proceiaVoill815C monitprect
and approved by an.external agency, etcher public or ..

private. This approval would confer, upon the Jr:aft-
,tution-tht authority to' credential personnel cas .
approyed) under the standard operating l'icerule. ,r.

1- 'Licensure: the process by which ;an agency of' ---,-
government gra'nts permission' to an indltriedual.syhegy! -
or institution which, has met predetermined qualifi-
catiohs,to engage. in a given- occupation o'r junction

.and/or use a particular title.
t.

Personnel Category: a lob Mol in which persons'
with similar education and training may perform., A'
personnel category is characterized' bydile kinds of
tasks which:are performed. .Also, requ*.ments zre
tafially established fof individuals to kQrk in a

", '4 given personnel categoiy, e.g., type, and 413tuber oc

. .
years% or educational prwation.and training.

1
s

' Prof iciency Tes ting : an assessment of the 'tech- .
nical knodledgewand skills relied to the perforiance t. '

. . requir -.-_, knislof a+specific job. Such knowledge and"

skills Have,peen acquired hrough'Iormal or,,.
''._ informal

,means. c .

' k Reg,stration: the process by which 'qualified
individuals are,listed.on an official roster main7
tained..by a governmental or nongovernmental-agency.
Acceptable performances a qualik ing exai-ination
or series of examinatio eniy or may not Be required. ', .

(Tucker & etterau,' 1975, pp. viii-x)."With the above ,definitions detailed, t e
A. lowing sections -- program design, program imp

cation, and outreach of thegeneric model--will be

easier to understand.

44
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THE "ADMINISTRATOR OF SPECIAL, EDUCATION" .

Posmati.: :Special education programs and services
for handicapped" children have expanded during the
last decade at an unprecedented ratav This sharp

4 acceleration in services istdue to a numberof'fac-
tors, including philosophical acceptance of the right
''of all childten to an education, advooacyfrid, par-'

ents of exceptional children As well as school
personnel for speCial eervicee, litigation and leg
ation requiring puklic schools to provide special
services, and.incr. state and" federal funding
for initiation and ngoing support-of such prOgrama.

J.
.

. This incre se ins,the number of serVices 'appears
to be-progressing with expanding.sophistication in
the field. Research endldemonstration programt have.
'prOvided insights into,the manner in which exception-

, 'al children learn, and appropriate instructional
technology' has been( developed to cope with the.
problems. Many studiei have also recommended new
conceptualizations of service models and organize- °

tion patterns to facilitate pupil learning and
efficient use of resources. i4

One of the most prominent of these trends is
the philosophyfreferred,to in its various guises as
niainstreamini," normalization," or "the.
pf least restrictive alternatives." It'implies that
thetraditional_methods pf providing special educa-
tion services need to be thoroughly reexamined.
Meisgeier and King (1910), for.eXemple, state the
-following:

The main ,alternative to,a'regular class,
has been placement in a special self -
contained class. flowever,'hew sequen-
tial' arrangements of instructioRal alter-
natives suggest that only'asmall number

a
A

113
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of excqptional children will require self-'
contai4ediseetings: The greatest number
:gay be able to .remain in the, main systeM
if resource help 7s available and i' that
system makes use Of'.concepts such as

. differentiated p 4fing and provides
viable mechanisms rthe individuali-

11 zation of instruction. (p. ix)

As the school's capability to-accoilmodatehandi-
,

capped children in regula'r education programs

increases, the organizatflin of special education
ser'ices must change accordingly.

4

A In'the past, general edu6ation focused'

s
on the nmodaln'or large group of typical
children within the school population;
Special education was delegated the
responsibility for educating those
children who fell,intbdisahility cate,
garies defined by general educators as,

. being children unsuited for the general
-educational program: But events in
recent years indicate thac'these two 4
quasi- distinct educationalsystems will
converge,and.the-next decade, may see,.
all childrenand teachets within the _

parameters of education. (Weatherman;
. ,

1968, '15.,17)

However, as these changes take place; a parallel
,trend has been establishment of separate adminis-
trative units for-special education programs. The
number of diVeciors and other administrators of
special education programs.have been growing'rapidly.
A'number of reasons account for this trend and -these
can best be examined within the content of the
following broad rationale. *

(1) purpose-of special education. A general

purpose for which special education'is organ-
ized is to provide intervention's-designed ce
remedy or ameliorate those conditions which7

14



thwart normal development: The responsible
organizational unit must include not only
special teachers, materials, etc., but also
provisions for effective advocacy of exception-
al children's rights and needs, and expertise
to plan and supervise vpecial education inter-
ventions and to ensure ongoing communications
within the school system and within appropriate
community agendfes.

(2) Population to be served' Although many
mildly handicapped-children can be served in
mainstream programs with appropriate euppott,
schools are also being asked to providecomprehen-
sive services for severely and multiply` impaired
children who were previously considered "unedu-
cable," and who require intensive, expensive
services. These services are often provided
in conjunction with nonschoOl agencies, 'in
cooperation with other school districts, or
by intermediate disttiO, rather than by the
district in which the child resides; however,
the local school district retains responsibili-
ties for program Monitoring and tuition paymehts.

(3) Categorical legislation and funding sources.
Most states provide categorical state funding

for special education services, and increased
federal support for special education has become
available. These faaorshave created needs for
efficient planningoosupervision, and accounta-
bility for these multiple funding sources.

Program development, organization, and supervi-
sion involve many complex responsibilities for the
director of special education. .A director of siecial
education, oftentimes, is impeCted,to be a speciplist
in a variety of functions which can be classified as
follows:

devising ways of identifying children with
spe cial needs;

assessimrchildren with special needs in order
to determine what kinds of special progrbes and

15
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services should be provided;
planning the dppropriatevariety of interven-

,tions or program alternatives to mediate properly

between thechilengspecial.education needs and tasks

of rehabilitation and/or educational development;

marshalling and organizing the resources needed

a comprehensive program of special education for,

exceptional childreit;'
directing, c9or4inating',0 and counseling appro-

priately in gu/ding,the efforts of those engaged in

the special education" enterprise;
evaluating and conducting research in order to

improve special instruction and the quality of special

services;
--intexpreting and reporting information to gain

public support and influence the pbwer structure in

helping ,to achieve ptogram obiectives;sand,
recruitment, selection and training of compe-

tent staff. 1
- 4

(Weatheiman, 1968, p.AJ)

b. ZNAIdATORS OF TRAINING NEEDS. In the past,

colleges and universities have placed:little empha-

sis on education of special education administra-

tord.

Milazzo and Blessing reported in 1964 that of

225 colleges and universities preparing special educe-

tion perpoonel, only 40.offeild programs in adminis-y

trationand supervision. Only eight programs offered

a sequence of general administration courses, and

*Mazzo and Blesiing xeported a need for specific

training and experienceln administrative endeavors.

Willenberg (1966) noted the "paucity of, specific

research on administration of special education"

(p. 134) and described several obstacles which,might

Recount for this lack.. COnnor (1910) noted "an

intermittent and slow rateortinterest in specifyihg

and upgrading standards of preparation" (p. 373).

A
,

- More recently, Vance and Howe (1974)? in a

follow-up study of studentsWho had received federal
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training grants, notedtha edlication',

administrator try was;provided at the'doCtOrai
4 level. .

This is expensive,` time c onsuming and
ignores the needfor tnaining at the
subdocborsl levelsfor those individuals
just beginning a career at the manage-

\ oment level in special education: (p. 121)

Vance and Howe also indicated needd for competence
in general Administrative processes and practices as
a;resdlt of the mainstreaming' movement, skills in
understanding the implications` of due-process, and
intern8hip opportunities.

In considering development of preparatioh pro -
grams for. these directors, however,.alurther need
becomes apparent: .the lack of precise definition of
the curriculum due to Abe frequent ambiguity of the
special education admipintratoes:role.

4

: Unlike the role of a School principal or busi-,
mess agent for a school district, the role of the
special education administrator has been determined
by factors such as state laws_ and regulations, educa-
ti 1 practices in the national,Istate, regional or

al.programigA which he/she.1.responaible, and,
the philosophy toward handicapped children which !

exists. in his/her organizational unit. A recent
discussion (Kohl & Marro, 1971) commented:
dO A

is' difficult to define the typical'
duties of his'leader since he is found
in different administrative patterns
and has a variety of titles with little
relationship to specific functions. (p. 9)

In addition to variations in job.deseriptions
among directors, further ambiguity is created by the
differing Ways in which 001 staff .in the school
district and,community perc ye the director's role,

4 creating discrepant expectations of the administra-

tor of special education (Hensley, 1973).



. -

, 12
4

Despite' variations in role definiLion,
however, some studies have noted a convergence on
typical or most pressing problems encountered by
specialAducation directors in Minnesota, as per-
geived%plLthe directors themselves (Bilyeu4 1973;
Wedl, 1973).

7.

V.

c. MINNESOTA NEEDS. Inadequate educational oppor -

tunities,Ansufficient role definition, a lack of
relevant research on administrator preparation,. the
need for education at the subdoctoral level, and the
need for ,administrative competencies are all national
factors of which the Special Education Administration
Training Program (SEATP) planners were aware. With
the above national factors and further research, the
SEATP planners were able toindicate training, needs

-bf special education specific to the state of
Minnesota.

As in other emergent fields, growth in special
education programs had meant that the demand for
qualified personnel has exceeded t4e available sup-
ply. Tu staff expafiding programs ,' persons with
minimal experience and certificatiOn have beendhired,
creating needs for ihservice or continuing education
programs.' Spriggs (1972) indicated that this is true
for 'administrators asWell aispecial,education
teachers. The majority of directors or administra-
rors of, special education programs had assumed their
present positions recently; for most, their present
positions are their first administrative ones. 'Spriggqr.

Lalso indicated a high degree of educational level for'
special education administrators.. As a group,.

entry level administrators usually have a masters

; degree in'a Tmrticular special education disability
area or teaching specialty. They tend to be young,
With three to five years of teaching or related pro -
lessional experience, but with limited administrative
experience.

The edutational background of these-new special
education administrators tends to be somewhat differ-'

int from that of. the typical adthinistrator in



education.' GeneiSlly;.education administrators
assume their titles and positions only after cem=
pleting a certification program ii school adminis-
tration, but ithe special education administrator
typically enters without a certification program
in education or other administration or. management
training.

Directdrs of special education are often
moted by their employing school districts into a
istrative positions. New directors are oftentimes
selected fot theit.positiOris because-of'demonstrated
success as special education teachers or for a.variety_,
of, other reasons. The disproportionate numbef of
special education administrapors in Minnesota who
were formerly school psychologists orspeech patholo.
gists suggests that selection might be influenced by
prior visibility and interactiond with other adminis-
traitors within the 4istrict. Demonstrated adminis-
trative competence does not appear to be the major

selection criterion...

D istricts with.new special education administra-
'tors are frequently rural 'Or small town interdistrict
special -education cooperattves'loceted beyond.dbm-'
muting distance'frOm the'Twin Cities. The Special .

educationedministrator i$ ,usually hirqdon a 12-
month contract. Consequently, a new director is not
in.a position to leive his/her job arid'return,to '

university or college program for administrative
preparation either during the school year, or'in the

summer. Furthermore, new advinistrahors are expected
both by the organizations to which they work and bbl
the State Department of Educatioh,to administer'the
program successfully, and, when necessary, to leain

on the job.

'd. COMPETENCY-BASED EDUCATION. Traditionally; prep
aration programs for teachers and admidiptrators of_
educational progtams consisted of a eet'of 'experiences
whiCh the prdspective practitioder must undergo prior
to receiving licenspre or eartifidation in .his/her. %

profession. Such programs tended not to specify in
-A ,

A
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',detail the tasks prospective educationists needed to

Wable to do or accomplish taqualify forlicensure,
&roam there any gbjective guarantee that graduates -
9f such programs hid been prepared to performhe

'
'tasks actually expected cif them once they actually
,
assumed teachirkor administrativeposition.

,Cirtfocismsef traditional teacher preparation
programs have'beed mounting since. the 1960's, apd,

the, sources of discOritent are varied. Some sources

of dissatisfaction are general,sincluding the
increasing awareneep in the last decade of lack of',
progress in meeting inadequacies in eat:dation and the

imPlications that vastly improyed preparation require-'
meats are necessary both to meet changing conditions
and to maintain theviability of public, educational

systema. .1n addition,,demands for.relevance of prep-
aratidnprograms.have increasedy resulting in demands
for participation of presentadd kospective teachers'

in ,detirmining- educafion goals and methods. Another

source of demands for cheuge in teacher preparation
programs.comes frpui advances made in the art and

science of teaching. Technological development,.
,werimentalinstructional-modlii", and the increased

availabiltty of federal funds to support these
research and development.efforts have enhanced, the
possibillty that improvements in.fact could,be made;
and,Undergirding all of these is the increasing

pressure for accountabiliijy in educational programs.

The AACTE Committee on erformance-Based TeacI4
Education (1974) has offered the following definition
of competency- or performance-based_teacheT education:

1, The instructidna1 program is designed-

,
'tc bring about learner achievement of 1p
smeified competencies (or,perforMance
goals) which have been

'derived from systematic analysis

of the performance desired asend
product tusually that of recognized

"'practitioners) and
'stated lin advance 9f instruction

in terms which make it possible to

e

20,

4



,
r

.15

,determine 'the -extent to which ,

competency has been attained.

,

. 2. --EAridence of the learner's achievement-
'is obtained through assessment

of learner performance, applying.

, criteria state:11 in advance in terms
of expected levels of. ac6omplish-
mezit bnder'specified conditions and

is used to guide the individ-
ual i learner's 'efforts, to determine

his tate4of progress and_completiok,-.
of the Program and, ideally, to
evaluate the efficacy of the
dnstructional system, and add to
the general body of knowledge,
undergirding the instructional
process.

Tht,foregoing impliet, of-course, that:

1- . Instruction is individualized to e
cOnsiderableextent-: .

2. Learning experiences are guided by
feedback to the learner. 4

3. The program as 1 whole 4as the
.qhaiacteristics;* a system.

4. Emphasis is on exit or outcome
requirements.

5. The learner is consAdere d to have'
mastered the program only when he
has demonstrated the r'equired.
level-of Performance:

6. The instructional program is not
,time based in units df fixed :

!duration. (p,. 7)'

bind"temp "competency-haSd"-and "performance-'
hind" education are often used to refer'to the same

movement. "Performance- based" terminology stresses

N-tixi,45Wier in which, the learner demonstrates know-

ledge and skills and implies that knowledge gained
. lift.'

4,



.mdst be employed-in overt action. "Competency-
based' terminology stresses, the notion ofa minimum

standard for effective performance. Both identifiers

connote educational programs Oat go beyond knoidedge
fot its own sake, and emphasize performance and con-

sequence of actions (Houston, 1174).
A

In the majority cases, competency- Qr
)performande-based ediication has been used for teacher

preparation; less use has been made of the concept,in
developing or organizing training programs for school'

administrators. Although competency-;based prepare-

tion for school administrators is required,or recpm-
mended.as a basis for certification in.Minnesota and
other states, specification of competencies often has

not yet reached, the level-of behayioral or at least

Aeasurable objectives (e.g., Dederick, 1%73). In

addition, most of the competency-based education
literature is concerned with undergraduate preservioe
preparation of teachers, and lees use is made of the

concept for graduate continuing education programs. .

Despite he lack of many precedents for

competency-bas continuing edqcation programs for

administrators, ucational needs seen by Special
Education Administration Training Program (SEATP)
planners suggested that a competency-based approach
might well be appropriate. and effective for this

program. The emphasis on performance goals, system-
atically defined and derived from the performance of

recognized ptactitiohers; is relevant,to the lack of

'role definition noted earlier. The emphasis on'

assessment of both learner progie6 and effectiveness

of the instruationale system permits continued refine-

ment of a relatively experimental program in its

developmental phases. In addition, the.'flexibVity

offered in delivery of services increases the prob-

ability that the progrim can be adapted to the
variety of conditions which exist even within a"

given potition in a single state.,

In special education, factors in addition to

mentioned above have resulted in changes in

22.
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training programs. The field has grown at an
unprecedented rate--both in numbers of pupils served'
and in sephistication of practitioners.

Amon 'the changes in training programs for
special Iftucatim has been the recently passed Pub-
lic Law 94-142, "Education for All Handicapped
Children Act of'475." In this Act, Congress found
the purpose to be'thi f llowingi

...to assume that a/ handicapped child-
ren have available to them...a free
appropriate public education which
emphibizes special education and related-

' services designe4 to meet their unique
needs, to assure that the rights of
handicapped children and their parents

,or guardians are protected, to assist
States and localities to ,provide, for
th4 education of all 'handicapped ch.ild-

ren and to assess and assure tpe effec-
tiveness of efferd to educate handi-
capped children. (89 Stat. 775),

There have alit%) been major shifts in orientation
(e.g., away from the "medical model") which have
created training and retraining needs; and, another'
source'of demand is the number of persona in special
education programs" not appropriately certified,
despite the general oversupply of-teachers, and who
require training programs that are at one and the
same time entry level training and continuing educe-
tion.

In response to these conditions,. the movement
toward competency-based orperformance-baied
teacher education (CBTE or<PBTEZchas emerged. leivo-

.'cates of competency-based educatIon4arograms assert
that benefits Zirladopting this approach will be felt
throughout the, ducational system, and the payoffs
are both'immediate and long range. Competency- or

performance-based teacher education (USTE/PBTO
promises:

23
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Uolog
'large

(10

years)

Intermediate
range
(4-10

years)

Short
range,
(0-4

, years)

'

Almost
immediate

0' 0

Topimprove quality of

struct.ipn in the nation's

schools, and in eonsequehce
to improve teacher education'.

TO' prepare knowledgeable and
skillful teachers in a cur-
riculumcwhbse elements have

been teited for validity
against criteria of school

effectiven4s.

To identify tentative teach-
er competencies, to prepare
instructional materials and

. evaluation procedures, And
to establish conditicins to
validate.,peacher educatiOn
turricula and Piomote
teacher behavioreresaarch. s

Stronger-relatiopshipe
between teacher educators,
public schools, and the
organized teaching pro-

fession.

Greater student satisfac-
tion with skill-oriented

. teacher education programs:,

Increased accountability,
of teacher education programe.

(RosneFEf Kay, 1974,p. 294)

2. PROJECT COMPONENTS

s

411

The University of Minnesota has ha4 a prepaia-

tion program for administrators of special'edUcatiod

for a 'number of years., mot conventional
2
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programs, it has been an on-campus.p rogram, focq,Sing
-on training a limited number of, persons at .t.he
doctoral level.

To reach the wajority of new directors for whom
the existing degree.progiam may not be appropriate; we
the Special Education Administration Training Program
(SEATP) has been developed as an alternative education
sequence; This program hds'not only been designed
specifically as a response to.the canditioriS pre-
viouply indicated, but it is also seen as having the
potential foll!widespread adoption for training special
education administrators in other states or for train-
ing administrators and practitioners, f other human
services progrgag* The Special Education Administra-
tion-TrainiOrProgram ( SEATP) has seveA basic
'features;

.

4 ,

The objectives -are stated as competencies of a 4
director of special education.

These comnetelriesior performancei are derived
empirically from examination of the job which existing
special,education directors perform.

* 'There exists an identifiable core of mipimum
essential competendiee for all director of special.

- r

education positions, despite variations in individyal
job descriptions, scope of authority, line'orstaff
designation, size of program, and single or multi-
district organization. These core competencies con -
stitute thi program curriculum.

Instruction received by a participating director -

Of special education i. ased on in4ividual needy as ,

'determined by prior aril on g assessments.
. Instruction is field- rath hen campus-based,

The types of instruction offered emphasize teach-
ing of facts and concepts and the practice pf skills
relevant tp performance in, the position.

The,pasis for evaluation of the success of the
training programis student (administrator of special
education) practices, learning, and performance.

Each of the above pointswill be discussed in greater
detail with corollary Characteristics and assump-

''' tfbns on which these,characteristics are based.

.25
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a. cOMPETWCY-BASED ORIUTATION. The ffist char-'

acteristic of this-program,. its competency - based`

otientation,"reflects.a number, of current educa-

tional,,ftends. The recent press for accountability'

'in educational programs, thadesiie to reduce frag-,

mentation"apd overlap in training sequences, the

'need to individualize instruction, and the advantage

of communicating to the participating student what

is,expected have all contributed to the emergence ,

of competency-based training programs in teacher

education. Me

Competency-based instructional programs assume

that the competencies br performances which consti-

tute an educational program can be identified and

stated. Although some P eople%11 contend "that.

this is a controversial point in competency-based

teacher education, the results from needs assess- .

,thent Activities and review,of literature in the

field of special education administration strongly

- suggest that competencies in'this area can be

identified and stated.
4 ,

b. EMPIRICAL DERIVATION OF COMPETENCIES. Tradi=

timer training programs attempting to convert to

the competency orientation have sometimes tended

Ito rely on the judgments of university faculty as,

a means of'deriving competencies. The second

Special Education Administration Training Program

(SEATP) chaiacteristic is the method of derivation

of competencies for this training program which

has been done by surveying the population at phich

the training program is dtreceed. Although a con-

sensus on competencies by experienced special eduaca-

tion administrators at local, regional and stag,

levels, and college and university faculty has been

obtained, a study of the role and function of the

director of special education and observation of

Minnesota special education directors has also been

used-to empirically derive those tasks and those

performances- hich constitute the yecial education :

administrator's job. Competencies for this train-

progaim have 'been derived from these needs assess-

ment activities.
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Although 'this basis for establishing eduCational
program criteria may appear-to assume a certain amount
olpstabflitykin position description, it is recognized
that any position is s dynamic and changing one and
that preparation programs will require concomitant
revision,. RegulatiOns, fncr4ses in knowledge in the
field, and changes in practices will,all
influence the knowledge, attitudes; skills and task
capability necessary dfor minimum performance in a
generalized position. Consequently, instructional
hontent and performance criteria will change over

.

s time, as the job changes. The program design.pro-
, vide.s..for regular periodic`reassassgEnt of coMpetti-

cies essential for performance of t special eduda-
tion aditnistrative position. Some adjustme s will
be made on an ongoing basis; overall ,read sments
of specific. competencieswill be made every three
years arid at any time when changes in dducation,
organization, operations, legal constraint's, and
external forces (e.g., fnedical progress) suggest that,
the position has undergone substantial,hange.

c. CORE COMPETEAtIES. The prOgrem asserts'that
there exists an identifiable core of minimal essen-

:tial competencies for all 'special education directors,
r--- that they can be agreed upon, 'and ttlatttiose compe--

tencies, will' form the content or curriculum 'of the
'preparation program. The Special Education Adminis-
tration Training Program (SEATP).-personriel are well
aware pf the variations which occur among specific
positions inutlinnesotd, some.of which vary systema-
tically according to location (i.e., ,urban, suburban,
or rural; single dis.trict or'interdistrict coopers-

. tive; dtqfze of program) and others a;coiding to
range.of responsibilities and amount of authority
gi;ien'a specific kirector. Additional-sources of
variation are idiosyncratic to the heeds add desires
of a particular school district. Consequently,
epployers recruiting. prospective special education
adiinistrations may' desire performadcee and shills
not included in this training program. However,' '','

these tend to beN.lin addition to the minimum core
skills- -which have been identified repeatirdly tnrough

27
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.studia conducted under this traini9g program and

elsewhere. The Special Education Aftinistration
"Training Program (SEATO assumes that persons who

have attained these core skills can function in ad
entry level position and can adapt to the variations

which occur among districts.

d. INDIVIDUALIZED INSTRUCTION. Competency-based ,

preparation programs make it possible to pinpoint

individual needs. This program assumes that, despite

a common lack of experience on the job and little

prior formal preparation'in education administratiod,.
',"new special education administrators wivary in
the extent to which they have already attained the
minihal essential competencies. 'initial perfdrmance
'on domain-referencedtestsof content and on Perfor-

mance in simula'tions will determine specific prepdri-

tion objectives for each participant; therefore, the

amount and content of instructional experiences will

vary among participants. Continuing assessment'

throughout the course of'the preparation program .

will also enable the program to adjust to various

rates of participant leprning. This accommodation

to individual, needs applies both for instruction
conducted ing group and on an individual basis.

1

,

e. 'FIELD-CENTERED INSTRUCTION. A prominent feature

of this piogram is the locationTof instruction.

Special education administrators rend to ,be scattered'

throughout the state. Because of their 11- and.12-

h-contracts, h6; are generally unable to attend

Aclasses held on the Universityof Minnesota campus
'in the Twin Cities. Instruction under this prepare- '

Ition,program is therefore field centeid. A number

of program objectives can be met thro.gh individual

study;-and, ongoing group and individual meetings

with field consultants (experts in specific content

areas--e:g., fiscal) can be scheduled in locations

close to-the participants' residences and places

Of work. The program assuales not only that field-

centered instruction will increase the possible (1

number of participants who are willing to take

28
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further preparation, but also that the field setting
'Is appropriate to the instruction to beoffered.

.1. CURRICULUM- The content of instruction offered
through the program is also distinctivet it attempts
to teach basic facts (e.g., knowledge of special
education laws), concepts (e.g., program budgeting)
and skills (e.g., ability to develop a child study
subsystem). Methods of evaluation of the program
are consistent with these kinds ,f instruction, con-

msisting of demonstrated retention of the facts, con-
cepts-and skills presented, and performance or appli-
cation (actual or simulated) of skills taught. The '

assumption is made that a ?erson can be successful
on the job if he/she can demonstrate those skills
and that knowledge. In-mamy cases,pplication of
skills taught to actual problems encountered in the
administrator's ongoing cycZe of activities will be
required.

As indicated earliei, participants are required
' to be trained at the master's level-prior to entry

into the program; thus,,philosophicaltonsiderations
are not stressed, nor are there extended direct

,attempts to influence attitudes.. However, newly
appointed epecial education administrators can pro-
fit from intetastions with experienced school adtnin-
,istrators andOrith their peers (other special educe-
tioap 411rectors).. A field consultant network-is
develOped and serves the follpwing functions:

as.

moan

hotline system to parFragatifi-to answer ques
tions and help theM obtain needed resburces to cam-

, plete cprriculnm;
instructional systemto offer regional seminars

on modular.topics from. curriculum;
evaluation-systemtO.assess/approve participant's'

projects, and papprs during coursework op modules; and

role model for new administrators.

g. PERFORMANCE EVALUATION: The basis forwevaluation

of the Special Education Administration Training
.
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Program (SEAT?) is the student'sesopecial education

ad Inistrator) -learning'anrperformance:
As Indi-

c ed atoove, there -is 4; direct relationship -between

tr lning qffered Ind, methods .of evaluation; No *0

attempt is made to show effects-of this preparation

ogram on student (child) learning. One reason for

is is,thit effects of staff development.on cbild-

en's.progress is still not quiee clear, thuS, that,

opic generates considerable controversy wittily

ompetency-bAed teacher education. Besid e

is little reason to believe that a direct result of

-/a4mInistrator *paraxion will be'seen from iMprove -

1

ttut in child 11Arnling,. even though pupils growth

/ and develoPment'is the purpose of' all school -related-_

activities.
i ,

---'

Essential o ram characteristics, corollary

chatacteristizs,"WEd assumptions on which these

features are based summarited_beloW.
0

. - so.
MOW. /ached Alp llel.fratrfrat Tatum Ilgerhat causcrsierrucs

p
,.t

2Am2W._.e.4ss
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Other performances may to

desired far specific avenueo
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evecepts and skills
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MEEIL
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People have warping levels

of prior training. experi-
ence, and ability,

r -

6
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performance (actual or slaw-
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PROGRAM IMPIEMENTATION

.

A sySiemd'approach is used to clarify- the basic
phases or compdhents Niicolved'in program development
which are. discussed aldhg ,with examples of, specific

Special Edu(!iation Administration-Training-Program! .

(SEATP) procedures and instrumentation., Systems-
models ar intentiOnally developed at a general
level and arely Change their major elements and. .

relationt ps during implementation. 'The-focus on
inputs, activities, and outputs:has the advantage -

of being relatively independeht of content, add a
program stated in systems terms can b6-More readily_
adapted-tb any field in-which &imilarinitial condi-
tions pertain(i:e., where performance can be observed).

In its *it general, form, the Special Education
Administration Training Program (SEAM') model is
relatively straightforward and has many features 4p....;
common with other competency-bhaed education programs.

1. NEEDS ASSESSMENT

\

The first program development task is to identify
the target position, to estiiiate the extent of need_
'far,training.within this target population, And to
describe the pOulatioh.

For some education programs, surveys of needs for

legislative mandate,or other external dirgctiyes.
For others, deMonstrating,that there is- a ;need for a

. preparation program is'necessary to secure funding
and other, resources and may be incorporated, Aan
ongoing function of self-examination and.renewal
processes.,.

'(Adoption of a competenCy-based approach implies
that definiaons of.need for preparation programs
are derived from and/or supportedby a description
of the population to be trained. InternAl consensus
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among-faculty, although obviously desirable, is not'

regarded by the Special EducationAdministration 41p.
Training Program.(SEATP) staff as sufficient to
establigh needs without supporting, document pon
obtained from the field. Information gained'from
Chia initial planning phase is useful in delimiting
the content and determining brganizatiori of instruc-

tion.

The Special Education Administration Training
Program (SEAT?) itself used a'number of previously
available svaroes of information in delineating the
population to be educated. A revietof the litera-
ture yielded summaries of the typicA preparation:

ana'experience background of Minnesota .special
education directors (e4., Spriggs, 1972; Bilyeu,
1973; 'Wed/, 1973, which, along ,with d review, of

'presen4y.aVaiiable educationql,.opportunities,
.sUggested that priority be given to expanded-and,

'
-improved preparationin administrative skills for
preient incumbents of these positiona. As' the

Special, Education Administration training Program

(SEAT?) is implemented,.data.fram'prter training
efforts provide addition#1 sources 6f information

. 'regarding the target population,to be trained.
Other programs Ray wish to usOsimilar means, or May'

rely on demographic studies,, internal and/pr field

surveys, Delphi probes,etc.

2. COMPETENCYJDENTIFICATION

The second comRatIent of theSpecial Education
Administration Train ng"Program (SEAT?) prpgram
development model is the process by which competen-

cies or desired, performances are identified. A

multidisciplinary approach is used, employing two
strategies, (goal analysis and job analysis) which.

are used. to cross-validate eack other., Each,of
these strategies has pteviously been used as the _

basis for performance specification., Together the

strategies present a'reliable and valid dOcription

of the minimum essential performances for a particu-

lar position.
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a. GOAL ANALYSIS:- Goal analysid is Mager's (1972)
procedure for obtaining consensus among a group of
people. -This procedure includes the fgAlowing steps:
a pamel,is selected;'descriptive word nd phrases
are elicited from each pknel member; and all responses
are recorded. The panel then.meets to edit the
recorded list..Members eliminate duplication and

'nonessential items, fill. in deficient' areas, 'and

rewrite thellist in performance'terms. The grog
then rates each item for desired level of performance,'
specifies the'importance or centrality of achievement,
at the task, and agrees to the accuracy of the result-
ing material after it has been edited into'correct
state4ents of behavioral objectives.:

The goal analysis provides the general statement
of performance which, when combined with the specific.
skills,*taskS and knowledge,fiam the position (job)
analysis,.allows relevant behaViorally stated objec-
tives to be developed for the,position being studied.
These competencieS are then reviewed via the next
procedure, latent:Partition:Analysis.

.Crucial to effective goal anlaysis is the compo-
sition of the panel. In the case of the Special Edu-
dation Administration Training Program (SEATP), the "
special education administrator's job functions (as
determined by literature review),were divided into
threk parts--fiscal management, personnel management,
and special. education program development--and separ-
ate panels of, about eight persobs were convened for

each function. This permitted seleetion ofspecial7=.

beri without making each group unduly large. Each

panel included representatives fromlocal school
districts, regional consultants, State Department of
Education staff, and professors of education admin-
istration and special education.

It is important to have the input of the target

group as well as the expert. Each delegation con-

tributes°46m its own viewpoint. Goal analysis
panels that are weighted heavy with the practi-

A
tioner tend to generate goals which represent the

'here and now. A panel of experts tends to focus on

,33
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what should be ideally and often neglects the conven-

tional- practices. The balance of the composition of

the goal analysis panel is a judgment.that is contin-

gent upon the overall goal of the training project. -^

The Latent Partition Analysis (LPA) procedure-is a

correcting 'device for overt biases on the part of the

goal analysis panel..

9

1

b. -JOB ANALYSIS. Job analysis, the second strategy,

uses a set of procedures derive4 from' industrial
psychology for careful study of,a job within an

organiAtIon. It has been defined by the, United

States Bureau of Employment,'Security (1965) as:

...the process of` identifying, by obserL

vatton, interview and study, and of

reporting the significant worker activ-

ities and requirementa and the techni-

cal and environmental 'facts of a

specific job. It is the identification

of the tasks which comprise the job- and

of the skills, knowledges, abilities,

and responsibilitiesIthat are required

of the ,worker for successful performance

. and that differentiate the job-from all

others. (p. 5)
-

A number of7different methods may be employed in

conducting 4 job analysis. These include"queation-

naires and dhecklists, observation, individual or,

group interviews, logbooks, or judgments about good

and poor job perfordance.

Previous studies of special education admir4s=

trators tended to utilize analysis of existing job

descriptions and self-reporting by questionnaires'

sent to directors: The Special kducation Adminis-

tration Training Program 1SEATP) jobanalysis used

these procedures, but supplemented them with direct

observation and structuted interviews with.a small

stratified sample of the population. 'Tasks, skills,

and knoirledge reported.by any of these means were
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_summarized, distributed to all directors for comments,
and modified as needed {Weatherman & Harpaz, 1975).

4.
Specificity and inclusiveness characterize dif=

fereuces between results of goal_analysis and that of
job analysis. Results orthe Job analysis included
a lengthy enumeration of all those specific tasks
which every Minnesota'director.perforned. Gopl

` analysis, an .the other hand, included judgments SI
centrality.or importance of more "global" performances
and may have omitted some tasks entirely. The two
procedures were used to check each other and produce ,4

a more accurate 4escription. Also, it is recognized.
that position requirements have a tendency to change
over time. In most positions, job requirements and
competencies will not sbow substantial' differences
over tinespans of less than three years. Come
quentiy, the Seecial Education AdministrationTrain-
ing Program (SEATP) intends to repeat goal analysis
and job analysis procedures every three years to
revalidate performance specification as director

_d9ties'and competencies change.

3. COMPETENCY COMPOINENTS

Ligtent Partition Analysis (LPA) is a computer -
assisted technique that Naps to organize and clarify
a set.of ideas as those.ideas are implicitly under-
stood by a group of people. :It is called "latent"
because it reachep for the understood, but not pre-

m..

because it classifies or dividts the ideas into con-

cepts. It is an "analysis" in that it is a means of
examining; and organizing the ideas. -

Latent PartitiOn Analysis (LPA) is a free sort.
That is; the people who make .up the sample or popu-
lation are left free to impose their own understand-
ing upon the set of ideas. What.Latent Partition
Analysis (LPA) does is to tease out that framework
of .understanding::
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. - The procedure, except for the computer-aseisted
calculations, is technical but simple. A set.of
ideas, in this instance competency ptatements, is
first made into an unclassified list (goal analysis

and job /task analysis). This set is printed onto.

cards, one competency per card. Blank cards are

also provided so'that additional statements can be

added by individuals slaked to participate.in the

procedure. The people whose understanding is sought
then sort the cards according to instructions that

leave them free to determine their own categories.
The Latent Partition Analysis (LPA) computer program.
takes the cards, computes, and reports how the group

organizes its competencies. The result is a list

and a classification scheme which is most compatible

with the understanding of the group.

Several features are characteristic of Latent

Partition Analysis (LPAJ. The most salient are:

The resulting classification scheme is likely

, to be different from some of the standard schemes:

For example, a competency category dealing with pub-

lic relations mayor may not emerge. What does

K emerge is likely to be fundtional for the group.
In spite of its superficial resemblance to fac-

tor analysis, Latent Partition Analysis (LPA) differs

An that it accepts categorical data and does not imply

any Underlying causal factors.

The Latent Partition Analysis (LPA) program

" yields, in addition to the most compatible categories,

two."confusion indexes." One index warns if a par-

ticular category- is not sharply defined. The othei

index warns if a pa ticular compete9fy has not been

clearly fitted by th group into the category where

it teas placed. est feature is useful at a

later stag!rae well as pointing up the need to clari-

fy tie competency statement.
Latenj Partition Analysis (LPA) requires at

least as many participants in the sorting as there

are competency statements to sort. This is a mathe-

matical requirement, but it may also be good strategy

for the involvement,of those 'people who wilipbe

:affected by the resultp.
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Inrsumeary, Latent Partition Analysis (LPA) is
a way of of,ganizing the participation of the people
Who specify competencies so as to draW"ouis their
ideas and even those ideas they had not previously
put into words. If is a search foy the functional'
categories that are latent in the thinking of a
group of people.

The Latent .Partition Analysis (LPA) program is
operational in the University of Minnesota computer
system and has-been euccesspfullyNused to classify
other subject matter besides competencies.

.-

.

An additional' step to follow Latent Partition
Analysis (LPA) is the assignment of priorities to
the'competency statements within each of the cate-
gories disc6ered by LPA.

11

The ranking of the competency statements re-
quires first that the Latent Partitidn Analysis (LPA)
program be-run to.adsign the categories and their
contents. Finally, it requires that the same group
(or a.group,which has grasped the categorical struc-
ture in a thoroughly integrated manner) rank the
statements within each.category.

A program for ranking or prioritizing is more
conventional than'is Latent Partition Analysis (LPA),
but a program compatible to'LPA is advisable in this

situation. Such a program has been devised and is
operational in the University of Minnesota computer.

system.

The "confusion index" of-individual competency
statements has been mentioned previously. The prioti-
tizing program makes use of that index as a check
for internal consistency of the overall procedure
Other reliability checks are carried out as will.

Following the Vitent Partition Analysis (LPA)
and prioritizing, It is now possible to organize
the 'derived competencies into an instructional

system.
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4. PREPARATION OF INSTRUCTION

.

Preparation of instruction .begins by delimiting

the curriculum in view.of priorities established in

the goal analysis and job analysis; available infor-

mation on present competency levels of the target

_population (such as preliminary assessment results)l-

and pragmatic considerations such as time, extent of e

-1Unding, and other resources. Once the scope and

sequence have been determined, course preparation*.'

begins,by selection of course authors who are special-

ista in specific content areas.

Course authors are provided with course objec-

tives and are responsible, during developmental

® phases, for selecting and/or writing appropriate

reading materials'and fdl. preparing exercises on

each phase of the content area to give the pareici-

pant an opportunity to practice the skills being

taught and to apply concepts which have been pre -.

- seated. (As indicated earlier, course authdis

[usually field consultants] have a continuing

tion. During operation of training, they evaluate

performance on the course exercises and thus provide

the participant with feedback onytheextent to which

concepts and skills have been mastered.)

Parallel to the development of curriculum and

materials is development of the service delivery

system, i.e., how will the instructional units be

brought to the participants. Needs assessment data

on e popu
of the content of training provide some cues to

delivery requirements which must be met and resources

(such as field consultants) which can be utilized.

Y. ASSESSMENT

Fhe'fifth component of the Special Education

Administfation Training Program (SEATP) development
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model--assessmeptis one of its most important
features., As a competency- or performance-based
program,9 is by definition a data-based system:

Assessment lies at the heart of PBTE,
Goals of instruction must be stated in
assessable terms; learner performance
must be assessed and reassessed through-
out the instructional process; evidence
so obtained must be used to evaluate
the accogpliShments of the learner and
the effibacy of the systip. temmAne
assessment from PBTE and all that.is
'leftris an enumeration of goals and
provision of instruction which hope-
fully will lead to their attainment- -
not much on which topin one's hopes
for significant improvement in an
educational program. (AACTE, 1974 p. 18)

The Special Education Administration Training
Program (SEATP) emphasis on assessment serves two
major purposes. imilar to. those just alluded to:
it enables progfam managers to determine on an
ongoing basis the extent to which participants
achieve, at the criterion levels, the program's
objectives; and, it perUits obfective determihation
of the appropriateness of instructional methods,
content of instruction, and established criterion

levels for achievement.

The.Special Education Administration Training

elgram E ) ocuses mg compeIncies necessary
fo erformance on the job; and thus employs two
basic strategies to determine the extent po which
these competencies are attained: performance

assessment (using simulations of,actual tasks which

all special edudation administrators must perform)
and cognitive assessment (measurement of the know-
ledge which i participant mustahave in order to
perform essential job tasks). These measures are

obtained on a pre and poSt basis.
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Other data are formal and are collected

at various points irior to, during, and. following

the provision of instruction. They include infor-

mation regarding participants' perceptions of their

competencies, the training they are receiving, and

results of course exercises completed in the field.

a. PERFORMANCE ASSESSMENT. Performance. assessment

consists primarily of a series of special education

'administrator job tasks, derived from program objec-

tives, performed in simulate& settings which approxi-

mate field conditions and rated by experts for ade-

quacy. (Performance assessment by means of structured

observations of,participants' actual performance on

theHjob was investigated, but discarded as not fea-

sible due to high costs.) In addition,. participants'

self-ratings of perceived prdficiencylevels are

obtained and compared with observed levels.

Simulatioys develope4 for use ie'the'§pecial

Education Administration Training Program (SEATP)

have been tairored etc, the ppecific situations an

administrator will encounter. For example, SEASIM

or Special Education Administration Simulation

(UCEA,.1973) which are related to program objectives

have been rewritten to apply to rural and multi-

district programs. In many cases, however, no

materials were available, and these had to be

developed by ptoject consultants and staff. ,-

The use of simulationir:as-an assessmenttool

.
standard prate('

programs follow simulations. pith Wediate Lnstruc -'.

tion to improve performanc. the. Special

Education Administration Training Program (SEATP)

uses performance assessment to select areas in

Which instruction is tope provided. Daring the

participants' field experiences-, feedback on simu-

lated performance and further practice on apse.

tasks through course'exercises assist in,
improving

performance in defiCient areas.
I
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looilowing instruction, participants are again

.

assessed_iwthoie areas in which they Were pre-'
viOvily-deficient to detetmine the deg e of

...

liproveient,
.

eb)

b. COGNITIVE Asmaiimr. Many Special Educatitap

- Administration Training Program (SEAM objesEives
.spe4ifs tasks the director of special education is
to perform, and demonstration of competency is
Complete and direct. (performance of-the task in n-a
setting 'whichpiratag actual working conditions).
'Measurement o se tasks may be considered to be
criterion- referenced. -However, the knowledge (in- .

formation, grasp of &incepts; and ability to apply
them appropriately) required to perform job tasks
must be inferred, and conoequentlrdomain-referenced

..: testing is used for assesdllent of achievement In

cognitive-, kortions of th traiding program,objec-

Sr

Inlidomain-referenced t,esting,;;the goal is toq4k,

create Ah extensive pool of items which-represents,
in'miniature, the basic chatacteristica of some
iaportant pato 'of the originar universe of %now-

, ledge,(domain) (Hively,'1974). . domain must be
capable -6f -being desoribed specifically both

. in terms of coatenkand,format, The major advan-"":.
tage of domain-ref diencea testing is that it-allows ;

estimates, from a small sadiple of it ass, of the

participant's "level, of function-UW.9y the-vr-'
centage of the total tasks of a--speoified. type,
which would be answered correctly. The reliability

oflthe test is theaccuracy with:which the prob-
abili J of correct performance can be estimated0111
Valid y tilm.be assessed by logical analysis of
the d illdefinition,the item generation salaam,
and th = imdiserdual.test items (Millman, 1974).

.

The "d omain" referred to for program ;Moses*
,

4

is an educatiobal objective. Consetluently,..in

4

'
I

4

S.

C



developing assessment proceduresfor any objective

. . with a cognitiye component, an attempt was made to

generate a large set of test items which would

represent the "pool." fSr that domain. The number

of items generated was limited by practical con -

-atraints - -cost and (computer) space. A domain or

objective is regarded as fixed for the period

bereen revalidation of competencies, but the con-

,
teat'of that domain may change at any time, and

test questions are periodially reviewed to deter-)

mine their continued relevance (e.g., a training'

otjecti may state that a special education ,

trator must be cognizant of the'requirements

e process,Iia change.in law or regulation.

alter specif dug process procedures which the

ector must fol aw).

'Actual testing, under a domain-referenced
surement,set$d, is. done by meant of an instru-

st t which is a random selection of these it

w . which measuse*the ob'

tion Adminiligation
the items wiligcted fo

etive.. For the Special,

aining Program (SEATP) 'p_

tddlcsibd cover all oble

a- lb

sts,v
ves

,being assessed, and arerAdoply "mixed. "` An eifi- .

mate is made of the criterion- level (e.g., 80 percent'
or

correct) which constitutes mastery of each objective

'. (domain), add instruction is provided in thine domains''

where the.partiCipant falls below the criterion level.

Posttlaishare developed individually-for.each partia-

ipanta and, they consist ofltemg.randosily'lielect**

..from each domain in which instruction was prcivided

v
Since.pArticipants are tested on only a shall

iractiqn of.theitema which measure achieve6ent of

each objective, the reliabilit, of ii-aomairi -referenced JI0'

testing procedure is dependenedpon the probability

.
Abet the participant's score on the itemtto?Which

be/she responds repretents the score,the participant

would attain on theentire.(infinite) set of items!'

' ih that domain. The Special Education Admiqistratioi

*Lining !roves (SEATP) llayesiatz statistical

- procedut (NovIck 4 : 1974; Novick 4 Jackson, 0 .,
'

1574) to chain th orthe,Catelthe partic-

ipant s ecer4e Sod to determine the criterion #
, , 4

4 ,

r
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level which approximates the mastery criterion for
The entire,domain.

Allcognitive assessment information is recorded
and scored on computer, and the system developed fbr
use in'ehe Special Education Admin*etration;Training
Program (SEATkcontaihs programs and disc, storage
files which contain the item pool; aaintain the
statue of individual participants in thetraining
project; select, ;print, and ecoie pre and posttests
for each participant; and maintain an ongoing statis-
tfgal summary of participants' progress.through_the
training program (Hendrix, 1974).

.

Use of systems models helps to clarify the
logical structure of procedure since they are rela-
tively independent of content and also independent
of time. ,fased upon the Special education Adminis-
tration-Training Program.(SEATP) experiences, it is
necessary to add some, estimates of the amount of,

time which should he allowed for development of each
component of a training program using this model.

The amount of time required for initial dete
dipatioR of thempopulation to be trained will vary
with the method used and with the extent of documen-.
tation of need required by relevant funding authori-
tes. -However, these activities are usually done
before a. training model a seleited, thus,. time
estimates for this comPoitInt are npt included here.

For development of the remaining components of'
the model, a minimum of one year muse be allowed;

4
tote amount of stakObime and other resources which
must be /deployed during that year will vary with the

exteitt to which the Special Education.Administration
Training Program (SEATP) development procedures and
content' (objectives, item poblpfor domain-referenced
testing, and instructional maTerials) can be used or
adapted:; Thus,'less effort would be required,to 0-

develop a preparation program for special education
edministraters in another state Isingthismodel than
would be required to dgvelop a coiparahle program in
adminis'tr'ation of other humanservices. One could.

3' -,,
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also project that less effort would be required to

develop an administrative education prclgram than one

for teac4ersor other direct service providers. The

procedures, however, would:be applicable in any case:

A one year development'period is necessitated

by the time required for competency identification,

due to the inclusion;of both identification and.
validation procedures in the development phase.

The job analysis and goal analysis provide the

straining objectives, which are necessary input into

both the preparation of instruction and deveTopmeht

of.assessment components. Once objectives. are known,

course authors can be selected and materials,prepara-

tion begun. If some use can be, made of'the Special

Education Adnipistration Training Program (SEATP)

materials or if instructional materials fdr objec-

tives identified as. high prCority are readily avail-

able, instructional preparation for,a year's nstruc-

tion can be done in less tithe. (If instruction is

likely to besequential, some Instructional prepara-

tion can continue while initial course work is

conducted:-

The,maj8r tasks in developin$ assessment PrdEe-

dures, if the Special Education Adpinistratlon Train-

ing Program (SEAT?) computerlrograms are used, are'

preparing an item,,pool and developing simulated or on

the job performance assessmenevrocedurcs;'.Irmany
items in the program's master item pool are apOplic-

able to a proposed education program, the task May tk
be accomplished in perhaps eight months.-, If the

entire pool must be devel5pid, then a-mintidm of a

year (after training objectiveigbave been ZetermI

must be allowed. Generatiett"of tasc*enls is'a

cult and often tedious process,-"ndsas Oany persons 0

as are qualified and available 003.4 .be involved in

this process: DeVelopment o'f'pelforiancessessment
procedures also varies with tke'ektent tohich

existing simulation materiaIs,ak sole can be -

fimployed. 4
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6. PROGRAM ORGANIZATION

4

39, .
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:a: 11LIGIBILITk. Minfitsota special education direc-

tors are eligible
o
to participate in the program if

they indicate interest_and meet the following ini-

tial selection criteria: limited experiences as a,

director of special education (less'than three years)
and little or no formal training in educational

'administration. Thesecriteria were established to
maximize immediate impactof the project:in its

formative phases.

Following acce e iniO the program, a parti

cipant's first activities.consigt of an assessment

-- of individualndeds. 4/Participants are administered'.

a cognitive domain-re erenced test covering know-

ledge and application of factOrprocedures, and
concepts for all objectives in each of the three
.curriculum areas whic4 have beeR identified: fiscal

management, personnel management, and special educa- 4.

tion program' development.

b.'" 'COGNITIVE DOMAIN-REFERENCED TESTING. The format,

of.t;he test is a series of approximately 50 multiple
choice, true-false, and similarquestios in each \

of the three curriculum areas. (If availableinfor-
', mation, such as results of prior training. indicates

' that a participant has already mastered an area, the

test can bb shortened accordingly.) 'Results are

'gnalyzed 'to determine areas in which participants
do.and do not have requisite knawledge;,using the
predetermined Special Education Administration
Training Program (SEATP) criteria. Areas of deficit

for each participant become his/her training objee,1

tives.' (Criteria for adequate cognitive levels are

established by correlating domain-referehted scores
with performance assessmenlesults.)

In addition to the domain-referenced test, assegg-
.

ment includes rating of participant's performance using
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-

simufationsof'Stasks necessart-tq the rposition and

self-reporting of on:the fob-performance. Simulations

,..-are rated independently by a panel of. judges, and the .

majority opinion Is the participant's: score. As with

. .the domain-referenced test, perfahmance areas are com-

pared with-the psedetermined criteria, are

determined, and the results ase(used, formulate

individual tainips. objectikrek,

I

Cognitive pretests'can be administered in person

or via-mail and should be returned and analyzed prior

to the performance assessment. .Performance.simula-

tions are conducted4in a workshop setting., The work-

shop is not only a convenient vehicle for performance,

assessment, but als provides an opportunity-for

initial instruction the objectives for the parti-

cipants and for progr ;planning with the Special

EduCation Administration Training Program (SEATP)

- staff. in addition, the workshop provides orienta-

tion to'the field experience* in which participants

are to be engaged.

c. INSTRUCTION. The participant's program in the

field requires completion of course materials appro-

priate to his/her nerds, provides periodic consul-

tant assistance in stproving performance, and allows

opportunities for small group interaction and prob-

lem solving exercises.
'

Asa a'result of needs assessment activities, the

&course materials are divided into three curriculum

areasfiscal, personnelv and program. Within these

areas, there is a further breakdown into objectives.

Each objective is a separate unit which is color-

; coded and numbered' internally; each objective also

includes the following: preface, table of contents,

presentation of concepts, source materialsp.imd

alternative suggestions for methods of implementing

the concept. The participant is sent a set of appro-

priate field materials and activities for each

objective to which the pretest indicated his /her

performance to be below the criterion level,

(-7 4.
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Participants then complete-an exercise demon-
striEing their ability to implement the concept as
it applies.to their job; in many cases, course exer-
cises are tasks'wh ch must be done on the job in any
event (such as developing a child study subsystem):
Exercises are assessed by field consultants who base
their judgments on evidence that the participant has
correctly understood the concept and application of
the concept is appropriate to the participant's
situation...Exercises are rated "acceptable,"
"incomplete,vor "unacceptable," and comments: are

included.

The exercise part of the experience is generally
'conducted by mail. Therefore, the cycle of input
from course materials, feed ack on adequacy of per-
fotmance, and assistanceibillhproving performance
continues'throughout the training program.

.

d. EVALUATION. After a participant satisfactorily
comple?bs instruction in a curriculum area; the

.assessment proCess is repeated, using posttest ver7
,sions of both the performance simulation and :the
cognitiVe posttedt for an objective.

e. CREDIT.. Administrative certification is usually-
. circTalTie-a-ed for entry into the position'of special

education director. Training offered (i.e., compe-
tencies attained) ender this program can be directly
applied toward future certification as certification
requirements are revs wed and if applicants meet
other existing requirements. Participants have the
dption of obtaining graduate credits in educational
administration, which can be applied:Ko a degree
program for their Special Education Administration
Training Program (SEATP) coursework.. However, the
student must also meet other graduate requirements
currently jikexistescp-to qualify for either of
these degrees. Participants may also have the
optiOn.of receiving dertification through the,use
of Special, Education Administration Training.program
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to meet continuing education requirements established,
by the state, local, district, or Other agency. 4

D. OLRREACII OF THE GENERIC rtIDEI:

Thus far, one model Lis been detailed in con-
junction with the cOmpetencit-based training program,
the Special Education Administration Training Pro-
gram (SEAT?). The Special Education Administration
Training Program at thm University of Minnesota has
two overall objectives; to train leadership person-
nel with strong competencies in general educational
adminAstration, an-to provide the specific compe-
tencies needed to administer a comprehensive special
education program.

As a result of the above prograimodel, other
programs can be adoptedand utilized to train admin-
istrators in other career areas. Two such programs
have been proposed for this purpose At the Udtver-
sity of Minnesota: a model for competency -baled
training of lead personnel for special needs pro-_
grams in vocational education, and dmionel for
competency-based training of administrators in
early education programs serving handicapped child-
ren.

1. LEAD PERSONNEL FOR SPECIAL NEEDS PROGRAM IN
OckToNAL EDUCATION

0

The 1963 Vocational Education Act acded a
responsibility for the'vocational education of
students with special needs. The VocatiOnal Educate
tion Amendments of 1968 made a more expliciedefini-
tiori of this new mandate and of the students who
should beiserved, and thlAmendments specified that
15percent of the federal monies allotted to the .

. states for vocational education must be earmarked
for the, disadvantaged and 10 percent earmarked for

48
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handicapped students. With this information in
perspective, the central focus of the proposal for
Lead Personnel for Special Needs Programs in Voca-
tional Education is to design and implement inservice

am\training progr for lead personnel in local (sub-

state) programs fo the handicapped and disadv /ntaged
k. in vocational education. The problem to be met is

' that, nationally, these programs have not developed
their full potential, an important part of, which is \:1

....

for reasons that appear to be best described as a
managerial shortfall. Those persons who lead voca-
tional education programs for the handicapped and

. disadvantaged (Special Needs programs) have not had
a specific. training program available to them.

, Requested assistance for this program would devise
and Implement a training program which would equip
these leaders for more effective service..

2. EARLY EDUCATION PROGRAMS SERVING HANDICAPPED

-
' CHILDREN

The need to design and to develop quality educa-
tional services for handicapped children in their
early years of life is an emerging national problem.
This is especially critical for those handicapped

,children who live in the rural and sparsely popU-
lated areas of the country. While programs for
handicapped children are being developed. in the
major population centers, all identified handicapped
preschool children are not being served. There is

no well-developed model for the organization asd
administration of programs in urban and rural areas

so that the,state can respond to the challenge of,

providing early intervention in the lives of all

handicapped children. As a result of these factors

a proposal was designed to insure that appropriate

intervention strategies are known by administrators
of such programs and are incorporated into the
early education programs that are now in operation

and for those being planned. The prallict would

also serve as A stimulus for'program development

ineunserved communities.
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Ei'EcticLusiict4

The Special Education Administration Training
:Program (SEATP) has been developed as an attempt to
meet tritidal continuing education needs of special

education administrators. At this point the program

and model are still regarded as tentative and subject
to revision from experience. The Special Education
Administration Training Prograe(SEATP) gains addi-
tional credence from consideration of the alternatives.
Inability to specify and justify competencies appears
fraught with danger as court decisions and legisla-
tive pressurel regarding accountability of programs .

to educate are added to other general concerns of
citizens for education as it is now structured.
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