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preparation of community college administrators of vocational educa-

tion; and (4) identify the method recommended by the respondents for

preparing individuals to perform each competency included in the study.

Procedures

A 98-item mail survey questionnaire was developed through a

critical review of literature on professional education competencies in

areas of community college, vocational education administration. The

questionnaire was designed so that deans and department chairmen

could respond to the level of proficiency necessary for each compe-

tency in relation to their job. Responses were assigned Likert-type

scale values of S to 1. The questionnaire also included a checklist

designed to reflect the best recommended methods (courseworic, on-

the-job experience, or a combination of coursework and on-the-job

experience) for preparing leadership personnel to perform specific

c ompetenci e s.

A total of 48 community colleges from Arizona, California,

Colorado, and Washington who met predetermined criteria agreed to

cooperate in the research. A randomized sample of 175 deans!

directors and department chairmen involved in vocational education

was selected from community colleges participating in the study. One

hundred forty-three usable questionnaires were returned and analyzed

by utilizing analysis of variance and factor analysis analytic techniques.



Selected Findings

Selected findings were:

Except for five competencies, no differences existed

between four states represented in the study.

Except for five competencies, no differences existed

between the 48 community colleges.

Twenty-eight competencies were rejected when positions of

administrators were compared indicating differences exist.

4, Except for four competencies, no differences existed

between respondents in regard to the proportion of time

allotted to teaching.

A five-factor solution extracted 59 competencies that had

factor loadings greater than ± . 50.

The combination of on-the-job experience and formal

coursework was identified as the preferred method of

competency preparation.

Conclusions and Recommendations

Fifteen corclusions were presented based on the review of

current literature, the questionnaire, and the results of statistical

analysis. Five selected conclusions are:

1. The five clusters of competencies identified represent



meaningful groups that can form the bases for developing

curriculum to prepare community college vocational

education administrators.

The few differences that occurred between states, commun-

ity colleges, and teaching responsibilities were attributable

to chance.

The differences that occurred between positions were inter-

preted as true differences. Seven competencies were

identified as unique to the needs of department chairmen

and 21 competencies were identified as unique to the needs

of deans.

A combination of formal çoursework and on-the-job

experience is the preferred method of vocational administra-

tor preparation for community colleges.

A high degree of similarity exists between the 143 respon-

dents.

Six recommendations were offered in view of the findings and

conclusions derived from the study. Two selected recommendations

are:

1. That behavioral objectives and individualized instructional

packages be developed from competencies in the present

study and used to prepare community college administra-

tors of vocational education.



2. That a composite data analysis be conducted on the concur-

rent studies by Baltimore (1972) and Martin (1972), and the

individual study by Sundstrom (1972) to ascertain similarity

of results. If strong similarities exist between populations,

it was recommended that the western states cooperate in

establishing vocational leadership programs with a common

base.
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A STUDY OF PROFESSIONAL EDUCATION COMPETENCIES AND
COMMUNITY COLLEGE ADMINISTRATORS OF

VOCATIONAL EDUCATION

I. INTRODUCTION

Background of the Problem

The community/junior college as an institution has been in

existence for more than 70 years. For many years, it existed in

limited quantity and in restricted geographic areas. In its early days

a few proponents tried to attract followership and support, with very

modest success. During the late 194OTs and 195O's, however, the

community/junior college movement began to flourish.

According to Priest (1970), the most spectacular growth has

occurred during the last 20 years, and especially in the decade of the

1960s, when enrollment in two-year colleges more than tripled,

soaring from 600, 000 ten years ago to an estimated 2,000,000 in

1970. During this time, the number of suchcolleges rose from about

650 to approximateLy 1, 100.

The rapid development of community/junior colleges with their

potential for occupational education has not taken place without the

creation of problems. There is an acute shortage of educational man-

power for leadership in post-secondary programs, according to

Knoebel (1968). One factor of this acute shortage is in the leadership
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of vocational education. [f vocational education is to exert its full

impact in the community/junior college, administrative competencies

as related to vocational-technicaL positions need o be identified.

Statement of the Problem

The problem considered by this study is that of identifying the

common professional education competencies which are essential to

adequate performance by administrators of vocational education at the

community college level and to identify a recommended method, be it

coursework, on-the--job experience, or combination of coursework and

on-the-job experience, of preparing individuals to perform that

competency.

The major objectives of this study are:

To determine the common professional education compe-

tencies needed by community college administrators of

vocational education.

To determine U significant differences exist in vocational

administration competencies among respondents as cate-

gorized by (a) state, (b) institution, (p)pøsition held, and

(d) proportion ôftithe on the job devoted to teaching.

To determine the extent of commonality among individual

community college administrators of vocational education

included in the study.
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Formulate implications to be considered in the development

of curriculum content, performance objectives, and teach-

ing strategies for the preparation of community college

administrators of vocational education.

To identify the method recommended by the respondents for

preparing individuals to perform each competency included

in the study.

Definition of Terms

The following definitions areincl.uded for purposes o standard-

izing the use of terms in the study. Other terms of phrases used in

the report are considered to be self-explanatory.

Comprehensive Community College - A two-year public institu-

tion of higher education with academic, vocational, and general educa-

tion programs. It is designed to provide a wide range of options and

services in response to the needs of the local community. For pur-

poses of this study, no distinction is made among the terms junior

college, community college, or comprehensive community college.

Internship - A planned on-the-job experience under the guidance

and supervision of recognized leaders in the operation and direction of

vocational education programs. As used in this paper the intern-

ships shall be directed to administrative and/or leadership positions.

Leaders of Vocational Education - Those professional vocational
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education personnel who have the combined responsibility of the

administration supervision, coordination, consultation, and teacher

education of vocational education at the community college level.

Vocational Education - As used in this study is intended to

encompass such terms as occupational education and technical educa-

tion. It refers to courses, programs, guidance, performance objec-

tives, and related instructions based upon cornpetencies designed to

prepare the learner for entry into an occupation or advancement in a

current occupation.

Profes siQ'nal. Educatton Competency - A specific knowLedge,

understanding, ability, or expected behavior needed by an administra-

tor or leader in the performance of his or her job.

Task -A logically related set of actions required for the

completion of a job objective. Stated in another way, a task is a com-

plete job element. A job or vocation includes any number of tasks.

Task Analysis - A systematic process that involves breaking an

actual job down into a set of logically related tasks required for the

successful completion of the job.

Proficiency - A Level or degree of expertness required in the

performance of a professional education competency.

Complete Proficiency - The ability of an administrator or

leader of vocational education to carry out the responsibilities that

are a necessary part of his job without any outside assistance.
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Considerable Proficiency - The ability of an administrator or

leader of vocational education to carry out the responsibilities that

are a necessary part of his job but may require a minimum amount of

assistance.

Moderate Proficiency - The ability of an administrator or leader

of vocational education to carry out the responsibilities that are a

necessary part of Fis job but may require assistance.

Slight Proficiency - The ability an administrator or leader of

vocational education does not necessarily need in carrying out his

responsibilities, therefore, assistance is required.

No Proficiency - The ability an administrator or leader of

vocational education does not need.

Importance of the Study

Federal legislation in the form of the Vocational Education Act of

1963 and the subsequent amendments to that act in 1968 provide a

clear mandate for the development of leaders in Vocational Education.

Prior to the Vocational Education Act of 1963, LeadersIip activities

had received onl,y token attention nationwide. It was left to the old

theory that "the creani will rise to the top" to supply part of the need

for leadership, but suddenly the demand for sophisticated personnel

in leadership positions made theoldpractice unsatisfactory and new

catalysts were needed.
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In the General Report of the National Advisory Council on

Vocational Education (1968), recommendations to the Secretary of

Health, Education, and Welfare included the following

that the Act recognize the need and provide support for
professional and paraprofessional staff recruitment, prepara-
tion, and upgrading at all levels, including leadership
administration, teacher education and counseling and
guidance on a state, regional, and national basis (p. 201).

The passage of the 1968 amendments to the Vocational Education

Act of 1963, with their greatly increased funding and broadened

designation of services to be performed, has effected even greater

stress upon the leadership in Vocational Education.

Tennyson (1971) states, TTat the moment there is in most states

aleadership void with respect to career development in the schools"

(p. 56). The success of comprehensive programs in career develop-

ment rests upon the leadership which can be drawn from the several

dis ciplines represented in education.

The National Advisory Council on Vocational Education continued

in its general report,

. . that among teachers recruited up through the ranks,
many are very able individuals who rise to leadership
positions, frequently without the opportunity to acquire an
understanding of the nature of our society and its needs.
They need help in gaining an understanding of the total
educational enterprise and the social and economic
conditions of our society. They also need to develop the
skills of an effective educational leader (p. 149).

Following the Le3dership Development Institute for Vocational

and Technical Education Personnel in the Western States, TenPas



(1969) wrote of a critical need for vocational-technical leaders who

function from a. sound theory of leadership, who have direction and

consistency in their behavior, and who implerxient conscious, intellec-

tual, rational decis ion-making.

Schaefer (1966), in a symposium at Rutgers University con-

cerning the advanced degree and vocational education leadership

stated,

Vocational and Technical Education has always been facedwith
changing situations, but never has the change been so constant,
powerful, and full of hazards. The flowing of technology,
societal unrest, and labor market upheavals has accelerated at
aspeed far greater than innovations to keep Vocational-
Technical Educators apace. It is long overdue that a "new
breed" of leadership be developed. As Broudy (1963) put it,
'the only genuine relevant answer to the critics of professional
education is to giveit the content and structure to make it
truly professional' (p. 7).

Loomis (1971) asserts that leadership development must match

programmatic needs. Leaders need to be able to identify, analyze,

and overcome such problems as (1) the prejudices that educators and

the public have for non-academic endeavors, (2) the failure of educa-

tors, students, and others to relate academic and career goals, (3)

the need to provide effective learning experiences for students in low-

income families and minority groups, (4) the need for development of

teacher-education programs which match projected needs, and (5) the

growing demand by the public for improved management practices in

the schools, including planning and evaluation- - or accountability.

Obviously, these concepts have large scope and tools such as system
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analysis, program -budgeting, management by objectives, cost-benefit

analysis and individualization of instruction principles will be needed

as cornpetencies for leders. The California State Department of

Education (1970) points out that the need for such competencies is as

essential to vocational leaders as t is to other types of leaders. In

addition, such competencies must be relevatit to the job in which the

1eader finds himself; hence, they should be based upon job (task)

analysis or otherprocedures for validating job performance demands

and standards.

In discussing manpower trends in the 1970's, Lamar (1971)

stressed the need for Vocational Education to establish a continuing

program of professionaL development. "The conceptualizing, planning,

and information systems are dependent uponpeople--persons with

specialized competencies" (p. 35).

Davies (1969) points out how American Education needs to move

from a system that emphasizes meeting requirements, passing courses,

and accumulating credentials to one which values performance. The

final test should not be something you write for two hours in a room,

but how you behave, think, feel, and perform. This is an alien con-

cept inmost schools and colleges, but we are not going to revitalize

the system until education personnel become comfortable in a

performance-based climate.

The Oregon Board of Education (1971) adopted significant changes



in Oregon's rules for teacher preparation and licensing to become

effective October 15, 1972. Changes in the rules that have a bearing

on this study include:

Teacher education institutions will be able to waive part or

all of the current courserequirements in accordance 'with

individual candidate's previous experience and demonstrated

competency.

In-training and licensing school administrators, professional

skills, education and experience not directly related to or

contingent upon teaching experience, or training as a class-

room teacher, will be considered.

Teachers and administrators will be exposed to the concepts

of career educatioi and the relationship of careers to the

schooling process.

The Oregon Board of Education (1971) has also proposed a

revision of Oregon High School Graduation Requirements. Under

Section 4 entitled Graduation Requirements ProposedAdditions, it

states (the followingsection is a proposed addition in its entirety):

Minimum Standards Section 11. Performance Competencies.
Not all student competencies need be developed in a formal
school setting, but high schools are responsible to check that
students demonstrate proficiency in fundamental areas. Tests
shall be conducted in each of the following areas and each
graduating senior shall successfully record according to local
policy the completion of three tests in each area: Communica-
tion Skills; Arithmetic; Citizenship; Consumer Affairs; Environ-
mental Education; Health and Physical Education; Career
'Education; and Science and Technology,
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The Division of Vocational, Adult, and Community College

Education, Oregon State University (1970), prepared a Proposal For

Changewhich outlined the necessity and procedures for developing a

relevant, performatice-based teacher education curriculum. This

proposal was funded and performance-based continual progress

curriculum is being developed.

Oregon State University and the University of Missouri were

selected by The Ohio Center for Vocational and TechnicaL Education

(Cotrell, 1970) as cooperating teacher education institutions to assist

in the development and evaluation of vocational and technical teacher

education curricula. The performance -based curricula being developed

will, emphasize the application of core, individualized, and cooperative

education concepts. Modules of instruction in selectedpedagogical

curricula which will incorporate specific performance goals, appro-

priate learning strategies and sequences, and performance evaluation

techniques will be developed and evaluated.

Summary

The growthof community colleges and related vocational

education in the United States has been a trend of increasing momentum

since the late 1940's. This rapid growth over the past 20 years has

placed a burden on our universities to prepare vocational education

administrators.



companion study by Baltimore (1972) utilizing public school dis-
tricts is being conducted concurrently with this study.

11

Authors have generally indicated a predominance of opinion

that despite an increased number of leadership development pro-

grams, adequate numbers of leaders are not being prepared (U. S.

Office of Education, 1963; Schaefer, 1966; California University,

1969; Russo, 1969, University of Georgia, 1969; Tennyson, 1970;

Lamar, 1971). Campbell (1971) suggests that administrator compe-

tencies be defined in behavioral terms thus enabling universities to

prepare people based on. job demands which is a performance-base.

This study'is an attempt to identify the professional education

competencies of community college vocational education adm inistra-

tors and contributes to the design and development of curriculum

content, performance objectives, and teaching strategies that could

improve the extent and quality of vocational administrator education.

Hopefully, the research will also strengthen present teacher!

administrator preparation and licensing, performance -based high

school and community college curricula, and vocational teacher

education.



II. REVIEW OF RELATED LITERATURE

History and Growth of Community Colleges

Influences upon the economy, in the years preceding the Civil

War wrought such drastic changes in the skill needs of our nation that

the traditional sources of craftsmen and agricultural workers were

inadequate for the economy and critically deficient for war. The

Civil War crystalized thinking concerning the critical shortage of

occupationally competent workers.

The critical shortages of skilled manpower resulted in federal

legislation. This resulting legislation, the Morrill Act of 1862,

produced the land grant colleges2 of agriculture and mechanical arts.

The act provided for a structure which would cover applied science as

well as law, theology, medicine, and philosophy.

Much of the occupational oriented courses in agriculture and

mechanical arts offered in the land grant colleges evolved into pro-

fessional courses of applied physical science (as in engineering) and

12

2 These institutions were established under the provisions of the
Morrill Act of 1862, which granted 30, 000 acres of Federal land for
each member of the Senate and the House of Representatives, with
theland to be sold to provide a permanent endowment for the
establishment in each state of at least one college where theleading
objective shall be, without excluding other scientific and classical
studies and including military tactics, to teach such branches of
learning as related to agriculture and the mechanics arts in order to
promote the liberal and practical education of the industrial classes
in the several. pursuits and professions in life.
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applied biological science (as in agriculture). Because of this tran-

sition, pressure was again brought to bear in the late 1800's and early

1900's on theneed for occupational training.

Thepassageof the Smith-Hughes Act in 1917 was an attempt to

fill a growing need for skilled workmen in several occupational areas,

including agriculture. The funds allotted to states under the Smith-

Hughes Act stimulated the implementation of both highschooI and

post-secondary occupational programs.

Influences were at work in the development of post-secondary

occupational education in several states. Significant developments in

the several states included: the foundation of California's present

system of junior colleges in 1921; Oklahoma state-supported junior

colleges in 1924; a number of junior colleges founded in Michigan by

local boards of education, 1918-1922; Texas established its first

public junior college in 1922 and 17 two-year colleges followed by

1928; Wisconsin established a statewide system of community-

operated adult and vocationa.l schools at the post-secondary level,

1932-1933; and New York established a number of high quality

agricultural and technical two-year colleges bearing the name of

"institutes" in 1946-1948. Between 1927 and 1948 the total number of

junior colleges increased from 325 to 62.

With the technology explosion following World War II and the

successful launching of Sputnik in 1957, a.huge clamor arose for more



14

and improved mathematics and science education. Pressure was

placed on institutions to produce greater numbers of engineers,

scientists, and technicians, as well as craftsmen, to supply the man-

power needed for rapidly expanding technological developments.

The National Defense EducationAct of 1958 provided funds to

the states for the development and operation of technical education

programs in public educational institutions. With these funds, it was

possible to support technical education programs in high schools as

well as in post-secondary institutions. The technical level require-

ments of program guidelines mandated by the act caused most of the

programs to be offered at the post-secondary level. The result was

a marked increase in post-secondary technical programs in public

institutes, community colleges, adult, and vocational schools.

With the continuous increase of automation and scientific effort

in our country, the growth of technology has been extremely rapid and

broad in scope. Because of increased automation and technology, we

are faced with the simultaneous problems of unemployment and man-

power shortage. For the past decade there has been an all-out effort

to reduce unemployment and to prepare, update and retrain adequate

numbers of mature workers (16 years old and older) as craftsmen

and technicians. The demand for skilled workers again brought about

federal legislation, incLuding the Manpower Development and Training

Act árid the Vocational Education Act of 1 963 A: main provision of the
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Latteract was to provideprograins for persons whohaye graduated or

left high school and are available for full-time study and training.

This had a great impetus upon the growth of post-secondary occupa-

tional education programs. While federal and state funds could be

used for occupational programs in a variety of institutions, secondary

and post-secondary, the one in which the greatest growth has taken

place is the community college.

The Vocational Education Amendments of 1968, signed by

President Johnson on October 16, 1968, constitute a far-reaching

effort to update and restructure the entire body o vocational educa-

tion legislation built up during the past 54 years, in order to adapt

occupational education to the needs of all groups in the population and

to the manpower requirements of the nation. The amendments stress

the importance of breaking down the barriers between academic,

general, and vocational education and oUering moreeffectivepro-

grams at both high school and post-secondary levels. A categorical

requirement of the amendments stressed that 15 percent of the basic

grants to the states (pIus 25 percent of the increases in funds after

fiscal 1970) be used forpost-secondary education.

Training people for the current job market in itself requires

3Community colleges grew from 678 institutions with a total enroll-
ment of 660, 216 in 1960 to 1,091 institutions with a total enrollment
of 2, 499, 837 in 1970 (AmericanAssociation of Junior Colleges
Directory, 1971).
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highLy specialized personnel. The recruitment, training, and

retention of qualified administrative and teaching staff are among the

most critical needs in vocational education, as they are throughout

the educational establishment. Russo (1969) estimated that some

2, 000 additional supervisors, administrators, specialists, and teacher

trainers will be required in vocational education at the state level by

1975. By the same date, about 2, 500 similar staff members will be

needed at the local level, a total increase of more than 4, 500.

The remarkable growth of community colleges in the United

States has created a national demand for well-prepared leaders.

Fifty-two complete administrative teams are needed each yearto

staff the junior colleges which are being established at the rate of

one per week (California University, 1969). Presidents, deans of

instruction, deans of student personnel, deans of community services,

deans of technical-vocational programs, directors of research,

professors of junior college education will continue to be needed in

every state through the decade of the 1970's.

The study was centered toward the tdentification of common

professional education competencies of community college adminis -

trators of vocational education; however, the review of literature

revealed a lack of research at this level of educational administra-

tion. Therefore, studies, articles, and texts considered to be closely

related to the problem at hand were examined. The review of
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literature was directed toward answering the following questions:

Has the literature indicated new significant developments

in vocational education 3dministrator preparation and

training?

Has the literature indicated a need for innovative approaches,

such as performance-based programs, in the development

of curriculum for the preparation of vocational education

administrators?

Can common professional education curriculum content be

identified by responses from mailed survey data analyzed

by factor analytic techniques?

Considerations in Preparing
Leadership Personnel

R3pidly expanding programs in vocational education during the

1960's and 1970's required and will continue to require competent

leadership. This leadership must be founded on a base of preparation

dealing with individual potential, contemporary training methods,

competent educators, nd the cooperative involvement with the

community at large. Effective leadership, then, cannot be delegated

to an individual by a mere stroke of the pen as indicated in the

following excerpt from an editorial by aughman (1968):

A Brigadier General of the Northern Army was captured by
opposing forces in the heat of the Civil War, seriously
depleting the UnionArmy's leadership capacity. One of



Lincoln's advisors admonished, "We can!t carry on the war
without generals. You'd better make a promotion now;
create a new leader to replace the lost one. " "You may be
right, " Lincoln agreed. "A simple stroke of the pen will
take care of the promotion but that won't make the man a
leader. Leaders create themselves. " (p. 248).

Suehr (1968) suggests that the future of learning institutions

may depend on finding how best to train educational administrators.

If man has improved the material terms of his existence, he has been

less able to solve the human problems- -interpersonal; interracial,

international- - of crime and mentaL illness, of purposelessness and

frustrated potential. This situation challenges departments of

educational administration to select and train individuals for more

effective discovering, integrating and applying of new knowledge.

And, since educational administrators have unique contacts with

human life at a formative stage, certainly programs to train such

administrators should not rank below those of other professions.

In a paper presented to the University Council for Educational

Administration, Goldhammer (1968) points out that implicit in the call

for greater knowledge utilization in education is the needfor adminis-

trators who are prepared for specialized roles in the schools. Pro-

grams for educational administrators must be designed specifically

to train the educational leaders, the program developers, the

diagnosticians, and the implementors needed in today's schools.

Goldhammer presents some thoughts on how preparatory programs

should be revamped to train the administrator as "the clinician who

18
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can deal effectively with educational programs as devised to achieve

specific educational objectives. " At one point Goldhammer specifies

. the essential elements of the preparatory program for
administration with various levels of responsibility must be
clearly defined. The needs of the contemporary educational
administrator and leader cannot bernet by having him take
"courses about " The components of the needed
administrative preparatory program today include:
knowledge-building experiences, skill-building experience,
diagnostic experiences, experiences in the application of
knowledge and data in concrete situations, experiences in the
interpretation of knowledge and its "reduction" for specific
application to discrete problems and communities (p. 181).

Goldman (1971) explained that the requirement of two years of

graduate academic training in administration will serve a number of

purposes, one of which is to enable prospective candidates to attain

a solid foundation in one or more of the social sciences. Schools of

Education around the country will increasingly seek candidates for

their Educational Specialist Certificate programs who have received

their master's degrees in fields other than education entirely (for

example, sociology, psychology, economics, anthropology, political

science, urban development, linguistics, communications, and social

welfare). A second requirement will be that the year of study leading

to the Educational Specialist Certificate be a full-time endeavor and

that it include a carefuUy planned, supervised, and evaluated intern-

ship.

The preparation program itself will involve the following

elements:
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Formal classwork

InterdisciplinarysemiflarS

Internship

Independent study and research

Five years before Goldman spoke of requirements in administrator

training and the necessity for internship, Swanson (1966) studied

vocational-technical education in the public schools of Missouri. One

of his recommendations with particular significance for organization

and administration was that ten (10) internships to develop leadership

for vocational education in Missouri be developed and maintained

jointly by the State Division of Vocational Education, the University

of Missouri, and the local school districts.

Rock (1963) claims that the primary aim of an executive develop-

ment program should be to teach executives and potential executives

to assume more and more accountabilities. Their abilityto assume

accountabilities depends to a great extent on two other factors: Know-

how (thesum total of every kind of skill, however acquired), and

Problem-solving (the original, 'self-starting" thinking required to

analyze, evalctate, create, reason, arrive at andmake conclusions).

Anything which increased an executive's know-how or problem - solving

ability would rightfully belong in a management development program.

Raub (1963), in an article on the requisites of effective

management development, agrees with Rock quite closely when he
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. . I am a strong advocate of individualized development
programs, first, because each individual's capacity and
need for development are different, and second, because the
job requirements for each management and executive position
are different. Mass development programs can have more
negative than positive results because, though a few may
benefit, a great many more are exposed to training they do not
need now and may never need at all. Consequently, a great
de.l of time, effort, and money arewasted. Another objection
I have to such programs is that they unrealistically tend to
raise sights and hopes of all participants, even though these
goals can be realized by only a few. Hence my insistence
that the development program should be individualized (p. 64).

. this on-the-job training to me is the crux of a manage-
ment program. . . . By continually appraising the man's
work and progress against specific job objectives, by counsel-
ing him and by exposing him to opportunities to learn, by
testing his learning ability to accept additional accountabilities,
the superior not only manages the subordinate, he develops
him (p. 65).

Smith (1966), in a study of management development in the

United States and Russia, found both systems rely heavily on highly

personal material and prestigeincentives on training through coaching

and feedback on the job. Major implications for the newly indus-

trializing nations are that the process of managerial development is

shapedprimarily by social and political conditions, and that formal

development requires a solid foundation of more informal, less

academic developmental activities.

After reviewing seven common misconceptions of development

and management talent, Stolz (1966) concurs with Raub when he

concludes that successful training of executives depends largely upon

a'
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superiors. More realistic expectations of management education and

better utilization of the executive development director contribute to

the improvement of a company's developmental program.

As a: result of the changing business scene, Stanton (1963)

implies that welL-managed companies realize if they are to continue

growing and remain competitive their executives must be trained and

developed to function effectively in a rapidly changing, complex,

industrial society. In toda.y's fast-paced world, executives cannot

learn as they go along, but must receive systematic and formalized

training to prepare them for future increased responsibilities.

Management development serves a vital need in the life and vitality

of any organization. It should not be ignored or handled in a dis-

organized, haphazard fashion.

According to Kaufman (1966), leaders in the field of vocational

and technical education should have training in the field of economics,

as Goldman stressed again in 1971, so that (1) they can understand

the implications of a dynamic society which calls for new skills, (2)

they can develop the appropriate curricula to meet these new demands,

(3) they are capable of making intelligent decisions among the many

demands which are made for funds for programs, (4) they are

competent to develop and understand research conducted in their areas

in order to develop appropriate vocational and technical education

plans.

22
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In a presentation to Education Professions Development (EPDA)

Directors of Programs in Educational Administration, Culbertson

(1968) implied that the underlying projections for the development of

preparatory programs for educational administrators is the assump-

tion that differences between education and business will be eroded by

growing interaction between the two sectors. Leaders in both sectors

are thinking increasingly in common terms of "investment, 'input-

output, " social responsibility, " and 'social benefit. " Flow of

management talent between the two sectors represents another key

point on the education-business interface. In both sectors, goal

setting, based upon research, will be increasingly influenced by

interaction between education and business. En accord with these

important trends, those responsible for planning programs for the

training of educational administrators must (1) set new objectives for

leadership development, (2) adopt a perspective which is both national

and future oriented, and (3) incorporate activities adapted from the

private sector, including identification of manpower needs, a national

computer-based inventory of available leadership and support

personnel, improved allocation of trainingresources, program design

incorporating systematic evaluation, and training objectives more

clearly oriented to specific administrative responsibilities and

qualifications.

Gulbertson suggests that public education, which traditionally
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has not competed effectively for leadership talent, wilL attract large

numbers of society's most highly gifted and idealistic young leaders

in the future due to an ever increasing trend toward humanistic ideals

With a substantial infusion of outstanding talent, school systems could

become more adaplive, exciting, and creative and this, in tarn,

could increasethe attractiveness of leadership careers in education

for talented young people.

As institutions limit and more clearly define their objectives,

quality will be further enhanced through program differentiation.

This means that theproposition to have research personnel and

practicing educational administrators, for example, work in different

environments, do different things, require different competenctes,

and therefore, need thfferent preparatiop It could be that universities

and school districts will, really accept the fact that prospective

educational leaders cannot be totally prepared in one year, two years,

three years, or even four-year programs in universities. By acting

upon this proposition a vartety of experimental approaches to con-

tinuing education, which go beyond confererces, institutes, and

seminars, could be developed. These might include the following:

Individually oriented continuing education programs

tailored to the learning needs of selected leaders in given

school districts.

Travel study tours to provide opportunities for
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administrators to visit and study Hlighthousefl developments

and/or outstanding demonstrations of leadership in either

the private or public sector.

Groups composed of professors, administrators, and other

leaders to '1ljve-in a school district for a number of weeks;

to study in depth selected problems there and concepts

bearing upon them; and to search for bases for attaining

bettersolutions to problems studied.

Special ways of transmitting significant ideas nd concepts

to large populations of on-the-job educational leaders

through video and/or audio tapes.

After presenting a general overview of the many changes in

secondary education, McGowan (1969) focuses on a highLy selected

number of changes that have particular meaning for school. adminis-

trators. Significant ramifications of educational technology are

discussed with emphasis on information systems, computer assisted

instruction, and data processing in school management. The emerging

role of the school administrator as a management specialist rather

than an authority figure receives attention along with the related

topics of systems analysis, interaction analysis, group organization,

and decision-making. McGowan implies that the function of a school

administrator is to stimulate and secure action for performance of the

educational task. In very recent times this could be accomplished
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by the assertion of authority. Administrative position carried with

it certain status andpowerwhich could be effectively used. Today

authority is regarded differentLy, and in the light of present history,

offers a most inadequate base from which to operate effectively.

The authoritarian approach today is being put to question because

people have been educated to the idea of personal liberty, the right to

question, the right to protest. This is a transitional period between

the administrator of enterprise from an authoritybase to administra-

tor from a competency base. Decision-making is no Longer the

perogative of an individual chief because of vested authority. These

days an individual is granted decision-making rights primarily because

he has demonstrated the competency required to render good decisions.

Where decision-making is still being performed by individuals relying

mainly on authority, it proves disruptive. Where decision-making is

performed by individuals whose competence is respected, it is

productive.

Argyris (1967) supports McGowan by predicting that organiza-

tions of the future will depend less upon coercive power and more on

competence. Once the basis of action shifts toward competence and

knowledge the leader will assume a participative style; he will be

more accepting of new challenges, taking risks and expanding

competencies. Authoritarian Ieadershipstyle of the past was more

consistent with the traditional structure, a structure where powerwas



used as the major force to get compliance, and was usually accom-

panied by the use of guilt and exhortation.

Significant Methods and Programs for Preparing
Vocational Administrative Personnel

The literature points out a definite trend in leadership develop-

ment, that of stressing more practical preparatory processes as

opposed to theory. Suehr (1968) suggested that departments of

educational administration are challenged tp select arid train j.ndivi'-

duals for more effective discovering, interrating and applying of new

knowledge while Goldhamrner (1968, p. 181) commented, "The needs

of the contemporary educational administrator and leader cannot be

met by having him take 'courses about '." Much has been

said about internship or on-the-job training; independent study and

research; broad based preparatory programs that include study in

other fields such as Psychology, Sociology, Economics, etc. Yet the

efforts to train vocational education leaders is slow in adapting to

changing conditions and demands.

Simulation

Recently, studies have been done in an attempt to find new

methods for training leaders and several states have initiated pro-

grams of leadership education for vocational education administra-

tive personnel.

27
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Simulation exercises focusing on the development of personnel

and technical skills of supervision and decision-making are presented

by Rice (1970) as the first in a series of projects designed to develop,

test, auddisseminate simulation training materials for state leader-

ship development. The exercises incorporate three dimensions of

supervisory behavior: functions, goals, and processes. The exer-

cises were developed from actual case histories and problems sub-

mitted by. present leaders of vocational education and may be used

individually, as a group of four related exercises, or in combination.

Culbertson's (1968) Articulated Media Project (AMP) was

designed to build prototype instructional materials for use in pre-

paring educational administrators in such a way that concepts and

reality-oriented administrative situations wore joined during the

design process Three different types of prototype materials were

developed for the project: (1) a management bargaining game; (Z)

materials designed to generate and give meaning to a number of con-

ceptual frameworks related to planned change, and (3) a set of two

computerized, simulated adrri inistrative jtut ions based on systems

concepts. Expert opinion and feedback on the prototype materials

was achieved through seminars with professors of educational

administration at three arge urxiversitis, from specialists in the

areas where developments were achieved, and from graduate students

of educational administration. Revisions were then made to the
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materials and field trials were held. The results of these field trials

were quite encouraging in that the materials were well received by

students and demonstrated great promise for filling a gap in existing

preparatory and in-service training programs for school administra-

tors.

To prepareschool administrators to exert more effective

leadership in conceptualizing, analyzing, organizing, and administer-

ing public school vocational and technical programs, Sybouts (1967)

developed simulated materials in the form of three H in-baskets'

which consecutively communicate an awareness of the need of amore

comprehensive program, provide knowledge about occupational

preparation, and require application of the awareness and knowledge

gained The materials were designed to utilize the setting o the

simulated community and school district and were tested by 48

students in an eight-week block program in a graduate course for

administrators and in a five-day workshop. The use of simulated

materials was effective in increasing knowledge and producing

favorable attitudes. Guidelines for using simulation suggest clearly

that the instructor (1) identify objectives, (2) become thoroughly

familiar with the materials, (3) use small groups to facilitate student

interaction, (4) encourage activeparticipation of all students, (5)

permit student freedom to explore alternatives, (6) phrase questions

to stimulatediscussion, (7) use role playing, (8) provide immediate
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and meaningful follow-up activities which require the student to face

the problem and confront the consequences of a decision, (9) allow

adequate time to constder materials, and (i0) be aware that simulation

is not a panacea.

The apparent lack of instructional techniques and media designed

specifically for use in special education administration training pro-

grams prompted Hudson (1968) to attempt the development of instruc-

tional materials. The simulation technique was selected in order to

provide the trainee with an instructional approach which allows inter-

action similar to that of the special education administrator actually

at work.

After an analysis of problem identification studies, descriptive

competency reports and committee compilations of what constitutes

the role and functionof the special education administrator, Hudson

selected reality based problems to become the core of the tasks used

to elicit decision-making. Situations representing a city, school

system, a community, a state, and a special education department

with a school system were designed for each of 50 preselected

problems. Tasks involved in-basket messages, telephone calls, and

conferences requiring face-to-face interaction. Response forms

were decisions and nondecisions along with stated reasons for each

action.

It was concluded that these materials would be valuable as an
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adjunct to an advanced seminar in special education administration and

adequately used in a workshop or institute setting; the materials

stiould be expanded to tiiclude more problematic situations; and even

though the materials were developed from "real world" incidences

and situations they shotld be field tested as to their appropriateness

as a, media for training special education administrators.

In-service Leadership Development

The Extern Programs at Oregon State University, University of

Arkansas, University of Alabama, and the University o Minnesota

are designed to prepare vocational education coordinators, directors

and other leadership personnel, by combining a pLanned sequence of

coursework and directed field experience. The programs are built

upon the basic teaching competencies of present personnel and provide

school districts an opportunity to give active support to their staff

members in becoming effective leaders for total vocational programs

in their respective districts. Each program consists of a three credit

hour summer workshop on the university campus and 14 to 18 Friday-

Saturday weekend seminars during the following academic year.

Each Extern program is a cooperative endeavor involving

respective local educational agencies, state Boards of Education,

and state universities. Individual state programs are cooperatively

planned and conducted by representatives of career education from
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the State Board of Education and of the Division of Vocational Educa-

tion at the university. Respective programs are administered by the

Division of Vocational Education at each university a.nd Externs are

counseled and supervised by staff members o the divisions. Local

educational agencies nominate candidates for each program. These

agencies provide financial support for the cancUdate to participate in

the program. The candidate is given the opportunity to assume a

leadership role in planning and evaluating comprehensive vocational

programs in their respective schools.

Miller (1972) reports that reasonably large numbers of leader-

ship programs in education have been operated under the titles of

workshops, seminars and institutes. There have been local work-

shops, state workshops, regional workshops, and national workshops

devoted to developing educational administration and leadership

capabilities. The same is true of seminars and institutes. Only the

name seems to vary- -not the events. Examples of programs falling in

these areas include: (1) workshops for junior college administration

andpresidents (Medsker, 1967; Luskin, 1967; Malik, 1969); (2) semi-

nars for elementary school principals (Peterson, 1968); and (3)

national seminars for specialized areas in education (APGA, 1968).

Vocational education has also had its share of leadership

development activities in these categories. The Center for Vocational

and Technical Education has sponsored a national leadership
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development seminar for state directors of vocational education on an

annual basis (Allen, 1968; Ward, 1969). Eachof these seminars has

specific objectives growing out of pressing issues in vocational educa-

tion. Topics have included: Problem identification and solution;

developing interpersonal competencies; assisting in group formation;

long-range planning; p1anning, programming and budgeting systems;

and the delphi technique.

Federal grants have supported institutes for new and inexperi-

enced technical education administrators and were designed to develop

and improve theparticipants' understanding of the philosophy of

technical education, the technical education leadership rote, and how

this role related to program planning and development of continued

Leadership potential through inservice training (Miller, 1969). A

formal evaluation of the participants indicated an acquired ability to

plan for implementation of positive program change, and the intent to

provide a continuation of leadership development activities. A more

extensive project (Worthington, 1970) sponsored a series o regional

institutes and training programs designed to help develop and train, on

a long-range basis, a cadre of project directors who, in turn, would

design and direct training projects for experienced vocational educa-

tors.

Other seminars have been held to further develop the knowledge

and iinderstanding of selected federal, state and local educators who
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have responsibility for vocational-technical programs. This was

accomplished by presenting information concerning vocational educa-

tion programs and procedures and providing opportunities for partici-

pants to observe and practice specific leadershipski.11s (Green, 1966).

Similarly, leadership development seminars were held on the

University of Maryland campus (Selland, 1969), at Oregon State

University (Matthews, 1969), and Missouri University (Missouri,

1967).

Pre-service Leadership Development

The University of Georgia Leadership Development Program

(Racster and Tolbert, 1969), divided into three phases, was conducted

over a period from November 1966 to June 1968 Twenty-one partLcl-

pants, including area vocational-technical school directors, coordina-

tors of post-secondary instruction, and supervisors of area vocational

high school programs, attended this 20-month training program. The

purpose was the training of qualified vocational educators for positions

as directors or coordinators of secondary or post-secondary programs.

Phase I, corducted from November 1966 through the remainder

of the academic year, was concerned with the development of basic

understandings of the overall responsibilities of an administrator of a

comprehensive program of vocational education. It consisted of a

series of two-day monthly meetings, held at various Locations in
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Georgia, to provide participants an opportunity to view different

phases of vocational education in operation. Meetings included

lectures and discussion groups conducted by recognized professional

leaders in the various areas of vocational, education.

Phase II was a three-week institute conducted at the University

of Georgia during the summer session of 1967. This phasewas

designed to assist the trainees in:

Studying professional problems faced by administrators of

vocational-technical education programs.

Examining areas of vocational education supervis ion and

administration in terms of operating philosophies.

Studying administrative practices and principles in relation

to program organization and coordination and personnel

management.

Phase III consisted of an internship in administration in which

the ideas, concepts, principles, and practices dealt with in Phases I

and II were applied to professional activities. Goals were established

for selected strategic professional activities or areas of responsibility

for each participant, ways and means for achieving these goals were

planned, and proposed target dates for ultimate completion of the

activities were established.

Frequent contact throughout the year between program directors

and participants aided in criticism and evaluation of progress, and a
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group meeting of participants held during the year provided an arena

for sharing of experiences. Each participant presented final reports

to the project directors.

Evaluation of the project points to is success in that the objec-

tives were generally accomplished. The trainees are more competent

in leadership positions as a result of the program, they have a working

knowledge of acomprehensive program of vocational education as a

basis for planning local programs of vocational education, and they

have an understanding of administrative organizations and structures

of vocational education programs in their home states.

These people have also gained new knowledge of the duties and

responsibilities of a vocational education administrator, and they have

acquired insight into professional problems with which such an

administrator must cope. They have gained a working knowledge of

principles and practice related to vocational education administration

and means for using these in on-going programs of vocational educa-

tion.

It is ecommerzded that state vocational education leaders give

attention to the establishment of a continuing program for the develop-

ment of a supply of available persons to fill vacancies in leadership

positions in vocational education at Local, institutional, and state

levels.

The University of Michigan Leadership Development Program
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(Wenrich, 1966) was conducted from 1964 through 1967. Each school

year 20 men were selected to participate in an eight-week summer

workshop and a year-long internship. The major objective o the

project was measurement of leadership behaviors of program trainees

and comparable non-trainees. It was also hoped to develop an objec-

tive formula for the selection of men who would show the most effective

leadership behavior in future years.

Training groups and control groups were established for three

school years: 1964-65, 1965-66, and 1966-67. In addition, during the

1964-65 school year a third group was made up of trainees who

attended only the internship phase of the training program. The latter

groupwas used to examine the relativemerits of the summer work-

shop.

Leadership scores for the experimental and control subjects

were measured by five variables:

Position - based on an indivicluaPs title or rank within the school

or school system and on type and size of the institution in which he is

em p1. oye d.

Time spent in administrative duties - relative to time spent in

teaching.

Functions - based on the frequency and level of functioning in six

areas (staff personnel, school-community relations, business and

financial, program development, pupil-pers onnel services, and

physical facilities).
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Vocational -technical role - based on the extracurricular involve-

ment of an individual in vocational educationally oriented activities.

Agent of change - based on the extent to which a man manages to

alter the existing structure of the milieu in which he functions relative

to vocational-technical education.

Wenrich (1968) reported the 71 graduates for the school years

1964-67 were compared withthe 48 member control group which

consisted of men interviewed but not selected for training. Some study

highliits were:

An objective and quantitative measure of leadership behavior

was obtained.

The selection procedure and training program accounted for

impressive gains in leadership behavior.

The combination of the eight-week summerworkshop and the

year-long internship was superior to the internship alone.

Also, a means forseparating the effects of selection, such

as random assignmentto experimental and control groups,

should be effected.

New York state (Law, 1967) conducted an intensivetwo-phase

program in leadership training designed to fill the administrative

needs of the stat&s proposed vocational schools. Approximately one

million dollars was spent on 45 persons who were selected on the basis

of educational qualifications and leadership potential. State and
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federal money was used to subsidize each trainee's salary throughout

his year. in the program and for travel and college expenses.

The first phase was an on-campus exposure to a coordinated

program of knowledge and experiences related to broadly identified

competencies in these major areas:

The administration and supervision of vocational education

Occupational analyses and vocational curriculum develop-

me nt

Current and projected concepts of vocational education

Laws, regulations and policies affecting vocational programs

Plants and facilities for area vocational education programs

Financial organization and fiscal management of area

vocational programs

In addition, special sessions were arranged to meet the individual

needs of the participants in communication skills.

The secondphase of the administrative leadership program

involved aneight-monthfield'-directed study program. In the first

ewo months a controlled and tightly planned instructional observation

program was provided. The candidate participated as a class in a

series of field visitations to schools, and locations where unique

qualities or experiences were to be found. Following the two-month

instruction-observation phase, asix-month on-the-job experiencewas

provided, either working directly with an experienced director or under

an itinerant director's supervision.



40

For a majority of the persons involved, the internship phase of

the program was the actual development of a new area program in a

new situation. Typical tasks performed included the preparation of

five-year labor demand and curriculum projections; the recruitment

and selection of staff; and the preparation of educational specifications;

in fact, all of the details associated with getting 3 new school off the

ground.

In Oregon (Daugherty, 1971) there is a race between program

expansion and the development of competent Leaders. The void in

leadershipdevelopment is being filled through the efforts of progres-

sive school districts, community colleges, the Oregon State Board of

Education, and Oregon State University's School of Education.

Together they have developed a progran based on the internship

concept.

The concept of internship is not new to Oregon education. It has

been used in teacher training for the past ten years. But as a prepara-

tion program for vocational education administrators, the present

internship is innovative in that it is a marriage of administration

theory and day-by-day administrative problem - solving.

Now in its fifth year, the Oregon program has won praise, with

strong support from business, industry, and education. The 12-month

internship period provides the flexibility required to adapt to individual

needs; assures broad exposure to administrative tasks, and allows the
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intern opportunity for in-depth work and sufficient contact with the

rigors of administration to test his ability to cope.

The practical experience the intern receives reflects both the

center's specUic needs and his own personal goals and abilities. The

intern becomes familiar with the diverse roles of the various state

agencies which enhance their ability to use them as future resources.

It also gives them the background to recognize the need for articulation

between agencies.

The object of the program is to develop tested, qualified voca-

tional Leaders from which the educational system can select additional

and replacement personnel. Long-range planning by Oregon educa-

tional institutions can be much more effective when leadership

personnel are observable for a year and available for placement the

following year.

Oregon State University is one of 1 original institutions (there

are now sevenmore) supported by Part F, Section 552 of the Education

Professions Development Act to prepare vocational education leader-

ship personnel. The primary purpose of the Section 552 legislation is

4The 18 participating institutions are: University of California at Los
Angeles*, Colorado State University*, University of Connecticut*,
University of Georgia*, University of Iltjnois*, Kansas State
University, University of Kentucky, Michigan State University,
University of Minnesota*, University of Missouri, Rutgers Univer-
sity*, North Carolina State University*, Ohio State University*,
Oklahoma State University*, Oregon State University*, Temple
University, University of Tennessee, Texas A & M University.

(* denotes original 11 institutions, 1970-7 1)
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to create and sustain a flow of high-level manpower--specifically

leadership personnel--to meet needs in all of the states. The legisla-

tion states that the program must be designed to further substantially

the objectives of improving vocational education through providing

opportunities for graduate training of vocational personnel. Oregon's

three-year plan for 14 national award winners includes the following

features:

- Candidates will spend one-half time on campus and one-half

time in internship or observation at a local or state education

agency.

- The first year a candidate will dividehis time approximately

one-quarter in the field and three-quarters on campus.

- The second year will be divided on the basis of one-half

internship and one-half coursework while at an intern

center.

- The third year is devoted approximately three-quarters

internship and one-quarter dissertation.

- Options for curricular emphasis include admiriistration

supervision, handicapped and disadvantaged, vocational

guidance, teacher education, and research.

- The core of academic subjects required varies from 51 to

60 quarter-hours with the remainirg credit hours the option

of the candidate.
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Dr. Sidney Marland (1971), in a speech to the National Associa-

tion of Secondary School Principals, said the following words about

the Office of Education efforts to help strengthen vocational-technical

education in its most critical aspect- -personnel:

. . the Leadership Development Awards is a doctoral-
fellowship program under the Education Professions Develop-
ment Act. It seeks to identify and train a cadre of leaders
for the vocational-technical career education field.

As an initial move, we have made the first group of awards
to 160 experienced vocational educators to enable them to
undertake full-timestudy at the doctorallevel. These men
and women are attending 11 universities that emphasize career
education. These institutions pay special attention to the
needs of the disadvantaged and handicapped; they cooperate
closely with industry, the states, and the local districts; and
they have established close working relationships with the
surrounding communities.

Their training, which lasts from two to three years, is
essentially an intensive internship program with opportunities
fQr research and exploration into the complexities of our
constantly changing occupational structure.

These doctoral candidates, whom we expect to make a very
constructive imprint on the world of career education, will
not be cast adrift upon graduation to search out their own
niche in that world. Their home states will develop plans for
the most strategic use of their skills- -in colleges and
universities which prepare career educators, in state depart-
ments of vocational education, in community colleges, and at
the local level for development of the entirely new approach
that school systems must take to career education (p. 25).

Huber (1971) reports on the challenges of future leaders of

vocational education to improve the image of theirprofession, to

foster the trend toward career education, and to improve communica-

tions among themselves and with key people in federal and state
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governments at two regional meetings attended by 160 vocational

educators who were just completing a year of advanced study from

awards made under section 522 of the Education Professions Develop-

ment Act. The regional meetings were held to permit the awardees to

exchange ideas and to evaluate their activities in the first year of the

new program. The two conferences provided significant chalenges

for vocational education to meet the rapidly changing social, economic

and technological needs of our society, and they served to clarify the

part which potential future leaders can play in meeting the challenges.

The Junior College Leadership Program (California University,

1969) originally meant to supply administrative and research leadership

for the growing number of colleges, has expanded its scope to include

continuing development of administrators, a doctoral programfor

administrators and research-oriented educators, and a cooperative

internship for instructors. The primary objective of the doctoral

program in junior coliege leadership is to develop candidates with the

potential of becoming chief administrators in junior colleges. How-

ever, some doctoral candidates have particular interests in becoming

leaders in the administration of student personnel services, curriculum

and instruction, vocational-technical education, or other aspects of

junior coUege administration. Individualized programs include

courses in the Department of Education as well as in various academic

departments of the university. They also include field and internship
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experiences. The student's specialized interests in administration are

recognized as he selects seminar projects and a dissertation topic.

Each candidate must offer the major in higher education as well as

courses in administration, a. minor in another field o education, and

study in other university departments.

Identifying Common Curriculum Content

One aspect of this study was directed toward the validation of

a listing of the common professional competencies for leadership and

administrative personnel in vocational education at the community

college level. The validation of this listing is a logical way of obtain-

ing much of the information essential for the design and development of

a competency-based curriculum necessary for leadership training.

In performance-based programs (The AACTE Committee on

Performance-based Teacher Education, 1971), performance goals are

specified and agreed upon in advance of inStruction. The student

preparing to become a teacher must either be able to demonstrate his

ability to promote desirable learning or exhibit behaviors known to

promote it. He is held accountable, not for passing grades but for

attaining a given level of competence in performing the essential tasks

of teaching. The training institution is held accountable for producing

able teachers. The emphasis is on demonstrated product or output.

Acceptance of this basic principle has revolutionary program implica-

tions.
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Three types of criteria may be used: knowledge criteria, to

assess the cognitive understandings of the student; performance

criteria, to assess the teaching behavior of the student; and product

criteria, to assess the student's ability to teach by examining the

achievement of pupils taught by the student. The term "professional-

based" tends to focus attention on the second criterion, although

proponents of performance-based teacher education do not mean so to

limit the concept.

TheAACTE Committee on Performance-based Teacher Education

has chosen to retain the term "performance-based' in the belief that

the adjective itself is relatively unimportant if there is consensus on

the question of what elements are essential in distinguishing

performance- or corxipetence -based programs from others.

There now appears to be general agreement that a teacher
education program is performance-based if:

1. Competencies (knowLedge, skills, behaviors) to be
demonstrated by the person completing the preparation
program are:

derived from explicit conceptions of teacher roles;
stated so as to make possible assessment of a
student's behavior in relation to specific compe-
tencies;
made public in advance.

2. Criteria for assessing competencies;
are based upon and are in harmony with specified
competencies;
make explicit expected levels of mastery under
specified conditions;
aremade public in advance.
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3. Assessment of the student's competence:
uses his performance as the primary source of
evidence;
takes into account evidence of the students know-
ledge relevant to planning for, analyzing, interpreting,
or evaluating situations or behavior;
strives for objectivity.

4. The student's rate of progress through the program is
determined by demonstrated competence rather than by
time or course completion.

5 The instructional program is intended to facilitate the
development and evaluation of the student's achievement
of competencies. specified (p. 3-4).

The identification of competencies which leaders must possess

as they emerge from the training program is central to the issue of

development of leadership traits for vocational educators. Campbell

(1971) goes onestep further by suggesting that administrator compe-

tencies be defined in behavioral terms for an evaluation of administra-

tive performance or potential performance upon application to graduate

school and/or an administrative position.

The President's Panel of Consultants on Vocational Education

(United States Office of Education, 1963) had this to say about leader-

ship:

The leadership of vocational education will determine both
its quality and effectiveness. In a rapidly changing world,
this leadership must be dynamic and forward-looking, able
to adapt its thinking to the constantly changing situation which
it faces. Capable leadership is always in short supply
especially in the new fields (p. 162).

The literature in no way indicates that a "final' listing of
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leadership competencies in vocational education at the various levels

has been completed. In fact, Gunderson (1971) states that

Research dealing with the problem of identifying the common
professional education competencies of vocational education
administrators and counselors constitutes an area that should
be investigated (p. 64-65).

Public School District Research

Wenrich and Shaffer (1965) conducted a study involving principals

of 106 large high schools in Michigan to determine their perceptions of

the roles of persons charged with the responsibility for leadership in

the development of occupation3lly oriented programs in high schools.

Duties, responsibilities1 and relationships which the assistant princi-

pal might be expected to assume or develop were also studied.

Principals ranked in order areas of responsibility and specific

administrative tasks.

Burton (1968) investigated the effect training and experience

seem to have on the variation of opinion among administrators by

having 87 secondaxy school principals, 30 graduate students in educa-

tional administration and Z9 undergraduates in education indicate their

perceptions of the relative importance of 51 tasks of educational

administration. This was done by having theselected groups perform

a Q-sort of 51 cards which contained ITcritical tasks. The results of

thestudy indicated that wide differences existed in the perceptions of

the role of the educational administrator wiThin groups actively



49

engaged or preparing for the profession. Evidently therewere either

factors which co-varied with education and training and may have had

some effect on the perceptions of the administrators who responded

to the Q-sort.

A study was undertaken by Edmunds (1967) to determine the

qualifications, responsibilities and duties of vocational directors at

the local district level in Utah. Data were obtained from personnel in

37 of 40school districts in Utah, 37 of 50 state vocational education

directors, 48 teacher training institutions in the nation, the U. S.

Office of Education, and a review of literature. Results of the study

showed less than one-half of the teacher education institutions and 16

percent of the state departments reported having a training program

for local directors. It was recommended that director training pro-

grams be developed and certification criteria be established.

Stanger (1967) did an attitudinal study concerning the responsi-

bilities of the intermediate level director of vocational education in

California. The purpose of the study was to survey the attitudes of

selected groups of vocational education leaders in order to determine

their perceptions of the functions of the county vocational education

director in California. Item analysis of the combined-group ratings

of 73 functions revealed a strong pattern of consensus with and among

groups. Rank-order listings of the importance of items according to

weighted scores revealed a preponderance of top-rated functions in the
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area of administrative and executive functions. Next in importance

were functions concerned with the instructional program and with

professional improvement.

Courtney and Half in (1969) utilized a vocational education training

needs instrument they developed to determine the common training

requirements of high school vocational teachers through a factor

analysis of responses from 40 randomly selected vocational teachers

representing the states of Pennsylvania, Iowa, North Carolina, and

New Jersey. A factor analysis provided data which led the authors to

conclude that commonalities with the five disciplines studied could

possibly serve as a common core of training experience with broadly

based vocational teacher education curricula.

Walsh (1963) analyzed 107 teacher competencies for trade and

industrial education instructors and utilized a Lilcert-type checklist for

data collection similar to the one used by Halfin, lie used a somewhat

different approach in that communities of experts rated teacher

competencies in terms of their importance. Teachers rated compe-

tencies expressed as ability to do something as most important where-

as teacher educators rated competencies expressed in terms of know-

ledge or understanding as most important. About one-half of the

respondents were satisfied with the teacher education programs and

one-half dissatisfied.

Two studies were done in 1966 and 1967 which were intended to
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define administrative roles in vocational and technical education on the

local and intermediate district level. Law (1966) did astudy of the

duties and responsibilities of public school administrators as they

affect the initiation, development and conduct of federally aided pro-

grams in occupational education in New York state. One of its primary

purposes was to identify the duties and responsibilities enera1ly

associated with each position. He also obtained the views andrecom-

mendations of vocational and general school administrators with

respect to the need for special preparation and training of persons

whose policies and actions have a bearing on the initiation, develop-

ment and conduct of programs in vocational and technical education.

Law concluded that a wide variety of administrative positions are

involved in duties and responsibilities that relate to the administration

of vocational education, and that many administrative functions are

carried out by persons who do not have experience in vocational school

work nor professional training in the administration of vocational

education. One recommendation was that local boards of education

define the duties and responsibilities and establish policies with

respect to status of local administrators of occupational education.

Community College Research

O'Grady (1969), in an effort to define the role of the Depart-

mental Chairman inselected Missouri and Illinois two-year colleges,
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interviewed 43 chairmen from large colleges and 34 from small

colleges. Findings indicated that the chairmants role in thesmall and

large colleges differed significantly in status, qualifications, budget

administration, personnel administration, academic administration,

and general functions.

Two investigators studied the role and relationships of the chief

vocational- technical education administrator in public two-year

colleges. Whitney (1967) identified the administrative levels, job

titles, duties, responsibilities and conditions of employment of the

chief vocational-technical education administrator in relation to the

patterns of administrative structure of junior colleges offering occupa-

tional curricula, All, junior colleges listed in the 1966 Junior College

Directory were contacted. The investigator identified 12 1 adminis tra -

tive duties and responsibilities which were grouped into seven major

areas.

Gates (1964) studied the roles of the administrators of technical

education programs in publicjunior colleges in the UnitedStates and

explored the relationship between selected characteristics of such

administrators and the type of programs administered by these

persons. Of the 85 administrators who met the criteria established

for this investigation, 66 replied. Fifty institutions were repre-

sented by these respondents. The typical respondent performed duties

and had responsibilities in all major headings- -general administration;
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teaching assigrments; student personnel work or guidance; research

and publication; cooperative enterprises with industry, business,

agriculture and/or public services; nation3l professional activities;

local and state professional activities; and community participation.

The typical administrator was responsible to the president, had the

title of either director or dean, had 16 or more faculty members to

supervise, and served on the academic council and curriculum

committee. A typical administrator supervised curriculum in more

than one family; however, he directed these curriculums at a single

level of rigor. Gates found no statistical evidence of a relationship

between selected characteris tics of the respondent- educational back-

ground, and work experience, and the type of program he directs.

In an effort to define the role of the administrator of vocational

education in the single college junior college district, Lien (1968)

compared definitions provided in the pertinent literature, the job

description given by several colleges, and the interpretation of their

role as seen by a sample of vocational administrators. While agree-

ment was found between the literature and the job descriptions, neither

reflected accurately what vocational administrators were actually

doing. It was concluded that the problem of finding a clear definition

of the role of the administrator of vocational education is still unsolved.

The California State Department of Education (1965), with

approximately 105 supervisors and coordinators of public school
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vocational education programs in California, participated in a con-

ference to study current leadership practices and vocational education

programs as related to national, state, and local requirements. The

confe rence consisted of individuaL presentations and brain - storming

sessions to identify sources, competencies and consequences of change

in vocational education. Then, using a junior college case study based

on the experiences of a new director of vocational education, discussion

groups developed suggestions to help vocational administrators under-

stand the competencies needed in light of the climate surrounding that

experience.

Halfin and Courtney (1970), in another study, identified the

common core of curricular experience for the training of technical

teachers. One hundred-fifty respondents represented teachers who

were randomly chosen from each of five vocational disciplines. The

ten-state study utilized 3 Likert-format instrument and factor analytic

techniques t analyze the 130 items. The analysis generated six

interpretable factors that could be used for curriculum development.

Gunderson (1971), Lindahl (1971), and Miller (1971) utilized an

instrument containing 99 professional education competencies to

determine if community college vocational education teachers resem-

bled one another according to values given the 99 competencies. A

mail survey questionnaire was developed which incorporated a Likert-

type format for responses to the level of proficiency necessary for
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each competency. A total of 40 community colleges, ten in each of the

four states of California, Colorado, Oregon, and Washington, were

selected for the study. The sample of 160 instructors was obtained

for each study by randomly selecting four instructors from trade and

industry, service occupations and agriculture; business, home

economics and health occupations. Data were analyzed by utilizing

analysis of variance and factor analytic techniques. The study

demonstrated that the development, administration, and factor analysis

of a professional education competencies questionnaire does contribute

to the identification and evaluation of common factors among different

competencies and instructors. It was shown to be an eUective and

efficient method of obtaining much of the information essential for

design and developing curricula.

Cortelyou (1971) utilized the task analysis method of identifying

duties and responsibilities of Instructional Services Supervisors of the

18 vocational, technical and adult education districts in the state of

Wisconsin. Twenty-one questionnaires utilizing the Likert -type format

were mailed to the total population of 21 Instructional Services super-

visors. The instrument identified 12 major task-competency areas

totaling 126 sub-tasks and competenc ies to which the Instructional

Services supervisors responded. Two statistics, Median and

Interquartile range, were used to evaluate the ratings given sub-tasks

and competencies in each of the 12 major task-competency areas. Of



the 12 major task areas identified, three were found to require

complete proficiency, six were found to require considerable pro-

ficiency, and the remaining three task areas involved only moderate

proficiency. Recommendations were made to develop a curriculum

from the study resuLts and encouragement was given to complete

more research in the area of task analysis in determining specific

competencies and tasks involved in a job, position or vocation.

University Level Research

In order to obtain pertinent facts, qualifications required and

other data concerning the job of the departmental chairman in indus -

trial teacher education, Minelli (1958) utilized a questionnaire-check

sheet to obtain information from 103 chairmen. A list of 80 activities

was identified and classified under 10 major headings or homogeneous

groups. Each chairman was asked to indicate whether he did or did

not perform or supervise each activity listed, to give his evaltationof

the importance of each homogeneous group, and to indicate the

approximate average weekly clock hours devoted to each group or

category.

Garrett (1967), in a study to determine wEether there were

common opinions 3bout the role and functions of professional leaders

of }lome Economics Education in education programs for disadvan-

taged parents inthe state of Missouri, found that although there was a

56
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lack of agreement among respondents as to the relative importance of

various activities within the leadership role, most respondents seemed

to correlate ideal and actual roles. Respondents valued the leadership

role more on the basis of their perceptions of how a professional

leader should be involved thanon what hewas actually doing. Corre-

lation and factor analysis techniques were used. in analyzing the data

as to actual and ideal roles.

State Level Research

Taylor (1961) conducted a study to determine in-service training

needs of state supervisors of vocational agriculture. The objectives

of the study were to develop guiding principles, identify training needs,

determine s ituationaj. factors and individual characteris tics which

influence needs, ascertain factors which limit training activities,

determine types of training desired, and formulate recommendations

for a training program. Guiding principles were formulated after a

search of the literature and utilizationof a jury of 20 experts. Of 240

supervisors, 89 percent responded to an instrument which listed

competencies. Validation of the competencies was by 16 chief state

school officers, and 14 state directors of vocational education. Much

influence upon ratings was found relative to regional location and

position as head state supervisor. Little influence was effected by

years in vocational teaching, years to retirement, years in
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supervision, and a master's degree. It is especially interesting to

note the inference that state directors and chief stateschool officers

placed higher value upon training of supervisors for regulatory

activities.

Multi-level Research

Heilrnan (197O) in a study involving selected leaders in vocational

education, attempted to determine contributions made by personnel to

assess the procedures and processes utilized in making these contribu-

tions, and to identify strengths that need to be developed in future

personnel. Sixty-four individuals from 28 states who heldleadership

positions were selected. One null hypothesis was formulated to test

the findings: There are no differences between tasks performed by

personnel at the secondary, community college, state department of

education and teacher education levels. Specific tasks performed by

each were collected over a period of five weeks for a total of 181 man-

days. Analysis of data revealed a, significant difference between the

fourposition levels and, therefore, rejected the hypothesis. The

greatest similarity in rank order correlation existed between

secondary and teacher education positions and the least similarity

appeared between secondary and community college positions.

Comminity college positions were decidedly different from the other

three position levels.
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Opinions of 108 administrative supervisors of vocational depart-

ment heads were obtained by Gutcher (1968) to provide implications for

the training of vocational supervisors. Responses were obtained from

a questionnaire mailed to 27 administrators in technical institutes,

comprehensive high schools, vocational high schools, aridjunior

colleges. There was more agreement in what was unimportant in

supervisor characteristics than what was important. Recommendations

for future studies of this type included: (1) careful selection of listed

characteristics, (2) using an open-end questionnaire, (3) careful

selection of persons supplying the list of characteristics or ranicing

the list so that they are representative of the types of schools, (4)

using an analysis of variance method in analyzing data, and (5) exten-

sion of research to identify effective supervisor characteristics.

Competencies essential for the adequate performance of voca-

tional education leadership roles were investigated by Ward (1971)

and methods of preparing individuals for these roles were considered.

Competency items were written, reviewed by experts at a vocational

education leadership development seminar, rewritten and incorporated

into a questionnaire utilizing a Likert-type scale to obtain a rating for

each of the 50 items. The questionnaire was then administered to 134

leaders of vocational education in Oregon and to 10 national leaders.

The application of the Chi-square test of significance and Spearmari

Rank Coefficient statistic was used to analyze data. It was found that
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40 competencies are essential to the adequate performance by occupa-

tional leaders and was theorized that these competencies are most

applicable to Oregon needs but should also be generally applicable to

otherstates. It was also indicated that the best method of preparing

an individual for most competencies is a combination of coursework

and internship experience. Ward also noted that identified compe-

tencies can serve as a base on which to build future programs of

vocational education leadership development.

Business and Industry Research

To ascertain the practices followed by the hospitals of Missouri

in utilizing the services of trained licensed practical nurses; to

determine the level of competency at which these employees were

performing their duties; and to ascertain the current and future

employment opportunities for the vocation in the state of Missouri,

Van Trump (1961) contacted hospital administrators and trained

licensed practical nurses in their employment for raw data. Hospitals

supplied information concerning hospital facilities, personnel policies,

staff, and future plans. Trained licensed practical nurses supplied

pers onal information concerning their employment. Supervisors were

asked to rate their subordinates in the performance of 50 duties.

Included among several conclusions were two significant items: (1)

schools of practical nursing should place greater emphasis on the
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teaching and perfecting of the more frequently performed nursing

skills; and (2) specialized duties and duties performed infrequently

should be taught on the job, or in evening classes, rather than in the

regular pre - enployment training program.

Using a pre-tested questionnaire, Stewart (1968) conducted a

survey of specific task performance and educational needs of first-line

industrial supervisors in Ohio. The questionnaire, consisting of 120

task items under the headings of Trarismiss ion of Communications,

Building of Management Skills, and Change in Attitudes, was

administered to 472 supervisors, 194 industrial managers, and 51

supervisory training instructors. A priority listing of t3sks was also

made from the data gathered, and it established a basis for determining

trends suggested by the study.

Significant items among Stewart's findings and conclusions were:

(1) 105 of the task areas were judged relevant, and 86 constitited areas

of unmet training needs; (2) 30 of these areas of need came under

Transmission of Communications, 31 under Building and. Management

Skills, and 25 under Change in:Attitudes; (3) tasks reflecting human

involvement and understanding were significantly important, regard-

less of the type of work, and those tasks relating to the personal

aspects of problem-solving were substantial. It was recommended

that courses be developed and/or present courses revised and

upgraded accordingly.



5

62

Shartle (1949) found that roles in the organization represent one

of the important variables to be considered. In each organization, if

the goals are to be attained, certain activities must be carried out by

members. It is necessary that the roles of each person in the

organization be known and understood, if acts of leadership are to be

properly studied and eventually evaluated.

In the leadership studies5, the hypothesis was tested that persons

in high formal organizational status perform acts which rank high in

leadership. About 200 persons have been studied in 10 structures.

Job analysis, which has had wide use and which if properly utilized

seems to provide reliable data, has been applied. Most of the persons

studied were individuals in high organizational positions in business

arid, industry, government and education. From the descriptions of

the functions of these persons their activities have been classified into

14 groups. By using the questionnaire and interview methods, each

person studied indicates theproportion of time spent on each activity.

It is thus possible to compare patterns of performance.

The Ohio State Leadership Studies, initiated in 1945, represent an
interdisciplinary undertaking. The major contributors were psychol-
ogists, sociologists and economists. An interdisciplinary approach
was not interpreted to require that all projects use the same methods.
However, one instrument was used in common by all investigators.
This was the LeaderBehavior Description Questionnaire, originated
by Hemphill and expanded as the result of a large scale, cooperative
effort.

Stogdill, Ralph M. arid Alvin E. Coons. 1957. Leader
Behavior: Its Description and Measurement. The Bureau
of Busiriess Research, College of Commerce and Adminis-
tration, The Ohio State University, Columbus, Ohio.
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From the results, it appears that there are combinations of

executivework patterns and practices in delegation which tend to go

together for harmonious working relationships and for efficiency. The

research also suggests that in selecting an executive it would be wise

to study his work pattern and the work pattern of the man he is to

replace.

Johnson (1969) conducted a study to identify the knowledges

needed for technical competency by physical oceanographic technicians

to perform their assigned tasks in scientific laboratories and aboard

oceanographic research ships.

The problem was investigated by means of personal interviews

with recommended personnel in supervisory and technical positions

within the geographical and personnel parameters determined by the

results of 15 pilot study interviews. The final form of the interview

questionnaire was designed with the assistance of the 15 pilot study

interviewees and was separated into the following knowledge areas:

basic, specific and general.

The knowledge items were selected as necessary for oceano-

graphic technicians; 50. percent or more of the interviewees indicated

the need for these technical personnel. One hundred-thirteen

lcnowledges were investigated. Eighty-one were selected as those

knowledges these technicians must know. Theresulting data of the
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study were used as the bases for the development of a suggested two-

year curriculum to assist schools planning a program in oceanographic

technology.

Summary

The studies described in this review have indicated several new

and challenging approaches for preparing leaders, specifically

Simulation techniques, In-service Leadership Development Programs,

Pre - service Leadership Development Programs, Individualized

Student-centered techniques, arid Broad-based curriciia. These

methods of leadership training are a far cry from the "not so easily

forgotten" lock-step methods of the tra.ditional teacher- centered

process.

The studies of Whitney (1967), Stewart (1968), O'Grady (1969),

Heilmar (1970), Cortelyou (1971), and Ward (1971) aresignificant to

the present study ir that specific roles of leaders and administrators

have been identified at various levels and at different times; however,

an in-depth study of specific common professional education compe-

tencies of administrators at the community college level has not been

found. Lien (1968) concluded in his study that the problem of finding a

clear definition of the role of the administrator of vocational education

at th community college level is still unsolved. This study is an
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attempt to solve that dilemm3 and at tbe srne time identify an

appropriate training metiod for specific cornpetencies.

Statistical patterns used by Garrett (1967), Halfi,n and Courtney

(1970), Gunderson (1971), and Ward (1971) are significant examples in

the use of Mail Survey Questioinaires, Lilcert-type formats, Factor

Analysis, nd4na1ysis of Varince Analytical Techniques that are

used:dnthe:present study.



III. DESIGN OF THE STUDY

This study was an empirical investigation of professional educa-

tion competencies essential to adequate performance by vocational.

education administratots and leaders at the community college level.

The study also identified a recommended method (coursework, on-the-

jobexperience, or a combination of coursework and on-the-job

experience) of preparing individuals to perform specific competencies.

The findings provide information for the design and development of

curricula in vocational education administration. The following

summary of procedures employed in the study is provided to delineate

the specific steps taken during the investigation.

The Variables of Interest

The first variable in the study was a score assigned by respon-

dents in the sample to denote the level of proficiency that they felt was

necessary for each of 98 professional education competencies.

Respondents, which included community college deans /directos and

department chairmen in vocational education, were asked to evaluate

the importance of each competency in relation to their job. Each of the

98 competencies was assigned a score based upon the following Likert-

type scale:

1. My work as a vocational education administrator or leader

requires no proficiency with this competency.

66
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My work as a vocational education administrator or leader

requires slight proficiency with this competency.

My work as a vocational education administrator or leader

requires moderate proficiency with this competency.

My work as a vocational education administrator or leader

requires considerable proficiency with this competency.

My work as a vocational education administrator or leader

requires complete proficiency with this competency.

In addition to the Likert-type scale a three-column checklist was

included in order to solicit the second variable, a check (V') response

as to the best method of leadership preparation. Leadership prepara-

tion choices were as follows:

Proficiency for this competency could best be prepared by

formal coursework.

Proficiency for this competency could best be prepared by

on-the-job experience (internship).

Proficiency for this competency coti.Ld best be prepared by

a combination of formal coursework and on-the-job

experience.

Preparation of the Questionnaire

The instrument used in this study was a mail survey question-

naire containing 98 professional education competencies together with



68

a five-point Likert scalewhich enabled the respondent to judgmentally

score the level of proficiency necessary for each competency and a

checklist designed to reflect the best recommended method of leader-

ship preparation for each competency item. Mail surveys as a method

of securing information for curriculum development have been utilized

in studies in vocational education by Minelli (1958), Gates (1964),

Whitney (1967), Qutcher (1968), Stewart (1968), Ward (1971), and

Cortelyou (1971).

The development of the questionnaire was accomplished in

conjunction with the companion study done concurrently by Baltimore

(l97) in Public School District Vocational Education Leaders. This

consortium resulted in the identification of competencies which were

considered common to leaders and administrators of vocati,onal educa-

tion in community colleges and public school districts.

The initial step in the development of the questionriairewas

based on research by Hetlrnan (1970), Ward (1971), and Cortelyou

(1971). The instruments developed by Ward and Cortelyou provided the

bases for the cooperative development of the leadership questionnaire

used in the two concurrent studies. The format was revtsed and made

more suitable to the community college and public school district

levels. Each item was checked to determine its appropriateness to

community college and public school district vocational education

administration and items which appeared to be redundant or
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inappropriate were deleted. An initial questionnaire containing 150

items was developed and subsequently revised as a result of sugges-

tions from the major professors of each of the two investigators. The

revised questionnaire contained 114 competencies.

The second step was to field test the revised questionnaire. Ten

community college leaders and ten public school district leaders (ten

randomly selected by each of the two investigators) were asked to

complete the questionnaire. They were also asked to evaluate the

instrument considering format, content, clarity, up-datedness, and

comprehensiveness. Following the field-testing phase, the 114

competencies were reduced to 98 due to low mean scores on 16 items,

and minor revisions were made to the format in preparing the final

instrument(see AppendixA).

Selection of the Sample

The study utilized a population from four western states

Arizona, California, Colorado and Washington. Community colleges

that met the following requirements were selectedfrom each state:

A"Sundstrom (1972) conducted a study in Oregon of selected administra-
tors of vocational education. s study incorporated respon-
dents (leaders) from secondary schools, intermediate education
districts, community colleges, teacher education, and specialists in
vocational education at the Oregon Board of Education. To prevent
any overlap or respondent duplication, the consortium of Baltimore
(1972) and Martin (1972) omitted Oregon from their sample.
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comprehensive in nature with a diverse vocational program, one chief

vocational education administrator (dean /director), and a minimum of

two vocational education department chairmen. Appendix B identifies

the geographic location cf the states included in the study. Appendix

C gives the names of the community colleges which participated in the

study.

Seventy community colleges met the criteria (10 in Arizona, 35

in California, 9 in Colorado, 16 in Washington) and were included in

the study. Thesarnple for the study consisted of 21 randomly selected

deans and department chairmen from Arizona, 85 from California, 21

from Colorado, and 38 from Washington. In order to accurately

compute the total samplesize (number of required respondents) for the

entire study, the variance in responses was computed from the initial

field study. The highest variancewas incorporated into a formula to

give total sample size. The sampling formula is found in Appendix D.

Community college ddresses andnames of presidents in each

college were obtained from the American Association of Junior

Colleges, junior college directory (1971).

The Statistical Des in

As previously statçd, the central problem of this study was to

determine the common professional education competencies needed by

community college administrators and leaders of vocational education.
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The general design of this study included the folloiing:

The population for the study was representative of

administrators and leaders of vocational education at the

community college level covering four western states. A

randomized sample of 175 administrators and leaders pro-

vided data by completing and returning a 98-item question-

naire which was mailed directly to them by the investigator.

Z. Responses regarding the degree of proficiency were

recorded on a five-point LUcert-type scale. Response values

ranged from a tow of 1.0 to a. high of 5.0.

Opinions as to the best method of preparing for the

competency were compiled on the basis of the number of

respondents who choose each method. The tvO-way analysis

of variance was used for determining significant differences

between the resporse frequency of independent samples,

There was an interest in learning if. differences existed

among the competency mean scores for the community

colleges used in the study. The hypothesis tested in this

study was that there is no significant difference among the

community college responses. The one-way classification

analysis of variance measured for community college differ-

ences and was used to test the hypothesis. The test statistic

used to analyze contra.sts between the mean scores for each
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competency was the F statistic with the . 01 level of signifi-

cance being used for the assessment of differences.

5. Datawere analyzed through the use of two factor analytic

techniques--the R-technique and the Q-technique. The

techniques took on the followirg characteristics for the

study:

A. The R-technique orders competencies according to the

respondents included in the study. This form of

analysis examines the relationship of every competency

with every other competency and provides for a cluster-

ing7 of common professional education competencies.

A 98-item (competency) intercorrelation matrix, based

upon data cçllected from 165 respondents is generated.

Hence, the 98 competencies are clustered in a manner

that best accounts for the Largest percentage of common

variance. Information on the R-technique control cards

7R- and .technique results with factor Loadings of ± 50 or higher are
recorded as being clustered within a:factor.
See Fruchter (1954): Factor loadings of . 0 or less are usually
regarded as insignificant; loadings of . 20 to . 30 as Low; . 30 to . 50

as moderate; .50 to .70 and above as high.



73

used for the computer analysis of data is found in

Appendix F.

B. The Q-technique basically involves the ordering of

respondents according to the competencies which were

included for the study. A 165-respondents intercorrela-

tion matrix based upon data furnished on 98 competencies

is generated. Thus, this analysis provides a measure

of commonality among respondents and indicates the

extent to which administrators and leaders resembles

each other with regard to the 98 competencies in the

study. Information on Q-technique control cards used

for computer analysis of data is found inAppendix F.

Collection of Data

Several steps were involved in the collection of data in each of

the fourstates. Because the implications the two studies could have

for curriculum development in vocational education administration

programs, the Division of Vocational, Adult, and Community College

Education, Oregon State University, was willing toprovide Division

support, in the form of stationery and endorsement, for securing

appropriate agency and community college participation in each state.

State directors of vocational e4ucation in each state were con-

tacted to get their endorsement for the study. A sample copy of the
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letter sent to state directors can be found in Appendic F. The endorse-

ments from each director were received and can be found in Appendix

G. The committee on Research and Development for the California

Junior College Association reviewed the proposed study and endorsed

its use in the community/junior colleges of that state. A copy of the

endorsement from the California Juriior College Association is located

in Appendic H. After receiving endorsement from the state directors

and the committee on research and development in California, the

investigator contacted, by letter, the presidents of each of the

community colleges selected for the study and asked for their coopera-

tion. A sample copy of the Letter sent to community college presidents

is found inAppendix I.

Enclosed with the letter to community college presidents was a

copy of the Administrator Questionnaire and Response Card which was

to be completed and returned to the investigator. The response card

asked each president if the names of his vocational dean/director and

vocational department heads could be included in a four-state Listing

of names from which 175 names would be randomly selected. If the

president's response was yes, a space was also provided on the

response card for him to indicate the name and title of his chief

vocational administrator with whom the investigator could direct further

cQmrnunicatiofl. A sample copy of the response card is in Appendix J.
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Administrative support was granted by 48 of the 70 initial community

colleges.

Names of deans /directors sent to the investigator on the

Response Card were contacted by Letter and asked to complete an

Administrator Qnestionna.ire plus a department chairman identification

form. A sample copy of the letter and department chairman identifica-

tion form sent to community college deans /directors is inAppendix K.

Once all possible department chairman forms were submitted the

investigator proceeded with randomizing the sample.

Data were collected by mailing a pre-stamped self-addressed

questionnaire, and an explanatory letter, to each of the randomly

selected administrators or leaders in each institution. The initial

mailing included Arizona, California, Colorado, and Washington.

All data were collected within a period of six weeks. A copy of the

explanatory letter sent to department chairmen is found in Appendix L.

Two methods of follow-up were used. Presidents who did not

respond by the data requested were sent an additional response card

and again asked for their cooperation. Deans/directorswho did not

respond by the date requested were first sent an additional question-.

naire and a memorandum requesting their response. Department

chairm e who did not respond by the date reqnested were first sent an

additional questionnaire and a memorandum requesting their response.
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A second memorandum was sent to those administrators and depart-

merit chairmen stilt riot responding. A sample copy of the first and

second method of Lollow-up is found i,nApperidix M.

The final step in the collection of data was to check and code

each returned questionnaire before transferring the data to data

processing cards for computer analysis. The method for coding data

cards i,s outlined inAppendi,x N.



j\T PRESENTATION OF FINDINGS

The analyses of data collected for the study have been presented

in three major sections. The first rxiajor section deals with the

analysis of variance statistical technique. This technique describes

the results of testing for differences among vocational administrator

mean scores between states, community colleges, position held, and

amount of time devoted to teaching.

The second major section deals with factor analysis techniques.

These techniques consist of an R-mode analysis of the 98 competencies

and a Q-mode analysis of the 143 respondents.

The third major section deals with the two-way analysis oLvaH-

ance technique. This technique describes the results among the four

states in regard to a preferred method of vocational administrator

preparation.

Analysis of Variance Techniques

Differences Among States

The null hypothesis was tested using a one-way classification

analysis of variance and states that there are no significant differences

among the four state mean scores of the 98 competencies. In all, 98

individual hypotheses were tested, one for each competency. The

computed F value was less than the critical value of 2. 675 at the 01

77
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level of significance for five con-petencies. The null hypothesis was

retained for 93 competencies and rejected for five competencies. The

results of the analysis of variance between states is shown in

Appendix 0.

Differences Among Community Colleges

The null hypothesis w,s tested and states that there are no

significance differences among community college mean scores of the

98 competencies. The one-way classification analysis of variance

tested the null hypothesis for each cornpetercy.

The computed F was less than the critical value of 1.50 at the

0 1 level for 93 competencies and greater thar the critical value of

1.50 at the .01 level for five coinpetencies. The null hypothesis was

therefore retained for 93 competencies arid rejected for five compe-

tenctes. The results of the analysis of variance between community

colleges are shown in Appen1ix 0.

Differences Among Administrative Positions

The null hypothesis was tested and states that there are no

significant differences among vocational education administrators at

the dean and department chairman level. The one-way classification

analysis of variance tested 98 null hypotheses.

The computed F was less than the critical value of 6. 82 at the



0 1 level for 70 tompetencies and greater than the critical value of

6.82 at the .01 level for 2, competencies. The null hypothesis was

therefore retained for 70 competencies and rejected for 28 compe-

tencies. Table 1 shows the 28 rejected competencies, reports the

mean-ranked score of each administrative group, and lists the

computed and table values of "F." The results of the analysis of

variance for the 98 competencies between administrative positions

are shown in Appendix 0.

Differences Attributed to
Teaching Responsibilities

The null hypothesis was tested and states that there are no

significant differences among vocational education administrators in

regard to the time they devote to teaching. The one-way classification

analysis of variance tested 98 null hypotheses.

The computed F was less than the critical value o 3. 16 at the

0 1 level for 94 cornpetencies and greater than the critical value of

3. 16 at the .01 level for four competencies. The null hypothesis was

retained for 94 competencies and rejected for four corripetencies. The

results of the analysis of variance which tested for differences among

vocational education administrators in regard t the time they devote

to teaching are shown in Appendix 0. Information on analysis of

variance control cards used for computer analysis of data is found in

Appendix E.
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Table 1. Differences among administrative positions.

Item
number

Title of competency
Department
chairmen's
mean score

Dean's
mean
score

Computed
F1'

Table
''F"'

6 Approve new instructional materials 4. 14 3.55 16. 87 6.82

12 Evaluate staff load and balance 4.26 3.76 11.58 6.82

13 Determine cost-effectiveness of programs 3. 66 4.25 14.25 6.82

15 Determine the need for a new vocational program in the district, and a
specified geographical area 3.70 4.39 15.43 6.82

16 Schedule courses 4.40 3.27 53.93 6.82

17 Interpret state specifications for vocational education facilities 3.28 3.81 7.46 6.82

18 Interpret state certification requirements for instructors 3.37 3.90 6.82 6.82

21 Establish general vocational program objectives for the school 3.77 4.34 9.31 6.82

27 Expedite activities to attain objectives 4.35 3.90 13. 89 6.82

28 Design a vocational administrative organization to facilitate attainment of goals 3.28 4.25 20.45 6.82

29 Monitor operating characteristics of the vocational administrative unit and
make necessary revisions 3.20 4.13 18. 16 6. 82

44 Identify, recruit, and counsel students for placement in vocational education
preparatory programs 4.00 3.09 24.03 6.82

49 Specify the data needed for the inputs to the instructional systems such as
student-teacher interactions 3.94 3.41 10.63 6. 82

58 Describe a plan for sampling a cross-secthn of a district 3. 04 3. 60 6.95 6. 82

59 Develop a survey instrument including letters of transmittal and follow-up 3. 14 3. 74 8.46 6. 82

60 Interpret in writing the data provided in a survey 3.21 3.81 8.58 6.82

64 Critically read, interpret, evaluate, and analyze manpower reports (state and
national) to determine the need for a given occupational program 3. 22 3. 74 7. 17 6. 82



Table 1. (Continued)

Item
number

Title of Competency

68 Critically read, interpret, evaluate, and analyze the Occupational Outlook
Handbook and Dictionary of Occupational Titles to determine the need
for a given occupational program

71 Set up an in-service plan on the functions, purposes, and activities of an
advisory committee for presentation to the vocational education staff

75 Prepare a project proposal for funding based on State Board of Vocational-
Technical and Adult Education criteria

76 Interpret the principles and philosophy of vocational education

77 Utilize information contained in professional journals for self-improvement

81 Identify the state agencies that affect the school

82 Utilize federal, state, and local legislation, regulations, and policies that
affect vocational education

83 Relate the vocational education program to other areas of the school

89 Establish and maintain effective working relationships with trade, labor,
management, agricultural, and manpower organizations

94 Understand the relationship of the school board to the school administration
and community

97 Collect data and complete reports for local, state, and federal government
sectors regarding the vocational education program

Co

Department

mean score

Dean's
mean
score

Compared
''F''

Table
''F''

3. 40 3.93 7.92 6. 82

3.71 4.30 9.26 6. 82

3.56 4. 30 14. 65 6. 82

3. 80 4. 32 7. 81 6. 82

3.94 3. 51 9. 19 6. 82

3. 35 4. 02 11. 64 6. 82

3.60 4. 23 11.99 6. 82

4.03 4.46 7. 72 6. 82

3.82 4.39 8.31 6.82

3. 72 4. 23 8. 16 6. 82

3. 46 4. 13 13.67 6. 82



Results of Factor Analysis

A factor analysis method was used for the purpose of determin-

ing the specific groupings which were present among the 98 compe-

tencies included in the study. The procedures used permitted the

tdentification of clusters of cornpetencies in which according to

generated factor loadings, there existed a high degree of correlation

with the extracted factors. Based upon Fruchter's (1964) recom-

mendation, competencies with factor loadings of ± . 50 or higher were

recorded as being clustered within afactor. The results of the factor

analysis were generated tlrough the factor analytic techniques known

as the Q-mode and R-mode.

Q-Mode Anal.ysis

The Q-mode technique indicates how extensive the respondents

resemble each otherbaseci on their responses to the 98 professional

competencies. It essentially involves the ordering of respondents

according to the competencies in the study, and provides a measure of

commonality among the four states and various institutions repre-

sented by the respondents. Results of the one-factor Q-mode solution

indicated that the 143 respondents had factor loadings ranging from

88 to . 99. This one-factor Qmode solution accounted for94. 93

percent of the common variance among respondents, Because of the

82
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high percentage of variance accounted for in this one-factor solution,

other factor solutions were not generated. Results of the Q-mode

analysis can be found in Appendix P.

R-Mode Analysis

The R-rnode factor analysis program examined the relationship

of every competency with every other competency and clustered them

according to respondents in the study. The following criteria were set

for the acceptance of a factor solution and for the various factors

within the solution.

1. The f ctor solu.tion chosen had to resultin the greatest

numbers of competencies having high factor loadings in any

given factor.

Z. The chosen factorsolution had to account for as many

competencies as possible with factor loadings of ± .50 or

higher.

The number of factors chosen had to show stability and

consistency in their high loading competencies across

several factor solutions.

Competencies had to be balanced over a number of factors

or be identifiable as sub-factors where large numbers of

competenci.es clustered under one factor.

In order to report on the data with authenticity and strength,
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the investigator used the computer to generate a group of

random numbers equal to the total number of responses to

real data in the study. The random number data were then

analyzed by the computer using the R-technique -seven-

factor solution. The reasoning behind this was simply to

remove any doubt of the real data being the same as or less

empirically sound than a group of random numbers. This

comparison showed the real data as being very reliable from

factor 1 through factor 6 of the seven factor-solution but a

crossover did occur at approximately 6. 5. Beyond this

crossover point the investigator could place no credence on

generated data. Figure 1 describes the comparison of real

data versus randomized data.

Data were initially analyzed for four-, five-, six-, and seven-

factor- solutions. The seven-factor s olntion accounted for 5 1 compe-

tencies with factor loadings of ± . 50 or higherwith no competencies

clustering in factor vii. The six-factor -solution extracted 56 compe-

tencies with factor loadings of ± .50 or higher-with two competencies

clustering in factor vi and no competencies clustering in factor V.

The five-factor solution had 59 competencies with factor-loadings of

± . 50 or higher with two competencies clustering in factor V. The

four-factor-solution extracted 57 competencies wth factor loadings of

± . 50 or higher.
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Of the four factor analytic solutions imposed on the data, the

five-factor solution seemed to best fit the data, had no overlapping

competencies, and had meaningfulness in interpretation. The inter-

pretation of thefactors in the five-factor solution were defined and

indicated by descriptive table titles which summarized the general

pattern of comupetencies with factor loadings of ± . 50 or higher.

Spurious competencies, which are defined as those conapetencies

loading highest under one factor but with factor loadings of less than

86

The cumulative percentage of the common variance accounted

for in the analysis increased as the number of fctorsolutions were

increased. Table 2 lists the common factor variance accounted for

in theseven-factor solution, which also contains the common factor

variances found in factor solutions six, five, and four.

Table 2. Percentage of common variance for the R-mode
analysis.

Factor Percentage Cumulative
percentage

1 27. 58 27. 58

2 6. 69 34. 28

3 4.82 39.11

4 4.09 43.20

5 3. 14 46. 34

6 2. 99 49. 33

7 2. 29 51.62
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± .50, were also identified. The spurious competencies which had

moderately high factor loadings, in some instances, aided the process

of interpreting and naming factors. The names of the factors were

judgmentally assigned, and are assumed to be indicative of the

general nature of the competencies which loaded under each factor.

The ftve factors were extracted from a 98-item (competencies)

intercorrelation matrix, based upon data collected from 143 respon-

dents. The five named factors are described in the following section

and six tables provide the factors, factor loadings, means, standard

deviations, and mean rankings for all 98 competencies. Table 3

summarizes data on the ten highest and ten lowest mean-ranked

competencies.

Factor I. Administrative Organization,
Plarinin, and Utilization of Advisory
Committee Resources, Staff, Community,
and State and Federal Agencies

.A total of 18 competencies loaded under Factor I with a factor

loading of ± . 50 or higher. This factor accounted for 28. 7 1 percent

of the common variance, Factor I contaixied three of the ten highest

mean-ranked competencies and two of the ten lowest mean-ranked

competencies. Factor I also contained 16 spurious competencies,

more than any of the other four factors. Table 4 presents the

analyis results of the 34 competencies which clustered under this

factor.
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Table 3. Ranked highand low mean competency scores.

F actor
Item

number
Title of competency

Factor
loading

Mean
Standard
deviation

Mean
ranking

Highest mean-ranked competencies

II 34 Understand communications, verbal and non-verbal -. 54 4.62 . 56 1

II 31 Communicate effectively both orally and in writing -.39 4.48 .65 2

II I Isolate and define necessary decisions -.33 4.45 .60 3

78 Demonstrate an effective working relationship with the total administrative staff -. 54 4.40 .76 4

I 98 Formulate a personal philosophy of education/vocational education -.50 4.37 . 75 5. 5

II 24 Delegate responsibility and authority -. 50 4. 37 .70 5. 5

II S Select teaching and leadership personnel -. 52 4. 36 . 79 7

II 33 Communicate plans and goals to the instructional staff -.61 4.35 .74 8

II 25 Motivate staff to achieve their goals and to grow in competence -.59 4. 34 . 79 9

1 69 Critically read, interpret, evaluate, and analyze advisory committee recommenda-
tions to determine the need for a given occupational program -.43 4.28 . 81 10

Lowest mean-ranked competencies

III 59 Develop a survey instmment, including letters of transmittal and follow-up . 67 3. 36 1. 13 89

I 85 Provide leadership to youth groups stemming from the vocational education program -. 37 3. 34 1.07 90. 5

1 93 Join civic community organizations and become involved in activities not
directly related to the school -. 57 3. 34 1.04 90. 5

V 32 Prepare articles for specialized and/or mass media -. 35 3. 30 1, 05 92

III 58 Describe a plan for sampling a cross-section of a district 64 3. 25 1. 17 94

III 63 Critically read, interpret, evaluate, and analyze plans to attract industry to
determine the need for a given occupational program . 60 3. 25 1. 23 94



Table 3. (Continued)

Factor
Item

number
Title of competency

Factor
loading

Mean
Standard
deviation

Mean
ranking

II 87 Demonstrate a working knowledge of parliamentary procedures -.33 3. 25 .97 94

III 61 Distribute survey results to students/teachers/administrators/lay public .41 3. 20 1. 15 96

IV 54 Determine the statistical design to be used in analyzing data -. 52 3. 10 1. 17 97

III 65 Critically read, interpret, evaluate, and analyze plans to terminate industries
to determine the need for a given occupational program . 52 2.91 1.28 98



Table 4. Results of the R-technique for Factor I. - Administrative Organization, Planning and Utilization of Advisory Committee Resources, Staff,

(Continued on next page)

Community, and State and Federal Agencies.

Item
number

Title of competency
Factor
loading

Mean
Standard
deviation

Mean
rankina

67 Critically read, interpret, evaluate, and analyze employment agency
iulormation to determine the need for a given occupational program -. 56 3. 68 .98 63

71 Set up an in-service plan on the functions, purposes, and activities of an
advisory committee for presentation to the vocational education staff -. 52 3. 85 1. 13 42. 5

73 Plan meeting agendas, arrange for facilities and materials, and
notify participants -. 53 3.90 .96 37. 5

86 Establish and maintain effective working relationships with trade, labors
management, agricultural, and manpower organizations -. 54 3.52 .98 76

89 Establish a term of membership and a system of replacing and rotating
members of advisory committees -.60 4. 00 1. 11 31. 5

76 Interpret the principles and philosophy of vocational education -. 66 3.97 96 33

78 Demonstrate an effective working relationship with the total administrative staff -. 54 4.40 76 4

80 Identify and interpret state laws that relate to the school -. 59 3.44 1. 13 82. 5

81 Identify the state agencies that affect the school -. 73 3. 55 1. 12 70. 5

82 Utilize federal, state, and local legislation, regulations, and policies that affect
vocational education -. 70 3. 79 1. 04 49. 5

83 Relate the vocational education program to other areas of the school -. 70 4. 15 . 87 20

84 Promote unity and balance between vocational education and general!
academic education -.61 4.20 .87 16

98 Formulate a personal philosophy of educationlvocational education 50 4. 37 75 5. 5

90 Identify public relations problems -.56 4.00 .90 31.5

92 Interpret financial and special needs of vocational education to the
public and to the community served -. 63 3. 71 1. 08 59



Table 4. (Continued)

Factor
loading

Mean
Standard
deviation

Mean
ranking

-.57 3. 34 1. 04 90. 5

-. 64 3. 88 .99 41

-.69 4. 09 . 82 23. 5

-. 39 3.42 1. 03 85. 5

-. 38 3. 73 .95 54

-.38 3.45 .93 81

-.43 3.51 1. 14 77

-.45 3.92 1.06 36

-.26 3.90 1.00 37.5

-.44 3.57 1.01 69

-.43 4.28 81 10

-.38 4.23 . 79 11.5

-.49 3.53 1. 17 74.5

-.49 3. 70 1. 08 60

-.45 3.53 1. 16 74. 5

Item
number

Title of competency

93 Join civic community organizations and become involved in activities
not directly related to the school

94 Understand the relationship of the school board to the school administration
and community

95 Articulate the program with other educational levels and the business/
industrial community

Spurious Competencies

4 Assist in staff administration and contract negotiations

7 Define the mission of the school

14 Forecast number of graduates from the program

18 Interpret state certification requirements for instructors

21 Establish general vocational program obj ectives for the school

45 Plan and implement adult occupational education programs

Critically read, interpret, evaluate, and analyze the following to
determine the need for a given occupational program:

68 Occupational Outlook Handbook and Dictionary of Occupational Titles

69 Advisory Committee recommendations

70 Teacher recommendations

72 Develop an advisory committee handbook which explains the role and
function of the committee

74 Identify the tools and techniques of public relations

79 Interpret the legal responsibilities of vocational teachers

(Continued on next page)



Table 4. (Continued)

Factor
loading Mean

Standard
deviation

Mean
ranking

-.37 3.34 1.07 90.5

-.42 4.20 . 70 16

-.49 3.72 1.06 56. 5

-.45 3. 59 . 84 68

-.48 3.69 1.04 61.5

Item
number

Title of Competency

85 Provide leadership to youth groups stemming from the vocational education
program

88 Conduct a meeting, involve members in the discussion, and summarize
discussion

91 Develop and direct a program to improve public relations between the
school and the community

96 Contribute to studies, commissions, and investigations sponsored by
professional organizations and governmental agencies

97 Collect data and complete reports for local, state, and federal government
sectors regarding the vocational -education program



Factor II. Instructional Processes

A total of 2lcornpetencies with factor 'oadings of ± .50 or higher

were generated in Factor II. Factor II contained the remaining

seven o the ten highest mean-ranked competencies. One of the ten

lowest mean-ranked competencies included was spurious. Fifteen

spurious competencies were contained within Factor II. Table 5

presents the analysis results on the 36 competencies which clustered

under this factor.

Factor III. Research and Use of Community
Resources in Program Development

Eleven competencies with factor loadings of . SQ or higher were

clustered in Factor III. Five of the ten lowest mean-ranked compe-

tencies (onespurious) were contained within this factor, a larger

number than in any of the other factors. A total of three spurious

competencies were generated. Table 6 presents the analysis results

on the 14 cornpetencies which were included within Factor III.

Factor IV. Financial, FaciLity,
and Organizational Planning

A total of seven competencies with factor loadings of ± . SO or

higher were included in Factor IV. One of the ten lowest mean-

ranked competencies was contained within this factor and a total of

93
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Table 5. Results of the R-technique for Factor 11 - Instructional Processes.

Item
number

Title of competency Factor
loading

Mean
Standard
deviation

Mean
ranking

3 Encourage innovation in instruction -.54 4.07 .69 25. 5

5 Select teaching and leadership personnel -. 52 4.36 79 7

6 Approve new instructional materials -. 53 39S . 82 34. 5

8 Supervise instructional staff -. 57 4. 18 .91 19

9 Resolve staff complaints and grievances -. 51 4.23 . 82 11. 5

11 Determine the need for additional instructional staff -. 64 4.23 77 11. 5

12 Evaluate staff load and balance -. 73 4.07 85 25. 5

16 Schedule courses -. 56 4.06 1. 00 27. 5

24 Delegate responsibility and authority -. SO 4.37 . 70 5.5

25 Motivate staff to achieve their goals and to grow in competence -. 59 4. 34 79 9

27 Expedite activities to attain objectives -.64 4.19 . 70 18

33 Communicate plans and goals to the instructional staff -.61 435 . 74 8

34 Understand communications, verbal and non-verbal -.54 4.62 .56 1

40 Determine the competencies expected of the classroom teacher in a
vocational-technical curriculum -. 56 4. 11 . 88 21. 5

48 Specify the data needed for the inputs to the instructional systems such
as characteristics of teachers -. 51 4. 06 . 82 27. 5

49 Determine the measures to be used in evaluating the instructional processes
such as student-teacher interactions -.67 3. 81 .86 46.5

50 Determine the measures to be used in evaluating the instructional processes
such as effectiveness of instructional strategies -, 61 3.95 80 34. 5

53 Utilize evaluation data in decisions related to curriculum development
and revision and the improvement of instruction -.50 4. 09 86 23. 5



Table 5. (Continued)

n

Item
number

Title of competency Factor
loading

Mean
Standard
deviation

Mean
ranking

55 Determine the appropriateness of a particular way of assessing a teacher -. 52 3.90 .92 37. 5

56 Determine the appropriateness of a particular way of assessing a learning problem -. 51 3 84 . 85 44

77 Utilize information contained in professional journals for self-improvement -.55 3.81 .81 46.5

Spurious Competencies

1 Isolate and define necessary decisions -.33 4.45 60 3

2 Determine priorities as they relate to the allocation of institutional resources -.35 4.06 80 27. 5

10 Determine need for new vocational facilities and equipment -.32 4.20 72 16

22 Identify the activities and resources required to attain goals -.29 4. 11 86 21.5

23 Allocate resources to maximize the output of the instructional system -. 32 4. 04 92 30

26 Practice office management procedures such as instructing secretary, filing,
and sorting -.38 3.54 .90 72.5

30 Determine by evaluation the degree to which program obj ectives are being
met and make appropriate adjustments -.44 4. 22 77 14

31 Communicate effectively both orully and in writing '. 39 4.48 65 2

35 Direct pilot and demonstration proj ects of exemplary programs -.41 3. 72 . 89 56. 5

36 Develop task analyses for curriculum planning -.46 3. 65 1. 04 65. 5

37 Develop a rationale for a particular curriculum plan built upon the
technological, sociological, philosophical, and psychological bases -. 32 3.72 1. 01 56. 5

38 Write behavioral o ectives -.46 3. 67 1. 03 64

44 Identify, recruit, and counsel students for placement in vocational
education preparatory programs -. 38 3. 74 1. 07 53

51 Design a feedback and follow-up system to provide evaluation data to the
instructional staff -.44 3. 81 .93 46. 5

87 Demonstrate a working knowledge of parliamentray procedures -.33 3.25 91 94



Tabk 6 Results of the R-technique for Factor UI - Research and Use of Community Resources in Program Development.

Item
nunber

42

Title of competency

Coordinate and -supervise cooperative work experience programs

43 Specify minimum standards and criteria for the selection and approval
of training stations for cooperative programs

57 Develop a plan for a survey which will determine the need for and the
interest in a given vocational program

58 Describe a plan for sampling a cross-section of a district

59 Develop a survey instrument, including letters of transmittal and follow-up

60 Interpret in writing the data provided in a survey

Critically read, interpret, evaluate, and analyze the following to
determine the need for a given occupational program:

62 an occupational survey of the district

63 plans to attract industry

64 manpower reports (state and national)

65 plans to terminate industries

66 student interest surveys

Spurious competencies

39 Write behavioral obj ectives that include the educational domains of affective,
cognitice, and psychomotor.

61 Distribute survey results to students/teachers/administrators/lay public

75 Prepare a proj ect proposal for funding based on State Board of Vocational-
Technical and Adult Education criteria

Factor
loading

Mean
Standard
deviation

Mean
ranking

.50 3.61 1.09 67

. 68 3.41 1. 07 87

55 3. 76 1.01 51. 5

.64 3.25 1. 17 94

. 67 3. 36 1. 13 89

. 65 3.43 1. 12 84

.51 3. 83 95 45

. 60 3.25 1. 23 94

.56 3. 42 1. 04 85. 5

.52 2.91 1.28 98

.57 3. 69 96 61. 5

.43 3.39 1. 13 88

.41 3.20 1. 15 96

.48 3.76 1. 12 51.5
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three spurious competencies were compiled. Table 7 describes the

ten specific competencies and other data included in Factor IV.

Factor V. Information Di s s errilnation
to Instructional Systems

Two competencies with factor loadings of + . 50 or higher were

generated for this factor. The competencies pertain directly to data

input for instructional systems. One spurious competency was

generated with Factor V and was the last of the ten lowest mean-

ranked competencies. This spurious competency was not directly

related to Information Dissemination to Instructional Systems but

information preparation and dissemination to specialized and/or

mass media. Table 8 contains the three specific competencies and

other data included in Factor V.

Analyses of Preparation Methods

The two-way classification analysis of variance disclosed that

143 vocational. administrators view a combination of on-the-job

experience and formal coursework as the best preparation method.

Table 9 describes the checklist totals and percentages of the four

states in regard to Combination Coursework and Experience, On-The-

Job Experience and Formal Coursework.



Tab'e 7. ?esults of the R-technique for Factor W - Financial, Facility, and Organizational Planning.

Item Title of competency
number

13 Determine cost-effectiveness of programs

17 Interpret the state specifications for vocatiOnal education facilities

19 Assist in the development of program planning budget system for the
school or district

28 Design a vocational administrative organization to facilitate attainment of goals

29 Monitor operating characteristics of the vocational administrative unit and
make necessary revisions

52 Schedule and supervise data collection

54 Determine the statistical design to be used in analyzing data

Spurious competencies

15 Determine the need for a new vocational program in the district, and a
specified geographical area

20 Develop and coordinate an adequate pre-service and in-service training
program for vocational instructors

41 Plan a special curriculum for the disadvantaged and handicapped

Factor
loading

Mean
Standard
deviation

Mean
ranking

-. 51 3.85 . 89 42. 5

-. 56 3.44 1.08 82. 5

-. 60 3.65 1. 13 65. 5

- 69 3 55 1 25 70 5

-.66 3.49 1.24 78

-. 52 3.48 1. 06 79

-. 52 3. 10 1. 17 97

-.45 3.90 1.01 37. 5

-.47 3.54 1. 14 72. 5

-.46 3.46 1.06 80



Table 8. Results of the R-technique for Factor V - Information Dissemination to Instructional Systems.

Item
Title of competency

number

46 Specify the data needed for the inputs to the instructional systems such
as characteristics of entering students

47 Specify the data needed for the inputs to the instructional systems
such as characteristics of students for placement

Spurious competency:

32 Prepare articles for specialized and/or mass media

Factor
loading

Mean
Standard
deviation

Mean
ranking

-.64 3.72 85 56. 5

-.61 3. 79 . 88 49. 5

-. 35 3. 30 1. 05 92



Table 9. Total responses to best preparation method?

Combination
coursework &

experience

Onthejob Formal
experience coursework

Arizona 3141 648 193
(79%) (16%) ( 5%)

California 3393 1404 407
(62%) (26%) (12%)

Colorado 1118 344 106
(71%) (22%) ( 7%)

Washington 3085 899 621
(67%) (20%) (13%)

10, 737 3295 1327
(70%) (2 1%) (9%)

In order to remove the large variability of percentages in the

homogenious groups the Arcsin Transformation was used to stabilize

the variance. The null hypotheses were tested using a two-,w.y claaSi-

fication analysis of variance.

The first null hypothesis tested was that there are no significant

differences among the four states. The computed F value was less

than the critical value therefore the null hypothesis was not rejected.

The second null hypothesis tested was that there are no signi-

ficant differences among preparation methods. The computed F value

was more than the critical vaLue therefore the null hypothesis was

rejected. The large computed F indicates that the met1ods are

significantly differeqt.

Participants in the study exhibited little response to formal
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course work as a method of preparing vocational administrators; how-

ever, 17 competencies were identified as favoring this kind of prep-

aration. These 17 competencies are listed in Table 10. The two-way

classification analysis of variance can be found in Appendix Q. The

two-way factor analysis of variance control data can be found in

Appendix E.

Summary of Findings

Statistical comparisons were made, separately, between states,

community colleges, positions of administrators, and proportion of

time allotted to teaching using a one-way classification analysis of

variance. This statistic revealed the following details:

Except for five competencies, no dUferences existed between

four states representedin the study.

Except for five competencies, no differences existed between

the 48 community colleges.

Twenty-eight competencies were rejected when positions of

administrators were compared indicating differences exist.

Except for four competencies, no differences existed

between respondents in regard to the proportion of time

allotted to teaching.

The Q-technique of factor analysis revealed that administrators

from the four different states and 48 individual community colleges

resemble one another with regard to values assigned to professional

education competencies.

The R-technique of factor analysis was used to identify common



Table iç. Competencies identified as needing fosmal cóursework preparatibn.

Item
number

Mean
Mean

ranking Title of Competency

13 3. 85 42. 5 Determine cost-effectiveitess of programs

17 3.44 82. 5 Interpret the state specificationf for vocational education facilities

32 3. 30 92 Prepare articles for specialized and/or mass media

36 3. 65 65. 5 Develop task analyses for curriculum planning

37 3.72 56. 5 Develop a rationale for a particular curriculum plant built upon the technological, sociological,
philosophical, and psychological bases

38 3.67 64 Write behavioral obj ectives

39 3.39 88 Write behavioral objectives that include the educational domains of affective, cognitive, and psychomotor

54 3. 10 97 Determine the statistical design to be used in analyzing data

58 3.25 94 Determine the appropriateness of a particular way of assessing a learning problem

59 3.36 89 Develop a survey instrument, including letters of transmittal and follow-up

60 3.43 84 Interpret in writing the data provided in a survey

68 3. 57 69 Critically read, interpret, evaluate, and analyze the Occupational Outlook Handbook and the Dictionary
of Occupational Titles to determine the need for a given occupational program

74 3.70 60 Identify the tools and techniques of publk relations

76 3.97 33 Interpret the principles and philosophy of vocational education

79 3.53 74.5 Interpret the legal responsibilities of vocational teachers

80 3.44 82. 5 Identify and interpret state laws that relate to the school

81 3. 55 70. S Identify the state agencies that affect the school

87 3.25 94 Demonstrate a working knowledge of parliamentary procedures
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professional education competencies. A five-factor solution extracted

59 competencies that had factor Ioa.dings greater than ± . 50. The five

factors extracted were identified as follows:

Factor I was entitled Administrative Organization, Planning,

and Utilization of Advisory Committees, Staff, Community

Resources, and State and Federal Agencies. Items 67, 71,

73, 86, and 89 pertained to the Establishment and Use of

Program Advisory Committees; Items 76, 78, 80, 81, 82,

83, 84, and 98 pertained toward skills as they relate to self,

staff, local community, and state and federal agencies.

Items 90, 92, 93, 94, and 95 involved Public Re1tions and!

or Civic Functions of the administrator.

Factor II was labeled Instructional Processes. Items 3, 5,

6, 8, 9, 11, 12, 16 were identified as instructional

management services. Items 24, 25, and 27 were inter-

preted as Leadership Techniques. Items 33 and 34 were

associated with Communication Techniques. Items 40, 48,

49, 50, 53, 55, 56, and 77 pertained to Evaluation of the

Teaching and Learning Process.

Factor III was identified as Research and Use of Community

Resources in Program Development. Items 42 and 43 were

most closely associated with the Coordination and Direction

of Cooperative Work Experience Programs and Items 57,
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58, 59, 60, 62, 63, 64, 65, and 66 pertained to Community

Survey Processes and Survey Interpretation Techniques.

Factor IV was named Financial, Facility, and Organizational

Planning. Within this factor, items 13, 17, and 19 dealt

with Budgeting Processes. Items 28 and 29 were identified

as Organization and Operation competencies and items 52

and 54 applied to Data Collection and Data Analyzation.

Factor V was identified as Information Dissemination to

Instructional Systems.

The two-way analysis of variance identified the combination of

on-the-job experience and formal coursework as the most preferred

method of competency preparation



V. CONCLUSIONS AND RECOMMENDATIONS

The review of current literature, the vocational administrator

questionnaire, and the results of statistical analysis have provided

data regarding vocational administrator competencies and their train-

ing needs at selected community colleges in four western states. The

conclusions below are based on those data.

Conclusions

The five clusters of competencies identified by this study

represent meaningful groups that can form the bases for develop-

ing curriculum to prepare community college, vocational

education administrators.

Competencies within each of the five clusters can be used as a

source for developing individualized, performance -based

curriculum.

Spurious competencies near the cut-off of ± . 50 with high mean-

ranking have special implications in the preparation of personnel

for selected vocational education community college admi,nistra-

tive positions.

The few differences that occurred between states were attribut-

able to chance.

The few differences that occurred between community colleges

were attributable to chance.
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6. The few differences that occurred between teaching responsi-

biliti,es were attributable to chance.

7. The 143 administrators used in the study were different in regard

to position held.

There are seven competencies identified as unique to the

needs of department chairmen (see items 6, 12, 16, 27, 44,

49, and 77, Table 1, p. 80-8 1).

There are 21 competencies identified as unique to the needs

of deans (see items 13, 15, 17, 18, 21, 28, 29, 58, 50, 60,

64, 68, 71, 75, 76, 81, 82, 83, 89, 94, and 97, Table 1,

p. 80-81).

Seventy competencies are similar to both department chair-

men and deans and form a common base for the preparation

of personnel.

8. A combination of formal coursework and on-the-job experience

is the preferred method to prepare administrators of voca-

tional education for community colleges.

9. $imlation administrator training materials can supplement

field-based and/or internship experiences.

10. In considering all possible variances, a high degree of

similarity exists betwen the 143 respondents in this study.

This high degree of similarity is due to a common base in

vocational education administration.
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11, Factor analysis applied to data is a useful technique for identify-

ing groupings from among different competencies in studying

roles and requirements of vocational personnel.

12. The competencies identified in this study are useful in arriving

at a clearer definition of the vocational administrator's role in

the community college

Recommendations

In order to expand on the present study and continue a trend to

strengthen vocational education administrator preparation and train-

ing, the following recommendations are offered in view of the findings

and conclusions derived from this study:

That behavioral objectives and individualized instructional

packages be developed from the competencies included in

the present study and used in preparing future administra-

tors of vocational education.

That further research be conducted with the present compe-

tencies, utilizing the interview/observation technique, or

critical incident methodology, to verify and/or modiLy the

results of this study.

That internships, field-based programs, and simulation

materials /techniques be utilized in the preparation of

vocational leadership personnel.
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That further research be conducted to identify special

competencies needed by administrators and teachers of

vocational education in order to keep learners, representing

special population groups, in the mainstream of educational

programming. The present study neglected to consider this.

That further research be conducted utilizing the "Thurs tone

scale' with the present competencies to ascertain reliability

and validity of the findings of this study.

That a composite data analysis be conducted on the concur-

rent studies by Baltimore (1972) and Martin (1972) and the

individual study by Syricjstrom (1972) to ascertain similarity

of results. If strong similarities exist between populations,

it is recommended that the western states cooperate in

establishing vocational leadership programs with a common

base.
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Professional Education Competencies
of

Randomly Selected Community College
Vocational Administrators

ADMINISTRATOR QUESTIOI\TNAIRE

Oregon State University

(1971-1971)
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1. Please provide the following information:

Na me

City

2. In the spaces below, place a mark (x) beside the job title which best describes your
position.

Community College Dean of Vocational and/or occupational education.
Community College Director of Adult Education.
Community College Department chairman and/or director
Local School District Director of Vocational and/or occupational education
High School Department Head and/or chairman.
Other

VI. QUESTIONNAIRE

Vocational Education Leadership Competencies

Purpose of Questionnaire: The purpose of this questionnaire is to seek your assistance in providing
information which will be useful in the development of curriculum for colleges and univer-
sities seeking to offer relevant vocational administration and supervision courses and pro-
grams. This study is particularly concerned with vocational education leadership competen-
cies at the community college and public school district levels.

Examples of leadership personnel are administrators and supervisors of vocational education
in community/junior colleges and directors, supervisors, and coordinators of secondary
vocational education programs in local school districts and area vocational facilities

Instructions

What proportion of your time, if any, is devoted to teaching?

Full-time
Three -fourths
One-half
One-fourth
Less than one-fourth
None

This questionnaire contains vocational education competencies for community college and
public school district vocational education leaders You are being asked to indicate the
level of proficiency YOU FEEL is NECESSARY in relation to YOUR JOB and to indicate the
training method you feel would best prepare an individual to perform the activity listed.

5. Do not take too much time in thinking about any particular item. Please d not leave out
any item--there are no right or wrong answers We are primarily concerned with how YOU
FEEL about the competencies needed by a vocational education leader in your position.
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PROFESSIONAL COMPETENCIES

OF VOCATIONAL EDUCATION LEADERS

For each item please circle the number (5, 4, 3, 2, 1) representing the level of
proficiency you feel is NECESSARY for your job. If your exact feeling is
not found in one of the choices, pick the one which COMES CLOSEST to your
true feeling. Interpret 5 as being complete proficiency and 1 as being no
proficiency.

12Z

Please place a check
in the column which most
nearly reflects the method
you feel would best prepare
an individual to perform
the activity listed.

REMEMBER, we are primarily concerned with

U

,

U J)
o
Z £X 0 U

how YOU FEEL about the competencles NEEDED
by a Vocational Leader in your position

What degree of proficencymustyouhave in your
position as a vocational education leader in the abi-
lityto:

0 (Example) Schedule and keep appointments 4 3 2 1

1 Isolate and define necessary decisions 5 4 3 2 1

2 Determine priorities as they relate to the
allocation of institutional resources 5 4 3 2 1

3 Encourage innovation in instruction 5 4 3 2 1

4 Assist jn staff administration and contract
negotiations 5 4 3 2 1

5. Select teaching and leadership personnel. 5 4 3 2 1

6 Approve new instructional materials 5 4 3 2 1

7 Define the mission of the school 5 4 3 2 1

8 Supervise instructional staff 5 4 3 2 1

9 Resolve staff complaints and grievances 5 4 3 2 1

10. Determine need for new vocational faci-
lities and equipment 5 4 3 2 1

11. Determine the need for additional instruc-
tional staff. 5 4 3 2 1

12 Evaluate staff load and balance 5 4 3 2 1

13 Determine cost-effectiveness of program 5 4 3 2 1

14 Forecast number of graduates from the program 5 4 3 2 1

15 Determine the need for a new vocational
program in the district, and a specified geo-
graphical area. 5 4 3 2 1
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What degree of proficiency mtst you have in your
position as a vocational ed ication leader in the abi-
lity to:
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16 Schedule courses 5 4 3 2 1

17 Interpret the state specifications for voca-
tional education facilities. 5 4 3 2 1

18 Interpret state certification requirementi
for instructors 5 4 3 2 1

19 Assist in the development of program plan-
mng budget system for the school or district 5 4 3 2 1

20 Develop and coordinate an adequate pse-
service and in-service training program for
vocational instructors. 5 4 3 2 1

21 Establish general vocational program ob-
jectives for the school 5 4 3 2 1

22 Identify the activities and resources re-
quired to attain goals 5 4 3 2 1

23. Allocate resources to maximize the output
of the instructional system 5 4 3 2 1

24 Delegate responsibility and authority 5 4 3 2 1

25 Motivate staff to achieve their goals and
to grow in competence 5 4 3 2 1

26 Practice office management procedures
such as instructing secretary, fiting, and
sorting 5 4 3 2 1

27 Expedite activities to attain objectives 5 4 3 2 1

28. Design a vocational administrative organ-
ization to facilitate attainment of goals 5 4 3 2 1

29 Monitor operating characteristics of the
vocational administrative unit and make
necessary revisions. 5 4 3 2 1



124

What degree of proficiency must you have in your
position as a vocational education leader in the abi-
lily to
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30. Determine by evaluation the degree to which
program objectives are being met and make
appropriate adjustments. 5 4 3 2 1

31. Communicate effectively both orally and
in writing 5 4 3 2 1

32 Prepare articles for specialized and/or mass
media. 5 4 3 2 1

33 Communicate plans and goals to the instruc-
tional staff 5 4 3 2 1

34. Understand communications, verbal and non-
verbal 5 4 3 2 1

35. Direct pilot and demonstration projects of
exemplary programs. 5 4 3 2 1

36 Develop task analyses for curriculum planniig 5 4 3 2 1

37 Develop a rationale for a particular curriculun
plan built upon the technological, sociological
philosophical, and psychological bases. 5 4 3 2 1

38. Write behavioral objectives. 5 4 3 2 1

39. Write behavioral obj ectives that include the
educational domains of affective, cognitive,
and psychomotor. 5 4 3 2 1

40. Determine the competencies expected of the
classroom teacher in a vocational-technical
curriculum 5 4 3 2 1

41. Plan a special curriculum for the disadvan-
taged and handicapped. 5 4 3 2 1

42. Coordinate and supervise cooperative work
experience programs. 5 4 3 2 1

43 Specify minimum standards and criteria for
the selection and approval of training stations
for cooperative programs 5 4 3 2 1
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What degree of proficiency must you have in your
position as a vocational education leader in the abs
lity to:
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44. Identify, recruit, and counsel students for
placement in vocatio sal education pre-
paratory programs 5 4 3 2 1

45. Plan and implement adult occupational
education programs. 5 4 3 2 1

Specify the data needed for the inputs
to the instructional systems. Some exam-
ples are:

46 Characteristics of entering students 5 4 3 2 1

47 Characteristics of students for place-
ment. 5 4 3 2 1

48 Characteristics of teachers 5 4 3 2 1

Determine the measures to be used in
evaluating the instructional processes.
Some examples are

49 Student-teacher interactions 5 4 3 2 1

50. Effectiveness of instructional slxate-
gies 5 4 3 2 1

51 Design a feedback and follow-up system to
provide evaluation data to the instructional
staff 5 4 3 2 1

52 Schedule and suryise data codection 5 4 3 2 1

53. Utilize evaluation data in decisions related
to curriculum development and revision
and the improvement of instruction. 5 4 3 2 1

54. Determine the statistical design to be used
in analyzing data. 5 4 3 2 1

55. Determine the appropriateness of a par-
ticular way of assessing a teacher 4 3 2 1
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What degree of proficiency must you have in your
position as a vocational education leader in the abi-
lity to
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56 Determine the appropriateness of a partiQular
way of assessing a learning problem 5 4 3 2 1

57 Develop a plan for a survey which will deter-
mine the need for and the interest in a given
vocational program. 5 4 3 2 1

58. Describe a plan for sampling a cross-
section of a district. 5 4 3 2 1

59. Develop a survey instrument, including
letters of transmittal and follow-up. 5 4 3 2 1

60 Interpret in writing the data provided in
asurvey S 4 3 2 1

61 Distribute survey result to the students/
teachers/administrators/lay public 5 4 3 2 1

Critically read, interpret, evaluate, and ana-
yze the following to determine the need for a

given occupational program:

62. An occupational survey of the district. 5 4 2 1

63. Plans to attract industry. 5 4 3 2 1

64 Manpower repori (State and National) 5 4 3 2 1

65. Plans to terminate industries. 5 4 3 2 1

66 Student interest surveys 5 4 3 2 1

67. Employment agency information. 5 4 3 2 1

68. Occupational Outlook Handbook and
5 4 3 2 1Dictionary of Occupational Titles

69. Advisory Committee recommendations. 5 4 3 2 1

70. Teacher recommendations. 5 4 3 2 1

71 Set up an in-service plan on the functions,
purposes, and activities of an advisory com-
mittee for presentation to the vocational edu-
cation staff. 5 4 3 2 1
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What degree of proficiency must you have in your
position as a vocational education leader in the abi-
lityto

.

o

, .

0.. 0..

W

0..

()

72 Develop an advisory coiimittee handbook
which explains the role and function of the
committee. 5 4 3 2 1

73 Plan meeting agendas, arrange for faci-
lities and materials, and notify participants 5 4 3 2 1

74 Identify the tools and techniques of public
relations 5 4 3 2 1

75 Prepare a project proposal for funding bas?d
on State Board of Vocational-Technical and
Adult education criteria. 5 4 3 2 1

76 Interpret the principles and philosophy of
vocational education 5 4 3 2 1

77 Utilize information contained in profes-
sional journals for self-improvement 5 4 3 2 1

78. Demonstrate an effective working rela-
tionship with the total administrative
staff. 5 4 3 2 1

79. Interpret the legal responsibilities of voca-
tional teachers. 5 4 3 2 1

80 Identify and interpret state laws that re-
late to the school 5 4 3 2 1

81 Identify the state agencies that affect the
school. 5 4 3 2 1

82. Utilize federal, state, and local legisla-
tion, regulations, and policies that affect
vocational education 5 4 3 2 1

83 Relate the vocational education program
to other areas of the school 5 4 3 2 1

84. Promote unity and balance between voca-
tional education and general/academic
education. 5 4 3 2 1
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What degree of proficiency must you have in your
position as a vocational education 1eader in the abi-
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85. Provide leadership to youth groups stemming
from the vocational education program 5 4 3 2 1

86 Establish a term of membership and a system
of replacing and rotatiig members of advisory
committees 5 4 3 2 1

87 Demonstrate a worlqng knowledge of parlia-
mentary procedures 5 4 3 2 1

88 Conduct a meeting, involve members in the
discussion, and summarize discussion 5 4 3 2 1

89. Establish and maintain effective working rela-
tionships with trade, labor, management, agri-
cultural, and manpower organizatiols S 4 3 2 1

90 Identify public relations problems 5 4 3 2 1

91 Develop and direct a program to improve pub-
lic relations between the school and the corn-
munity S 4 3 2 1

92 Interpret financial and special needs of voca-
tional education to the public and to the
community served 5 4 3 2 1

93 Join civic community organizations and
become involved in activities not directly
related to the school 5 4 3 2 1

94. Understand the relationship of the school
board to the school administration and
community 5 4 3 2 1

95 Articulate the program with other educational
levels and the business/industrial community 5 4 3 2 1

96 Contribute to studies, commissions, and inves-
tigations sponsored by professional organizations
and governmental agencies 5 4 3 2 1

97 Collect data and complete reporis for local,
state, and federal government sectors regarding
the vocational education program. 5 4 3 2 1

98 Formulate a personal philosophy of education!
vocational education. 5 4 3 2 1
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1 - Arizona

01 Arizona Western College
Yuma, Arizona 85364

02 Cochise College
Douglas, Arizona 85601

03 Eastern Arizona College
Thatcher, Arizona 85552

04 Glendale Community College
Glendale, Arizona 85301

05 Mesa Community College
Mesa, Arizona 85201

06 Phoenix College
Phoenix, Arizona 85013

07 Yavapai College
Prescott, Arizona 86301

2 - California

08 Golden West College
Huntington, California 92647

09 Consurnnes River College
Sacramento, California

10 American River College
Sacramento, California 95841

11 Los Angeles Valley College
Van Nuys, California 91401

12 DeAnza College
Cupertino, California 95014

13 San Jose City College
San Jose, California 95114

14 Columbia Junior College
Columbia, California 95310

15 San Diego Evening College
San Diego, California 02101

16 Los Angeles City College
Los Angeles, California 90029

17 Fresno City College
Fresno, California 93704

18 Modesto Junior College
Modesto, California 95350

19 Orange Coast College
Costa Mesa, California 92626

California (cont' d)

20 Laney College
Oakland, California 94606

21 Cypress College
Cypress, California 90630

22 Foothill College
Los Altos Hills, California 94022

23 Merritt College
Oakland, California 94609

24 East Los Angeles College
Los Angeles, California 90022

25 Contra Cota College
San Pablo, California 94806

26 Sacramentp City College
Sacramento, California 95822

3 - Colorado

27 Aims Junior College
Greeley, Colorado 806$ 1

28 Community College of Denver
Red Rocks Campus
Lalcewood, Colorado 80215

29 Mesa College
Grand Junction, Colorado 80215

30 Northeastern Junior College
Sterling, Cobra do 80751

31 South Colorado State College
Junior College Division
Pueblo, Colorado 81005

32 Trinidad State College
Trinidad, Colorado 81082

4 - Washington

$3 BeUevue Community College
Bellevue, Washington 98007

34 Centralia Community College
Centralia, WashIngton 98531

35 Clarke College
Vancouver, Washington 98663

36 Columbia Basin College
Pasco, Washington 99301
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Washington (cont'd)

37 Edmonds Community College
Lynnwood, Washington 98036

38 Spokane Community College
Spokane, Washington 99207

39 Spokane Falls Community College
Spokane, Washington 99204

40 Fort Slellacoom Commi.u2ity College
Tacona, Washington 98499

41 Grays Harbor College
Aberdeen, Washington 98520

42 Green River Community College
Auburn, Washington 98002

Wahington (cont' 4)

43 Highline Community College
Midway, Washington 98031

44 Lower Columbia College
Longview, Washington 98632

45 Olympzc College
Bremerton, Washington 98310

46 North Seattle Community College
Seattle, Washington 9810$

47 Seattle Central Community College
Seattle, Washington 9822

48 Yakima Valley College
Yakima, Washington 98902
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where

n = total sarnplesize

= first approximation of sample size

N = total number f possible respondents

Number of respondents needed from each state was derived

from the following formula:

STATISTICAL FORMULA FOR COMPUTING TOTAL AND
INDIVIDUAL STATE SAMPLE SIZE

no
d2

(Step one)

where

no first approximation of sample size

t = t table value squared

S2 = highest variance from field study

d2 = percentage of error within the mean (the investigator
used 20% or 04)

n
0
n

Nx
n n()
x N

where

(Step two)

(Step three)

n number of respondents needed in a particular state

n = total sample (number requred respondents) for the
entire study
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= total number of selected community colleges for a
particuLar state

N = totaL number o community colleges to be used in the
study
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R-Mode Control Cards

JOB, 718082, XXXX, MARTIN

TIME = 1000

MFBLKS = 500

COPY, = 80

*GO

*DATA, CARDS = 2, ITEMS 98.

*CORR, RMODE, DIAG ONE, PRINTOUT = BOTH, OUTPUT.

*FACTOR, NUMFAC 7, EIQEN, OUTPUT.

*ROTATE, VARI, NONSTD, OUTPUT.

*TITLJE VOC ADMIN COMP

*LABEL, S0i$S02$S03$ S18$

S19$ S38$

S39$ S58$

S59$ S78$

S79$ S98$.

*FORMAT (lOX, 701.0, /1OX, 28F1. 0)

*END

(DATA CARDS INSERTED HERE!)

**

REWIND, 80

*FAST

LOGOFF
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Q-Mode Control Cards

J0B, 718082, XXXX, MARTIN

TIME = 1000

MFBLKS = 500

COPY, =80

* GO

*DATA, TRANS, CARDS = 2, ITEMS = 98.

*CORR, QMODE, DIAG = ONE, OUTPUT.

*FACTOR, NUMFAC = 4, EIGEN, OUTPUT.

*ROTATE, rARI, NONSTD, OUTPUT.

*TITLE VOC ADMIN COMP

*LABEL, A01$A02$A03$ A13$

A14$ A33$

A34$ A53$

A54$ A73$

A74$ A93$

A94$ A113$

A114 A133$

A134$ A143$.

*FORMAT (lOX, 70F1. 0 /1QX, 8F1. 0)

*END

(DATA CARDS INSERTED 1-IERE!)

**

REWIND, 80

*FAST

LOGOFF
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Analysis of Variance Control Cards

3-OB, 718082, XXXX, MARTIN

TIME = 300

MFBL,KS = 300

*TITL4E VOC ADMIN COMP

EQUIP, 1 = FILE

COPY, = 1

(DATA CARDS INSERTED HERE!)

REWIND, 1

*ANOVAI2

067010013 POSITION

(7X, Ii, X, 70F1.0I)
062810013 POSITION

(7X, Il/lOX, 28F1.0)

LOGOFF
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Two-way Analysis of Variance Control Data

#71808Z, XXXX, MARTIN

MARCH 29, 1972 9:19:18 AM TERMINAL 127

(INPUT DATA HERE!)

#*ANOVA1 2

*** ONE-TWO FACTOR ANALYSIS OF VARIANCE

TERMINATE RESPONSES WITH CARRIAGE RETURN.

DO YOU WISH TO ENTER HEADER INFORMATION FROM

TELETYPE? YES

PLEASE ENTER PROBLEM I-D.

FREQ

DO YOU WISH ONE FACTOR ANALYSIS OF VARIANCE? NO

PLEASE ENTER I-D FOR FACTOR 1

STATES

PLEASE ENTER I-D FOR FACTOR 2

ME THODS

DO YOU WISH INTERACTION TERM ONLY? YES

DO YOU HAVE A FREE FORM INPUT DATA FILE? NO

PLEASE ENTER INPUT DATA FORMAT STATEMENT

(1X, Ii, lx, Ii, lx, F5.2)
ENTERED FORMAT SPECIFICATION IS

(1X, Ii, lx, Ii, lx, F5.21
CORRECT? YES

HAVE YOU EQUIPPED YOUR INPUT FILES? NO

PLEASE ENTER NAME OF YOUR DATA RECORD FILE.

*DEE

DATA FILE IS *DEE

CORRECT? YES
DO YOU WISH TELETYPE OUTPUT? YES
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Dr. Marvin G. Linson
State Director of

Vocational Education
207 State Services Bldg.
Denver, Colorado 80203

Dear Dr. Linson:

The Division of Vocational, Adult, and Community College Education
is currently conducting two studies which represent the second phase
of a comprehensive plan to develop a performance-based curriculum
in this Division at Oregon State University. The purpose is to identify
the specific competencies of leaders and administrators in vocational
education at the community college and public school district levels.
Vocational leaders and administrators in the four states of Arizona,
California, Colorado, and Washington will be randomly selected and
then surveyed to determine the common proessiorial education compe-
tencies needed in their positions.
We would appreciate the support of your office in the form of a letter
of endorsement. We fully recognize the scope of this request and
hope you will assist us in this important educational endeavor.

Enclosed is a rough draft of the instrument for your review. An
abstract of the findings will bemade available to you and to each of
the participants in your state.
We shall be looking forward to hearing from you at your earliest
convenience.

Thank you for the consideration of this request.

Sincerely,

Dariel D. Martin
Division of Vocational, Adult,

and Community College Education
Batcheller Hall 100
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W. P. SI-IOFSTALL. PH.D..
SUPERINTENDENT

ARIZONA DEPAR TMENT OF EDUCA TION
Division of Vocational Education

1333 WEST CAMELBACK ROAD
PHOENIX, ARIZONA 85013

December 15, 1971

Mr. Dariel D. Martin
Division of Vocational, Adult
and Community College Education
Batcheller Hall 100
School of Education
Oregon State University
Corvallis, Oregon 97331

Dear Mr. Martin:

Your instrument regarding vocational education leadership
competencies has been reviewed by this office.

We feel that it would be beneficial for determining the common
professional education competencies needed by leaders and
administrators in vocatienal education.

We hereby endorse your study, and we will be glad to assist
you in this important educational endeavor.

Sincerely,

I
J. R. Cullison
Associate Superintendent
for Vocational Education

sz
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WILSON RILES
Superintordeni of Public Instruction

cod Director of Educat,00

Mr. Martin:

cc: Dr. Becket

STATE OF CALIFORNIA

DEPARTMENT OF EDUCATION
STATE EDUCATION BUILDING, 721 CAPITOL MALL, SACRAMENTO .95814

December 9, 1971

Mr. Dariel D. Martin
Division of Vocational, Adult,
ad Community College Education

Eatcheller Hall 100
Oregon State University
Corvallis, Oregon 97331

We are quite interested in your proposed study to identify the specific
competencies of leaders and administrators of vocational education at both
the secondary and community college levels The results should have impact
upon pre-service and in-'service curriculums in the preparing teacher educa-
tion institutions.

We have examined the rough draft of your survey instrument, and are
hopeful that it might be streamlined somewhat, because its length might
serve as a deterrent in obtaining the full participation you need

We look forward to your results 1

Sincerely yours,

\,c

Wesley P. Smth
State Director of
Vocational Education
AC 916, 445-3314
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JOHN A. LOVE, GOSERNOR

STATE BOARD FOR COMMUNITY COLLEGES AND OCCUPATIONAL EDUCATION
207 STATE SERVICES BUILDING 525 SHERMAN STREET DENVER, COLORADO 80203

MARVIN G. LINSON, DIRECTOR
JAMES W. WILSON F. DEAN L!LLIE

ASSOCIATE DIRECTOR FOR ASSOCIATE DIRECTOR FOR
OCCUPATIONAL EDUCATION COMMUNITY COLLEGES

December 2, 1971

Mr. Dariel D. Martin
Division of Vocational, Adult,

and Community College Education
Batcheller Hall 100
Oregon State University
Corvallis, OR 97331

Dear Mr. Martin:

Your recent letter to Dr. Linson has been referred to me for
reply.

I believe I mailed you a list of personnel some time ago and
presume that you are planning to use it in connection with
this study.

I feel that what you are attempting to do in identifying
specific competencies of leaders and administrators in
Vocational Education at the community college and public
school district levels is very important. Our office would
certainly endorse this endeavor and wish you success with the
study.

We would much appreciate receiving a. copy of the results of
your survey.

Yours very truly,

M. G. Hunt
Assistant State Director
Professional Development
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WASHINGTON STATE

COORDINATING COUNCIL FOR
OCCUPATIONAL EDUCATION

January 12, 1972

Mr. Dariel D. Martin
Division of Vocational, Adult, and

Community College Education
Batcheller Hall 100
School of Education
Oregon State University
Corvallis, Oregon 97331

Dear Mr. Martin:

In connection with your recent correspondence concerning
the development of performance-based curriculum in regard to
programs for education leaders and administrators, I am pleased
to endorse the activities outlined. This is an area in which we
need some new information and some new strategies. We will be
pleased to cooperate with your project.

Sincerely,

Ernest G. Kramer
State Director and Executive Officer
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LETTER OF ENDORSEMENT FROM CALIFORNIA

JUNIOR COLLEGE ASSOCIATION
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Glenn C. Gooder
Superintendent-PresIdent

December 8, 1971

AIRMAIL

Mr. Dariel D. Martin
Coordinator, intern Recruitment and

Selection
Division of Vocational, Adult and Community

College Education
Batcheller Hall
Oregon State University
School of Education
Corvallis, Oregon 97331

)ear Mr. Martin:

The Committee on Research and Development for California Junior College
Association has reviewed your proposal for research and are happy to report
that you may use tht endorsement of the committee in seeking cooperation of
California Community Colleges We are of the opiniom th?t your study is
carefully designed, well instrumented, and would appreciate having a summary
copy of your findings when the study is completed.

Very truly yours,

Thomas F. MacMillan, EC1.D.
Chairman, Committee on Research & Development
California Junior College Association

TFM:dp

cc: Lloyd Messersmith

-u
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APPENDIX I

LETTER TO PRESIDENTS REQUESTING

WILLINGNESS TO PARTICIPATE
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Dear President

The Division of Vocational, Adult and Community College Education
is conducting two studies which represent the second phase o a
comprehensive plan to develop a performance-based curriculum in
this division at Oregon State University. The purpose is to identify
the specific competencies of leaders and administrators in vocational
education at the community college and public school district levels.
Vocational leaders and administrators in the four states of Arizona,
California, Colorado, and Washington will be randomly selected and
then surveyed to determine the common professional education
competencies needed in their positions.

Enclosed is a copy of the instrument for your review. An abstract of
the findings will be made available to you and to each of the respon-
dents at your institution. Our schedule calls for the instrument to
be mailed to respondents by the second week in December and to be
returned by Christmas Eve.

Dr. Thomas MacMillan, Chairman of the Committee on Research and
Development, California Junior College Association, has been
contacted. He indicated that he is supportive of our efforts and
suggested that we solicit your cooperation. We fully recognize the
scope of this request and would appreciate the approval of your
institution's participation.

A self-addressed response card is enclosed for you to indicate your
willingness to participate. We shall belooking forward to hearing
from you at your earliest convenience.

Thank you for consideration of this request.

Sincerely,

Henry A. Ten Pas, Director Dariel D. Martin, Coordinator
Division of Vocational, Adult, InterriRecruitrnent and

and Community College Education Selection
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APPENDIX .J

COMMUNITY COLLEGE PRESIDENTS

RESPONSE CARD

A Study of Voc.tional Administrator Competencies

May we include the names of your Vocational Dean!
Director and Vocational Department Heads in the f our-
state list from which 175 names will be randomly
selected?

Yes
(Signature of President)

No
(Signature of President)

If yes, will you give the name and title of the chief
vocational administrator whom we may contact in
conducting this study?

Name Title
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LETTERTO DEANS/DIRECTORS

AND

DEPARTMENT CHAIRMAN IDENTIFICATION FORM
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The Division of Vocational, Adult, and Community College Education
is currently conducting two studies to determine the professional
education competencies of randomly selected leaders and administra-
tors in vocational education. The studies are being conducted through
community colleges and public school districts in Arizona, California,
Colorado, and Washington.

Your college administration has been contacted and has given their
support to this research but it is your participation that will mean
success for this study. The data you provide will have significant
implications for community college leaders and administrators in

vocational education.

We fully recognize the scope of this request and will be very
appreciative of your professional assistance. The enclosed, self-
addressed, stamped questionnaire and department chairman identifica-
tion form takes only 30 minutes to complete. The questionnaire and
department chairman information can be returned by simply folding,
stapling and mailing. Your early response no later than January Z 1,

1972 will be appreciated.

Be assured that your individual responses will be kept confidential.
The names of institutions or respondents will not be identified in the
final report; however, a summary of the findings will be made
available to all respondents.

Thank you again for your assistance and early response.

Sincerely,

Dane]. D. Martin, Coordinator
Intern Recruitment and Selection
Division of Vocational Education



DEPARTMENT CHAIRMAN IDENTIFICATION FORM

Thank you for completing the competencies questionnaire!

In order for the study to be complete we will need a Listing of your
department chairmen. Their names will be included in a four-state
listing from which 125 names will be randomly selected. Please
supply the following inform3tion:

Names of Ch3irmen In the Department of
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LETTER TO DEPARTMENT CHAIRMEN
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The Division of Vocational, Adult, and Community College Education
is currently conducting two studies to determine the professional
education competencies of randomly selected leaders and administra-
tors in vocational education. The studies are being conducted
through community colleges and public school districts in Arizona,
California, Colorado, and Washington.

Your college administration ha.s been contacted and has given their
support to this research but it is your participation that will mean
success or this study. The data you provide will havesignificant
implications for community college leaders and administrators in
vocational education.

We fully recognize the scope of this request and will be very
appreciative of your professional assistance. The enclosed, self-
addressed, stamped questionnaire takes only 25 minutes to complete
and can be returned by simply folding, stapling and mailing. Your
early response no later than February , 1972 will be appreciated.

Ee assured that your individual responses will be kept confidentiaL
The names of institutions or respondents will not be identified in the
final report; however, a summary of the findings will be made
available to all respondents.

Thank you again for your assistance and early response.

Since rely,

Dariel D. Martin
Intern Recruitment and Selection
Division of Vocational Education
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FOLLOW-UP LETTERS
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TO:

FROM: Dariel D. Martin, Coordinator
Intern Recruitment and Selection
Division of Vocational Education
Oregon State University

SUBJECT: Professional Education Competencies
Vocational Administrator Questionnaire

I recently mailed to you a questionnaire and department chairman
identification form requesting your help in ev.luating a list of pro-
fessional education corppetencies for community college administra-
tors and leaders of vocational education. The data you provide will
be extremely useful in the development of community college
curricula. If you have already completed and returned the question-
naire and department chairman identification form, please consider
this memorandum as an expression of our appreciation.

If you have not responded, please do so within the next few days. For
your convenience I have enclosed another questionnaire and depart-
ment chairman identification form in the event that the first mailing
was misplaced. Please send the completed materials to the above
address.

Thank you again for your cooperation!
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TO:

FROM: Dariel D. Martin, Coordinator
Intern Recruitment and Selection
Division of Vocational Education
Oregon State University

SUBJECT: Professional Education Competencies
VQcational Administrator Questionnaire

I recently mailed to you a. questionnaire and department chairman
identification form requesting your help in evaluating a list of pro-
fessional education competencies for community college administra-
tors and leaders of vocational education. The data you provide will
be extremely useful in the development of community college curricula.
If you have already completed and returned the questionnaire and
department chairman identification form, please consider this
memorandum as an expression of our appreciation.

If you have not responded, please do so within the next few days by
sending the completed questionnaire and department chairman
identification form to the above address. It is only through your
cooperation that this research project will be successful.
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APPENDIX N

Coding of Data Cards

Data for each of the 143 respondents were coded on two cards
as follows:

A) Card 1
C ol urn n

1 -z Al to A4. Represents one of the 4 states.

3-4 01 to 48. Represents one of the 48
community colleges.

5-7 001 to 143. Represents one of the 143
administrators.

8 1-6. Represents the administrative
position held.

9 1-6. Represents the amount of time
devoted to teaching.

10 1. Data card niimber one.

11-80 Data. Resporise values of 5, 4, 3, 2, or
1 which were assned to 70 competencies.

B) Card 2
Column

1-9 Same as above

10 2. Data card number two.

11-38 Data. Resporse values of 5, 4, 3, 2, or
1 which were assigned to 28 competencies.
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APPENDIX 0

RESULTS OF ANALYSIS OF VARIANCE BETWEEN

STATES, INSTITUTIONS, POSITION, AND

TIME DEVOTED TO TEACHING
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Results of azialysis of variance using the "F" statistic: States.

164

*The level of significance was .01 percert and the critical region with three degrees of freedom for the
numerator mean square and 139 degrees of fteedorn for the denominator mean square was F >2.675.

Competency
Computed

Hypothesis* Competency
Computed

Hypothesis*

1 1. 0974 retain 50 .8437 retain

2 .0837 " 51 .7816

3 .3262 52 .7409

4 .6252 53 .4949
5 .3298 54 1.0565
6 .7688 55 .8806
7 1.430 56 1,3193

8 .8220 57 .0435
9 .1698 58 1.7017

10 .4971 " 59 .2813
11 .4614 60 .4152
12 .4210 61 .9082
13 .7222 62 .3721
14 .6054 " 63 .4353
15 2.9757 reject 64 1. 7771

16 .6402 retaiu 65 .0464
17 1.8196 " 66 .2658
18 4.6713 reject 67 .7662
19 2. 0715 retain 68 .8767
20 2. 8032 reject 69 .5137
21 1.7587 retain 7Q 1.0865

22 1. 2490 " 71 1.4766

23 .4516 " 72 .4810
24 .7569 " 73 .0400
25 .6428 74 .5997
26 .3161 " 75 .7848

27 .6369 " 76 .6558

28 1.7040 77 .2003
29 1.7091 78 .9677
30 .3386 79 .2738
31 1.5597 80 .7694

32 .3522 81 3. 1372 reject
33 .2272 82 1.5935 retain
34 .5812 83 1.0382

35 .8506 84 .8885
36 .2506 " 85 1. 3908

37 1. 7957 86 1. 7433

38 1.4506 " 87 , 5545

39 .5276 " 88 1. 3574

40 .4136 " 89 1.9687
41 .7780 " 90 .8786
42 .2270 91 1. 3277

43 .8187 92 1.5088
44 .8634 93 2. 0743

45 .5202 " 94 .1078
46 .7577 " 95 .0811
47 .3428 96 2. 6898 reject
48 1.5337 " 97 .7597 retain
49 .3449 98 1. 0259



*The level of significance was 01 percent and the critical region with 47 degrees of freedom for the
numerator mean square and 95 degrees of freedom fo the denominator mean square was F > 1. 50,

Results of analysis of variance using the "F" statistic: Institutions. 165

Competency
Computed

"F"
Hypothesis* Competency

Computed
"F"

Hhpothesis*

1 .8827 retain 50 1.0110 retain

2 .6894 " 51 1. 2464

3 .7440 52 .7335

4 .9642 53 1. 1085

5 .9996 54 .8918

6 .9558 55 .9643

7 1.0617 " 56 .9576

8 .8301 57 1. 1408

9 1. 0267 58 .8932
10 .7899 59 .9689

11 1. 1475 " 60 .8499

12 .8959 61 .8901
13 .9505 62 .6454
14 .8127 " 63 .6563

15 1. 1331 64 1.0550

16 1. 3732 65 .6260
17 .8847 " 66 1.0513

18 1.6576 reject 67 .8908

19 1. 0522 retain 68 .8900
20 .9829 " 69 1. 6522 reject

21 .9928 " 70 1.2403 retain

22 .9343 71 1.0584

23 .8254 " 72 1.3398

24 .9963 73 1. 0024

25 1.4732 74 1. 1247

26 1.1118 " 75 .7364

27 .7860 " 76 .8801
28 .6386 77 .7621

29 .6611 78 1.1416

30 .9172 79 .6362
31 1.6081 reject 80 .7886

32 1.0975 retain 81 .8282

33 1.0731 " 82 .7128

34 1.0991 83 .9379

35 .6427 84 1.2453

36 .9042 85 1. 0532

37 1.4474 86 1.3408

38 1. 7910 reject 87 1. 3030

39 1. 3085 retain 88 .9126

40 1.1911 " 89 1. 2933

41 .8906 90 1.0106

42 1.2968 91 1.2273

43 .8852 " 92 1.1036

44 1. 1208 " 93 1.2097

45 1. 1288 94 .7388

46 1.0859 " 95 1.6909 reject
47 1.2879 96 .8873 retain

48 1. 2653 97 .5990
49 .9728 " 98 1. 1834



*The level of significance was .01 percent and the critical region with 1 degree of freedom for the
numerator mean square and 140 degrees of freedom for the denominator mean square was F > 6. 82.

Results of analysis of variance using the "F" statistic: Position. 166

Competency
Computed

"F"
Hypothesis* Competency

Computed
F"

Hypothesis*

1 1! 5416 retain 50 1. 1265 retain

2 3.5470 " 51 .7107

3 .7645 52 .0291

4 2. 1252 " 53 . 2886

5 .0153 " 54 .0443

6 16.8730 reject 55 1.0049

7 3.3284 retain 56 3.7875

8 4. 1503 " 57 6.6944
9 2.2906 U 58 6.9553 reject

10 1.4292 59 8.4621

11 1.8929 60 8.5858
12 11.5835 reject 61 3.5519 retain

13 14. 2561 " 62 4. 4562

14 .8140 retain 63 .2868

15 15.4386 reject 64 7. 1782 reject

16 53.9306 " 65 3. 1900 retain

17 7.4654 66 .5775

18 6.8273 " 67 3.3967

19 3. 5440 retaiu 68 7. 9252 reject
20 1.2897 " 69 2.4494 retain

21 9.3185 reject 70 .0000

22 .0259 retain 71 9. 2625 reject

23 .6419 " 72 5,0728 retain

24 .0085 " 73 2. 4321

25 3.9266 74 1.4490
26 3.9341 " 75 14,6574 reject

27 13. 8903 reject 76 7.8198

28 20. 4530 " 77 9,1973

29 18. 1611 78 1. 1630 retain

30 .9565 retain 79 .0813

31 4. 1614 " 80 5.5520

32 .5744 81 11. 6488 reject

33 2.3482 " 82 11.9971

34 5. 1988 83 7,7209

35 .3246 84 5,2118 retain

36 .0088 " 85 4. 7103

37 1.0513 " 86 . 1990

38 6. 6510 87 2. 3912

39 5.7587 88 1.3419

40 .9337 " 89 8.3125 reject
41 1.7557 90 .3963 retain

42 2.0789 91 .9391

43 5. 7070 92 3. 4023

44 24.0379 reject 93 0008

45 ,6478 retain 94 8. 1605 reject
46 1.5113 " 95 5.3728 retain

47 2.5379 96 1.8887

48 .2044 97 13.6752 reject

49 10. 6365 re ect 98 4,0429 retain



*The level of significance was . 01 percent and the citical region with 5 degrees of freedom for the
numerator mean square and 137 degrees of freedom fpr the denominator mean square was F >3. 16.

Results of analysis of variance using the "F" statistic: Time devoted to teaching. 167

Competency
Computed

"F"
Hypothesis* Competency

Computed
Hypothesis*

1 3. 3722 rej ect 50 7265 retain

2 1. 0231 retain 51 .3222
3 3.3837 reject 52 .9284
4 1.7653 retain 53 .4674
5 1.1259 " 54 .4196
6 1.9399 55 1.2734
7 1.4360 " 56 1.1404
8 2. 1500 57 1.8706

9 1.1176 58 1.7342

10 .5535 59 2. 5651

11 .6141 " 60 1.8005

12 2. 0881 61 1. 0165

13 2.8440 " 62 1.2450
14 .9507 " 63 .2422
15 3.0286 " 64 1. 6060

16 6.3091 reject 65 1. 1146

17 .9143 retajn 66 .9915
18 .7273 " 67 .8033
19 8340 " 68 2.0083
20 .8780 " 69 1. 0695

21 1.2696 " 70 1.3885

22 .2706 71 1.6170

23 .6131 " 72 1. 1269

24 1.4274 " 73 1.5262

25 1.0338 74 1.6034

26 .7913 75 2.4444
27 1. 1578 76 1. 1240

28 2.3370 " 77 2.7348
29 2.9827 78 1.5802

30 1, 0527 " 79 .3298
31 1. 1991 " 80 1.0550

32 2. 1117 81 1.9598

33 1. 7513 82 2. 5431

34 2. 7710 " 83 2.9129
35 1. 2935 84 2. 2219

36 .3902 85 2.8813
37 2.4168 86 .2775

38 1.8921 87 1.0366

39 1. 8290 " 88 1. 0958

40 .8585 89 2.2354
41 1. 1132 " 90 .8561

42 1.7550 91 .8343
43 1.4142 " 92 ,0308

44 5,0015 reject 93 .9119

45 6850 retain 94 . 6106

46 2.0358 " 95 .7911

47 2.0475 96 1.9467

48 .4009 97 3. 1289

49 1. 0854 98 8636



APPENDIX P

RESULTS OF Q-MODE ANALYSIS
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(Continued on next page)
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Respondent* F3ctor
number loading

Respondent
number

Factor
loading

Respondent
number

Factor
loading

1 99 43 .93 85 .97
2 99 44 .98 86 .97
3 98 45 .97 87 .98
4 99 46 .94 88 .99
5 96 47 .93 89 .99
6 98 48 .99 90 .98
7 98 49 .98 91 .99
8 93 50 .97 92 .96
9 96 51 .97 93 .98

10 93 52 .98 94 .99
11 98 53 .92 95 .98
12 97 54 .98 96 .98
13 97 55 .99 97 .97
14 98 56 .97 98 .99
15 95 57 .95 99 .98
16 98 58 .98 100 .96
17 97 59 .95 101 .98
18 99 60 .98 102 .97
19 93 61 .97 103 .90
20 98 62 .99 104 .98
21 98 63 .99 105 .96
22 99 64 .97 106 .99
23 98 65 .99 107 .98
24 94 66 .98 108 .98
25 97 67 .99 109 .99
26 97 68 .97 110 .99
27 98 69 .94 111 .99
28 88 70 .95 112 .98
29 98 71 .98 113 .97
30 96 72 .93 114 .98
21 98 73 .99 115 .98
32 97 74 .97 116 .99
33 98 75 .98 117 .98
34 97 76 .98 118 .95
35 98 77 .96 119 .98
36 97 78 .97 120 .97
37 98 79 .97 121 .96
38 97 80 .99 122 .96
39 95 81 .96 123 .97
40 96 82 .96 124 .94
41 90 83 .98 125 .98
42 98 84 .98 126 .95
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Respondent
number

Factor
loading

Respondent Factor
number loading

Respondent Factor
numb e r loading

127 97 132 99 138 97

128 93 133 95 139 .89
129 98 134 98 140 98

130 97 135 98 141 95

131 98 136 98 142 98

137 99 143 95

4.

The analysis accounted for 94. 93 percent of the common variance.



Combination On-the-Job
Experience and Formal

Coursework

APPENDIX 9
ANALYSIS OF PREPARATION METHODS

Two-Way Classification Analysis of Variance

Method Mean Scores

on-the-Job Formal
Experience Coursework
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Degrees
of

Sum
ofthe

Mean
Square

Computed
"F11

Tabular
"F"

Source Freedom Squares

States 3 2. 95 . 9854 .0048 9. 78

Methods 2 3356.23 1678.11 76.2281 10.92

Error 6 132.08 22.01

Total 11 3491.27

Four State Mean Scores

Arizona California Colorado Washington

33.07 34.29 33*57 34.21

56. 75 27.19 17.41




