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The Problem

Professor Harold Hill of the Music

first: \

!

Teacher Education Candidates

Man fame said it

"Friends we have trouble, right here in River City,

Yeé, friends, we ha&e Trouélé,
And that starts with T

And that rhymes with P

And that stands for FPool!"

And that, friends and colleagues

in teacher education,

is our problem. We have trouble with our Pool. According to

current. studies, our pool of teacher education candidates

neceds cleansing, broadening and deepening.

The brightest and

the best students, at a time when our public schools -- and

indeed our nation -- needs them, are not going into the

classroom, and those who do get there either have trouble

finding a job or leave after the first

fThe drop-out rate among first-year teachers is about 50%.

N
summary, the trouble with our pool is

suggests new recruits to teaching are
qualified than those who are leaving,

Cavideneoe to indicate that they are as

few years of teaching.
In
that recent evidence (
less academically
although there is some
well qualified as the
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- 'noh—education major studenté, (Cohen, 1984). Furthermore:

The ~umber of new entrants is insufficient to meet the

com.ng demand for teachers. fThe most academically able
recruits to teaching leave the profession within a very

short time. Shortages of qualified teachers in subject

areas such as mathematics and science are expected to

grow over the next few years into a more generalized

teacher shortage as enrollments increase and the supply

of prospective teachers continues to’ shrink

(Darling-Hammond, 1984). ///

N

Who'ﬁs to blame? Some popular accounts would lead you to
believe that potehtial teacher education candidates are all
right, competent, high achieviQ? liberal arts and science

college students until they get into the professional

programs in tedcher educatlon where we give them a "dumb

’ ’ '

pill",;put them through some methods courses and them send
theh out: to the schools were they cannot cope. No one and no

" institution can be that self- destruttlve. Clearly, the
decline in the candidate pool is a reflectlon of the larger
national probléms‘of the decline in test scores over the last
ten years, For example, SAT scores declined frem'a mean of

© 453 in 1972 to 424 in 1980 and are just this yeer beginning
Lo show some slight signs of recovery. But, there afe other
factors contributing to the problem in teacher education.

Demographic trends are provoking supply and demand
imbalances for teachers. More significantly, though,
academically talented women and minorities, who were
once restricted to teaching as a professional option,
are now choosing other occupations that promise greater
financial rewards, more opportunities for advancement
and better working conditions. Teachers' salaries fall
well below those of most other occupations that require
a college degree, and avorage teachers'! ralaries have
been declining for tae past decade. The non-pacuniary
rewards of teaching have also been dwindling as teachers
are increasingly viewed as burcacratic functionaries
rather than as practicing protessionals. Lack of input




into professional decision making, overly restrictive
bureacratic controls, and inadequate administrative
supports for teaching contribute to teacher dissatis-
faction and attrition," particularly, among the most ,
highly qualified mcmbens of the teaching force o
(Darling-Hammond, 1984, \p. : :

As if the above factors were not_ehough, schools are
difficult places to work, for.they were built for children,
with few accomodations for adults and adult interaction,
Recent studies have claimed that the . quality of teacher
education programs and certlflcatlon crlterla is infinitely .
variable (Feistritzer, 1984). Sem”states -~ New Jersey,
California and Texas -- have.approved alternative models
which include no pedagogy érVProEessiohal preparat;on, but
which are based on -on-the-job training as a route toward
aguiring a teaching credential, Teachers have always been_
asked to do more than teach the .three R's. Diane Ravitch
traces the school's role.in socidl reform over the last forty

years and the attendant ezpansion of the role of teacher from

transmitter of knowledge, skills, and mainstream beliefs and
behaviors to one of social change agent. Schools and teachers
arce not able to cure society's ills, "fesponsibilities for
which they were.entirely unsuited. When they have failed, it
was‘usudlly because their leaders and their public alike had
forgotten their real limitations as well as their real
strengths." (Ravitcnh, 1984),

Lortie (1973) talks about the isolation ofbthe teacher
and the lack of a career ladder; Keor describes the

bone-freezing boredom, because teaching, as it is presently
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structured, does not'alloy an adult to change functioéns or
settings from time to timé. Finally, Schwartz (1983), Little
(1984), and others looking at the stressful workiﬁg
conditions fduhd in ﬁrban schools point to a sysfem which
does not provide neéessary rewards in status, security'add
sociability. Teachers suffer from the "Rodney Dangerfielq
syndrome” in that they get little respéct from a negatiQé
press and public, their jobs freguently put them in positions
of -fiscal and physical jeopardy,- and they have little time or

opportunity "to make friends and interact with other adults-

‘durihg the course of the school day. From the perspective of

intellectual stimulation, self-respect, economlc security and

'friendship it would be irrational for the more able student

to choose teachiﬁg as a career.

Now; what is the\hood.news? What are the ihcentivés to
teaching as a career? Why did Mr. Chips and Miss Dove enter .
and stay in teaching? As one talks with teachers in the'fieldA
and prospective teachers in training, the incentives are
largely péychic. This is congruent with the missionary
mythology which surrounds tecaching. For example, teachers
speak of the sense of hqving a mission in life, of "pride in .
their profession," of the "satisfaction they experience whén
a child learns a lesson}" §E thevtrue belief that "they are
making A diﬁfercnce" and indeed recent research supports this
perspactive  (Gage, 1984), of the opportunities to interact
with thoi; like numbers in the school, of the "intellectual

7

stimulation" required at the sacondary school level to be




sure they are current in their discipline, of the "summers

off for travel and professional development activities," of
the "job security" that may be a thing of the past, of the

"joy of working with young, inventive people®, of the

autonomy "to teach as one likes once the classroom door is

closed," of the satisfaction they experience when they

achieve a mutuality of functioning with a group of chldren,
of the opportunitiéS""to work with university types on
curriculum and reséarcﬁ,"dand of the sure knowledge that they
areé important and worthy participants in the society and
ciarriers and transnmitters of the skills,.knowledge, beliefs

and behavior of the culture.

o .

There are "perks" built into the profession. Prospective

teachers spéak of the ease of entry into the teaching ranks,
of "how teaching is good preparation for just about any ogher
carcer," of the minimal need for retraining after a maternity
or military leave,‘of the short working days which permit a
woman to function in the traditional roles of wife and
homemaker and ailow\the-male teacher to take the
admfnistration courseslrelated to advancement in the
profession. |

It would seem from the.contrasts embodied in the above
paragraphs, that if teacher .education programs socialize
prospective teachers to the work place with only the good

news and do not prepare them for the bad, expectations will

be violated and the joie de vivre that the beginning teacher
¢

brings to the school can quickly turn to resentment. But,

7
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truth in advertising mandates that teacher preparation

“programs present & fair and accurate picture of the role and

work environment for which the individual is being trained.

It would seem thgt teacher educators are dealing with

paradoxes and it is these dilemmas that must be addressed

be?ore we can begin to get specific about how to recruit the

"best and the very brightest" to the ranks “of teéching.

The Five Dilemmas

America is a multicultural nation featuring a core of
mainstream beliefs and behaviors which most cultures display
and by which they are stereotyped -~ like a common language,

or. an accent ‘or an attitude. That is, not-all Los Angeles

citizens speak English, in fact, more people speaﬁ Spanish in

Los Angeles than in Acapulco, and not all Bostonians say
"Hahvud" instead of Harvard, and not all Chicagoians are
gangsters, Similarly, there is really no American public

school system as John Goodlad has pointed out in his massive

A Place Called School (1983). Rather, there are some common

étarting points and some federal, state and local regulations

}

which cach school building responds to in a unique way. This

!

i§ one of the problems any educational reform movement in '
this country faces -- the time-honored traditiOn of local
control bf education. The uniqueness of each state,
municipality, and school building respoanding to reform
initiatives allows for infinite variations on the theme. The
rcform can proceed at very different rates in California and

Florida and not move at all in some areas of the country. The

/ ’
/




universal element in all of these reforms is that they must

.in some way respond to the five dilemmas before the

renaissance can proceed.
This is an exciting time in American Education and in
teacher education. Major pieces of reform legislation in

education have been passed and are now in the process of

!
‘being implemented in 43 states, but, 'unless we attend to the

five dilemmas, we shall have missed the opportunitf generated
t . i
by the many reports and the national attention focused on the
schools, teachers and teacher preparation programs.

Certainly, the brightest and best of our college students

will want séme responses to these paradoxes if we expact to
recruit, retain and induct them into teaching. Briefly, then

here they are:

1. Equity vs. Excellence

Most of the major reports-i;sued éoncerning the state of
education and teacher education ﬁaVe recommended raising
entry standards for teaching anditeacher preparaéion
programs. . Many states have individual exit examinations for
credentialing purposes and all ha&e program approval mandates
for teacher education programs. However, historically,
teaching has had relatively flexible admission and exit
standards and has been the rogd to upward social &and
professional mobility for those who had been previously
excluded from a share of the'goodiés of the mainstregm'
society. Will raised standards exclude minorities, old?r

adults, naturalized citizens and others whose skills and
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“talents

are useful in schools but do not raise pdints on
standardized tests? On the other hand, if standards are not

raised, how will teaching and teacher education ever really

\éihievemprofessional status and first class citizenship in

the professional and academic communities? Further, if

: \

teacher educators and the teaching corps miss the opportunity’
o SN

to elevate entry and exit criteria, and upgrade schools and

the intellectual calipre of'thgse entering the profession, ’
are,théy willing to b -reSponsible for the next two decades
of educatlon and its consequences? Creative ways are called
for to combine the p inciples of equity and produce excnllen
hlgh\quallty teacher edu:atlon programs.

2. Fgalitarianism vs. Differentiation: Career Ladders

for teachers.

Qne of the core values of the teaching profession in
public\schoéls is a teacher is a teacher is a teacher.
TeacheA associations and"unioﬁs bargain for a single ray
scnle,,Ltandardi7ed hours for classes and preparation tihej\
the only diffferences in salary are based on seniority. One
tecacher's opinion and contrlbutlon, in the formal structure
of the school, is equal to any others. But the reform
legislation, researchers and evén one large union are calling
for career ladders, differentiated rewards'as a teacher
displays special skills, knowledge agd initiativc. Some
lcgjslation calls for mentor/master .teachers with more pay !

and greater responsibilities; T. Bell, the Sacretary of

Fducation, has suggested that public.school teachers adapt

1()
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the university faculty ranking systeml As ohe talks with
-individuals who have recently assumed the role of
mentor/master one hears how the& delibetately downplay their
new positions in working with their colleagues. It is evident
the egaIitarian-tradition is hard to overcome.

-

3. Teaching:d Art or Science?

This dilemma |is aAbit like Ehe nature/nurture paradox.
\Are'artists born of trained; are teachers born or trained?
\There are those wh0‘would say that - teachlng is an

1nstrumental or practlcal art, in that the acts in teaching
are too complex to be reduced to a formulb There are others

(Berllner, 1984) who malntaln that over the last twenty years

we have eotabllshed\a core. of research flndlngs whlch detall
the 501ent1flc, replicable, teachable basis for teaching as
an art. One must learn the technlques and practice them

beforc\one can become a v1rtu000 in any art form. The same

can be said for teachlng. The problem is that we have not had

a body of research, of validated, replicable, successful
practices in teacher education programs or on teachers in
training. Available information is based on research done
with teachers in practice. We know what good teachers do. The
question is can students be tralned to do what good teachers
do and bhe what good teachers are, or must some basic
aptitudes be present before training?

1 1 )
4. The Curriculum - Standardization vs.

Individualization?

Recent reports call for more standardization in the

o T ]



content of the curriculum at the K-12 ‘level as well as for
| . ;
the teacher preparation programs.- One suggests that/th&\-j

"meqs" 'in teacher credentlallng standards across th° statgs

nn content areas be resolved by requlrlng a national teacmers

examination in content fields for certification. This strikes

- at the heart.of-the~academy's"tradition of academic freedom,

|

at the right of the professor to téach without restraints,rto_;

\

‘develop currlculum and to structure the delivery as he/shel

shes w1th1n peer determined. llmlts. Credentialing of, amd
!

legislative mandates about, teacher preparation programs

- reduce that autonomy and enhance standardization. In the role

of p;otector of the commonweal, state agencies will continue\

to move toward standardization of curriculum and teacher \

preparation, and in the name.of academic freedom, university
faculty and public school tachers will resist,
\\ 5. The Focus of Instruction

N, ' \ .
The Curriculum or the Child? Given thg\limited amount of

time most programs use to prepare a teacher, ch01ces must be
made about the focus of the preparation endecavors. Does one
teach the curriculum or the child? The answer to that.
question may specify the 1nst1tutlonal strategy to be
emphasized. Will it be mastery learning, small group
instruction, large.group aetivity, coaching, emphasizihg
tiﬁe—on—task strategies, classroom discipline, working with
alterable variables or the double sigma cffects, homogenous
grouping, heterogenous grouping, audio visual and compufer

v .
aids? Shall the handicapped be mainstreamed into regular

‘.12 ) ’
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classes or placed in special instructional units? At the
universlty thé content of the cu;riculum seems to take
precedence over the student as an individual. 1In the- .
kinderéarten'class the reverse is true apparently. How do
teachers strike a balance, and what happens if they do not
accoquate‘ﬁﬁtﬁ foci?

The five dilemmas are not insoiuble- They can be
managed, even resolved with sufficient valid research, for a
time anyhow. Innovation and creative practices can reconcile
the seeming paradoxes with a Both/And approach. Some
accomodations can be made without sac;ifiqing quality. The ;
fesolution of the dilemmas must be attempgéa'with respect for
different viéws, with appreciation for the cultural diversity
of the public school popuiation, and with considerable awe
for the tremendous cultural ballast of the school as an "
institution. The schools have looked -the same fo;_the.iast
2,000 years, since thé dajs of Socrates. Above all the
dilemmas must be approached with the understandi., and
admifation for the crucial nature and centrality of the role
of the teacher in any reform movement. The,tra%ning and
occupational socialization offered by any teacher preparation

program can only be as good as the faculty, the processes and

" the candidates incorporated into the gsystem.

I1I. A Conceptual Structure

There are two assumptions basi¢ to thevfollbWing_km

e
-

discussion. The first is the view that teaching is an T

instrumental art, the preparation for which can be based on a

13



core'oﬂ scientific research findings. Second, the.act of
teaching is_practiced in schools which are social systems
composed of institutional roles defined by expectations, and
filled by individuals with unique personality needs. Given‘
Lf\these'assumpgiOns, what sort of a model woulo.describé
functional'olternative ways to attract the best and the
brighcgst to the fiéid? Probably,. the most efficient and
efféccive model would be oné which described, anglyzed and
predicted a variety of person-preparation-performance fits.
One more assumption is called for and that is that the gonll
of any educational institution,is to produce competant,
incclligent,‘ukllled and productlve persons,
There is a reasonably solid body of researcn about what
kind_of people good teachers are and what they do.- If.;hose
T T T o findings were used tO“deVelop a se;;es of selection models,
one for rural cducation settings, one for secondary
education, another for eafly childhood education and still
another for vocatlonal education and SO on, teacher
preparatlon programs using the flndlngs from effective
teaching research could dcyeldp a series of training medules
for each settin%,or‘gradeclevel matched with a projection of
/@ha would best fit each setting. After the generic core some
7 students would prepare some for rural settings, some
o ﬂz;ndidates for specific programs in, urban education, some
for early c¢hildhood and othe;s for vocational education

centers. Then a supervised internship and induction period of

t'o to three years would ease the transition from student to

y
/

-
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teacher and reduce the excéssively high drop-out rate among
beginning teachersi " In this system, rewards would be
commeéurate with expertise.

Many scholars have indicated that systematic and
specific teacher educgtion programs ére now possible, bésed
on the resea;ch which has been done, and that which now can
be done on the peculiér nature of the teachers' work. The
preparation institﬁtion and the school would collaborate on
placement and ongoing inservice training, thus reducing the
false dichotomy between pre and inservice training. One of
the eiéments of any profession is that initial preparation
and continuing training are part of the same longitudiﬁal
carcer commitment. In effect these are the recruitment,
selection, training and induction processes .used by medicine
and law, and represcnt a traditional m@del of socialization
in£o a profession,

It is at this juncture that the teacher education‘
socialization model breaks down. Recruitment, selection,
training and induction into other professions insure the
individgal'of certain benefits which are not currently'
present in teaching. One of the norms of any proﬁession is
that the proEessionél enjoys some form of public and private
client trust, and this trust allows peer evaluation and
sanction. The lifeway commitment to the profession means the
practitioner will obey an ethical code emphasizing service
and a commitment to best practices., The training pefiod is

long, entry is difficult, career rewards and the good life

15




LN

are predictable based on enhanced skill and knowledge,
excellence and hard work in professional performance.
Teaching as it is/currently structured does not meet these

s

professional criteria, 1In order for teaching to qualify as a

profession a number of things would have to happen:

.there would have to be wide-spread legislative and
public policies raising salaries and improving working
conditions in order to attract the brlghtest and the
best,

...professional training and internships would have to

be subsidized and school systems would not be able to W
hire teachers who did not complete 1nternsh1ps and RN
residencies;

...teachers would have to control entry to the
profEssion through their certification, bar .exam type
boards and then be willing to take the responsibility to
insure minimum standards of performance, inciuding
policing their own colleaques; :

...a career ladder would have to be established and
promotion and salaries would be based on meeting
professional standards and exhlbltlng special skllls and
a hlgh level of performance;

.teachers and university faculty would have to work
ogether to synthesxze and enhance the body of knowledge
to be conveyed to novices, to produce a "Grey' S Anatomy"
of teaching. The craft of teaching would have to be
deinonstrated by,\and rehearsed with, master !
professionals ;

' i

...there would be a long and intensive traLnlpg period
at a university; : \J

: . . PR ,
...teaching would Hhave to become a full-time/ job with
professional development built into the wor% day

o

Indications are that there are some movements
toward achieving professional status aé a by-product of the
reforms being called for in teaching, schools and ,reparation
programs, California has mandated that a beginning teacher's

salary will be $18,000; egxperiments are underway to add those

16
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difficult beginning years of teaching to the ipitial . .
preparatory period and substantially lengthen the period of
training of teachers, enabling newcomers and experienced

' | teachers to collaborate as colleagues in school improvement

(Bush, 1983).

ol

At this time it is diffiéult'to develop a holistic model
of recruitment, retention and indﬁction for an occupation
‘that still has a very large”iQQntity-crisis. Questions about
the recruitment And retention éf graditionally |
underrepresented minorities in teaching might. have better
answers if candidates knew whether they were seeking a
life-long commltment, or a prellmlnary occupational activity,

‘as an entry to another work role. In reviewing the literature
on attrition, selection and retention, the point is made
again that there aré certain commonalitieg'in any model
designed to address these problems, but it is necessary to
pinpoint the multiple roots of S§udents' choices of
preparatoéy'programs.

Current evidence suggests that most college bound high . '
school students are not interested in teaching as a
profession (Mangieri and Kemper, 1984). [ In fact. of the more
thau four thousand students sampled only 9% indicated they ,  f}
were "very interested" in teaching as a profession. Of that
group, three-quarters wanted to go into teaching to
drmonstrate the knowledge and skill they bad in a particular
subject arca., The second reason more than two thirds of this’

group wanted to enter teaching was to work W1th children. A

BEST G0V
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follow-up survey was dore by Mangieri and Kemper to find out
“meA“M-MA-W“m-Qg;mggé:ﬁgiédgfféhé students surveyed were not interested in
| teaching as a profession by asking them what wédld attract
them to teaching. The top three ;nswers were: "considerably
) .

- . better‘sélaries for teachers" (60%), "more rapid salary
| incygaées for teachers" (56%), and "better chances for
proféssional advancement for téachers"/(SA%). The majority of

/ .
those who were interested in teaching as a career were women,

/
\\while 50% of those men who rejected teaching as a career

’}ndicated that they were not- interested’ because, of the low
status and lack of recoqnition associated with being'a
/ teacher and the poor wo;;;ng conditions, Women conSidered job
security and thq,ability té work in an area of their choice
/ attractive featufes of teaching. The authors speculate that
}/ the 49% who said they-were not“in£erested were among the
/ better academically qualified students. Clearly, improving
..teacher pay, the status of ‘the occupation, working conditions
aﬁd oppdrtunitics for advancement would attract these better
; students who are now not iﬁtefested.
Given all of the above constraints, are there ways in
which to recruit, select, retain and graduate competant

stqdents? Of course there are, but with one final caveat

expressed by Vincent Tinto in his comprehensive work on

AN | student attrition:
N\ .
\.
,\\\ ' llowever constructed or designed, no program to reduce
\ attrition is better than its implementation and
\\ management within the institution.., It is one thing to

\ conceive of, even design, an institutional retention
: \ effort; it i1s anothor to implement and manage one within
| \ the often rigid maze of institutional structures., Here




sevéwal concluding observations are called for, First,
successful retention programs are most frequently
longiltudinal in character Second, they are almost
alway 1nternai1y tied into the adm1551on process (and
the placement services). Third, their implementation
gener 11y involves a wide range of institutional actors.
Not ipfrequently, successful retention programs .become
opportunltles for institutional self-renewal, an outcome
which, in the long-run, may be more benef1c1a1 to the
1nst1tut10n s well-being than the 51mple reducqion of
dropout rates (Tlnto, 1982, p.699). \

Read, "a system of recruitment, selection, retention and'

induction” .for the word attrition in the above passage
and you have  the ba51c principle for any conprehenSlve

|
cfort to attract talented studentu to tdacher

,'

education. i

In sumhmary, a comprehensive conceptual model for
. \ |

recruitment and retention in teacher education and in
the field of teaching circa 1984 would necessarily be
incomplete for the field is in a crucial transition

pariod. Thirty years ago, one could say with some; )
.. ] N ‘ “, "

certainty, | '
.. .recruit women and minorities forfthey will stay

in the field. There are bright studints among these

yroups who view teaching as a careef on the road to

upward mobility;

/

+..select academically well qualified students who
are nurturing, like to work with chjildren, are not
concerned with working conditions too much, who

love their subject and want to stayrq}ose to home;

...retain and induct into the profeLsion those
students who perform well acadesmically, serve a
short supervised student teaching hftCh and :cut

them loose after graduation to sink/ or swim.
|

i e

.'/

It is not possible to count on thesg principles

today, for alas and hurrah, the world'haé chanééd, and

ENC B | ' e
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~IV. Recommendations for Action

hopefully, so have we.

|

This section of.the paper presents some concrete
recommendations about initiatives which universities and
teachers, and public agencies can pursue to attract
competant students to teacher education and the field.
The recommendations are predicated on the notion that
teaching is a brofession for some, and an entry level
first occupation leading to diverse professiohal careers
for others. The\rqsearcP suggests that these two strands
are sex Specific,{but the-recommendatiohs.apply for all
groups, although there are special recommendations

related to underrepresented minorities.

From my perspective, recruitment of particular

19

populat}ons implies thét selection models and citeria
have been defined and app%ied to the applicants, |
Retention means not just reducing dropouﬁs from the
university, bur reducing the shocking attrition rates ..
for begirning teachers. Supervised induction to teaching
must be part of any retention plan. Graduatiop ffom the

university in this view simply marks a differégt state

in the profeséional preéaration for teaching.! There is

much to be done about schoois as workplaces, salaries,

status, credcnéialling, etc. which teacher educators in

the university and in the schools car influence. I am
|

reminded of what Margaret Mead said when she was asked,

how does one begin to educate children for world peace?

| 20
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"The answar is everywhere at once." The following recom-
mendations begin everywhere at once.

Planning

1. Any comprehensive, longitudinal recruitment and

selection plan for attracting students into teacher

education must include both a broad base and locally

térgeted public relations element, alternative models of

desirable candidates, and examination of criteria and

procedures for admission of students to programs,

provisions for redesigning the curriculum where

appropriate, retraining faculty and artiéulatinq with

K-12 schools, community colleges and other agencies with

potential candidates.

This generic recommendation liéts some of the
essential elements of an institutional effort to attract
well~qualified candidates to teaching, including
underrepresented minority students, e.g. Hispanics. The /

examination of admission criteria to teacher education . /

. : o
programs could m2an raising standards, expanding o
) -/

remedial services to studente< who need academic work but/ '

wno have the motivation and other characteristics deemed

!
desireable from the selection models developed, /

Provisions should also be made to accomodate the /

: : i
atypical candidate who may not fit the model as snugly‘

as others. ) !
Implementation ' !

2. The university should create cadres of trained]




.continuation of the effort.

recruiters composed of faculty in teacher education,

media experts and market research strategists, liasons

to target populations, contacts to local groups, to

build community support and gain access to potential

candidates.

‘{Business and indusﬁry, the military and the
govefnment spends millions_of dollars to entice the the
best and the brightest into the fields which servicef
their enterprises. Educators do very little of this. The
technology is available which will allow:a university

4

and a teacher gducaﬁion program to target a potgntial
population, saturate the media and the school o;w
community college, engage in gctive recruiting and-begin
to build some bridge; to the programs. Time, resources
and the willingness_to use commercial techniques to |
attract students to teacher education are needed to
accomplish this. A five year‘trial périod is recommended
before any summative-evéluation of.the efféctiveness of
the effort is done ana decisions are.made about

3. Teacher educators and university recruiters should

participate in regional, local and national events to

1

share recruitment strategies, learn from ochers and form

rietworks so that students can be transitioned from one

educational agency to another with a minimum of trauma.

Personal contacts among counselors, admission

officers, teacher educators and others should be

22
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encouraged for a referral to a friend makes a potential
candidate feel|respected. Too often transfer students
from community colleges and/or secondary schools
experience a sometimes fatal cﬁ;;;;;_;ﬂ;;k &;on entry to
the university.. There is some research to indicate that
whenrgpunselors and admissions offico2rs know each other
and can work together the retention rate is higher. The
same can be applied to the entry into the teacher
education program. Having one faculiy member personally
refef a student to another gives students a sense of
securfty and self-esteem. The impletentation of this

recommendation 'is relatively low cost, but does involve

nstitutional commitment to the time .and travel funds

necessary to Support networking activities. It may also

mean Lndor51ng university-wide teacher education
commlttpes and exchangea to connect the ‘rest of the
un1versxty to the 1eacher prepdratlon programs,

4. Universities add teacher preparation prcgrams should

emplbyﬁand train skilled couselors to work with their

counterparts at two and four year institutions, parti-

cularly those who have large numbers of underrepresented

minority students.

Attent.ion should be given to the role modeling
aspect of this endeavor and whenever possible coﬁnselors
should be from underrepresented minorities also. A
similar group in teacher preparation programs should be
available to guide all students through the maze and

23
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/// mysteries of the certification processes, as well as to

provide academic and some personal counseling, if
neccessary.

5. Any recruitment effort in teacher education must

adhere scrupulously to the principle of "truth in

advertising" when advising students about the career of

teaching.

This recommendation costs very little money, but
does require a great deal of self and occupatignal
analysis. Interested éﬁudents might be dirécted to talk
with recent graduates, students currently in training,
or visit several schools, or be asked to recontact theif
favorite feacher. But the career options must be
presented éccﬁrately.or the attrition rates during the
induction period will conﬁinpe to be abnormally high.

6. A variety of collaborative models and experimental
7

programs are availablé for,replication and should be

considered particularly at the middle éng high school

levels. 'They require additional financial resources,

When scﬂools and universfties.actively collaborate
on: teacher training programs, additional benefits
accrue. Students see university professors in the
schools doing gogd things with teachers and students and
high school ieachers can identify potential candidates
for the teaching profession. Sdme programs have
established tracking systems for talented students and

have invited them to campus during the summer to
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participate in tutoring or pre—professionai’activities.

Socialization to the profession should start early, and
thege "learning bridge" programs seem to be very "
successful experiments.

7. The university and the teacher education program

should examine their selection and entry criteria for

equity violations and determine if sufficient

remediation opportunities exist to accomodate

underrepresented minority populations.

California now has an entry examination for all
candidates in. teacher education which also serves as an
exit criterion, for one may not eafn a credential unless
the CBEST (California Basic Educational Skills.Test) is .
passed. The Golden Stéte is not unique.in legislating a
v teacher cexamination, %nd, indeed, standards should be
maintained and raised. The test, like most others, has a .
verbal, a math, and é writing sample evaluation. After
two years, the statewide test results indicate that the
‘Hispanic students have the most difficult time passing
the examination, particularly the language portibn. If
this is the case, then the academy, the whole aéademy,
not just the teacher preparation programs, orlthé
schools and colleges of education, must take Fhe
reesponsibility for remediating the deficien%ies in the
necessary language skills. Equity and exce#&ence can be //
ageomodated with planning, resources, and q%mmitment. To

. _ . /
lower standards. is patronization; to adequately prepare
!




the profession. .
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students to méét standards is good judgement.

8. The university and teacher education programs must
make information and opportunities éo obtain financial
aid available to students before and during their

professional preparation program experiences. . If the

teacher preparation period is extended, then increases

in financial aid are: necessary.

9. ° In addition to the recommended actions at the

university, teacher educators should work with the S

public, the legislators, and théir;golleagpes in the

filed to design and implement appropriate career. ladders

and role differentiation in the schools, should

cncourage teachers to assume the resporsibility for

their own profession by controlling entry, by evaluating

their colleagques and by working for increased status for

]

10. Teacher educators and the profession must enlist .
R

public and administrative: support to redesign the

schools as workplaces, to make teaching a full time joh

and restructure schools as places where adults as well

as children can learn and develop.

Rescarch and Development

11. Additignal work must be done on the

person-preparation-practice syndrome in order to fine

tune the system of selection and training of teachers,.
Research studies should be mounted to Eollow-up

some of the work on teacher stress and burn-out which
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_an urban school is unbearable stress to another. What

~are the coping strategies, personality characteristics,

26

_reveals that what is creative tension to one teacher in w

family background and teaching effectiveness patterns
exhibited by individuals in various settings? fhese data
have implications for recruitment and selection as well
as training and entry into teaching.-

12. Various medels of recruitmant and selection,

retention and induction should be mounted in an

experimental mode.

Several diverse institutions should be given
appropriate funding to mount programs with the
understanding that there will be extensive documentation
to detérmine which are most effective in recruiting the
brightest and the best, and in keeping them in the ‘ \\FD
profession at least five years. Experimentation with the
Masters in the Art of Teacﬁing format folloved with a
supervised internship for the first three years is
recommended by Robert Bush,'B.O. Smith and many other _ .
scholars., If thse suppoct  systems are promised‘during
training would that enhance‘thé attractiveness of the
profession?

Finally, the universiﬁy and peacher preparation
proograms must look to thé;;élves and engage in program
revision, faculty development and connections with
research and the field. .The best recrﬁitment, selection

and retention programs will' go for nought if the core of
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the professional preparation program is not cdncept-énd—

research based, intellectually stimuiating, practically

useful-and geperative of pride in the graduafe. S0 where
" do we bzgin £b ¢lear, expand and deepen our Pool?

Everywhere at once, my friends, everywhere at once!




