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Regarding the AQB Concept Paper on 
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Real Property Appraiser Qualification Criteria 

 
 
Note: the comments in the following are those of the author and do not represent a position – Official 
or informal – of the U.S. Department of the Interior. The comments are informed by the experience of 
the author in working with the Department, but also by over twenty years of experience working with 
the appraisal profession. 
 
I appreciate the opportunity to provide input on the questions raised by the concept paper. In 
developing these concepts, I sought input from my peers and colleagues in the federal government. In 
particular, those government agencies attempting to build appraisal capacity through training and 
experience for non-appraisers – as the office I currently oversee has done – have experienced several 
issues in designing programs that will provide adequate training and experience for someone to 
develop as a professional appraiser within the federal government. 
 
The ideas expressed herein are my own, based on over twenty years experience as a non-appraiser 
working with the appraisal profession. Whether managing professional associations, working in the 
private sector or, as is now the case, managing a large-scale appraisal program within the federal 
government, I have an abiding interest in the health and future of this profession. My comments are 
also focused on the non-residential area of appraisal practice as my recent experience and current 
focus is with that segment of the profession. Some of the ideas expressed in the concept paper may be 
more applicable to or directly focused on residential appraisal practice, but my comments are intended 
to relate to non-residential appraisal practice and more specifically, appraisal of natural resource 
properties. 
 
Turning to the questions raised in the concept paper, the issue is not as much a current lack of 
qualified certified general appraisers (although that is an issue in certain regions and with some 
property types) , but instead a concern over where the next generation of appraisers will come from as 
the current generation continues to retire. As with the private sector, replacement of appraisers  is a 
critical issue in government.  In my present capacity, we are attempting to plan for a potential turnover 
of more than 60% of our managers and senior level appraisal professionals over the next three years.  
This is not inconsistent with what I am hearing from others in private appraisal practice.   
 
The work we do – appraising complex natural resource properties often under intense public scrutiny 
– requires a skillset and experience not commonly found in the general population of certified 
appraisers. There is a pool of appraisers who do have experience with these unique assignments, and 
we have successfully hired some from the private sector to work with our organization as review 
appraisers. However, each new hire diminishes the pool of experienced appraisers in private practice 
with whom we can contract for appraisals to be reviewed by our staff for use by the federal 
government. 
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We may have access to some tools – bringing people staff as retired annuitants and, offering phased 
retirement programs for retention. However, we do not yet have authority for these tools and replacing 
capacity and expertise remains a challenge. 
 
We have committed to a formal Apprentice Program to bring recent graduates and those with both 
degrees and military service through the training and experience requirements in order to achieve the 
level of expertise we expect of our staff and review appraisers. We are two years into this program and 
have just two Apprentices on board today – it is a costly and laborious process to take someone 
through the education and experience at a sufficient level for them to reach our desired expertise. One 
challenge has been navigating not just the myriad differing state regulations, but attempting to do so 
from the framework of a federal program that may not be best suited to development of professional 
staff (i.e., some of the challenge is internal, but that is compounded by the challenge of meeting 
various state criteria). 
 
Turning to the second question, yes, it does appear that non-traditional experience could and should be 
considered in evaluating experience for those who wish to become appraisers. Rather than 
characterize this as non-traditional, perhaps the appraisal profession should take a step back from 
focusing on appraisals-as-reports and instead consider how experiences in related areas may 
contribute to a broader understanding of real estate markets and valuation methodologies. For 
example, when I was with the Appraisal Institute, we pioneered cross-training with the CCIM 
Institute, which provided a broader perspective into the motivations of buyers and sellers and the 
components of real estate investment analysis, along with new tools of benefit to both real estate 
investment analysis and real estate valuation. 
 
In light of the use of mass appraisal techniques for certain government programs, experience in the 
realm of property tax assessment can be very beneficial to real estate appraisers. Techniques in 
assessment provide grounding in viewing markets from a holistic perspective, rather than a property 
specific approach. While there is a place for both, there are benefits to cross-experience between 
assessment valuation for tax purposes and market valuation for investment purposes. 
 
We also have within my present organization, professionals experienced in economic evaluation of 
minerals. Many of the techniques used in appraising minerals, including coal, oil and gas and 
aggregates, are similar to those used in real estate valuation. Timber valuation also provides clear 
parallels to components of real estate valuation practice.  
 
However, alternatives to appraisal experience must be considered with two significant caveats: First, 
there is no substitute for actually undertaking the appraisal process subject to the review and guidance 
of a qualified certified appraiser. Second, while having some of the alternative kinds of experience 
noted above may better prepare one to handle commercial appraisals, that experience can only replace 
a part of the experience one should have to obtain a state certified general license. 
 
Our Apprentice Program is designed to address the first caveat. The supervisor for our program 
designs an education track tailored to specific strengths and areas for improvement for each 
Apprentice Appraiser, and then works directly with the apprentices to gain relevant, instructive 
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experience in the pre-appraisal process – researching legal records, completing sales gathering, 
evaluating property type, analyzing the estate involved in the transaction, etc. Within a relatively short 
period of time, the apprentices are moved into direct appraisals under the supervision of both the 
Apprentice Program Supervisor and an OVS Review Appraiser. 
 
On the second point, given that our apprentices generally start with little related real estate experience, 
we expect them to complete the full experience requirement. However, if an Apprentice came to us 
with two years of assessment experience, or eighteen months of real estate investment analysis, we 
would likely move them more quickly into more complex kinds of appraisals given that related 
experience. 
 
For non-residential appraisal experience, a practicum class does not seem practical. Property types and 
markets vary too widely for a practicum course to truly reflect a market experience. While a practicum 
course may be effective in the residential sector, the use of practicum courses to offset experience in 
the non-residential sector is not advisable. 
 
Turning to measurement as a basis to assess experience, perhaps the AQB could – at least for non-
residential sector appraisers – allow for a reduction in appraisal experience based on a) Time spent in 
an alternative profession and b) Successful completion of education at a threshold level. For example, 
someone who has been employed in a valuation capacity in an assessment office, completed sufficient 
education to meet criteria for a state-certified general appraiser, and begun to amass appraisal 
experience credits, could warrant a reduction in required experience hours from 2500 to say 1,800 
hours. Someone with five or more years of documented experience in a related field might be granted 
a reduction from 3,000 hours to 1,800 hours … but there should still be a minimum threshold of hours 
actually spent directly in the appraisal process. 
 
While practicum courses may not be appropriate for experience with non-residential  appraisers, a 
university degree in real estate, with required education hours in real estate investment (rather than 
property management), might also be considered for a reduction in appraisal experience. 
 
In thinking outside the box as advised in the last portion of the concept paper, perhaps the entire way 
appraisers become qualified and the profession itself should be looked at from a broader view.  One of 
our challenges is making the investment in training for someone who may not be able to complete the 
training and successfully pass examinations. Perhaps requiring successful completion of core courses 
(Introductory and Intermediate Appraisal theory and Practice, including specific courses in Sales 
Comparison, Cost and Income, Report Writing and, of course, the Uniform Standards of Professional 
Appraisal Practice). Someone who has completed this training and passed the examination is likely to 
succeed as an appraiser, and the investment in providing practical experience warranted. 
  
From another perspective, when comparing appraisal to other recognized professions, there is a lack 
of different tiers within the profession that require different levels of education or experience.  
Examples can be drawn from the medical community: Physician’s Assistants, General Practice MD’s 
and Board certified MDs in medical specialties all represent different levels of training and 
experience, each with an important role in serving clients.  
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Another medical profession that comes to mind is Nursing.  Starting at the lowest level of patient care, 
you have nurse aides who provide a valuable function in direct patient care, but have very little 
education or experience.  For those who enjoy that level of caring for patients, they can work to 
become a Certified Nurse Aide through additional education and experience.  Similarly, with Licensed 
Practical Nurses (LPNs) you have a group of people who provide direct patient care, but do not have a 
college degree in nursing, but rather have completed technical course to obtain a license.  At the next 
level, you have Registered Nurses (RNs) who have a college degree in nursing and have even more 
responsibility.  Above that level you have Nurse Practitioners and Nurse Anesthetists who have 
completed graduate level training or more and have even more responsibility.   Throughout all these 
positions, the skills and experiences learned at the lowest level are directly transferable to higher 
levels. 
 
In comparing these medical professions to appraisal, perhaps what appraisal needs is some lower level 
positions that can handle assignments up to a certain level without a college degree.  There should be 
incentives to those that want to move up to gain higher levels of licensure, but it is not required.  The 
appraisal profession may do well to look to other professions in establishing a more favorable career 
ladder for bringing people in to the profession. 
 


