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./ ABOUT THIS MODULAR CURRICULUM, ~ ¢
This module 1is ofe of a series of 34 modules intended for use in the pro-
fessional Preparation of vocational educators in the vocational education,
service areas of agnicultural business, h economics, and industrial
education. The currieulum can be adapted to various styles of instruction
and to various entry-levels of students. . N
It is recommended that an 1nstructor plenning to use these 'modules review
each category to determine if any modification is'needed in the objectives ,
and suggested activities so that they conform with local institutional:
policies and/or wocation#® education Drograms. It is also suggested thas
resources and act1v1ties be identified for the specific entry-level of
the-student to be served .

The activifies listed are suggested. The use of any other activity or
reading reference whiclr the instructor-believes would help to accomplish
the objectives, of that lesson is encouraged. The choice of the teacher
to use the entire module, either through group reports or individuslized
agsignment, will be related to 1ndividual student compeéency requirements.
LY
Since meny modules strongly recommend the use of local administrative
personnel and community ‘rsources, it is suggested thaet all-gite visita-
tions and requests for assistence in the community be coordinated by or
cleared through the instructor. The instructor may wish to distribute
.these tasks among the student group and across the community with the c:hss‘
report system being used to.disseminate the'information gathered. = .
These ‘modules have been field tested in various settings. They have

~ been used with students working toward a bachelor's or master's degree

and w1th students seeking the designated subjects credential in Calif-

ornica. Some modules were tested through studept independent study,

others as part of total class @ssignment,, and still others as an alter-

nate activity, Workshop participants examined the materials in terms of
content, activities, and resources. The adaptability of this curriculum

is one of its strengths. :

-
-

The materials could pot have been completed without the participation and
contribution of many individuals. Chief among these persons were the
module writldrs,. workshop part1c1pants, field-test instructor, and students.’
*Conference presentors and evaluators also contributed to this project.
Proceedings of the workshop are available upon reguest. '

If we'can provide you with information or help in using this curriqulum,
\please feel free to contao-hys :

Project Director . . ‘.,

. v ¢ - X . T-l
oo . Dr. Gwen C. Ccoke,’Chairperson
‘ ‘Home Economics Departiment .

. California State University, Fresno™ .

Agsistant to ﬁdrector . .

'Mauriné Vander Griend, Adjunct Professor‘
Bome Economics Depaytment . ® .
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b S ﬂgguie Objective

ﬁpon %he_satisfactory completlontof this modﬁle, the student prepsaring to
become a teacher of vocational education will have examined the nature _
and scope, of staff dev lopment /inservice education and developed several
components of the stafil development functions. Specifically, the student
will be oble‘tO‘ ’ '

Y
(2) Determine training needs of vocational instructors.

é‘ . ' * ]

Interpret tHe nature and scope of staff development programs.

+ 0 {3) Design a personal—professional growth contract relating to

-
Y
.
-

.
[}
-

.

° your. sta;f. ’ -

.staff development.

!

.(h)'-Design a prograt for. orienting new employees.

. {5) ¢ Interpret problems unique to staff development.

¥

-

- -

ty

{

Staff development refers to the procedures and processes provided faculty
‘to continue to*grow personally and professionally within their educational
role. In the literature on staff development, many descriptions of the
procﬂss exist--imservice education, faculty improvement, faculty develop-
menﬁﬁ instructional improvement inservice teacher education, training
and development. In this module, staff development and inservice educe-
tion afe treated ‘ag gimilar administrative functions.

Cp ey .
Voéational instruotors arrive on the job from a variety of backgrounds.
. In certain’ wocational service areas, they come mainly from four year bacca-

.,

". laureate programs;’ in other service areas, the majority come from business
.+ and industrvn"mil vary in the amount” of experience they have had in the

" work' force, in: preparation for teaching, and in their experiences with

. young people. Some will be full-time instructors; others will teach part-
.Etime while stillvmhintaiping other employment. All will have unique
learning peeds. gﬁs a vocational supervisor, coordinator(br director, it
will be ybuxr job to facilitate their grovth as professiohal members Of

-y

;_...'._l“l'

-
A

NG Module Overview o "




gtart development is not academic clak‘room e getion. It is ncerned
with how ingtructors operate “on.the job," ' ‘§hrpose 18 to agsist
students' learning through the contihued pr nal gyowth of their | .

teachers. Tt is imperative that faculty have "'rtunftiés to lement- ’,
the new developments in curriculum, indtructionsd technology, orgeniza~ .
d . tional patterns, and teachirg/learning styles. Legislative mandates, -7
. changing job marketd, non-traditional students,; and cccupational sex

stereotyping and bias are &ll issues facing the vocational teacher.. .
Staff development becomes a major function of the vocatiohal edministrator
J tb help teachers meet these issues.

< . 4 - [

Universities and colleges, state departments of education, and other sgen=-

cies can provi

assistédnce, but the most effective staff/development/

ingservice

programs are indigenous operations, planned to meet unique needs .

in the local setting.

Much of the recémt literature on staff development comes from the commu-
nity colleges. Many characteristics of‘the commnity bollege—-onen door
policy, community orientation, teaching emphasis, high, number of part- |
time instructers, occupational progh , non-traditional students (hetero~
genous, verying scademic and skill backgrounds, integrated student body)—-
apply to the setting in which vocational administrators find themselves.
Thus , many of the references used in this module- concern community®college
experience in staff development. The observationg made, however, are
pertinent to administrators operating at any educational level.

y

This module is designed to introduce you to some ot.the processes-—and the
potential——of staff development. . c

You wikl first look at the broad base of staff development——what it is; ~
what have been common pracﬁ#ces, vhat practices are emerging.. You will |
then look at ways you can determine traiﬁing needs. A third lesson in-.
volves you in one of the emerging practices in the; field of staff develop- .
ment--the professional growth contract. The fourtH lesson addresses one
of the common tasks of a supervisor/codrdinator—orienting the new emplqyee.
The final lesson loocks at isgues surrounding staff ‘development.

.
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- vor y ? L * . ., » ar 5
Lesson One: XNature and Scope of Staff Decelopﬁent |
‘ - . ’ : e . - ' N
- . " ’ - -3

e Ob 'étive -

Upon the satisfactory completion of this lesson the atudent uill be, able

to interpret the nature and scope of staff. dGVelopment programs through -
- 4 (1) defining staff development; (2) examining traditional approaches; and
(3) describing emerging pra.ctices -

-
L - L
' - N . +

- . - ¥

Overview " . ' ’ - »

I&service educatiqn has long been considered essential in vocational educa-
tion. -Most vocational education service areas (mgriculture, business and
office distributive, health, home ‘economics, industrial arts, technical,
A trade and Lndustrials have some form of inservice education component iden-'
. tified for implementation at the state level. Vocational education legisla- '
. =, tion has supported these inservice functions. The Vocational Education
T Act of 1976 (PL 94-482), Section 135, states: "Funds available to states. . .
) may be used to support programs or projects designed to improve the guali-.

< fications of persons serving or preparing to served in vocational education

programs, including teachers, administrators, supe;visors_and vocational
n

p SN guidance and counseling personnel.... 0 - - ' ¢

. o F . 1‘{ . . .
the progrems deaigned to meet inservice needs have varied. Historically,

. institutes, consultants, state and,district teacher conferences,. workshops,
university courses, summer school, evening courses, cutriculum development
workshops, and supervisory. visits have ‘served as inservice education acti-

«  vities for vocational adminlstrators and teachers. * ’ .

A new approach to improving qnalificatiOnsLef'%hﬁﬁe involved in vocationel_
education is labeled "staff development." It expands traditional'inservice
“methods and activities to incluyde competency based programs, internships, o
.. teacher centers, personal and,professiona; development plzns and use of .
inatructional Qevelopment staft? specialists, :
In this lesson you will examine some of the traditioﬁel and emcrging*concepts
" of staff develooment/inaerv1ce programs (?he terms are offten used inter-®
changeably in the literature. ) - T :

-

. . ,\ - ’ v
* Suggested Activities - : L

.i
- 4 - ; /
.
bt
s F
4 - -
- -

[ . . ! a/ N - —— ) /-/ ' .

{1) Read "Asaumptions Underlying Inservise Vocatioén}'T’#M' ducation «
Programs" by Alberta Hill in __ggg;ﬁg-ﬁhelaole of Vocatio Qeacher

: Education .by Rupert Evans and’ David Teﬁry, Ch. k., N

o r an
v ™ ¥
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(2) Interview a local vocational qéﬁcation administrator.* Discuss staff
development/inservice policies and procedures. Identify types of
programs, activities, participants, and assessmént.” Write a ‘brief
report of the interview. Discuss vhether or not the assumptions

- pregen‘ted by Hill were implemented. in-aﬂbaff development’ practices.

(3) hnttenﬁ-&wstaff developmentfinser?ice ‘meeting sponsored by a voca=
. tional service area at the¢ state, county, or local level. Identify
., how the need was identified types of participants present, general
. ‘overview of objectives, and purpose of activity. Share report in a ‘
seminar - set;ing op write = brief report for instructor. . ‘ -
0'«
(4) Prepare a paper based of search of the literature that défines staff
deyelmeent/inservice educgtion and presents an overview of some .
programs in action or proposed. Draw a relationship between the pro- \

grams reviewed and your potential vocational education supervision . %
) and coordination role. ) N
1 , . o

Readings may be sélected from the folloying references. Additional
references may be located through ERIC and the Education Index. oo

- . * -

- .
* N . i

.Suggested References : Vs Cee oy ]

-~  Berman, Louise. Supervision, Staff Development and Leadership. .

Columbus: Charles E. Meprill, 1971. - . oo
c%:'ra," John. .Faculty Developmedt Eracticéé in U. S. Colleges &nd

iversities. Princeton, New Jerzsey: .Educational Testing Service, . '

) 1973 - ) 4 ‘ -, . - Y -
) .v ‘ . , . .l’ . . —_— . .
. _Chan, Betty. "Branching Qut: %rhe statr. Development Progrem at =~ =~ -~ |
. X; - Parkland Collegeﬁ“ Community College Frontiers. Vol.\l {(winter 197Lk),. j
(2{--21:-25 . ..
Chavez ; Jose. Summary of esults: Staff Development Sugigi, ”ﬁﬁéhington,
. " D. C.: ‘American Association of Comminity and Junior Colleges, l973 Thl
Collins, Charles. On—Site, Programmatic Approach to Staff Development. '
ERIC Document Ed 101 780. ]
1 ‘ . * .
DeVore,'Paul Variaples Affecting Change in Inservice Education,~
Fiugl Report. Mbrgantown, West Virginia: West Virginia Hniversity.
“u . Faculty Develo ment in Time of Re‘brenchment. New Rochelle, New York
*  The Eronp for Humen Development ianigher Education, l97k , o )

: e .
Goodrich, Andres. "The Now 'Faculty ard the New Student o Ju.nior
College Journal. Vol. k1, May, 1971, 2629, -
. , RN :
. Harris, Ben, and Wailand Bessent . InSer?ice BEducation: A Guide to
' Better Practice. Englewood Cliffe New Jersey: Prentice-Hall,, 1969.




g T ’ Hill, Alberts. "Assumptions Underlying Inservice Vdeational Education
o Teacher Programs,” -in Changing Role of Vocatib Teachtr Education.
o O + Edited by Rupert Evans and David Terry. Bloomington, Illinois:

- < McKaight~and McKnight, 1971, 72-T8. * Ce

-

v b 3 v -
. LaForge, 0. 5. 'Inservice Training as‘an Instrument of Cha.ng_ Gaines-
S ville, Florida: University of Florids Institute of H:Lgher Education.
3 ERIC Document Ed 055 57T, 1971. ;

. ) " National Society for Study of Bducation. Part 1: Inservide Education.
- . (56th Yearbook.) Chicago: The University of Chicago Press, 1957. . % \

-

) Nesgley, Ross., and N. Dean Evans. Handbook for Effective Supervision
, of Instruction. Englewood Cliffs New Jersey: Prentice-Hall, (2nd
T ed.), 1970. ~ . v )

. O'Bannion, Terry. Téschers for Tomorrow: Staff Development in the =~
- ommitxf&'unior College. Tucson: University of Arizona. Presa 1973.
¥ » ' .

. "Some Perspectives on Sta.ff Development " Community and Junior College

Y. © Journal. Vol. 43, October, 1971, 1419, . .
. LI, [ t - "
~ . ™Peacher’ Centers," Educational Leadership. Yol. 33, No. 6, (March, 19'?6)
vt . .
R "-r. Ey Thorn‘btﬁry, Ro'bert Teaching Centers. Agathon Press, “197L. fr
.. St Ulmer, Curtis. "Teacher Training and Sup 1," in Administration”
X - of Continuing Education. Edited by Nathan Shaw. Washington, D.C.
T T National Assopiation for Public School, Adult Education, 1969, 298-315
o e Zion, Carol, a.ﬁd. Connie Sutton. "Integra.ted. Inservice Development ol
New Directions for Comunity Collage. Spring, 1973, 41-51.
" - ) t ‘-- )‘ . ]
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. ' Upon satisfactory completion of assigied .
" aetivities, proceed to Leasson 2. '
r L : . 1 R ‘ ‘t
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Lesson Two:” Treining Heeds A¥sessment . RS
. . S - ’»‘»!'
., - /// . P “ " :' § [
- v - - . +
e , : . ", A
Ob,jective s L . N ._." S

Upon the satié.ctory cOmpletion of this lesson, the student will be
able to determine training needs of vocational imstructors through (1)
identifying genpral-training needs common <o many vocational instmctOrs,
+{2) describing techniques used in detemining needs, 2nd (3) désigning , .
a needs assessment instrumen‘b. , v ‘ .

- L)
- . r = ' . 4" .
Overview - : - . . SN W v
————————————— : ’ -

The starting point in developihg mea.ninle, on~-going staff development/ . -
inservice education ‘progrems is to identlfy the educational needd of faculty.
Too often staff development programs are based on what agencies and colleges
think faculty ought to learn, rathel than on needs as the fa.culty perceives‘
them . .

Sty ; . -
-Kndwles, Nb'dern Practice of Adult Education, 1970, defines dén educational

néed as.the gap between an individual‘s present level of competence ahd a
higher level requéred for effective performance as defined by the individual,
" the organization, or society.

L

Reguired 1évrel of competency "
L]

@ o Educa.‘biona.l need

e >_ b L Present level of compe‘bency

Genera.l education needs ca.n be ascertained from severg.l sources:
f_’;?' -
Organ.iza:tions - In vocational education organizationS, needs can be
derived from mandates of legislation (i.e., elinin-
. ate.sex steré yping and bias, 4each handicapped and | ¢
- ' . disadvant , and limited English-spea.king), from -
program evaluation and research, a.nd from -internal

func‘bioning of n;em'bers . .

Communi ty - Parents, business and industry representatives, ]
- ; ‘former students, and adviaory committees can helps @/
‘. * "identify specific anmd general concerns that may

» . © relate to training needs. e




»
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Individusls - Personal growt’h.éb.}ect_i”ves, assessment in rela- "
R . tien to identified cdmpetencies, perfdrmance /. '

. . evaluations, and ‘tudent -e#alua‘lzi,ons can all help
& -+ "+ pinpoint learning: needs.

« v

, " A ¢rucial élement in the skill of "the vocational Bducation supervisor or

céordinator is ability.and sensitivity in helping imstructors assess their
educational needs,those of the field in general, and their organization ik
parl'.:w.ﬂ.ar,.the skillful coordinator should be prepared to negotiate some
congruence betweer' themeand then to stimilate action on the needs. Three
basic .techniques exist to move from general identification of potential

" need td speéifig learning neeq,s Sur\reys, orga.nizationa.l a.udit,\ and
individual aaBeSSment . - )

R [ ‘

This lesson is designed to help you genera.lize about potential tra.ining

. needs of vocationgl instructors, examine ways to document those needs,

dnd- design a trainiy needs asdessment instrument to verify the needs with
in@t;ucto;-s. ., 27 o )

o T o
% -«
- - *
Ly _ a
* 'y L

S_uggested Ac‘tivities ~e T 2 :

(1) Loc‘ate references that a.dﬁress potentia.l needs gf vocational instrud-
+tors. Ldst and: ca‘eegorize ‘these needs under the headingsg: {(a) or-
ganization, (b) commmnity, (c) individual. Identify those that relate
%0 4ll vocational inatructors those nidre pertinent to specific voca=
tional service fields. - . : .
(2) Compa.re yr:ur list with those of. two collea.gues. /Prepare a master
list of peeds. 15: .

(3) Interview your dir.ec*bor or 't'.he director of a vocational ﬁgram.
Ask him/her to agsess the list with you and discuss which needs would
Ve pertinent to h.is{her s'taff:. Sha.re results “in a seminary setting.

a ~t
- » ! .

(k) Read the fgllowing: ' N . -

: 1
. I{nowles, Mélcolm, Modern Practice of Adult Educatidn. New York:
Association Pr.ess, 19:(0 Ch, 5 91-127. - .

Mq;c' on,. James ., "Determining ‘I'raining Needs,” in Training end
elopment H:andbook. Robert Craigseditor. New York: MeGraw-Hill,
3;976, Coge

* B : — *

Strategies for :ﬂdmini'stratiVe Staff Development: Operational Notebook

No. 13, Association of Cglifornia School Administrators. dJenuary,
1975, ERIC Docuufént Ed 102 6,5§ . .. . W

Journa.l of Educaﬁcmai Leadersh&p_. Vol. 3%, December 1976. Issue °*
Topic: The Educational Dolla.r -- How'Much for Staff Development.

' .

.
. h . . — - . T

-

»

-
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(5) Frum-the above. readings and others located, prepare & chart that A
.~ déscribes ‘needs assessment techniques their advantages and limie “
. ' tstions.-_ .M R .
; - “o ' o
. (6) Select a tpchniqge suitable for use in your orgenizaticn. write a o
- . . brief report further interpreting the technique and describe how
N R 4 youwould‘useoit._; . ) ¢

. ' .

ey, = '... - ]

wm’ From’ th@-sbofe readings and using data gained from activities Fo. %
. o - * and 2, design & training needs sssessment instrument thst will allow .
. . for fsculty‘input on potential needs.

- '- vt ——

>

he

- - -

. " Suggdsted Réfeiences"l L _ N

' T - ’ -
. . N . “. . :'.‘“ . '/ .

A Profile of Vocational Educators, Preliminary Report. . California

_State.Department of Education.

\Bender, L. W., and R. . Breuder.
* of the Community College,

Commun;ty College Review.

ERIC Document Ed 126 28%, 1974 .-

"Psrt-time Teachers - Step Children
1.(1) APrid,

1973, 9-37.

Deliver Vocational Instruction to

"
i

Adult Learner. Southern Illinois

University.

Hsmmons, Janes, and Wallace Terry.

" ERIC Document Bd 127 469, 1976'

ra
'Planniug for Staff Detplopmant "

s Community Collegé ¥rontiers.

Vol. 3, Spring, 1975

38-45.

L

" Hodgkinson, Hafold..ﬁ"hdult Development, :
and Administrators,' Educational Record.

Implications for Faculty ,
Fall, 1974, 263-27L.-

iy

o

Identification of Professional Competencies Necq@sary for Teachers of
. Disadventaged and Handicapped Youth. ° ERIC Dgcument Ed 126 309, 1975.
4 o

* Tdentification of Professional'Conp_tencies ecesgary for Teachers of
Disadyantaged and Handioapped Youth. ‘Supplemental ERIC Document
Ed 126 310. . P .
: : . o - -
Teachérs for Tomorrow: Staff Development in the
Tucson: University of Arizona Press,

O‘Binnion, Terry.
. X « Commnity/Junior Cbllege.
Ch i, 3“3? ’

1973,

':» . "rl
Public Law 94-482. Title II: Vocational Education. © .

Fl
- . -

. .
.
LY - .

Upon successful completion of assigned o .
activities, proceed to Lesson 3. ‘ ’

-r
s
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L Lesson.Three: Pérsonal Growth Objéctives . .
S C . . S .
4 . ' - N - o '
. Objective i ’ , .
. LA
) Upon satisfactory completion of this lesfon, the studemt will be ableg to ~;'$f
— design a professional/personal growth contract relating to ataff Eevelop4 o
ment . ) ) , . CoL
* } ' i ' . sl L . ~ . 5
e 0 ‘Overview - T ° _ -t e

] . [
As ‘stated in Lesson Two, the faculty needs to perceive staff development-’
. goals/needs as their own. Effective staff deévelopment Programs go beyond .
the "one shot" workshop or meeting, they are integrated into the mainstream
of the organization and continual G'Bannion, Teachers for Tomorrow, 1973,
indicates the basis for integtation is the individualystaff member's speci-
PN fication of persondl needs and plans for long range professionsl development . N
This-concept is supported by Morrisom, Determining Training Heedsy 1976,
‘.and Centra, Faculty Development Practice in U, 8. Colleges and Universities,
1976. Mon‘i%n indicates that increasingly the key to maximum effectiveness
of the training'program is to heve the participent identify individual
growth objectives and then bu;}d them into the training design.
|_\“ ’ -] - r bl
' In this lesson you will deésigh a professional growth contract relating
. to your needs as a vocational éducation coordina /auperviSOr who wi
R . have some respbnsibility for staff dévelopment. .It can serve as & mbdel
- wien you help others design similar‘cgg$rects for themselves.
w s . -

E]

§ :
Suggested Activities o ] ¢ 0

“: ' {,‘}
. - (1) From the following readings,!compile examples of models uged for
: personal growth contracts. Share in seminar getting.
- . . ) 3
. Centfa, John. Faculty Development Practices in U. S. Colleges and
‘ " Universities. New Jersey: Education Testing Seiyice, 1976, 62.

Educational Leadership, Vol. .34, December, 1976, 198-199.

"

- Knowles, Malcolm. Seff-Directed Learning. New York: Association
' ) Presa, 1975; or, listen to his tape, "How Competency Based Education
Can be,Effectively USed in—%raining." (AID-T7-254.)
. Laird, Dugan. earner Controlled Instruction," in Training andpDe-
velopment HandBook, Robert Craig, editor. 1976 Ch. 42.

- ' ’ . ‘ *
L : L]
Q Al/ ] -
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Schaefer, Michael. The Student Role of Teachers: TFaculty Develop-

ment in the Community College. Gainesville, Florida: Institute
othighir Education, University of Florida, June, 1970. (ERI¢ E4
or Ee ety of Flory

(2) Using a model from Activ:lty'ﬂo.' 1, design a: personal, profesgional
* " growth contract., Negotiate the contract with your instructor and
peers. Complete contract; share result in seminer setting. ‘

’

-, 1‘ ) ‘

% .
{Upon succ&essm completion of assigned
lactivities, proceed to Lesson k4.

o~

SN
’ 1o oo

oy ?'(‘(;\

o




" 'y
¥ ‘. ‘ - ‘? N M Fan
+ ! ‘;“ - ¥ .v-, hd -
] ) ‘;,- t‘.‘.u . ‘i R Ll « R . .
& L 3
» o " » ) '43 - e,
‘ 1 e L ~
. ~ Wl 15 i
o a STAFF DEVELOPMENT : ¥
. - .'- ! " . -
N » ] 4 -, "
- - - !
- ] ' * : F
- . . i X
L4 A . ’\ * * * -
e - . Lesson Four: Orienting the New Employee.
.‘)-a- L - "d: & Fl .
-Objective < '
o " l,1\ !

,Upmmrsatisfactory’completion of this lesson, the student will be able to

" design a program for orienting new employees by (1) identifying.advantages

‘aqd processes of orienting new employees and (2) examining'?arious approaches,
f:om the literature and actuzl organizations. : . .

Qverview - . ' i i e
Employee training ig a continuous process for the supervisor. Leafﬁiné by T
trial and error is too cgstly, especially for new employees who need tp
feel that the organization is willing to ilavest a little time and money

to help them get started.

1
. -

A positive, well-planned orientation program can be highly effgctive in
several ways as new employees fade unfamiliar working environments:

. First :meressiona are exbremely fmportant to a great many persons.
They color the dttitudes tew employees will maintain throughout their,
stay with the organization. .

New employees often face new problems, disappointments, and perhaps

disillusionment during the first few months. Many of these Problems

can be faced and solved with the help of & perceptive supervisor, -+ -
who, during the orientation period, has oPened lines of copmunication
and counseling with the employee.

-
-

. First year turnover wherein valuable employees are lost cail be mini~
» mized whent the supervisor gets the employee off to a good start..

,

" The orientation process is particularly importedt f chnical faculty

coming into the school setting from the business wprld/since they are
generally not familiar with education Jargon, norms:of educational ingti-
tutions, work routines, and the expectations of geers and students.

Mbst new teachers want to know about educational’ policies that affect
them, record keeping, how to order materials, accepted ways of reporting
to paretlts, discipline policies and other matters thap affect their day
to day operations. . s

Competencies identified for the vocational teacher can serve ag a start-

ing point for his/her orientation and follow-up trainipg.  Survival compe-
tencies for the instructor 'coming into & vocational program with no preservice
education include ability to: ) . o

E?E:. ‘ , . | -\A
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o, Det,emine needs and interests 3 & student ‘ s - {
’ - Develop & lesson plan :.x . ' . .

Select instructionel matertals/ . -
AsBess studefit performance —- k.nowledge, ah& Qﬁus '
. Dembndtrate a manipulative skill . y
. Determiie grades ‘
R 'A.ssiat students in developing self d‘c‘lpline
] K .
Many Orga.nizations have formalized‘ the orﬁ.enbation process to the extent
of apelling out the responsibilities of various people and units.’ A simple
_ind.uction pr0cedm:'e for use by' the supe.meiso:' can be presented in six .
ateps' y \ < :

M’-

Welcome new employees and learn- md;e about them . .

Explain the work and the pa.rt they are to perform

Let them know what is expected of them

Show them around and introdfice to fellow employees
oo ) ’I‘u.‘rn them ¢ver to a sponsor.or other’ instructOr e

' Follow up on their progress ® . . -

The above is the very minim:.m induction a new employee should receive. .

This 1esson is designed to help you examine variOus apnroa.ches to orienta- -
tion and to develop & model program for use with vocaticnal instructors.

L]
. -
¥ . -

Suggested Activities

. -

(1) Read-BerlJ.ner % McLa.rney, Madagement Practices and Training, pages
b16=L35, for an ‘overviey.of the orientation.process, its importaace
and examples of checklists

(2) ‘Research’ the 1itera.tu:e concerning supervision and find five -examples

of Orientation programs Make a list of ad.vantages of programs described.
(3) Visit five organiza.tions_. Write a report on how they induct new
employees and their orientation philosophy. Attach eny forms or
checklists they use. Analyze'and evaluate the’ strengths and wéak-
.nesses of each program.. If the organizations visitéd were not ‘edu-

- - cational organizations, describe how you cou.ld adapt their procedures '

“a to the educationsal -setting. . L. % ]

. (k) Design a..ti orientation program for' part-time vocational instructors. _
Include a statement of organizational philosophy, objectives for the
inductee, respansibilities assigned to various staff members of the i

. . school and a checklist to cover at least two months' activities.

o g

.
’ -

Suggested hesources ' ‘

L]

Berliner, William H., and. William J. Mcl'..a.rney Manegement Practice

end Training. Homewgod, Illinois: Richard D. Irvin (6%h ed.) 197k "
" : b ' ... 4

Sr
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Beach, Dale S. Personnel: The Management of Peaple. at Work.
New York: Maemillan, {3rd ed.), 1975. - x 2
3 A ' .
! - Crame, Donald P. Personnel Management: A Situstional Adproach.
. Beluont, Californie: Wedsworth, 197. T
o Ficket, Victor B. Effective Su _pervision. Columbus: Charles E.
Merrill, 1975. N _ » o
Glueck, William ¥, Persoonel: A Di'a_.gnost‘ic Approach. DaJ‘.fI.a's:
. Business Publifdtions, 197L. - . — i
;. Knowles, Malcolm S. The Modern Practice’ﬂﬁ' Adult Education. New Iork
Association Press, 1970.
O'Benion, Terry. Teache;g for Tomorl:»w. Tucson, Arizona: - Unive.rsi‘by_
. of Arizons Press, 1973. .«, i .. )
, ' Rose, Homer C. The Instructor and His -)'ob Chicago: American Techni-
. ca.l Society, 19 66, .
- L
Streicher, Sid. Functional Supervision: The Management of Pedple
at Work. University of Texas 8t Austin, 1974, -
4 t \ .‘:'
. ¥ /' [
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. Uz successful completion of assigned | .
. ties, proceed to Le3fon 5. X oy -
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o Lesson Five: Staff Development Issues )
4 - e
" Objective

7

Upon the satisfactory
to interpret problems

letion of this lesson, the student ?ifi be able
que to staff development through (1) examining

issues/problems that hinder developing effective staff development pro-
grems, (2) describing impact of ?ollective bergaining on staff development
(3) describing special problems associated with part-time faculty.

b

4

Overview
' If vocational education programs are to grow in quality as well as quan-
tity, if the needs of minority, handicapped and disadvantaged youth and
adult are to be met, if those who need retraining sre to be trained, 1if sex °
stereotyping and bias is to be eliminated, it is imperativ { immediate
- and considerable attention bp given to those who staff vocational programs.
b ¥
. If staff development progr are to be designed to meet the needs of voca=
tional ‘teachers, primary responsibility must be assumed by the district and
and individual teachers. Staff development mist be important enmough for
the school to integrate it as a pr activity; otherwiSe, it remeins
an option for t rs. Vochfional education departments must define their
own needs for Atart development and provide funds to support programs.
{ b -
As noted in Iesson one, inservice/staff development programs are too often
offered by outside agencies ‘without much consideration for real faculty
needs. If they are to be effective, they need much more development; inte~
. gration, and organization than they presently receive. Funds must be avail-
~ . able to convert the pot ‘pourri of activities into meaningful programs.
' Commitment to staff development programs is vital at all levels-individual
school, state, federal.

This lesson is designed to help you explore 1ssues critical to successful

5taff development.

_Eggesﬁed Activities

]

’

A

(1) From your readings.for Lessons 1 throughl, develép a 1ist of issues
and problems critical to persons responsible for staff development.
* -In small groups,,analyze and categorize the issues.

(2) .Meet with your local site administrator (or gelect a school with
s imstructor approval if you are not Employed) responsible for staff




P . + ox . b - -

o -‘ . 19 ...

,.deveiopmgnt fupetions. Asgk the adminigtrator rank the iasues
from most to'least critical. Discuss with him/her the issifes.
Discuss fiscal allotments and fiunding procedures available for

« staff development. Write a brief report of the meeting.

(3) Read item 8, "Ingservice Education Program Bogs Down," from Rolling
- - Hills High. School In-Basket. BXercise. Assume this is a system—wide
) inservice training program with the themg, "Making the Curriculum
. Relevant,” but with leeway at each site t¢ plan unique programs .
within the same geépéral tHeme. "What kinds of suggestions would .
you make to Mr, K 4cke?., Why do you_gnp@ose the program has been
unsatisfactory? What would you suggest to Mr.'Kendricks eoncerning
. the planning prqcess itself? If you were the school vocational
'l coordinator (rather than principal) what wotld -you' do.with the time’
- made available by cancellation of the meeting? (Description of voca-
. tional gtaff and courses is in school.description section of the in-
basket, ) s * v
(4) Locate two artitles on collecthe bargainipg in school systems. Write
. & synopsis of each. Prepare threas questions suitable for seminar . t
. digcussion that address the inflyence collective bargaining could
have on staff development programs Subtmit papers and questions to
instructor. ' - - T :

. - b \( *
~ (5) Locate articles on the role of part-time faculty. From your readings,
' propese 3-5 training situations that could exist vwhen a vocational ‘
department has a large pumber of part—tiMe faculty.‘ ‘ .

(6) Participate in seminar discuSsion with invited staff .development
- ; speciglists. Discuss with specialists and peers the issues and ques«
ticns raised from preceeding activities. S o .

'
- N . -
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. . « Upon completion of the assigned actiwities '
roe . . in this module, you should be ready to take . : .
! .| the Module Posttest. 8See your imstructor
for diréctioris and meesurement criteria. ‘ : y
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‘ STAFF DEVELOPMENT .
© . MoDULE PRE/POSTTEST - .
' ' Student o
- L T ‘ - Instructor
- : . Date . - o ‘
. ’/'
{ Student: 'This pre/posttest is designed to assess your knowledge of
‘staff development. Since tNis module is an individualized
and competency based learning device, you will need to
study only those lessons that are presented on the basis
of your response %o :his test, . - .
T, ‘terms "inservice education" end. "steff develcrpment" are used fre-

quently in education, often interchangeably.

State your interpretation
of each term. . .

List methods and activities associé%ed with traditional inservice
programs and those emefgtng in stgff "development Programs. T

“ )

Established Insermice Emergjng_staff Development

s -
- - . N

e ' . v . ) - v .
Describe ctiteria or guidelines for vhat you consider to be an effec-
tive stdff development neervice program in an educational setting.. .

- - 4
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- Modple Pre/posttest. (continuedi \ . oo
: e . L : -
_ht Define the term 'needs assessment" in the context of stalf development/
' inservice eduecation. - .. g .
- ' % -t ’
| s
. . - s .. . [y
' ’ . . - ‘Y - . P .
¢ ’ e R ) :'/ ’ K ’

5/ Identify technigpes useful in determining faculty development or
; training, . .

,

’k"-“ . . . ) " N 'h‘ . . -
—'.,’ ' .r-)iﬁ‘ ' - ' ‘ -7 K . ¢ y

. ey

6. Discuss the value of a staff development/inservice program based upon

. needs of ;ndividual teachers. ST Y
2 2
* A |
- -
{

T. Why is an orientation/inductiod program importeant: for new, transferred
j" or promoted employees?

- 4 o i
. e .
-~ +
. . '
; ¢ * : : -
’ ] . ‘
L] . '
‘ " " " " ' . T
8. Describe a minimum orientation program for a new employee. »
£ P . -
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Module fre/posttest {continued)

9. List issues, problems, and special situations that face the vocatlonal
coordinator responsible for staff development. Identify at least flve.

* L
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Return this test.to your lnstructor.
LY . B T + »
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- - ANSWER KEY .
~  MODULE PRE/POSTTEST : \\ .

1

. ’
Tnstructor: D¢ not reproduce ¢his page in students' booklets. You

‘must retain it for grading and prescriptive purposes.
Answers will vary with individuals. A preferred response |-
might'be sfﬁilar to the hnswer presented.

"Inservice education" is used in education to defime programs and
activities designed for the contimuing education of a person who,
through a preservice program, has developed basic skills, Enowl&dge,
and attitudes needed to begin his/her professional role. . (Hill,
1971.) .

The purpdse of inservice education has been to update and upgrade
the collective skills of the faculty. Too often inservice Programs
have been hHlanned on a mass basis of assumed teacher need rather -
than on a careful analysis of the individual needs of Both teachen
and gtudent. Traditional progrems feature informetion-gathering -

"activitied: workshops, college courses, institutes, conventions.

Programs that stress uge of what is learned ‘have been infreqnent
"Staff development” merges traditional inservice programs into an
individualized’, integrated approach. Its purpose is to enhance

the opportunities for student earning Qnrough the continual profes-
sional growth of faculty. . . .

. Staff development Programs are clOsely rela ed to iob functions and
ally

synchronized with professiocnal appraisals {4 They.are basged
upon individual, school, and district needs segsmentsg. Objectives
and activities are cooperstively planned and evaluated by faculty
and administrators. There is a direct link betweenqplsnning gnd ;’
student performance. »

-
-

Thé best references'for responses to this item are ﬁnowles, Modern
Practice of Adult Education, and Morrison's chapter on “Determining

Training Needs" in Training aﬁd Development Handbook, Robert Craig,

editor.

-+

Procedures typically associated with inservice education are also |
applicable to staff development functions. The mejor difference
is that stafr development includes & needs establishment base, in-
creaged involvement of participants in the planning and operation

of the activities, and follow through with implémentation end evalua~

tion. More individumlized and group process techniques are also

utilized in staff development.-

. . 20“)% C e :

-
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-~ Modu.le ’Pre/postt?fﬂﬂer Key (continued) ’

-

. 3.
(L1, .

"General meetinga
College coursea

Emerging Staff Development .

Established Tnaervice r
.+ Workshops :-“k Teacher centers

- Support specialists - media instructional
' Practices,  evaluation

Institutes ' Auto-gritique evaluation {video~tape)
Conventions Planned faculty professionalization (PFPT)
' Visitations -  Sequenced peer teaching

Professional da?a - ., Organizational devélopment practices
Faculty méet] Individualized growth contracts

Field trips. ; . .- :

Sabbaticals’ " -,

Consultadts - ) _ , .
Peresaiona.l pu'blicationa -~ o »

Criteris for effective programs‘

' (

5)

k4

b-
c‘

d.
e'
£.’

Objecti?es arise from an assessment of "needs of individual
”teache:s

Administrators (supervisors, coordinators, principals) plan

Program implementation consists of & variety of options deter-

mined by individual teaches - ..

Time is ‘allowéd, for teachers to meet their objectives

Motivation is intrinsic as well as extrinsic

Evaludtion ¢f developmentel experiences is baded on the degree

the acti actually assists- the teacher to accomplish the obw-

J n.=.ct:I.veav§ﬁr e

Guidelines for Inservice Education'

-1
"bo
Q.

d‘

f‘
‘s‘

h‘.

i.
Jl’

k.

1'

-

People wobrk as individuals and as members of" groups on probleds
significgnt to them :

The. same people who work on problems formulate goals and -plan
how they will work . -

Mahy ogﬁsrtunitiea are deéveloped for people to relate to each .

other !

Con:ig:ous attention is. given td'individual and to group problem
sol

Atmosphere is created that is conducive to building mutual
support, respect, permissiveness, and creativeness

Multiple and rich resources are made available
The simplest possible means are developed to
sions! to actions - .

Constant eucouragement is present to test and to try new. ideag'
and?ﬁﬂzﬁs in real situelions © ot .
Appraisal is madé am- imtegral part of developmental sctivities
Confinuous attention is given to the interrelationahips of differ-
*ent groups . - .
Individual,differences emong members of each group are accepted

used /°
e through deci-

. and utilized

Activities are related to pertinent &
tionel, political, and agonomic scene

N 3¢

'”i * . - -

ectg of the current educsa-

v
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Module Pre/pOsttest Anever Key (continued) ~ -

—Criteria for determining effectiveness (Michael Schafer, The Sf!hent*
Role of Teachers:

Feculty Development in the Community Colliege).

LY

&
A.significant qumber of faculty, spudents, @dminfstrators,

a.
and others are involved in tots& program
b. ' Hew practiceg or expansion of sting practicea—are develo ed
c. Programs are flexible enough Ho meet cheuging individual needs’
d. Practices relste to individual\ goals of faculty as vell as to T,
" those of the ingtitutions ¢
.e. Participantsg are involved in the planning process
f. Plans for programs are carefu.'l.ly detailed .

‘Plans_include an assessiment’ of potential spin-off ’

g.

h. Programs include means for reinforcing the involvement of parti-
cipants

i Programs inelude specific criteria for evaluation

+J+ Plans inélude & breakdown of costs and means for accounting

k. Implementation of ‘$ractices should follow the plans developed
83 closely ‘as possible

1. Evalustion should be carried out by those involved

m, Cormunication should be:elear and explicit

Q. Evaluation should include cost/effectiveness analyses

v
-

Additional guidelines . . i ’

— I3 .

4. Staff development inservice should be closely inﬁegrated with
teaching‘responsibilities 3

b. Release time should be considered for professional growth .

¢. Programs are interrelated and continuous .

d. : Programs have complete backing of sdministration - .

e, Adequate financing is available ‘ S

Staff development/inservice education programs begin with an analysis
of ;aculty needs a8 identified by the faculty,

' ~
"Heeds assessment" is uséd primarily in business and industry to .
détermine particular skills that require development to do a better

“job.

-

Needg assessment techmlques are used tq_identify both training and_,
developmental needs of faculty. :

A training need may exist any” time an actugl condition differs from

& desired condition--where a ghange in present practices can bring
about desired Per’o;ggnce. A developmental need.dealfwith the total
growth and effectivere8s of the individual, particularly as that person

) grows tovard the potential he or she seems capable of achieving.

The following techniques mey be used to determine both organizational
and individual faculty development._needs. .

s . . i . (
L -,

-t
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Module Pre/posttest Answer Key (continued) -
, ¢ - : )

. 3\\7 Surveys - . .
. Pducational needs swwey , - ° ]
* Employee attitude survey .
Consumer or customer survey )
’ Delphi Technique.{method of systematically soliciting, collecting

- hd tabulating expert opinion ~ usually forecasting future needs)
\ Problem surveys (problem analyses, ;sorts) _
' '+ Organizational Audits . :
‘ Personnel records LT . .
* Skills inventories - -

Student achievements ,

' Individual Needs .
- ro‘
- 4/ Interviews '
5 Training needs questionnaire
- . Needs analyses rating forms
Performance appraisal data (egainst identified teacher competencies)

H ?
-y
-

) 6. While teachers share collective goals, individual goals are of more
(L3) immediate concern. The coordination of staff development/inservice’
education with teachgr goals can lead to more enthiisiastic responses

N - . and greater innovations by faculty. Activities planned by partiéipants
V‘f’///’ are more apt to be attractive and pelevant to them than are activities
: planned by others. Professional growth is a commitment to lifelong

learning; it id something dgpne by individuals for themselves. Assis-
: tance and support by” nistrators is vitaly however. :
7. Pirst impwessions afe exfremely'important to many people. Al employee
(Z4) who is given a cofiprehensive orientation i% likely to start with a
. positive attitude about the‘organizamion. It shows the supervisor °
' vares about the employee's welfare. )
It is important that.the supervisor.immediately open up strong lines
. : of communication with the new employee. He/she will face many new
. problems, disappointments, and perhaps disillusionments during the
initial work period. If the employee feels free and comfortable in
tringing such problems to the supervisor he/she can hélp the emp¥oyee
. .solve them. , ) y
. . ‘ ™~ ¥
' First yeer turnover, high among meny organizations, can be minimized
.+ wWhen the supervisor gets the employee off to a good start

]
¥

~ Meny vocational teachers come from business and industry and nee# to
learn educational Jargon, norms of educational institutions, work
routines, expectétions of peers and students, organizational poficies,
record keeping, how to orﬁer materials, accepted wals bf reporting
, ’ to parents, discipline policies, etc.
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ﬁaﬂulo Pre/poettest Ansver KEy (continued) R
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' Rew employees are generally interested, receptive, and eager 1o

cooperate. They welcome attention from the supervisor, accept sug-
gestions, aid constructive erdtipism. This ‘is a "leernable moment "
and the supervisor should use it to build good attitudes toward

the Job, the level of.effort that will bé required, the behavior
tha.t wiJ_'l. be expected, quality requirements, and safe mrking habits.

%lelcome the|new employee and leéarn something of his/her oackgrounq.
Explain the work and the part they are to perform, ’ A
Let them know what is expected of them,

Show them around and introduce them to fellow emplo&ees.

¢

Turn them over to a sponsor or other imstructor. ~ :
Follow up on their progress.
Representative answers could inclyde: .t

a. Teacher motivation

b. Availability of funds

¢, Leadership--inservice not considered maJor responsibility of
gdministrative personnel

d. Part-time faculty-—communication with full-time philosophy of |,
vocational education * s

e, Collective bargaining

f. Lack of comprehensive plan for staff development

. . .
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MODULES ~~ COMMON CORE CURRICULUM FOR VOCATTONAL EDUCATION

Ca‘begory‘ A In‘broduc‘bion to Vocatlional Education -
e A=-1¢ Hitstory', Philosophy, -and Trends in Voca‘bional Educa‘bion
,‘ . A=2 Scope, Function, and Organization in’ Vocational Education
A-3 Vocetional Leglslaetion .
,A—-h Assessing the Job Market and Ehlploymen‘b Trends

Category B: Cooperative Rélationship ' : ‘ .

B~1 Rationale for Cooperative Relationships
B-2 Advisory Councils , - y
B-3 Cooperative and Work Experience Programs ‘ )
. . Caregory C: Vocational Students h © ‘
i~ C-1 Promoting Vocdational Education and Becruiting Eligible Students
for Vocational Education
. 0~2 Assessing Students' Personal Cheracteristics y
C-3_ Guidance and Counseling .
c-k” Assisting Students with Speclal Needs in Vocaetional Eaucation Program
C-5 Assessing the Needs of the Disedvantaeged Student .
‘C~6 Developing Student Leadership Qualities in Vocational Education y
¢ Programs .
. C-7, Student Organizations

Category D: Administration snd Supervision . m SN -

d D-1 Fiscal Management of & Vocational Educatidn Program

/ D=2 Writing a Vocational Education Projéct/Budget R
D=3 Record Keeping in Vocational Programs oL - *
~D-k Conference Leadership
D-5 Selection, Supervision, and Eveluseion of Personnel *
D-6 School de and Its Relationship to Vocatlional Education
D-7 8Staff Development . )
D-8 Implementation of Chenge - _ T

Category E: GCurriculum Deségp in Vocational Education .
E-1 Developing & Curriculum Design in Vocational- Educatiorr - . -

E-2 Applylng Learning Theory to Vocational Education .

A E-3 .Instructional Strategles . T .

Category F: Stages and Structure of Curriculum Devglopment - ¢
F-1 Theories in Curriculum Development L. 7
F-2 Bullding & Curriculum for Vocational Education .

.. F=3 Applying Curriculum Specifics to Vocationsl Education -
F-k Safety \ "

- N ‘ - . ]

Categogy G: FEvaluetion and Research

G-1 Evalustion Models - '
« G=~2 Evalustion Procedures for ILocal ?rosrams gl(i
. G=3 Introduction” to Research Procedurgs in’ Vocational Education
G-l Research Design in Vocational Edycation .
G~5 Development of'a Resesarch Proposal in Voc&tional Education




