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FROM YOUR

James P. Key

As 1 sit reflecting on the work of supervisors and con-
sultants, I realize just how important their contribution is
to the team effort in educating for agriculture. To enum-
erate their tasks of aiding teachers, consulting with school
administrators, coordinating with teacher educators, collect-
ing information for state and national reports, coordinating
FFA contests, shows, and other leadership activities, and
so many other duties would be too great a task. I will in-
stead give an example which T believe adequately illustrates
the value of these team members.

As this is being written, we are finishing our annual
vo-ag teachers conference in ‘Oklahoma. This was a full
week of activities, speakers, in-service workshops, and busi-

* Special Features %

Your contributions are needed for:

«-CENTER PAGES FEATURE 2Draw-
ings, Sketches or Photos of Useful
Ideas.

other teachers.

issues.

ISSUES CO

NOVEMBER — Effective Teaching — What's
the Basis?

'DECEMBER — Professionalism—That's The Name
of the Game

JANUARY — Golden Anniversary lssue — Look-
ing to the Past and the Future

FEBRUARY — FFA — A Valuakle Resource For
the Agriculture Teacher

MARCH — Classroom Instruction — Getting the
Ideas Across

APRIL — Supervised Experience—Doing to Learn
= Learning To Do
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—THIS WORKED FOR ME eMethods
you would like to share that might help

—LETTERS TO THE EDITOR o ‘t;our'
concern, support or rebuttal of vital

{Please submit articles 21/, months in advance of Theme tfo allow publication time.)

ness meetings for the Oklahoma WVocational Agriculture
Teachers Association, Planning had been going on all year,
but reached its peak last May when the supervisors, teacher
educators and officers of the teachers association sat down
together at a retreat to plan the annual conference. This
kind of cooperative effort, instigated and coordinated by
the supervisors, resulted in an outstanding conference con-
taining meaningful activities for the teachers,

This is just one illustration of the supervisors and con-
sultants’ important contributions as coordinators of the team
effort for educating for agriculture. Similar contributions are
repeated numerous times throughout the year. Your part
in the team elfort is appreciated — supervisors and con-
sultants! — Ed.

I

.

—FROM THE TEACHER'S DESK o
Sayings, jokes, stories to help spice
speeches, talks or teaching.

—COUNTRY STORE e Sources of

inexpensive or free teaching aids.

MAY -—— Agricultural Mechanics — Developing
Impartant Skills

JUNE — Summer Opportunities — Supervision,
Planning, In-Service Education, Confer-
ences, _Repairs. Other Activities?

JULY — International Agricultural Education —
Filling the World's Breadbasket

AUGUST — The Overworked Ag Teacher —
Determining Prierities

SEPTEMBER — A New School Year — Oppor-
tunities Unlimited

OCTOBER — Our Grass Roots Community
Relations — Parents, Advisory
Committee, Administration, Leg-
islators ‘
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The Role of Field Personnel

- In Agricultural Education

¥
Henry G, Williams
Specialist, Agricultural Education
Tennessee

T see the role of field personnel as
that of consultants. The primary role
should be that of a consultant whose
major responsibility is the improvement
of instruction. In the capacity of a con-
sultant, he or she will be teacher edu-
cator, a resource person, and a pro-
moter of positive human relations.

The three {3) essential skills of cen-
sultation are:

1. Technical Skill — Implies an un-
derstanding of and proficiency in
your service area.

2. Conceptual Skill - The ability to
see the enterprise as a whole, in-
cluding recognizing how the vari-
ous functions of the organization
depend on one another and how
changes in one part affects others.

3. Human Skills — (Working with
people) — Ability to work active-

™y ly as a consultant and to promote

cooperative group efforts.

— A consultant does not direct, He
or she helps to review alternatives,
provide resources and technical
advice,

— The consultant promotes the de-
cision-making processes,

— The consultant evaluates, al-
though he or she should not be
seen as an evaluator. An analysis
of the situation must be made in
order to determine what needs to
be done.

— The consultant is a specialist in
Vocational Agriculture, and at
the same time a specialist in work-
ing with teachers on such things
as methods, technigues and proce-
dures for successful teaching.

THE CONSULTANT AS A
TEACHER EDUCATOR

Since the improvement of instruction
is a primary function, much of the work
of the consultant is on-the-job teacher
education. Emphasis should be upon
teacher education and not on the en-
‘orcement of rules, regulations and
Ainimum standards. Vocational Agri-
culture presents many problems that
are different from those encountered in
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general education. Among these are the
promeotion of schools and classes for out
of school youth and adults, the use of
materials of instruction based on com-
munity resources and problems, the or-
ganization of classes to resemble condi-
tions in the occupation and the applica-
tion of standards used in industry and
business te measure progress and
achievement. These differences require
specialized lnowledge and skill, and
consultants must possess these if they
are to be of assistance in the improve-
ment of instruction.

Consultants use various devices and
techniques in assisting the improve-
ment of instruction. Among these are
individual and group teacher confer-
ences, demonstrations, rating sheets,
visitations to superior programs, €on-
tests, exhibits and professional courses.
The consultant also coordinates in-
service education with the university
teacher educators.

THE CONSULTANT AS A
RESOURCE PERSON

In order to improve instruction, the
consultant must be aware of current
cormercial and state developed in-
structional materials and rescurces. Ie
or she must be able to make appropri-
ate recommendations regarding use of
equipment and supplies. In addition,
the consultant should be knowledgeable
of the Occupational Safety and Health
Act {OSHA) as it pertains to local
instructional areas.

HUMAN RESOURCES

The skilled consultant never under-
estimates the complexities of the people
with whom he works. He is sensitive to
the possible causes of behavior, He
must make an effort to understand the
desires, motivations and frustrations of
his associates and himself.

The consultant realizes that every
teacher is capable of making some con-
tribution to the improvement of educa-
tion. Each contribution, regardless of
how small, is graciously accepted as an
evidence of growth. A good consultant

. Williams

knows that growth and understanding
cannot flourish in an authoritarian at-
mosphere. A good consultant seeks out
strong points of a teacher and builds
upon thern,

Effective communication is an essen-
tial ingredient in promoting good hu-
man relations. It is important, there-
fore, that consultants maintain both
good channels of communication and
flow of information to and from the
field.

Lack of response to new ideas which
break sharply with old traditions is
recognized as a trait common to most
people. The consultant must realize
that only through providing stimulating
experiences for teachers can progress
be made.

CONCLUSIONS

In summary it is clear that the role
of field consultants contributes to the
improvement of instruction at the local
level. In order for this to be successful
there must be a coordinated effort on
the part of state and field staff mem-
bers. A concerted effort must be made
to eliminate non-essential administra-
tive work by field consultants, More
time must be given to individual teach-
ers in the field. In certain school sys-
tems, supervision and consultation for
teachers is more rapidly available than
in some of the smaller systems. The
consultants should make maximum use
of local directors in the system to in-
sure services are available for the im-
provement of instructional programs.
Generally speaking, the consultants
should concentrate on places where
consultation is least available,. &&$
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David S. Bonde

In this day and age of “people label-
ing,” it is common place to label state
employees as “bureaucrats.” Lay people
too often imagine state employees, state
vocational education supervisors in this
particular case, as individuals sitting
around with no responsibilities, collect-
ing a fantastic salary, and hoping to
retire at age fifty-five.

Webster defines a bureaucrat as a
“government official following a nar-
row, rigid, formal routine.” State super-
visors may be classed in the realm of
the bureaucrat but their actions and
deeds in no way reflect a “narrow,
rigid, formal routine.” 'f'o the contrary,
state supervisors with the South Dakota
Division of Vocational FEducation are
dedicated, professional, imaginative,
well-educated and proven disciples of
their profession—they are the leaders
on this team known as ‘“Vocational
Education.”

When we look ot the role of State
Supervisor, we see a manager/
specialist assisting local instruc-
tors and administrators in carrying
out their responsibilities to deliver
vocational education on the local
level. The state staff alfempits to
lessen the loud by suggesting new
and innovative teaching methods,
coordinating in-service activities,
assisting with and coordinating ve-
cational student organization ac-
tivities, correlating the federal law
mandates info viable concepls and
techniques, and the over-all gen-
eral promotion of quality voca-
tional education programs to the
local level.

SOUTH DAKOTA STAFF
The division staff in South Dakota
are not unlike other state supervisory
personnel throughout the country.
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STATE SUPERVISORS—
THE TEAM LEADERS o

by
David S. Bonde
State Director
Division of Voc, Ed,
Pierre, SD

There may be a quality of uniqueness
in our staff that is Important to the
success of our goals and missions. The
quality I am referring to is a combina-
tion of tenure versus young, aggressive
ideas. We have staff members who were
with the division prier to the Voca-
tional Education Act of 1963 and oth-
ers who have been employed during
the past three years, This professional
combination illuminates an aggressive/
Imaginative atmosphere within the di-
vision which creates some very spon-
taneous staff meetings. A younger su-
pervisor wants to move out and attack
the issue head-on; a tenured staff mem-
ber may wish to progress at a slower
pace to insure that the pieces of the
puzzle fit together as they should.
There are, however, common traits in
the division staff which are actively
sought and progressively maintained:
positive attitude, belief in their convic-
tions, a sincere empathy with people,
dedication and enthusiasm. Without
these elements, no team can be effec-
tive nor can it function as a team; the
most crucial issue would be the loss of
quality control and subsequently the
deterioration of program management.
Should quality control be lost the pub-
lic wvocational education diligently
strives to serve would suffer greatly —

that public is THE STUDENT.

STANDARDS

The South Dakota State Board of
Vocational Education and the Division
staff have adopted a working document
to be used in developing standards for
programs of vocational education at the
state and local level. The document is
entitled, “Standards for Quality in Vo-
cational Programs.” The publication is
designed to strengthen and reaffirm the
basic underlying principles and con-
cepts In the administration, implemen-
tation and operation of “quality voca-
tional education programs”; and to de-
velop and implement standards of
quality in all vocational education dis-

ciplines. The division staff has adopted
the “Standards” and are currently con-
ducting local instructors/administrators’
in-service education on the principles
and standards. Each vocational educa-
tion offering — agriculture, business &
office, distributive education, trade &
industrial, home economics, and health
occupations have adopted their own
criteria to insure quality as well as sev-
enteen general principles of vocational
education. Equality in vocational edu-
cation is infused throughout each pro-
gram. Such a document further solidi-
fies the team concept at the state level
to insure that the key elements of
quality in vocational education are
maintained.

PRESSURES
The role of state supervisors, and
local instructors/administrators for that
matter, is without a doubt, embroiled
in the changing times of vocational
education. We are witnessing continued

demand and growth in vocational edu:-

cation while academic education ma,

be observing declining enrollments. We
see the federal dollar, which originally
offered the incentives to expand voca-
tional education (Vocational Educa-
tion Act of 1963) now leveling off.
This, in turn, places a greater financial
burden on state and local resources.
Federal regulations (Vocational Educa-
tion Act of 1976) have created open
dissension in the ranks of some voca-
tional educators with the advent of
such mandates as sex-equality, compre-
hensive program review, handicap and
disadvantaged emphasis, program im-
provement and evaluation.

TEAM EFFORT

Such pressures could be the “ties that
bind” or become the “straw that will
break the camel’s back.,” The team ap-
proach must insure the cooperative
effort between state supervisors and
their programs at the local level. The
Vocational Education Act of 1976
(P.L. 94-482) is in itself a controversial
piece of legislation. As the participants

and recipients of P.L. 94-482, it is the

responsibility of all to insure that t}'\i\%

Law works and serves all citizens. If

{Concluded on page 81)

THE AGRICULTURAL EDUCATION MAGAZINE

e

e e

Supervisors and Consultants—

A

by

. Important Team Members

Wayne Volkman
Vo-Ag Teacher
Bellville, TX

Having never been a supervisor or
consultant of vocational education in
agriculture, I have been commissioned,
by the powers who know, to write some-
thing about their Importance as mem-
bers of the team. Possibly my experi-
ence of thirty plus years of teaching
vocational agriculture and working
with the Future Farmers of America,
along with my observation of the su-
pervisors and consultants, qualifies me
for this job. '

LIAISON ACTIVITIES
In our state of Texas we have ten
supervisory areas of Vocational Agri-
jolture. Each area has a supervisor

““whose official title is Consultant to Vo-

cational Education in Agriculture. Iis
headquarters is, or should be, located
near the center of the supervisory area.
In some instances, however, this is not
true, His office may be located in the
largest city in the area, or one which
contains a college or university. The
purpose behind this is that the con-
sultant or supervisor should he a liaison
for the local departments of vocational
agriculture, In other words, he should
expound the virtues of the program fo
the people in the cities in order to se-
cure scholarships, grants, and better
prices at the major shows and fairs, etc.
This, not being a full-time job, the
Supervisor of Vocational Agriculture is
expected to coordinate the activities of
the local FFA chapters and vocational
agriculture departments in his districts
and area. With approximately eighty
chapters making up four districts in the
area, the supervisor arranges for a
meeting of each district each month.
District and area meetings permit better
~oordination of the District’s FFA
_eadership Contest, in-service educa-
tion for the teachers of vocational agri-
culture (many times he is called on to
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secure the in-service program) and
other activities of the districts; whereby
they can come together later as an area
unit,

REPORTING ACTIVITIES

With approximately 48 district meet-
ings each year and approximately 12
area meetings, the area supervisor is
expected to devote some time to admin-
istration, where he accepts all the re-
ports which are due in his office from
the teachers of the local departments.
These reports are not always forwarded
to the supervisor on time, and the
supervisor must write the teacher
and eventually the superintendent of
schools in order to receive the report.
He may in some cases have to recom-
mend strong administrative action. Fi-

nally, after he receives the reports, they,

must be summarized and the summary
forwarded to the consultants in the
headquarters office for vocational edu-
cation in agriculture which is usually
located in the capital city of the state.
The purpose of the reports is for the
consultants to have statistical data to
present to the legislators for future
funding of departments of vocational
agriculture, :

PROGRAM JUSTIFICATION

With approximately 4% of our popu-
lation actually engaged in the produc-
tion of food and fiber, teachers are be-
ing called upon to justify programs of
instructing in the broad area of agri-
culture. It is a duty of our consultants
not only to work with the area super-
visors, but to point out that approxi-
mately 40% of our population is em-
ployed in the field of agri-business, pro-
duction, processing, and distribution in
support of agriculture, such as feed,
seed, fertilizer, farm machinery, etc.
This 409% has remained consistent over
the years.

yn_e Yolkman

FFA COORDINATION

Also, we feel it 1s the duty of the
consultants to coordinate the activities
of the state with the national associa-
tion. Each year several state meetings
involving FFA and the teachers of vo-
cational agriculture are coordinated by
the state staff. The state consultants
and area supervisors are responsible for
securing a location, organizing the pro-
grams, securing speakers, etc. for these
state meetings. In order to do this, they
are required to be absent from home
and the office for long periods of time.
Consultants should move into the con-
vention city at least a week ahead of
time in order to secure a block of hotel
accommodations for the teachers and
students, secure meeting rooms, arrange
recreational activities, and tend to
other important matters pertaining to
the convention activities,

IMPORTANT COGS

We who have been in the instruc-
tional field of wvocational agriculture
feel that the supervisors and consultants
are important cogs in the wheel which
must continually turn for the better-
ment of mankind. Without them our
systemm of instruction in vocational agri-
culture in our high school would
flounder and fail. Consultants to super-
visors, supervisors to teachers, local to
district, district to area, area to state,
state to national; we always look for-
ward to the visit of our area supervisor.

L a4 2
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- Yirgil O. Martinson

‘What is the role of educational con-
sultants in agricultural education? Do
they contribute to the program of vo-
cational agriculture/agribusiness? Are
they vital to the growth and relevance

of the program? What is their impact .

on the FFA and the FFA Alumni?

The program of vocational agricul-
ture/agribusiness continues to {lourish
and the FFA is currently observing a
golden past, and with a team effort
from teachers, state staff, university
educators, administrators, advisory
committees, and Alumni members, the
future will be even brighter.

Ore of the more important responsi-
bilities of agriculture consultants is to
coordinate the multitude of FFA activi-
ties and the many Taceted aspects of the
program of vocational agriculture/agri-
busipess. It is imperative that certain
persons be designated to provide leader-
ship for curriculum development, policy
determination and program direction
at the state level. This discussion is
developed in terms of our responsibili-
ties in Wisconsin but, except for specific
examples, could apply to most states.

The role of consultanis in agricul-
tyral eduestion is becoming meore
complex as the program coatinues
te grow in student numbers, diver-
sity of course offerings and FFA
achivities.

COMPLEX ROLE

Administration and policy determi-
nation has taken on new dimensions to
satisfy an expanding agricultural tech-
nology and the educational program
which is designed to provide trained
agricultural workers for the vyears
ahead. Records and reports to fulfill
state and federal mandates necessitate
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by
Virgil O, Martinson
State Supervisor, Ag Education
Madison, WI

additional consultant office time, teach-
er time, and support staff in the collec-
tion, summarization and dissemination
of information to agencies and individ-
uals requesting information.

Agricultural education programs are
not carried out in isolation but are
impacted by numerous agencies. To
utilize their expertise and enlist their
cooperation necessitates that the con-
sultant assume a liaison role with
VTAE educators, University of Wis-
consin agricultural educators, profes-
sional organizations, livestock breed as-
sociations, farm organizations, and
other state and federal agencies. These
groups have much to contribute to the
total program in providing resource
persons for teachers at both the high
school and the vocational technical and
adult education level.

SERVICES TO NEW AND
ESTABLISHED PROGRAMS

Providing consultative service to new
and established programs in curriculum
development receives a high priority.
The consultant is able to share the suc-
cesses of other strong programs with
those in need. Since consultants usually
have had a successful career in teaching
and several years In consultative and
supervisory roles, their advice is seri-
ously considered by teachers, adminis-
trators and advisory committees at the
local level. Consultants, during their
attendance at regional and national
meetings, are exposed to new educa-
tional concepts, curriculum innovations
and educational resources, which they
in turn bring back to their respective
states and discuss with their teachers at
various meetings throughout the year
in monthly newsletters and other re-
leases. The pilot programs in Wiscon-
sin, which led to curriculum revision in
various schools, resulted in a broader
spectrum of the student population of
many high schools, This innovation was
largely initiated by Department of Pub-
lic Instruction consultants and teacher
ecducators of our state.

COORDINATE FFA ACTIVITIES

The FT'A organization has grown
steadily in membership and program
activity these past several years, This
growth is in part due to the extensive
work in officer training and program
development at the state and national
level, which in turn filters down to the
local level. The dissemination of pro-
gram and contest information, the se-
lection of contest lecations and making
other arrangements, does indeed re-
quire considerable time and knowledge
of the program objectives and goals of
the FFA organization. The sclection of
award winners and on-site visitation for
purposes of certification is required.
Workshops, the FFA Farm Forum, at-
tendance at cooperative and breed asso-
ciation meetings, all contribute to the
acceptance and relevancy of FFA pro-—
grams. L

INSTRUCTIONAL MATERIALS
AND FACILITIES

The development of monthly book
reviews and resource materials for cir-
culation with the newsletter is essential
in helping keep instructors appraised of
the most current instructional materials
available. 'As new lacilities or remodel-
ing of existing buildings are contem-
plated, it is essential that local persons
have access to information which wiil
result in an efficient teaching facility
based on curricular offerings contem-
plated by the instructor, administration
and advisory committee, Curricular
changes also necessitate additional
equipment, visual aids, texts and refer-
ences. In many instances, consultants
are able to provide valuable assistance
during periods of planning and imple-
mentation. During the past five years,
a series of resource units have been
developed through a cooperative effort
of state education consultants, teachers
and university professors,

ADVISORY COMMITTEES ;
Agriculture consultants have founi
the advisory committee to be a valuable
(Concluded on the next page)
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asset in maintaining a relevant instruc-
tional program in vocational agricul-
ture/agribusiness. One of the valuable
outcomes of this group has been the

"”"”:“zleveicpment of position papers. This

-group has developed several papers re-
garding controversial issues which have
served to guide the consultants in di-
recting the program. Monthly newslet-
ters written by consultants concerning
information relating to FFA, W]DA,
FFA Alumni, program requirements,
observations based on attendance at
conferences, meetings with advisory
committees, school administrators and
teachers, serve to develop a common
understanding for those involved in the
delivery system of agricultural educa~
tion in Wisconsin schools,

IN-SERVICE EDUCATION
AND MEETINGS

State-wide in-service education is es-
sential to update agricultural instruc-
tors. Many teachers need to attend
these sessions to fill competency voids as
changes in curriculumr occur resulting
from advisory committee and adminis-
tration recommendations. The plan-
ning, coordination, and Implementation
of the annual summer conference for
agricultural educators is another of the

~yery important responsibilities of the

tonsultants, Additional in-service is pro-
vided by conducting district meetings
and small group meetings in 18 loca-
tions throughout the state and specialty
workshops in several areas of the
state during the summer months. Other
consultative service includes work with
the local vocational education coordi-
nators as they concern themselves with
program improvement through the es-
tablishment of comprehensive programs
in vocational education.

ALUMNI ACTIVITIES

The teacher shortage In vocational
agriculture/agribusiness in Wisconsin,
and throughout the nation, is partially
due to publicity which has failed to
identify those disciplines where severe
shortages exist. The task of accommo-
dating students with a greater diversity
of interests has resulted in the offering
of a larger number of courses and an
expanded FFA program of activities,
Since a large majority of the agricul-
tural departments in Wisconsin are
staffed by only one instructor, the job
is becoming increasingly demanding.

"The likelihood of adding additional

staff 15 complicated by a limited school
budget and the unavailahility of well-
qualified teachers. Faced with these re-
strictions many Wisconsin instructors
have provided leadership for the estab-
hshment of alumni affiliates in their
school districts.

it is apparent that some persons be-
lieve that state consultants should not
assume an active role in the develop-
ment and the nurturing of this support
group for the program of vocational
agriculture / agribusiness, However, if
we believe in the desirability of teacher
retention in the community, the utiliza-
tion of a broad base of people resources
in the community and an expanded
program of activities for FFA members,
then it would appear to be a very
appropriate activity for consultants to
become involved in the formation of
this support group. Certainly our ulti-
mate goal s to provide the best possible
program in agricultural education for
our young people. To accomplish this it
is essential that we tap all available
resources and work diligently toward
the fruition of our task.

EVALUATION

Consultants also render valuable as-
sistance in the evaluation of local pro-
grams during visits to local schools, and
during visits in cooperation with the
North Central Association of Colleges
and Schools and the University of Wis-
consin-Stout,

SUMMARY

So, in essence the role of the consul-
tants in agricultural education is one
of program administration; policy de-
termination; collecting, auditing and
maintaining necessary records; liaison
with other educational agencies; pro-
gram development; providing leader-
ship to and coordination of student
organization activities; liaison with non-
agricultural agencies; evaluating and
disseminating information concerning
publications; development, coordi-
nation and implementation of state
wide in-service; and the providing of
consultative service to LEA’s. The task
is ominous but the epportunity to be of
service is without parallel. Wisconsin
consultants have identified 99 specific
staff assignments in 10 categories.

These responsibilities are shared by
three consultants and are assigned as
primary and secondary responsibilities.
During peak periods each consultant
willingly assists so major activities are
carried to their successful conclusion.
Successful programs in  agricultural
education are a team effort involving
teacher educators, teachers, school ad-
ministrators, advisory comrmittees and

_consultants. Each has their vital role to

perform. The success of the program of
agricultural education in each state will
be in direct proportion to the compe-
tentce, dedication and the cooperation
exhibited among those directly in-

volved. $5¢

CONTINUED STATE SUPERVISORS . . .

there is one point I would like to state
emphatically, it is to dispel the “fear
element” of local teachers/administra-
tors toward state supervisor/adminis-
trators. We are in this thing together!
Program evaluation, program review,
funding documentation, student follow-
up and placement and the like, are not
being conducted to form a “bureau-
cratic shadow” over local effort, but
rather to assist local programs to pro-
+ide the quality instruction our students

~..heed and deserve, while meeting the

quidelines and intent of the Law. We
often mention the fact that the Divi-
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sion of Vocational Education is not in
the banking business—we do not save
or hoard funds -— we do, however,
want to make sure that state and fed-
eral resources are applied to a wise in-
vestment. The division staff may be the
team leaders, but it is local instructors/
administrators who actually play the
game.

SUMMARY
In summary, we must all recognize a
willingness to adopt a change and, if
such change is warranted, progress and
yet adhere to our standards of excel-

lence. We must consider the intent of
federal law. We must carry out the
intent of the federal law while insuring
the philosophies, objectives and goals
that we have ourselves established to
promote and encourage vocational
education. ‘Most importantly, we must
listen to the needs and wants of busi-
ness and industry who are the recipients
of our end product—THE STUDENT.
As a team (local, state and federal),
we can all play the game and with the
necessary cooperation, we will prove to
all that “Vocational Education Works.”

L a4 4
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LOCAL SUPERVISION IN AG. EDUCATION

With passage of the Vocational Edu-
cation Act of 1963 and the Amend-
ments of 1968, vocational education in
Ohio moved into an era of expansion,
modernization, and  improvement.
Coupled with these developments in
vocational programming was develop-
ment and improvement of vocational
supervision,

One of the more innovative steps
in vocational supervision has been
development of the local super-
visor position in the various voca-
tional service areas.

To date, there are apprommately
400 local vocational supervisors in
Ohio who work with vocational teach-
ers in a coordinated effort to provide
optimum learning opportunities for
students desiring quality vocational
education.

In agricultural education, 36 full-
and part-time local supervisors are
charged to provide local leadership for
the approximately 740 vocational agri-
culture teachers in the state, The local
agricultural education supervisors are
located at joint voeational schools
which are centers for vocational edu-
cation for participating local school
districts, or are located in larger com-
prehensive school systems which pro-
vide extensive vocational education
programming. Each local supervisor’s
position is supported by a combination
of state and local funding. State support
for each local supervisor’s position
amounts to approximately $3400 per
year. A local supervisor position can be
filled when more than eight vocational
agriculture teachers will be directly
supervised. Local supervision in agri-
cultural education as well as in the
remaining vocational service areas has
been characterized by strong support
at both the state and local level and
has contzibuted much to the growth
and improvement of the total agricul-
tural education program in ‘Ohio in
recent years.

WHY LOCAL SUPERVISION?

The rationale for development of the
role of the local agricultural education
supervisor 1s couched in the recent
expansion in vocational agriculture in
Ohio as well as new administrative and
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Larry D. Householder
Supervisor of Instruction
Upper Valley Joint Vocational School
Pigua, Okio

supervisory patterns developed at the
joint vocational schools in the voca-
tional education planning districts. In
the past, state supervisors were given
the rvesponsibility for wunification, co-
ordination, development, and leader-
ship of agricultural education pro-
grams, However, rapid expansion in
the number of agricultural education
programs, coupled with increases in the
responsibilities assigned to the state
supervisors, limited their effectiveness
throughout the state. Some tasks that
previously were performed by the state
supervisors, therefore, became part of
the role of the local supervisors.

With development of joint vocation-
al schools, staffing patterns were de-
signed to provide vocational teachers
with effective supervision. The need for
intensified supervisory services was at
least in part necessitated by the influx
of teachers in the specialized vocational
program areas with little or no formal
preparation for teaching. In agricul-
tural education, teachers recruited from
industry are now found in all taxonomy
areas. However, they are most com-
mon in the highly specialized areas such
as Agricultural Mechanics and Horti-
culture. A common staffing pattern at
a joint vocational school would include
a superintendent, a director or direc-
tors, and local supervisors in the various
vocational service areas. With this type
of administrative organization, time
can be allocated to local supervisors to
work directly with teachers in improve-
ment of instruction.

In many of the vocational service
areas, the local supervisors function
only at the joint vocational school. How-
ever, in agricultural education, local
school districts with traditional voca-
tional agriculture programs are en-
couraged to develop working agree-
ments with their joint vocational school
for provision of supervisory services.
With this working relationship between
the JVS and the local schools, the
local agricultural education supervisor
provides leadership for the entire agri-
cultural education program in the vo-
cational education planning district.

Effective local supervision in conjunc-#m

tion with area supervision provided hy*
state supervisors has, therefore, done
much to enhance the continued de-
velopment of quality agricultural edu-
cation teachers and programs through-
out the state.

THE LOCAL
SUPERVISOR’S ROLE

The local supervisors” job descriptions
are developed at the schools at which
they are employed, There are, however,
state department of education guide-
lines which are utilized by administra-
tors in developing the parameters of
the local supervisor's role. These state
guidelines include job responsibilities in
the general areas of curriculum and
instruction, personnel administration,
pupil personnel, school and community
relations, and general administration.
A recent study in Ohio (1) indicated
that vocational agriculture teachers,
school administrators, local and state
supervisors, and teacher educators in
agricultural education perceived that
the local supervisers should perform
tasks primarily in the curriculum and,
instruction and personnel administrat
tion categories of tasks. The ten tasks
expected to be performed as perceived
by the highest percentage of study

participants included:
1. Conduct individual conferenccs
with vocational agriculture teach-
ers for the purpose of 1mprov1ng

instruction.

2. Assist vocational agriculture
teachers in developing courses of
study.

3. Help vocational agriculture teach-
ers develop instructicnal objec-
tives.

4, Provide pre-service orientation for
new vocational agriculture teach-
ers.

5. Counsel vocational agriculture
teachers with special problems.

6. Provide for communication
among vocational agriculture
teachers by memos and other writ-
ten materials.

7. Plan and conduct vocational agri-
culture teachers’ meetings.

8. Conduct surveys to determine
long range needs for program:

ming, equipment, and facilities it

vocational agriculture,
{Concluded on the next page)
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9. Recommend vocational agricul-
ture program adjustments to meet
student and community needs,

10. Recommend new vocational agri-

»w culture programs.

Although the local supervisors’ job
descuptxons vary from planning district
to planning district, they are oriented
primarily toward improvement of in-
struction. At the Upper Valley Joint
Vocational School, the local supervisor
is designated the title, “Supervisor of
Instruction”. The supervisor of instruc-
tion is regarded as a teacher educator
for the teachers served. The greatest
amount of time is spent by the super-
visor of instruction in helping teachers
develop to their fullest potential. The
heart of the supervision process at Up-
per Valley is the supervisor-teacher
relationship, commonly defined as
“clinical supervision”. This process of
supervision as described by Bellon (2)
provides for a pre-observation confer-
ence with the teacher prior to class-
room or laboratory observationm, ob-
servation of the teacher in the class-
room cor laboratory setting, post-obser-
vation conference, and resulting evalu-
ation of teaching. The post-observation
conference is crucial to improvement of
instruction in that each persan hag the

spportunity to clarify and discuss his
~perceptions of the classroom activities,

the teacher’s strengths, areas needing
mmprovement, and resources or aclivi-
ties that may bring about desired
changes. The supervisor and teacher are
in essence able to conduct an instruc-
tional needs assessment during the post-
observation conference, At this point,
the supervisor of instruction provides
the teacher with strategies and/or re-
sources which can be used to improve
teaching competencies considered by
both to be limiting factors in the
teacher’s performance. The supervisor
of instruction follows up the post-con-
ference by assisting the teacher in uti-
lizing the available resources to im-
prove the Identified competencies,

In addition to their own expertise,
supervisors of instruction have at their
disposal a2 number of resources or tools
to assist the teacher in improving noted
limitations in teaching competencies,
Among these are The Heart of Instrue-
tion series (3) developed by The Ohio
State Department of Education and
the Performance Based Teacher Edu-
cation Modules (4) developed by The
Center For Vocational Education at
The Ohie State University. The Upper
Valley JVS utilized the Performance
Based Teacher Education Modules in
their staff development program
through a State Department of Edu-
cation funded project during the 1977-
1978 school year. Supervisors of in-
struction and teachers at Upper Valley
JVS found hoth of these resources to
be of great value for improvement of
teaching. ““Clinical” supervision at The
Upper Valley JVS, then, is a process
which emphasizes the diagnosis of
teacher strengths and limitations and
implementation of an individual pro-
gram for teacher improvement. Each
teacher may experience the clinical
supervision process {rom two to four
times during the academic year with
sumrnative evaluation and goal setting
as a part of the final process.

In addition to the “clinical super-
vision” process, supervisors of instruc-
tion at Upper Valley JVS are involved
in implementation of a total staff de-
velopment program which includes in-
dividual, small group and large group
activities. In recent years, emphasis in
the overall staff development program
has centered upon state thrusts in im-
provement of vocational education in
the areas of course of study develop-
ment, improvement of instruction, and
development of  pupil  personnel
services.

Additional activities in which a su-
pervisor of instruction at Upper Valley
JVS becomes involved includes:

1. Recruitment and selection of

teachers.

Orientation of staff members.
Curriculum development.
Assisting in the student teaching
program.

5. Assisting teachers in obtaining
and maintaining appropriate in-
structional materials and equip-
ment.

6. Working with school administra-
tors, teacher educators, and state
department personnel,

. Research.

. Budgetary responsibilities,

Public Relations.

. Working with guidance, place-
ment and follow-up programs,
11. Program evaluation,

12. Teacher evaluation.

SUMMARY
Through development of the local
supervisors’ positlon to provide local
leadership, vocational education super-
vision in Ohio has moved into an era
of resurgence and modernization. How-
ever, the test of effective supervision is
whether improved teaching and learn-
ing occur. This challenge is being met
through development of new adminis-
trative patterns which provide local
supervisors with the time and respon-
sibility to work closely with teachers for
instructional improvement. In addition,
development of improved supervision
techniques and resources for use with
teachers have contributed to the over-
all effectiveness of local supervision, In
agricultural education, these efforts
are contributing to development of
coordinated agricultural education pro-
grams in vocational education planning
districts and high quality vocational
agriculture programs. $4%
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YOUNG FARMER PROGRAMS:
THE BUSINESS OF FARMING by
Richard F, Welton. Danville, Illinois:
The Interstate Printers and Publishers,
Inc., 16 page script, 106 slides and
audio tape cassettes, $57.50.

Young Farmer Programs: The Business of
Farming is a slide presentation intended for
*he promotion of the Young Farmer Orga-

. _dization. Using 106 stides, the presentation
includes: (1}

a description of the Im-
portance and need for a Young Farmer pro-
gram, (2) the historical development of the
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program, (3) the steps to follow in orga-
nizing a program, (4) identification of pos-
sible program activities, and (5) the steps
to follow in evaluating the program, The
slides are well dene and are explained very
well by the audic tape cassettes.

Dr. Welton has had extensive experience
with the Illinois Young Farmers Organiza-
tion. He was instrumental in organizing the
program in the state and in setting up
several of the state conferences for the
Ilinois Young Farmer Association. Assis-
tance in the preparation of the slide series
was given by Dr. Glenn Stevens, Teacher
Educator at The Pennsylvania State Uni-

versity and one of the founders of the Young
Farmer program; Jim Guilinger, advisor,
Hlinois; Wallis McGinnis, young farmer,
Mlssoun and members of the Illinois
Young Farmer Advisory Council.

This slide series would be very useful in
organizing new Young Farmer chapters by
providing an overview of the program an
its purpose. It could also be used by teacher
educators as a part of pre-service instruction
for prospective Young Farmer chapter ad-
visors,

David L, Howell

Dept, of Agricultural Education
The Pennsplvania State University
University Park, PA
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PLANNING VO-AG FACILITIES

When a school begins to think about
a new vo-ag facility, time spent plan-
ning can sure pay off later in a more
useful building,

The first consideration in planning
should be size. One mistake commonly
made is comparing size of the planned
facility to the present one or to a neigh-
boring school’s building, A sheet of
guidelines which has been developed
helps to direct the planning. Some of
the major considerations in planning
are pointed out in the steps below.

STEP 1. Plan the size of the facility.

a. Classroom — should be 35-45 sq.
ft. per student with a minimum of
780 sq. ft.

(Based on the average largest class
expected)

b. Shop — 150 sq. ft. per student
plus 1200 sq. ft. for tools and
equipment.

c. Office — 80-120 sq. ft. plus 60
sq. ft. for each additional teacher
in the department.

Single

CLASSROOM
26'x 30

40"

O LI T T T TR

E; LIBRARY

by
Verlin Hart
District Supervisor and
Ag, Mechanics Specialist
Stillwater, OK

d. Other Size Considerations

1.

Teacher

Rest Rooms — both boys and
girls — need not be large as
washing facilities should be lo-
cated in the shop.

. Tool Room — Size depends on

how it is to he used — If metal
is to be stored in it, it should
be 24 ft. long to accommodate
long pieces. If only used for
tools, it can be much smaller.

. Laboratory — Should be adja-

cent to classroom and large
enough to accommodate any
size group that a teacher plans
to have in it at any given time.
This room should include cabi-
nets and a sink,

Vo-Ag Facility

Drinking
Fountain

100’

This planter and divider makes an aHractive
way fo separate the classroom and libracy of
this single teacher facility.

Trophy cases and student notebook shelves ca
be located near the entry, Visitors can enjoy
viewing the frophies and students can get
their notebooks as they enter for class.

OHD

Pl
aHO

”';J
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A porch, partial brick and multi-colered panels can be added fo steel

structures to enhance the appearance.

4, Storage — Many times we fail
to plan any storage space. As
a result, many vo-ag teachers
become “poor housekeepers”
simply because they have no
place to store materials.

5. Student Locker Area — Stu-
dents need a place to keep
work clothes, Lockers on the
wall of the shop or hangers on
the wall are preferred over a
specific locker room. This area

5 should be near the wash foun-

L tain.

STEP 2. Decide the basic floor plan.

a. Review available floor plans.
{Two illustrations shown)

b. Visit departments with outstand-

Two

ing facilities, Snapshots of certain
features can be helpful in plan-
ning.

STEP 3. Determine the type of struc-
ture — Steel, tilt-up concrete, con-
crete block and brick are all satisfac-
tory types of buildings. Generally,
cost and desire to match the general
type buildings on the school campus
are the two major considerations in
this step.

If an architect is to be employed,
steps 1 and 2 should be completed
before an architect begins planning.

A vo-ag building should be func-
tional and attractive. Windows in a
building are more attractive than func-
tional. Some windows may be planned

Teacher Vo-Ag Facility

4 Slope
A Floor To Drain

50'
QHD
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Paneling is an economical way to improve the appearance in the class-
room, This two teacher facility at Owasso, Oklzhoma, is built according
to the floor plan shown,

in the building but should be located at
least four feet from the floor so outside
activities will not be visible to students
seated in the classrooms. Windows
should be located in the office so both
classroom and shop are visible to the
teacher should he need to be there
while class Is in session. Also, a window
between the classroom and laboratory
is desirable so activities can be observed
from the classroom. A

OTHER CONSIDERATIONS
WHEN PLANNING
* Appearance — Steel buildings — a
porch or partial brick can be added
so the building will not have a
“Barn” appearance,

(Concluded on the next page)

Mechanical
Room

5'x 5

Stairs to

Overhead

Siorage
_ 14" OHD

CLASSROOM
_24'x 30

LABORATORY

GLASSROOM
24' x 30'

b
| 95 11'y
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CONTINUED  pf ANNING VO-AG FACILITIES

* Overhead Doors — Should be easily
accessible. A walk-in door should be
near each overhead door.

* Floor Drains—Only the area around
the drain should be sloped. (See two
teacher floor plan).

* Work Benches — A portion of wall |

space should be reserved for work
benches. Diagonal braces make for
easier cleaning. (See picture)

* Ventilation — Some means of ex-
hausting smoke it necessary, A mani-
fold exhaust system for booths is ef-
fective for skill welding, but of little
effect on project welding. A large
exhaust fan in the wall should he
provided.

% Flectrical Supply —Should be ade-
quate to carry present and future
load. Most local power companies
have an engineering department that
can assist in determining the size of
service entrance.

Workbenches should be 20 +o 24 inches wide
and 34 to 3B inches high. Workbenches
mounted to the wall with diagonal bracing
make a shop that is easier cleaned.

Careful planning is important for a
more useful and functional vo-ag facil-

ity. FYYS

Electrical outle?s need to be well planned to
provide flexibility in locating equipment in
shop, This outlet located away from the wall
aliows this abrasive cut off saw to be located
out in the shop with plenty of working space
around i,

* k % TH!S

WORKED FOR

A\El » x %

EVER TRY TO HOLD
MINIATURE ITEMS
WHILE WELDING?
THIS
"IDEA UNLIMITED"
WORKS GREAT!

(You might even get French Fries
in the process!}
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by
Wayne s
Vo-Ag Teacher
Hagerman, Idaho

Very often when 1 welded some-
thing extremely small, I would burn my
fingers trying to hold it in proper posi-
tion. Conduction would often overheat
an area of the Item T didn’t want
neated or burned. Sometimes 1 would
remove temper that I didn’t want re-
moved, other times I would be unable
to hold two pieces in proper alignment
resulting in welding them together
crooked. Recently, I've discovered a
solution for my problems. The solution
is very simple and inexpensive,

Obtain an “Idaho Potato” or any
potato and push or poke the work-
pieces into the potato in such a manner
so they are in proper alignment and
position for welding, Now secure the
potato in a vise and begin welding. The
potato will act as a coolant much the
same as water or a wet rag. The portion
of the metal that is secured inside of
the potato will not get very hot and
therefore lose very little temper. The
potato holds the items in position, free-

ing the hands to do the welding. €@

"HOME
GROWN"
METAL HOLDER
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FFA ALUMNI —

An F.F.A. Alumni can be the needed
spark or addifion te your local
program for achievement of oui-
standing resulis, With proper plan-
ning and some personal contacts,
the alumni can become «a reality
and go @ long way toward tying
the community and the F.F.A. into
a working, cooperative team for

support of all phases of the local

vocational agriculture program.

The formation of a viable, functional
F.F.A. Alumni Assoclation can be a
real asset to an agriculture program
and, like the Young Farmer program,
it can provide a means for educational,
recreational, and community service
activities. :

The F.F.A. Alumni affiliate is dif-
ferent from the Young Farmers in that
it is comprised of ex-agriculture stu-
dents and F.F.A. members from the
local program. There is no age limit
for membership or for serving as an

o fficer.
.7/ There can be a place for both an

effective, strong Young Farmer pro-
gram and an alumni affiliate that can
be a méans for real community in-
volvement for and in an agriculture
program. The requirements or pre-
requisites for chartering an FF.A
Alumni on the Jocal, state, and nation-
al level are few and, with some effort,
can be obtained.

An Alumni can be established in
local units if a constitution or list of
purposes are submitted to the National
F.F.A. Alumni Association that are in
harmony and agreement with the
ideals and standards of the National
F.F.A. and Alumni. Ten or more mem-
bers must pay their state and/or na-

VALUABLE ASSETS

by
Steve Forsythe
Io-Ag Instructor
‘sleta High School
El Paso, TX

tional dues to receive their charter,
Like any other organization, there are
various areas of competition on a state
and national basis,

I think one of the selling points or
advantages of an alumni association
in the local agriculture department is
it gives ex’es of all ages in all parts
of the United States an opportunity
to still retain membership and be a
part of an active F.F.A. organization.
The feeling of belonging to and sup-
porting your old agriculture program

is a good one for many ex’es and that .

minimum requirement of ten members
for a charter is usually easily attained.

In our local agriculture program at
Ysleta, we decided in this fiftieth year
of the F.F.A’s conception to research
our own local “Roots.”” After discover-
ing our program had fifty-five yvears of
agricultural education offered (1923),
we estimated some five thousand
alumni could be offered the opportu-
nity of Ysleta F.F.A. Alumni member-
ship.

Many ways of letting the community
know about the formation of an F.F.A,
Alumni are available and can be used

for each agriculture wunit’s situation. .

Letters with self-addressed envelopes
informing ex’es can be sent out to com-
munity members, as well as the use
of TV and radio. After several months
of contacts, the Ysleta F.F.A, Alumni
was chartered with fifty paid members
and one life member,

S’rve orsythe

After organizational methods are
used and the alumni has been estab-
lished, priorities or goals can be set.
Alumni affiliates can be used for sup-
port and aid to the lecal agriculture
unit in a variety of ways. Sponsorship
of local F.F.A. shows and other activi-
ties can be the main community ser-
vice projects the local alumni can
initiate,

In our local alumni, the main proj-
ect established after organization was
setting up a Cooper-Lawrence Scholar-
ship Fund in memory of two former
local agriculture instructors. Alumni
members raised over $500 in their first
year to award to a deserving graduat-
ing agriculture senior, Other plans
include an expansion of this scholar-
ship, as well as initiating other suppor-
tive prejects for the good of the F.IF.A.
and agriculture.

The alumni in the local program
can have a place, as well as the Young
Farmers, without one interfering or
conflicting with the other. In our par-
ticular situation, the Young Farmers
sponsor a successful yearly lvestock
show and sale with alumni help. Many
alumni belong to both the Young
Farmers and Alwmni and both groups
can be used together and work together
in a successful program of work. $$ @

MODERN MARKETING OF FARM
PRODUCTS by W. P. Mortenson,
Danville, Ili.: Interstate Printers and
Publishers, Inc., 1977, Third Edition,
348 pp., $9.25.

Modern Marketing of Farm Products
presents, in very easy to understand lan-
zuage, the basic components of our agri-

. rultural products marketing system. Geared

i high scheol students, Mortenson authors

o.ih overview of the marketing structure for

the following commodities: livestock, milk
and other dairy preducts, grain, fruits and
vegetables, eggs and poultry, cotton, tobacco,
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peanuts, and rice, He also stresses the im-
portance of the marketing system in today’s
agriculture, by keying in on its basic com-
ponents: transportation and storage, proces-
sing, financing, and the organizations that
directly participate like farmer co-operatives.
The author also addresses the topics of
contract agreements, margins, costs, profits,
how prices are determined, and what is in
the future for the marketing of farm
products,

To quote the author, “The job of mar-
keting farm products is to make them
available to the consumer where they are
wanted, when they are wanted, and in the
form they are wanted,” Mortenson makes

the point that the procedures of marketing
are different . for practically every product,
which explains why each commedity is given
a separate chapter.

This -book should be in every vocatiopal
agriculture library for two reasons, The
first is that it is an excellent aid for students
beginning a study into the marketing sys-
tem. The second i3 that it would serve as a
useful resource in the career planning li-
brary. The author does not pass up the
opportunity to include in his text a descrip-
tion of marketing careers that should be
considered by any student of wvocational
agriculture,

Doug FLoudenslager
Columbus, OH
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Harry E. Peirce

Why does an agricultural educator get involved in
overseas development projects and how does an in-
terested person go about it? Coun o U.S. ag educater
make o meanmgful contributien to agricultural de-
velopment in less sophisticated societies? What effect
would an overseas assignment have on an individual,
his family, and his career?

Most ag teachers and teacher trainers are interested in
the answers to these questions, Even forsaking a natural
adventuresome spirit and desire to travel, most Americans
are proud of their technical ability and are willing to share
their expertise with those less fortunate.

But why should an ag educator, comfortable in his
routine and surroundings, consider a short or long time
overseas assignment? Whatever the reason why he goes
the first time, it is likely that he will want to go again at
the earliest opportunity.

It is only a privileged few who have been honored by
a group of grateful counterparts upon the completion of a
successful mission and who have known the self satisfaction
of making a contribution of this type. Such a mission may
have been short {1 or 2 months) or long (2 to 4 years),
maybe with discomforts (though not likely) and constraints
such as limited local budgets, lack of adequately trained
counterparts, and poor transportation facilities. Yet, usually
practical objectives are achieved and the counterparts are
sad to see their new friends leave. The farewell occasion
may take place in a village townhouse, under a large Banyan
tree, or in the patic of a high government official, yet,
wherever it is, it will likely be repeated at the airport.
It is at this point (if not sconer) that one realizes the
magnitude and importance of his contribution,

AG EDUCATORS ARE NEEDED

Practically all developing countries are requesting tech-
nical assistance to feed and clothe their undernourished
people living in substandard conditions. Large investments
in the form of loans and direct grants have been made to
adapt modern production and marketing practices to local
conditions. In each case Improved agricultural education
and training programs are needed to effectively transmit
applied production technology to small farmers. Ag educa-
tors are needed at all levels and with all types of compe-
tencies from identification of training needs and project
design, to project implementation including pre/inservice
training for ag teachers, extension agents and agricultural
technicians and farmer training programs. An experienced
agriculture teacher with a masters degree is considered quali-
fied for many project implementation positions.

Agricultural Educators Play
A Vital Role Overseas ©

Harry E. Peirce
Dir. of Educational Development
American Farm School
Thessalonica, Greege

Well paid assignments exist with United Nations agen-
cies, the U.S. Agency for International Development and
private foundations, and less lucrative (but just as satisfying)
oppertunivies exist with voluntary agencies and churches, In
most cases a foreign language is necessary (Spanish and
French are the most useful) and often such training is pre-
vided. On the other hand, a foreign language may not be
required in many countries.

AFFECT ON THE
INDIVIDUAL -AND HIS FAMILY

What are the advantages and disadvantages of an over-
gseas assignment to an individual, his family, and his career?
The experience will be eye-opening, mind-broadening, and a
definite learning experience. One finds that foreigners are
not different from Americans, They have similar intelligence,
likes and dislikes, and aspirations for their families. The
main difference is their limited educational and economic
opportunities, often due to their country’s limited natural
resources and a history of political oppression. One learns
how it feels to be a minority in a world of browns, blacks an:
vellows. It is shocking to see pot-bellied, undernourished
children and families living in huts or cardboard shacks in
which 'Americans wouldn’t leave their dogs. Yes, living
standards and economic conditions are as bad as depicted
on TV and in magazines.

The family also has the opportunity to share these expe-
riences, ‘The formal education of the children may or may
not measure up to U.S. standards, but the informal educa-
tional experiences will be invaluable. How better to learn
geography and history than to crawl through the pyramids,
sail on the Amazon, and visit the home of Christopher
Columbus’ son in Santo Domingo. Invariably, youngsters
return to the U.S. without academic handicaps.

AFFECT ON CAREER

How will an overseas assignment affect one’s career?
This depends on the individual and his career. If a leave of
absence can be arranged, it may have little effect, how-
ever, unfortunately most administrators place little academic
value on such experience. Many who go overseas have
already decided, for various reasons, to change jobs and cut
their local employment ties. When they return, some continue
in similar positions while a few complete their graduate
studies. The decision to leave a secure position, pension, etc,
is a hig decision. A lot depends on the confidence one has in
himself, If an individual lacks such confidence he probably
would be unhappy and ineffective overseas anyway.

How TO PREPARE
Opportunities for short term overseas assignments are
{Concluded on the next page)
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sporadic and seldom coincide with vacations, however, with
patience, they may be worked into a sabbatical or accumu.
lated leave time. If one is interested, it is important to have

a current resume on active file with one or more agencies;

ake tentative arrangements with admimstrators; apply for

-4 passport; and, develop a foreign language proficiency.

Below is a partial list of public and private agencies that
sponsar rural development projects in developing countries.
Interested persons should send a letter of inquiry along with

A test plot field .day for Exiension“Ag.enfs in El Salvader.
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a resume Including areas of specialty. U.N. agencies and
USAID also have their own employment applications.
USAID uses the civil service standard Form 171 available at
post offices, Another good contact would be the Director of
International Agricultural Programs at each land grant uni-
versity. Most universities work either directly with USAID
or use the consortium approach. Some also contract directly
with foreign governments. Many church denominations also
sponsor rural development projects overseas, $$¢

Dedication of a home-made tractor from U.5. Army truck parts designe
and built by an Agricultural Missionary in the Philippines.
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Bob Waitman

One of Webster’s definitions of a
leader is, “a horse harnessed at the
front of the team.”

TEAM CONCEPT

The FFA, better than any organiza-
tion 1 know, teaches leadership. The
FFA also teaches the team concept. The
horse at the front of the team is no
doubt an outstanding individual. The
horse has been selected to head the
team for a varlety of reasons. 1. The
lead horse sets the pace. 2, The lead
horse is a steady worker, 3. He is also
a team member. 4. He can perform
under stress. 5. The lead horse is the
first to respond to a challenge or diffi-
cult situation, 6. He possesses a good
disposition, 7. He has the ability to
draw the best from the team he pulls
with.

The criteria in selecting a lead horse
is very similar to those qualities we try
to instill in FFA members to enable
them to become competent leaders in
agriculture and other fields. The FFA
provides numerous activities for young
people to develop these qualities,

The period we are now living in may
in the future be referred to as an era of
shortages, ie., the baling wire shortage,
sugar shortage, gas shortage, etc, I pro-
pose that America’s and agriculture’s
most damaging shortage would be a
shortage of leaders.

‘A portion of the FFA Creed says, “T
believe in leadership from ourselves and
respect from others.” Certainly leader-
ship creates respect; but how do we
create or train leadership?
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CREATING LEADERSHIP

Lets look back at the qualities of
a lead horse, He is an outstanding indi-
vidual, While we are busy about our
work of classroom instruction, project
visitation, and numerous other duties,
let us never forget that we also have
an important part in the development
of the individual. When a Greenhand
walks through our doors for the first
time, let’s begin right there. Take him
or her by the hand, shake it firmly, lock
him in the eye, and let him know that
you are glad he chose FFA. Make
themn feel like “someone”, Perhaps this
is a small step, but T shall never forget
that experience as a Greenhand myself.
That’s one reason I chose this profes-
siom.

Individual development goes far be-
yond that, of course. As the individual
develops and is capable of taking on
additional responsibility, certainly the
FFA can provide the activity.

INDIVIDUAL DEVELOPMENT

FFA offers a chance for ownership.
With ownership comes extra responsi-
bility. The supervised project allows the
individual to make decisions, learn, and
grow,

FFA offers the individual epportuni-
ties to develop skills in public speaking,
judging contests, and parliamentary
procedures. These activities help the
individual to express ideas, make judg-
ments, and implement his thinking.

The skills that result from such con-
tests enable a young person to grow In-
to an effective citizen-one that can 1.
influence others, 2. make decisions
through an orderly thought process, 3.
implement ideas and put them into
action,

LEADERSHIP DEVELOPMENT—
AN ADVISOR’S POINT OF VIEW.

The FFA offers many other oppor-
tunities for development. I see one
challenge of the instructor as that of
encouraging the members to participate
in as many of these activities as possible,

An agricultural leader sets the pace.
To be effective, his work must also be
consistent.

TEAMWORK

A good leader is also smart encugh to
allocate responsibility. This is taught in
FFA. For a chapter to receive the
Superior Chapter Award or National
Gold Emblem, each member must have
a part. No one person, however out-
standing, can pull the full Joad. No, not
even the lead horse, Thus our team
concept prevails,

FFA members are called upon to per-
form under all kinds of conditions. In
performing under adverse conditions
the member gains valuable knowledg

cannot always rehearse for.

FPA teaches sportsmanship. The
members learn how to lose as well as
how to win. The FFA member leans
heavily on the creed in discouraging
situations, “and holds an inborn fond-
ness for those assoclations which even
in the hours of discouragement 1 can-
not deny.” All this helps the member to
develop an even and strong disposition.

When one works with the team in
such a manner, the teamn is more likely
to respond.

TEAM MEMBERS

While every member may not be the
lead horse, our challenge is to help
make him a strong member of the
team—a team harnessed together with
common interests and goals, with a
good lead horse, and strong team mem-
bers, When that teamn pulls something,
it is going to move,

We each have a challenge to develop
each member to his or her potential.

With each FFA advisor working with .

the development of the total individus

shortage.

L4 4 4

THE AGRICULTURAL EDUCATION MAGAZINE

-

for the “world outside”, the stage we ™"

in mind, we need not fear a leader

R

- Leader in Agricultural Education:

Dr. T. L. Faulkner, State Director of
Vocational Education in Alabama, is
an individual who places job dedication
foremost. He is convinced that voca-
tional education deserves his undivided

_-attention. He is determined to let noth-

ig get in the way of placing 100%

“effort behind his work. This dedication

has proved {ruitful for Alabama and its
vocational education program. Under
his leadership, the Vocational Division
has doubled the opportunities for stu-
dents and adults to receive job training
in Alabama.

Dr. Faulkner recognized the serious
need for serving the student that sought
employment immediately upon gradua-
tion from high school. Armed with data
on numbers of students not entering
college, he fought all odds to get a fair
share of the educational dollar for stu-
dents seeking job skills.

His devotion to agri-business educa-
tion has provided the fiber to keep FFA
and agriculture strong. A large per-
centage of the growth in FFA member-
ship, teacher and supervisory staff num-
bers is a direct result of his efforts.

Dr. Faulkner has distinguished him-
self as one of Alabama’s most outstand-
ing educational leaders and citizens. His
performance during his  thirty-seven
years of service has led to the achieve-
went of goals for the advancement of

“.ae State of Alabama in many different

areas of service. Under his leadership,
expansion and improvement have re-
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by . €. Hollis and Frank Killough*®

sulted in new programs, innovations in
existing programs and additional pro-
gram services. Some of his accomplish-
ments as State Director of Vocational
Education are as foilows:

® Nationally recognized consulting
firms studied and made recom-
mendations for improving and ex-

, panding vocational education at
both secondary and post-secondary
levels. The curriculum in each vo-
cational service has been assessed
and is being revised.

® A Teacher Education Program in
IHealth Occupations Education
was initiated.

@ Staff specialists were appointed to
coordinate programs for students
having special needs, adult educa-
tion and area vocational centers.

® Fxpansion has focused on Area
Vocational Centers.

¢ A Management Information Sys-
tem has been established for bud-
geting, accounting and reporting
and a computer system Is now be-
ing used to keep information cur-
rent and immediately available.

® Professional Leadership Develop-
ment programs for state staff,

J, ollls

*J. C, Hollis and Frank Killough
State Supervision )
Agri-Business Education
State Department of Education
Montgomery, Alabama

local vocational directors and
counselors have been conducted,
focusing on program improvement,
career guidance and meeting needs
of students having special needs.

The Alabama Industrial Develop-
ment “Training Program has been
prominent in attracting new industry o
Alabama, Dr. Faulkner reasoned that
attracting new Industries without hav-
ing available trained personnel to fill
the newly created jobs would be an
adventure in futility, Out-of-state in-
dustries, he predicted, would not be
likely to invest their millions in plant
sites, buildings and expensive equip-
ment without an available trained work
force. Thus, after an extensive study of
industrial training needs, Dr. Faulkner
initiated the efforts which led to the
inauguration of the Industrial Develop-
ment Training Program, July 1, 1971,
This program, which trains the start-up
manpower for new industries, has been
influential in helping Alabama to be-
come number one in eight southeastern
states in Investments in new and ex-
panded manmufacturing plants.

In recognition of his contributions to
the field of education, many honors
have been bestowed upon Dr. Faulkner
on the state and national levels. He was
one of the six in the nation selected in
1972 io receive the American Voca-
tional Association’s Outstanding Ser-
vice Award in recognition of his out-
standing leadership and contributions
to vocational education on the national
level, Dr. Faulkner is the only person in
America to have received two life mem-
berships in the American Vocational
Association. He was awarded the “Qut-
standing Service Citation: by the Na-
tional Vo-Ag Teachers Association, and
life membership in the National Vo-Ag
Teachers Association. He was recipient
of plaques for “Outstanding Contribu-
tions to Education Programs in Farm
Business and Cooperatives,” by the
American Institute of Cooperation and
for “Service to Vocational Agriculture

(Concluded on page 93}
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Barbara A. Moore

A common complaint among student
teachers is that they do not receive
enough feedback from their cooperat-
ing teachers during student teaching.
On the other hand, many cooperating
teachers complain about the lack of
time to provide in-depth guidance for
their student teachers. One possible so-
Tution to both of these problems is the
use of a cooperative notebook. The co-
operative notebook is a valuable addi-
tion to the student-teacher conference.

WHAT IS A COOPERATIVE
NOTEBOOK?

A cooperative notebook is a note-
book in which both the student teacher
and the cooperative teacher write con-
tinuous comments, questions and re-
sponses to each other throughout the
student teaching experience. Usually, a
large spiral nofebook is sufficient. A
line is drawn down the middle of each
page. One column is reserved for the
cooperating teacher and the other for
the student teacher. During the classes
in which the student teacher teaches,
the cooperating teacher writes com-
ments and questions concerning the les-
son, students and wvarious teaching
skills, At other times, the notebook is
placed in a central location where both
teachers are free to write in the note-
book, At the end of the day, the student
teacher takes the cooperative notebook
home and responds to the comments
and questions of the day, adding some
In return, And, so a continuous system
of communication has begun which
lasts throughout the student teaching
experience.

Here is an excerpt from a coopera-
tive notebook:
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ADVANTAGES OF USING A

COOPERATIVE NOTEBOOK

Often, the first reaction to using a
cooperative notebook is that it is easier
- talk with a student teacher in be-
ween classes and after school than it
is to write everything down. This of
course, is true to a certain extent, but a
totally verbal supervision program lacks
some of the major advantages of using
a cooperative notebook. These advan-
tages are:

1. As in any learning situation, the co-
operating teacher has a number of
comments and questions for the stu-
dent teacher daily. Many of these
comments require time and thought-
fulness to answer. The student teach-
er responds in the cooperating note-
book usually in the evening when he
has an opportunity to reflect on the
events of the day in relation to the
comments and the questions. This
prevents defensiveness which some-
times occurs when a student teacher
must respond quickly to a question
or critical comment.

2. Student teaching is a busy time for
both the cooperating teacher and
student teacher. Often times it is

easy to forget a comment or question
if it isn’t written down. The student
teacher must make the same mis-
takes several times before the coop-
erating teacher will remember to
provide help. The cooperative note-
bock provides a memory bank for
valuable information.
3. Recelving critical comments all day
long can be defeating to the student
teacher, Tt is as if he can’t do any-
thing right. Often, what time is
available for discussion, the cooper-
ating teacher must devote to the
problems of the day and praise
sometimes gets left behind. The co-
operative notebook logs all the com-
ments, both critical and praise. The
student teacher can face these all at
once, at his convenience, and In
privacy if he so desires.
Recurring problems often become
visible when they are repeated over
and over again. The student teacher
can see, in writing, his growth and
areas of needed improvement, Un-
answered questions or comments can
alert a cooperating teacher early to
weaknesses in teaching. Common re-
petitive comments include references
to discipline, lack of motivation,

L

missing technical information and
distracting mannerisms.

“

Finally, the cooperative notebook
provides written evidence of the
growth of a student teacher. Both
strengths and weaknesses are re-
corded. This information can pro-
vide the foundation and support for
evaluating the student teaching ex-
perience. The cooperative notebook
provides descriptive information for
more accurate student teacher rec-
ommendations.

CONTINUCUS FEEDBACK
THROUGH COOPERATIVE
NOTEBOOKS

It is difficut to expect a high level of
growth and development of a student
teacher without providing a high level
of feedback. It is mot uncommon to
hear a student teacher say, “If only my
cooperating teacher had told me, I
would have done things differently.”
The cooperative notebook provides
consistent and continuous feedback for
both the student teacher and the coop-
erating teacher. It's easy, doesn’t cost a
lot of money, saves on time in the long
run, doesn’t wear out and, it does make

a difference. : 5%
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on a National Basis,” by the National
Association of Supervisors of Agricul-
tural Education. He was awarded the
American Farmer Degree by the Future
Farmers of America; received the Cer-
tificate of Merit for Outstanding Ser-
vice to the Textile Industry in America;
received the Service to Agriculture
Award from the Alabama Farm Bu-
reau; and was awarded the Certificate
of Merit from the Home Builders Asso-
ciation of Alabama.

Dr. Faulkner’s contributions to vari-
ous groups and organizations as a lead-
er and/or member include: Member,
State Advisory Committee, Farmers
Home Administration; Past Chairman
and Member, State USDA Council;
Past Chairman and Member, State Soil
and Water Conservation Comimittee:
Past Chairman and Member, Rural Re-
source Development Committee; Mem-
ber, Land-Grant Council on Higher
Fducation in Agriculture; Chairman,
State Agricultural Committee, Partners

! the Alliance Program (Alabama-
~uatemala) ; Past president, Regional
Agriculture Education Workers; Mem-
ber, National FFA Board of Directors;
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and President for two years of the Na-
tional Association for State Supervisors
of Agricultural Education.

Organizations in which Dr. Faulkner
holds membership are many, including
Phi Delta Kappa; Theta Upsilon
Omega Fraternity; Alpha Zeta Honor-
ary Fraternity; National Education As-
sociation; Alabama Education Associa-
tion; Alabama Vocational Association;
Alabama Vocational Agricultural
Teachers Association; American Voca-
tional Association; National Association
of State Directors of Vocational Educa-
tion; Alabama Farm Bureau Associa-
tion; Cattlemen’s Association; Alabama
Poultry Association; and the Alabama
State Administrators Association.

Dr. Faulkner is recognized as a leader

in civic, church and charity activities. -

He served as Chairman of the Mont-
gomery Finance Committee to raise
funds for the construction of the Ala-
bama Christian College, promoted
programs to raise money for Boy’s
Ranch near Selma and is a strong sup-
porter of the National and Alabama
FFA Foundations.

Dr. Faulkner was reared in Lamar

County, Alabama. He graduated from
Lamar County High School in Vernon,
Alabama; spent two years at the Uni-
versity of Alabama; received the B.S.
Degree from Mississippl State Univer-
sity, the M.S. Degree from Auburn
University, and LL.D. from Athens
College. His occupational experience
includes publisher of county and na-
tional newspapers and a series of 18
books of Vocational Agri-industry
which were distributed and used in all
states.

Dr. Faulkner's experience in voca-
tional education encompasses 37 years
with the State Department of Educa-
tion Including 16 years as Assistant
State Supervisor, Agricultural Educa-
tion; 13 years Head State Supervisor of
Agricultural Education and eight very
successful years as State Director, Vo-
cational Education,

His hobbies include flying as a li-
censed pilot, electronics and gardening.

He is married to the former Odette
Northrup and resides at 3042 Overlook
Drive, Montgomery, Alabama. They
have two daughters and two grand-

children. -2 3
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Reviewing American Farmer Candidate's records and applications {L to R} B.
E, Gingrey, Duane Chamberlain, Dr. Ted Ward {standing}, Dave Howe, and
Richard Mills. {Photo courtesy B. E. Gingrey, Dir. of Ag. Ed., Lincoln, Nebraska}

The Oklahoma State Supervisory Staff, Teacher Educators and Officers of the
. Yo-Ag Teachers Association meet at a retreat to plan the annual conference
Dr. Ted Ward, Consulfant Ag Ed., Nebraska, conferring and jointly solve other problems which may be identified. [Phote Courtesy Larry

with fomer state officer Dale Grosback. Shell. FFA Exoc, Sec., OK)

Reobert McBride, NVATA, Vice President, Region IV, Kenton, Ohio, prest\e“,
MNVYATA awards to lllinois Association Yocational Agriculfure Teachers state

RIS REE R ; winners. (L to R} Allen Dietz, Sycamore, IL, "Sound Off For Agriculture';
B. E. Gingrey, Nebraska Director of Ag. Ed., working on Michael Nordstrom, Roanoke, I, "Outstanding Young Member"; John Hat-
program administration. {Photo courtesy B. E. Gingrey, zer, Roanoke, IL "Agribusiness Career Exploration™. (Phofo courtesy John Fed-
Dir. of Ag. Ed., Lincoln, Nebraska) derson, Asso. Exec. Dir., IAVAT, IL}




