R E P O K 7T R E 8§ U M E S

ED 019 067 JC 68D 142

PROCEEDINGS OF THE ADVANCED WORKSHOF IN JUNIOR COLLEGE
ADMINISTRATION (UNIVERSITY OF CALIFORNIA, BERKELEY, JULY
10-28, 1967).
BY- MEDSKER, LELAND L. AND OTHERS
CALIFORNIA UNIV., BERKELEY, SCHOOL OF ELUC.

FUB DATE 67

EDRS PRICE MF-$0.50 HC-$4.92 121P.

DESCRIFTORS~- %JUNIOR COLLEGES, *LEADERSHIF TRAINING,
*WORKSHOFS, *CASE STUDIES (ECUCATION), TEACHER ADMINISTRATOR
RELATIONSHIP, ACCREDITATION (INSTITUTIONS), INNOVATION,
RESEARCH, ARTICULATION (FROGRAM), *EDUCATIONAL
ADMINISTRATION, JUNIOR COLLEGE LEADERSHIF FROGRAM,

THE CASE STUDY METHOD WAS USED IN THE CONSIDERATION OF
EIGHT PROBLEMS IN JUNIOR COLLEGE ACMINISTRATION. FOR EACH
PROBLEM, THIS REPORT SUMMARIZES THE SITUATION FRESENTED TO
THE WORKSHOF PARTICIFANTS, THEIR DISCUSSION, AND THE ACTUAL
OUTCOME OF THE PROBLEM CASE. SUMMARIES ARE ALSO PRESENTED FOR
PAPERS OR DISCUSSIONS ABOUT INNOVATION, ACCREDITATION,
RESEARCH, FACULTY-ADMINISTRATION RELATIONSHIFS, AND
ARTICULATION. OUTLINES OF INDIVICUAL STUDENT FROJECTS ARE

APPENDED. (WQ)

[ ——

RCTIY RIT R




1.96' 7 Proceedmgs cf the Adwnced Workskop .

m Junwr College Admzmstmtzon

JUNIOR COLLEGE
LEADERSHIP PROGRAM“ s

SCHO()L OF EDUCATION e
_ UNIVERSITY OF CALIFORNIA | f‘_,},.;'i..f;‘l":_UvaERSITY oF Cﬁufri.ﬂf:;
Berkeley, Cahforma 94720 | LOS A @Gr.LES

*ff*_.;;:.-,CLEAR;NGHOUS': FOR
. JuNorcoilege -
i lNFomm:ON




U.S. DEPARTMENT OF HEALTH, EDUCATION & WELFARE
OFFICE OF EDUCATION

THIS DOCUMENT HAS BEEN REPRODUCED EXACTLY AS RECEIVED FROM THE
PERSON OR ORGANIZATION ORIGINATING IT. POINTS OF VIEW OR OPINIONS
STATED DO NOV NECESSARILY REPRESENT OFFICIAL OFFICE OF EDUCATION
POSITION OR POLICY.

ADVANCED WORKSHOP IN JUNIOR
COLLEGE ADMINISTRATION

PROCEED INGS
SUMMER 1967

Leland L. Medsker
Dale Tillery
Richard Gott

and

Clyde Blocker
Guest Director

?

E Junior Coilege Leadership Program
E, University of Californmia

[: Berkeley, California 94720




INTRODUCTION

The Junior Collegze Leadership Program at Berkeley was host for the
fifth consecutive year tc the Advanced Uorkshop in Junior College Admin-
istration. The participants had earlier attended summer workshops at
either Stanford or #.C.L.A. The diverse backgrounds of the participants
are apparent through a perusal of the roster. Some were instructors,
others student personnel workers and administrators, and still others
were deans of instruction. The geographical spread ranged from Hawaii
to Virginia and from Alaska to Arizoma.

Since the participants brought with them a variety of assignments
and experiences, it was felt that the workshop should, in several ways,
capitalize on this diversity. It should be noted that the beginning
workshops had, through a variety of techniques, prcvided a common base
of knowledge for the participants. The case study was adopted as a
primary technique in utilizing the experiences and interests of the group.

Each participant was requested to prepare a case study for use at
the workshop. The procedure for preparing and discussing the cases is
described later in the proceedings. To add dimension to the workshop,
consultants were engaged who could focus on broad areas of junior college
administration. In addition, junior college administrators, guest spe-~
cialists, and members of the staff of the Center for Research and Develop-
ment in Higher Education met with the group to explore specific topics.
This exposure to a broad spectrum of people and ideas was contained with-
in a framework of objectives set by the Berkeley staff after experience
with similar advanced workshops.

In summary, the workshop had several goals. One was the synthesis
of ideas and concepts about junior college administration gained during
the beginning workshops. A second was to explore the administrative
process in depth and perhaps from different perspectives. The third goal
was to help participants refine their own philosophies of administration.
A fourth objective was to develop insight into the complex interpersonal
relationships among administrators and other individuals or groups in
coliege settings. A final goal was the development of new administrative
skills.

Vle were indeed fortunate in securing the services of Dr. Clyde
Blocker as guest director for this summer's workshop. Dr. Blocker was
formerly Co-Director of the Junior College Leadership Program at the
University of Texas and is currently President of Harrisburg Community
College in Harrisburg, Pennsylvania. Dr. Blocker brought with him great
expertise in the junior college field from both a theoretical and prac-
tical apprcach.

Leland L. Medsker
Dale Tillery
Richard Gott
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Advanced Workshop in Junior College Administration
University of Celifornia, Berkeley
July 10 - July 28, 1967

Schedule of Activities

July 10 Monday
8:00 = 9:30 e.n. Registration - Davidson Hell, 2650 Haste
9:30 ~ 10:00 a.m. Coffee
10:00 = 10:30 a.m. Welcome and Introductions
10:30 - 11l:L45 a.m.

1. Tssues in Junior College Education - 1967
Leland Medsker

2. fThe Case Method in the Study of College Administration
Dale Tillery

3. ﬁocus on Administration
Clyde Blocker
2:00 = 3:30 p.m.
1. Orientation to the Workshop
o. Participants' Organization and Role

3. Project Reporting
Dick Gott

July 11  Tuesday
9:00 ~ 11:U45

"THE CASE OF THE TACTFUL D 7"
Moderator: Clyde Blocker
Recorder: Jane Johnson

Resource: Rev. Peter Green




July 11  Tuesday (cont.)

1:30 - 3:00 p.nm.
"INNOVATION AT OAKLAND"
Guest Speaker: Dr. Vaughn Whited

Recorder: Edward Hart

July 12 Wednesday
9:00 - 11:00 a.m.
"oHE CASE OF THE UNINFORMED SALARY COMMITTEE"

Moderator: Lloyd Messersmith
Recorder: Sam Gadol
Resource: Jefferson Overholser

11:00 - 12:00 a.m.
*REPORT ON ACCREDITATION STUDY”

Guest Speaker: Lloyd Messersmith

Recorder: Jack Brown

1:30 - 3:30 p.m.
"RECENT RESEARCH ON THE JUNIOR COLLEGE"

Guest Speaker: Dale Tillery

Recorder: Nancy Butler

5:00 - 6:00 p.m. Reception
6:00 - 7:30 p.m. Dinner

Howard Room, Men's Faculty Club




July 13 Thursday

9:00 - 11:L45 a.m.
"FACULTY ~ADMINISTRATION CONFLICT"
Guest Speaker: Dr. John Lombardi

Recorder: Charles H. Skinner

1:30 - 3:00 p.m.

Project Reports and/or Participant-Planned Projects

July 14 Friday
9:00 - 11:45 a.m.

«

Project Reports and/or Participant-Planned Projects

NO P.M. SESSION

July 1T Monday
9:00 - 11:L45 a.m.

“CENTRAL CITY COMMUNITY COLLEGE: A CASE STUDY IN
JUNIOR COLLEGE ADMINISTRATION"

Mcderator: Clyde Blocker

Recorder: Rev. Peter Green

1:30 - 3:30 p.m.

Project Reports and/or Participant-Planned Projects

i A
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July 18 Tuesday

Q:00 - 11:30 a.m.

Group Visitation to Chabot College

1:30 - 3:30 p.m.
"INNOVATION AT LANEY"

Guest Speeker: Dr. Wallace Homitz

July 19 Wednesday
0:00 - 11:45 a.m.

"SWINGER ON CAMPUS"

Moderator: Dale Tillery
Recorder: Rosejean Hinsdale
Resource: Ted Locker

1:30 - 3:30 P.m.
“INNOVATION IN HIGHER EDUCATION"
Guest Speaker: Dr. Warren Martin

Recorder: Dexter Moser

July 20 Thursday
9:00 - 11l:L45 a.m.
"ARTICULATION"
Guest Speaker: Dr. Fred Kintzer

Recorder: George Fouke




July 20

July 21

July 24

Thursday (cont.)
1:30 - 3:30 p.m.

"IHE CASE OF THE DEPOSED DRAMA TEACHER"

Moderator: Clyde Blocker
Recorder: Mary Pothen
Resource: Edward Hart

9:00 ~ 11:45 a.m.
"ONE POTATO, TWO PCTATO: OR, HOW A FACULTY SELECTION
COMMITTEE IS IGNORED WHEN THE ADMINISTRATIVE CHOICE
IS NOT CHOSEN"
Moderator: Rudolph Melone
Recorder: David DuVall
Resource: Donald Desfor
NO P.M. SESSION
Monday

9:00 - 11:00 a.m.

“HE CASE OF THE NO-TELL MOTEL: OR, BEDLAM--WHO PAYS?"

Moderator: Dick Gott
Recorder: Richard Jacobsen
Resource: Jane Johnson

11:00 - 12:00 Noon

Project Reports and/or Participant-Planned Projects
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July 24

July 25

July 26

Monday (cont.)
1:00 - 3:30 p.m,

YRESEARCH FOCUS IN HIGHER EDUCATION"

Guest Speaker: Dr. Gilbert Paltridge

Tuesday
9:00 - 11:45 a.m.

“THE CASE OF THE 'ODD' HOC COMMITTEE

Moderator: Dick Gott
Recorder: Ted Locker
Resource: Sam Gadol

1:30 - 3:30 p.m.

Project Reports and/or Participant-Planned Projects

Wednesday
9:00 « 11:45 a.m.

Visit to San Francisco City College
1:00 - 3:30 p.m.

Project Reports and/or Participant-Planned Projects




July 27 Thursday
0:00 - 11:45 a.n.

"RUFFLED FEATHERS"

Moderator: Clyde Blocker
Recorder: Jack Williamsorn
Resource: Charles Skinner

1:00 - 3:30 p.m.
OPEN FORUM

Guest Speaker: Lee Medsker

| Recorder: Alvin Okeson
4
: July 28 Friday
g 9:00 - 10:30 a.m.
Project Reports and/or Participant-Planned Projects
11:00 - 12:00 Noon
WORKSHOP EVALUATION
t Recorder: Jefferson Overholser
E’,
{ NO P.M. SESSION =~ CLOSE OF WORKSHOP
]
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IV, CASE STUDIES

The Case Method: A Technique

Guidelines for Preparing Cases in Junior College
Administration

Case Studies Presented
Case

Outcome
Discussion Summary




THE CASE METHOD: A TECHNIQUE

Past experience has given weight to the use of the case method of
instruction as one way to achieve the outcomes desired for advanced
Junior College Leadership Program workshops. As stated earlier, the
objectives of the advanced workshop were to help participants refine
their own philosophies of administration, to develop insights into
complex interpersonal relationships, and to develop skills in adminis-
trative functions. The use of participant-written short case studies
seemed appropriate to reaching these goals.

As used during this workshop experience, the chronology of the
case preparation could be traced rather clearly. In the spring pre-
ceding the workshop, guidelines for preparation of a case in junior
college administration as well as a sample case were sent to each
participant. 1In turn each participant was asked to write a case for
use during the workshop. As the experience of participating actively
in the preparation of a case became a reality, an active correspondence
developed. Through this type of exchange the original case was sharp~
ened, clarified, and rewritten so that it would provoke productive
discussion at the workshop. One innovation which had been successful
in the past was continued. This was the division of each case into
two parts. By using the body of the case to build to the point of de-
cision-making or speculation as to the outcome, the outcome itself was
then available as a separate discussion tool.

One special, but common, characteristic of the cases prepared is
the sharpness of focus. They might be seen as midway between the more
typical cases on institutional administration and the critical incident
technique. They are limited in focus, time, and place. They have
rather brief but clear sets of actioms and attributes of people and
interpersonal relationships which can be accurately described. The use
of the resource person as described below permitted the accumulation
of knowledge about the institutional context of the case during the
discussion.

After the group members had been given the opportunity to prepare
a case for use during the workshop, they were provided with cases
written by other participants. Immediately prior to the workshop, each
participant was given a packet of cases to be used during the session.
This packet included the schedule of case presentations and the names
of those responsible for various aspects of the case discussion. For
each case there was a moderator, a resource person, and a recorder.
The resource person was the one who knew most about the facts of the
case and could be called upon whenever the group needed additional
information or greater understanding of the institutional context of
the case. The recorder was asked to concentrate on three areas: a)
to keep a record of the key issues and problems stimulated by the case,
b) to note alternative solutioms or actions available to the signifi-
cant characters of the case, and c) to add information which clarified
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the outcome. The moderators for the case discussions played
active roles in helping the participants relate concepts to the
cases. In addition to the direction given by the moderator, the
cases themselves tapped related experiences of group members.

The second part of the case, that is, the outcome, was not
distributed until various solutions had been offered. Near the
end of the discussion the outcome was offered which could then
lead into an analysis of the actual outcome. This method was
found to be quite effective in getting many people involved in
the case very rapidly and for providing much speculation and an
evaluation of the alternative chosen.

Although the cases have actual situations as a base, they
have been modified to stimulate interest in the discussion of
certain administrative problems. In additionm, all names of indi-
vidusls and institutions have been changed. Perhaps related to
this concern for anonymity is the respect and compassion which
participants showed for the administrators, teachers, and students
portrayed in the cases.




JUNIOR COLLEGE LEADERSHIP PROGRAM
University of california
Berkeley, California

GUIDELINES FOR PREPARING CASES IN
JUNIOR COLLEGE ADMINISTRATION

~ Reasons for Using the Case Method and for Selecting Specific Cases.

a. To assist workshop participants in refining their own philosophy
of administration.

b. To develop insight and sensitivity into the complex interpersonal
relationships between the administrator and:

1. faculty members (individuals and groups)
2. fellow administrators

3. members of governing boards

4. representatives of the community

5. students

c. To help develop self-awareness of the participant's own style of
working productively with others.

d. To assist the participants in developing skills in functioning as
administrators.

Criteria for Selecting Specific Cases.

a. A case should focus on administration in the junior college or re-
lated activitieg and shouid have particular reference to inter-
personal relationships between administrators and others in the
college setting.

b. The dimensions of the case should be restricted to a specific situ-
ation or incident. It should be limited in focus, time, and place.
1t should have a clear set of actions and inferred attributes of
people and interpersonal relationships which can be accurately de-
scribed.

c¢. The case should jnclude a brief, but interesting and precise de-
scription of the social, organizational, and historical context
for iumteraction.




d. The case should be written in such a way that it invites dis-
cussion and hypotheses of the outcome. 1In an addendum, a brief
description of the actual outcome should be given if possible.

The case should have important implications for administrative
actions and theory.

C. Suggestions for the Preparation of Cases.

Each case should have the following:

a. An appropriate plet. It should present real problems in real

situations.

b. Interest, vitality, and the ring of validity.

c¢. Accurate facts and careful observations of human factors--for
example, inferred attitudes of participants, description of in-
teraction, emotions suggested by choice of language, gestures,

etc.

d. A sharp focus within an institutional context,

What one looks for and sees is deter-

e. An explicit perspective.
mined by one's perspective--either implicit or explicit.
suggests the following acceptable perspectives for cases: his-
torical, problem framework (solution or decision demanded) , the-

cation or decision-making),
emphasized).

£. Known sources of data.
such as : "The chairman of the English Department believed that

the dean violated an agreement." Rather than:
an agreement with the English Department."

seminar, but should not make dull reading.

h. Clarity in writing.
events, accurate report of perception of events by participants,

and brief commentaries by the case writer to point up issues or
questions.

Reller

matic (facts are to illuminate events pertinent to a theme), pro-

cess (focus is on general administrative processes such as communi-
causal (cause and effect relationships

it is important to use quotes or comments

"*7The dean violated

The case should avoid arousing predispositions and emotions in the

This results from focus, clear chronology of
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Tentative Outline for Writing Cases in Junior College Administration.

These variables need not be in sequence, but should be in

cluded in a

case.

a.

b.

Title. In a lively way it shculd coavey the focus of the case.

Participants. We must know the essentials of their behavior,
qualifications, feelings, and emotions.

Case context. We must know the important factors of the college
and community environment which are significant to the situation
being described in the case, its development and outcome.

Perspective. The orientation of the case writer should be ex-
plicit.

Length. The case should be no longer than three pages, double
spaced.

Outcome. On a separate page the actual outcome for the situation
and for participants should be described fully.




CASE STUDIES PRESENTED

1. The Case of the Tactful Dean”
Discussion Summary - Recorder, Rev. Peter Green

2, The Cose of the Uninformed Salary Committee
Outcome
Discussion Summary - Recorder, Sam Gadol

3. Swinger on Campus
Cutcome
Discussion Summary - ecorder, osejean Hinsdale

4. The Case of the Deposed Drama Teacher
Outcome
Discussion Summary - Recorder, Mary Pothen

5. One Potato, Two Potato: Or, Hov a Faculty Selection Committee
1s Ignored When the Administrative Choice is Not Chosen
Outcome
Discussion Summary - Recorder, David DuVall

6. The Case of the No-Tell Motel: Or, Bedlam=--iho Pays?
Outcome
Discussion Summary - Recorder, Dick Jacobsen

7. The Case of the "0dd" Hoc Committee
Outcome
Discussion Summary - Recorder, Ted Locker

8. Ruffled Feathers
Outcome
Discussion Summary - Recorder, Jack Williamson

*

No outcome for this first case study. Possible outcomes were
suggested by the group.




Junior College Leadership Program
University of California - Berkeley

THE CASE OF THE TACTFUL DEAN

silence of the president's office this brisk, fresh Oklahoma
morning. Father Brendan, the president of St. Michael's
College, reached for the receiver thinking that these few
moments of peaceful calm were probably over for today.

i
The persistent ring of the telephone violated the }
i
|

"Father Brendan speaking...”

"This is Hamilton Crow...'

HAMILTON CROW--the internationally known atheistic
philosopher's name shot through the president's mind like an
electric impulse. He tensed in his chair and instinctively
said, "How do you do, Mr. Crow"--as his thoughts tumbled--
"Why is the author of Christian Atheism and of The Default

of Christianity calling me?"

The voice continued: "I find that I will be in Seminole
this next year. The doctors have told my mother that she
has about one more year to live and T want to be with her.
T am calling to ask about the possibility of teaching at
St. Michael's part time during this next year. I would be
grateful for the intellectual stimulation of being associated
with your faculty and for the challenge of lecturing to your
students. The salary is of no importance,"

Hamilton Crow's voice continued: "Perhaps my known
atheistic writings and views would be out of place in a
church-related junior college. However, my reading of present
trends in Christian education makes me think that you have
adopted a more liberal attitude towards those who do not
share your convictions. Will you call me if you consider my

request?”

The usual never-at-a-loss-for-words Rev. Brendan
Forsythe, 0.S8.B., President of St. Michael's, was greateful
that all he really needed to say was, "Thank you for your
call, Mr. Crow. Indeed I shall be in touch with you."




Thoughts raced through Father Brendan's mind. "What
stimulating discussions our small commnity could have with
guch a high-ranking philosopher! Such an unusual opportunity
for our students to understand the views of a man who is a
convinced atheist."

Turning back to the telephocne, he dialed the college
operator. "Please find the Academic Dean and ask him to come
to my office immediately."

Seconds later Father Paul stood in the doorway. "Did
the Xerox foundation come through with that million dollars
and make us solvent? I can't think of any other reason for
such an urgent message."

"What I found isn't measured in dollars." Laughter lit
Father Brendan's eyes, for money was onc of his continuing
probiens.

The quick recounting of the telephone message sent chills
through Father Paul's body. "What an opportunity. Hamilton
Crow! Our philosophy program will be tops in the state."

Then, next, and at the same moment, both men thought of
+he chairman of the philosophy department., Without speaking,
they both knew that he must be consulted. Like the northern
cold fronts that sweep Oklahoma plains, plunging the tem-
perature degrees in minutes, their identical thoughts showed
in the dampened enthusiasm in their eyes. "of course we'll
nave to talk to Father Thomas." Together they uttered the
same thought.

Many seemingly insurmountable school problems had been
faced by these two early middle-aged religious administrators.
They had known each other as confidants, students, fellow
teachers, and close friends for twenty years. Momentarily
they paused to assess the situation of knowing that Father
Thomas would never consider what they so enthusiastically
proposed. His Thomistic principles were clear, precise,
definite--and he defended then with articulate zeal. The
lines of battle were drawn before the war had begun.

"Tet's call Father Thomas before we go any further in
this disucssion."” Again it was a simultaneous reaction.

Father Thomas soon appeared. His steadfast devotion
to the teaching of the angelic doctor, St. Thomas Aquinas,
almost seemed to be etched in his face. Nationally recognized




as an authority in Thomistic philosophy, he was a formidable
jintellectual adversary for anyone.

' Greetings were exchanged. Father Brendan gave a
resume of his conversation with Hamilton Crow. As both
anticipated, Father Thomas was brief, clear, and adamant.

"I must oppose this for three reasons. First, consider
the subject matter. A university should be a center for
universal knowledge. To deny the existence of God is to
1imit the knowable to only the contingent and mundane. Ve
cannot allow an atheist to lecture here because he does
not understand man in his totality, and this lacuna in his
framework of thought will influence his opinion about all
of reality. You both recognize this as Cardinal Newman's
argument for the existence of a chair of theology at every
university, so I shall not elaborate.

"Secondly, I oppose because what you suggest is contrary
to the purposes of this college. Read the purposes again
and tell me what you mean by educating young men in a
tradition of Christian humanism., You both know that the
presence of Hamilton Crow is inimical to the primary purpose
of St. Michael's.

"Phirdly, consider an ad hominem argument. Our students
come from modest Christian homes and they are of average
ability. Either their parents or they themselves worked and
saved to finance a Christian education. The parents will
be justifiably upset since they hoped their sons would
receive a Christian education here. You may think that I
am being too paternalistic, but I know our students as well
as you do and I don't think they are capable of handling
the arguments of an intelligent atheist. They may lose
their faith while in a Christian college. Remember the
words of Christ about scandalizing the little ones.

"You see that I cannot accept Hamilton Crow as a
member of my department, even on a temporary basis."

"Je cannot refuse this opportunity. Ve cannot--and
still speak about academic freedom," was Father Brendan's
firm rejoinder. Both men turned to Father Paul. The
Academic Dean could be a staunch ally for either; tenacity
was one of his strongest personality traits.

Respect for Father Thomas’ philosophical position
and religious convictions, equal respect for Father Brendan's
views on freedom in academic matters assaulted Father Paul.
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This snall comunity of priests was accustomed to
philosophical and theological debates. Oftentimes one or
the other would take the role of devil's advocate to
enliven discussions--this was intellectual sport for its
wmembers. But this issue was real. This potential crisis
could split the community in half, and on both sides were
sincere men--men of highly developed intellects and well
disciplined minds.

The matter could be settled, however, if the Acadenic
Dean could find the right words and the proper compromise as
both men turned to look at hinm.




Junior College Leadership Program
University of California - Berkeley

Discussion Summary
July 11, 1967

Moderator: Dr. Clyde Blocker
Resource: Father Peter Green

THE CASE OF THE TACTFUL DEAN

The Reverend Peter Green, resource expert, presented pre-
liminary information relevant to the case study.

Key Issues

Role playing techniques were employed to define the following
key issues:

1. Academic freedom
2. (oals of the institution
3. School in loco parentis

Discussion

The proposed hiring of the internationally famcus atheistic
philosopher, Hamilton Crow, created intense debate.

The arguments in favor of Crow's employment were:

1. The search for truth should be universal.

2. The image and prestige of the institution would be
greatly enhanced.

%. A community service would be rendered.

L. The institution would be released from its provincial
shell,

5, The ecumenical spirit of the times would prevail,

The arguments opposing Crow's employment were:

1. Atheistic views would be contrary to the college's
purposes.

2. The subject matter would not be universal.

3. Immature students need protection from dangerous
thoughts.

4. It could result in the loss of financial pledges.




5. Community censorship could have far-reaching effects.
6. It would be setting a precedent.
7. Faculty morale would be impaired.

Recommendations

The group d4id not arrive at a final solution.
The following suggestions were offered:

1. Thorough preparation to avoid explosive reactions.

2. Lay ground rules; guided lecture-discussion format.

3. Establish administrative policy to cover similar
situations.

Jane A. Johnson
Recorder




Junior College Leadership Program
University of California - Berkeley

THE CASE OF THE UNINFORMED SALARY COMMIITEE

Itzagood Community College is a comprehensive community
college located in a metropolitan area in a western state. It
serves a large community college district covering several
counties. The counties have a great diversity of industry,
interests, and standards of living.

The college has a daytime enrollment of nearly 4,000 stu-
dents; belf of the student body consists of vocational-technical
students. Itzagood is located in the geographical and population
center of the community college district and serves various in-
dushriss such as mining, farming and lumbering. The college
or':iiuilly was an outgrowth of a trade school, where students
were eble to obtain trade skills necessary for immediate employ=-
ment in the surrounding area.

Through legislative action, community colleges are to serve
as comprehensive jnstitutions, thus interlacing a variety of
programs for both the academically oriented student and the tech-
nical-vocational student seeking eventual employment. Ttzagood
has worked very closely with surrounding four-year colleges and
has established good rapport with them because of a quality
academic program. Due to the success of the vocational program,
1abor and the various industries of the area have become vitally
interested in promoting the college, the faculty, and new programs
of instruction.

The local faculty committee works annuelly on a new salary
proposal to be presented to the faculty for their consideration,
with the ultimate hope that the schedule will be approved by the
college board of directors. The salary committee works well
together, with great cooperation, which reflects the good feel=
ing found generally within the entire staff. The salary committee
is composed mostly of faculty from the academic arees, with some
representation from the vocational areas. Those from the voca-
tional areas have had both academic and skill backgrounds. After
many hours of deliberation, & salary proposal is presented to the
entire faculty for their perusal.

The salary proposal presented this particular year was
based primarily on educational and degree factors. The ensuing
problem which occurred may well be one that is common to all com-
munity colleges with similar comprehensive programs.




Mr. English of the English department said, "I feel
thet salary should be based upon academic preparation, experience,
and degrees earned.”

Mr. Electric of the electronics department observed,
"I have served many years in industry as & specialist in my
field. I believe salaries should also be based upon experience,
knowledge in the field, and consideration of years of service to
the college." He had been with the trade school formerly.

The problem became more involved when one considered that
the electronics instructor was closely associated with the local
industry and has worked as & member of a local union. His |
salary was based upon the union scale as was typical for many
of the vocational instructors.

Mr. Weld of the welding department spoke up, "I have had
no actual collegiate academic training. I have spent my time
in actual industry preparing myself to be well qualified in my
field."

Mr. Socio of the sociology department agreed with Mr. English.
Mr. Socio insisted, "Faculty without collcgiate academic training
should be restricted as to their starting and ending point on the ,
salary schedule, unless academic preparation is completed." ,

Mr. Weld, who due to his skill was on a moderately high
salary schedule and felt that his placement on the schedule
should be based maeinly on experience, said, "I can always go
back into industry and meke more than I am making here."

Dr. Pres, president of Itzegood Community College, was
concerned. He was interested in having a quality staff in both
vocational and acedemic areas. He understood that to attract
competent and well-trained instructors from industry a wage-level
base equal to that found in jndustry must be available to them
as a faculty. Dr. Pres was facing the dilemma of satisfying
the needs and desires of both faculties to insure the continued
good feeling in the college, the community, industry, and sur-
rounding areas. Of course, unlimited funds were not availeble
for salaries. To further complicate the problem, while most of
the vocational faculty had little or no formel training, several
had acquired academic degrees, and several others were pursuing
scademic degrees.
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OUTCOME

THE CASE OF THE UNINFORMED SALARY COMMITTEE

After consulting with the faculty association, Dr. Pres
suggested that the salary committee be increased to include a
better representation of the vocational personnel; thus the
views of this segment could be brought before the committee
with better opportunity for interaction. In his quest for a
better institution, Dr. Pres has always jnsisted that all the
faculty should be treated fairly, have equal standing, and
receive saleries at a level enjoyed by industry and other col-
leges.

Through salary committee meetings the faculty soon be~-
came aware of each other's needs and desires. Greater apprecia-
tion for the skills, training, and academic preparation between
the two faculty segments was realized. Certainly equal con-
sideration would be given to all faculty on the basis or
longevity, education, experience, and salaries in effect for
like positions held with labor and industry.

It is too early, at this point, to exemine the final
salary proposal. Communicetion and respect among the staff
members has been greatly improved. A salary schzdule designed
to fulfill the needs of the entire faculty shovld be forthcoming.
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Discussion Summary
July 12, 1967

Moderator: Lloyd Messersmith
Resource: Jeiferson QOverholser

THE CASE OF THE UNINFORMED SALARY COMMITTIEE

The discussion enabled the group to see beyond the printed
word and to recognize and understand that at this college there
was: 1) a diversity of faculty background, 2) a demographic
spread within the community, and 3) differences in the attitudes
of the faculty (i.e., value systems).

issues Involved

Issues involved were: 1) status, 2) salary, and 3) par-
ticipation in a decision-making process.

Suggested Solutions

The group identified several courses of action which the
president might take. "Conduct a study of other colleges' salary
schedules." "Look for areas of agreement." "Look for possibil-
ities of compromise." "Assign a new committee."

Final Qutcone

What actually happened? This faculty association committee
finally worked out a satisfactory salary proposal and submitted
it to the faculty. The faculty turned it down. The association
assigned more people to work on this cormittee. Another agree-
ment was reached and again the proposal was defeated by the faculty.
The chairman informed the president of this impasse. The president
created his own new schedule and presented it to the board. The
board adopted it. Everybedy was satisfied, including the faculty.

Addenda

The existing salary schedule uad already provided for the
academic and the vocational-technical people. Howcver, subscquent




ercent overall increase, but did not

legislation mandated a TP
direct how it was to be spread.

Sam Gadol
Recorder
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SWINGER ON CAMPUS

The College of the Valley had nearly always adhered to
the policy of hiring its faculty from the ranks of exceptional
high school and junior high school teachers in the immediate
area. That is, until the arrival cf the new dean of instruction,
Mr. George Martin. Being an "ABD" man long on ideas and short
on experience, he made the faculty a trifle uneasy as he began
to proclaim that what the college necded was "new blood right
off the campus"--academic majors oriented toward teaching on
the junior college level.

Out of twelve new faculty meibers hired in the spring,
eight had no previous experience. The location of the college
in the Great Valley, with its foggy winters and sweltering
summers, was not exactly conducive to attracting bright-eyed
argonauts away from similar teaching offers near "cultural centers"
where "the action really is," and also where continued work
toward a higher degree could be pursued with diligence.

Miss Gloria Huff was one of the cight novice teachers hired.
She was an enigma from her first interview, but her papers
were good and the date was late for filling the vacancy in the
English Department.

To say that Miss Huff was a hit with the faculty and
students as she appeared on the first day of school would be
an understatement. After all how many women English teachers
owned a leather mini-skirt, wore smoked glasses in the class-
room, and sat, legs swinging, on the desk while lecturing?

Soon it was reported that Miss Huff was dating students
and asking overtly for the dates besides. She also reportedly
went to Las Vegas on a weekender with a male faculty member,
returning late Monday and subsequently missing three of her
classes. The fact that Miss Huff was a passable teacher of
English 50, a course designed for students needing remedial
work, was hardly enough to keep her from becoming the subject
of suspicious scrutiny by the division dean.

The division dean knew that the new dean of instruction
didn't want to be confronted with this problen since he was
deeply immersed in completing his dissertation. He knew also
that Dean Martin was an active candidate for the office of
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president which would be vacant in the spring. The division
dean also knew that Mr. Martin would not relish admitting
that he had been a poor judge of character in his selection
of Miss Huff, for he was already being carped at by faculty 1
and administration alike for the "new bloocd" he had "infused" :
by hiring inexperienced teachers the preceding September.

Miss Huff was duly informed by the division dean that
she probably would nct be offered a contract the fcllowing
vaar. Finally, Dean Martin, the department chairman, and the
division dean all agreed that she should not be rehired.
She was told that her file would have nothing placed in it
regarding her "extra-curricular" activities., However, the
fact that letters attesting to her lack of ability as a teacher
and statements concerning her nocturnal habits had in reality
already been written was conveyed to her, Miss Huff agreed i
that she would be happier teaching elsevhere. i

At this point, two malcontents from the English Depart-
ment, both male, married, and tenured, entered the picture.
That both belonged to the local branch of the teacher's union
did not help their image as rescuers of a damsel in distress.
Having nothing to lose on their part, the two male members of
the now "unholy three" decided that Miss Huff should not tender
her resignation but that she should force the hand of the

administration.

The dean of instruction thus found himself confronted
by the union and synpathetic faculty members. The president
of the college was upset at the thought of controversy during
his last year on campus and wished that the situation had been

handled differently.
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OUTCOME

SWINGER ON CAMPUS

By April the furor had grown soO intense, as admin-
istration, faculty, and community became more involved and
side issues began to obscure the original problem, that the
president took a leave of absence for the remainder of the
school year. An interim president was appointed. The dean of
instruction did not get the presidency he coveted. The union
got instant status. The teacher in point stood pat. The
faculty was split into what came to be called camps of 'reac-
tionaries" and "radicals," with a few members taking refuge
behind the status quo ante bellum.

At this writing contracts have not been written for the
coming year and the case of the controversial teacher has yet
to be resolved.




Junior College Leadership Program
University of California - Berkeley

Discussion Summary
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Mcderator: Dale Tillery
Resource: Ted Locker

SWINGER ON CAMPUS

Issues Suggested;pzﬁGroup

Hiring and dismissal procedures
Need for faculty handbook
Professional standards

Faculty orientation, in-service training, evaluation
Lack of communications
Administrative responsibility
Faculty role in decision-making
Integrity of administration

Loyalty in ranks

10. Private and public lives of faculty
11. Faculty-student relationships

‘ 12. Legal implications

13. Administrative competency

O ©~3 O -

Discussion Summary

This problem should have been settled before reaching
these proportions. Attempts to counsel the instructor were
made, but no mention was made of her dress.

Concensus was that the fuss was a result of poor admin-
istrative action, for it would have been possible to terminate
a first-year teacher without even having to give cause.

California legal requirements for dismissal of an

‘ instructor: 1) First year: not necessary to even show cause
unless teacher decides to fight dismissal; 2) After first
year: must show cause, must show due procedure followed

( i.e., efforts to aid teacher, evaluation of teacher, eval-
wation made known to teacher); 3) Give proper notice.

Incompetency was not proved. Superiors were divided
on their thinking about the instructor.




Policy of using manipulation to bring about resignation
dangerous administrative technique. Courts never support
administration if evidence of manipulation exists.

Courts also becoming more liberal regarding individual's
rights in matters of dress and morals.

Expediency is the worst kind of administration--too apt
to prove trap for administrator.

Related Problems

1. Ethics of evaluation

2, Philosophy in staffing a junior college
3. Training of junior college teachers

. Factors to consider when hiring faculty

Rosejean Hinsdale
Recorder
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THE CASE OF THE DEPOSED DRAMA TEACHER

Tt was at least the upmteenth time that Miss Carter had
visited Dean Henry's office since the college had opened five
years earlier. In fact, it seemed %o the Dean she was a fix-
ture. At times she had come crying ebout the "difficulties”
of putting together her drama productions; at other times she
had been there because Dean Henry felt it necessary to slow
her down and keep her from stepping on toes in her play-pro-
ducing efforts. But this fine May day it was different. She
was hurt, and she was bewildered.

"Wwhy was I assigned to a full load of speech classes for
the £al12?" she demanded. "I have always had the assignment of
at least one play each semester. At least, I should have been
consulted if there was to be a change. I don't understand...
it's not fair!"

While Dean Henry patiently gave her reasons--the require-
ment of more speech sections due to the growth of the college,
the need to offer direction of a drama production in order to
land the incoming speech-drama instructor, and the chance for
her to "relax for & time"--he could see that she was not to be
placated easily. Nevertheless, and with & note of finality, he
added that no teacher should expect to corner the market on
choice assignments when there were others who were capable and
anxious to be included.

After she left, Dean Henry sat back and reflected on some

of the very important reasons which, in order to spare her already

very hurt feelings, he hadn't given to her. It seemed to him
that whenever Miss Carter had a production in the mill, he had
nothing but problems. She made many demands on other teachers.
Rooms used by others were completely taken over by her sets and
props. Faculty members were unfairly persuaded to assist her in
many weys. Unusual requests for the release of students for
rehearsals had been common. Mr. Grath, her department chairman,
complained of the slipshod way in which the rest of her duties
were handled. Required reports had come in as much &s a month
late-~and then only after much prodding. Meny times she had
been late to her classes, and on two occasions she had failed to
arrive at all. It was no surprise to the Dean that Mr. Grath
had recommended the fall reassignment.




To top it all off, Miss Carter had steadfastly refused to
bring the drama productions within the structure of student activi-
ties. She insisted on meking them financially self-supporting
rather than force a few of her students to buy activities cards
in order to receive the backing of the Associated Students.

This hed caused much resentment among student leaders and the
director of student activitles, as well as those in other activi-
ties who felt she was being afforded the special privilege of
heving an independent program.

"Tt's too bad I've been unable to reason with her,"
Dean Henry thought. "She's so envtional...so scatterbrained...
so competent at times...but on cloud nine." Then quietly he
admitted to himself the one thing that bothered him. Her plays
and productions were excellent!

A few days later President Reid called Dean Henry to his
office. "You and Grathk had better prepare a report for next
Wednesday's Governing Board meeting. Mr. George has demanded a

place on the agenda to fight the Carter issue!"

Tt became clear at once that Miss Carter had aligned with
a small but vociferous teachers' organization of which Fred George
was president. She had always been their "darling." The Dean
and the President agreed that they would try to avoid dragging
Miss Carter through the mud publicly if at all possible. After
all, she had many endearing qualities, and no one could dispute
the effectiveness of her work with drama productions. However,
they agreed also that they would go all the way in backing the
reassignment decision if George and his group pushed them into
jt. They could only hope that the more impersonal reasons would
suffice.

It was disconcerting, though not surprising, to the Dean
and the FPresident that the Board meeting was "packed" with about
twenty organization members as well as a dozen or so of
Miss Carter's faithful drame students. Vhen the time came,

Mr. George spoke with elocquence and fervor. His atback was
twofold: a defense of the outstanding achievements of Miss Carter
(along with an expression of bewilderment as to how such a deci-
sion could be even considered), and a general attack on the
administration for meking such an abrupt reassignment without
conferring with the teacher involved. Others, including many
obviously devoted students, were recognized and spoke on her
behalf. The Board members' sympathies were not hard to arouse

as most of them had been to several of her fine productions.
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On the other hand, the Board had a long record of con-
fidence in the administration. When President Reid was asked
for the administration's position, he deferred to Dean Henry
who then read from a prepared statement. Essentially, the
statement reiterated the reasons originally given to Miss Carter--
but it was expanded to include factual information about increas-
ing student enrollments and the problems of hiring qualified
instructors in speech and drama. In addition, there was a vague
reference to other "compelling" reasons.

To this latter innuendo, Fred George reacted strongly.
But just as he was about to force these into public view,
Dr. Reid skillfully manuevered the Board into considering what
could or could not be done sbout the issue at that time. The
schedule had been published and returning students already were
being programmed for the fall semester.

The Board took the bait. It was late spring and the
budget would be a pressing matter for several weeks. In any
case, it appeared that there could be no immediate relief for
Miss Certer. The Board's reaction seemed to reflect the feeling
that the whole thing must have been an unfortunate misunderstanding.
Therefore, they asked that the teachers' organization meet with
the administration before fall to see if it was possible to work
out a fair and equitable solution for the future. They requested
a report on the results of the negotiations at the first meeting
in September.

With expressions both of encouragement to Miss Cartier and
of faith in the fairness of the administration, the Board members
turned to the next item on the agenda.
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OUTCOME
THE CASE OF THE DEPOSED DRAMA TEACHER

Following the Board meeting Dr. Reid and Dean Henry
decided that George and his group had been convincing enough
to meke advisable some amelioration of Miss Carter's situa-
tion. A further showdown would lose more in faculty rela-
tions and in Board confidence than it would be worth.

The summer negotiations resulted in a plan for the two
drama instructors to alternate assignments for play produc-
tions. Miss Carter finally had accepted the concept that
others were entitled to share in the choice roles. This in
jtself was enough to permit the teachers' organization to back
off. It was agreed also that when, and if, a third instructor
was employed, he or she would join in the rotation of these
assignments. The "oompelling” reasons were never brought to

the surface.

Dr. Reid, Dean Henry, and Mr. Grath accepted the fact
that they had a very excellent drama teacher who was sometimes
! a very real problem. They decided thet they could only con-

tinue trying to work with Miss Carter in her areas of weakness,
but none of them were very optimistic. At least, they would
have relief from her problems for part of the time.

A report was made at the first Board meeting in September.
All of the concerned parties were in attendance. The Board was
satisfied with the report and the issue was closed.
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Discussion Summary
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Moderator: Dr. Clyde Blocker
Resource: Dr., Edward Hart

THE CASE OF THE DEPOSED DRAMA TEACHER

This case represcnted a typical instance of a weakness in
ad.ainistration such as obtains on many a caipus. Administration
of "Evening Programs" is an area in which a dean has to be
very careful. An overdevoted teacher, although disorganized,
can win the sympathy and appreciation of faculty and students
alike and can corner the administration.

Issues Involved

Hiring of faculty members of a certain speciality
. Assignment of classes and explanation of nature of
assignment

Cooperative venture

Administrative action of changing schedule of work
without any previcus information - a real threat
to a faculty member

5. Challenges by the President of the Teachers'
organizations.

=
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Suggested Solutions

Discussion and role playing identified several weaknesses
5n the administrative policy of the division chairman and
suggested several courses of action. A case of this kind
could be avoided if the division chairman is careful of the
following details:

1. Plan well ahead the needs of the division especially

[ when enrollment expectancy demands additional faculty

: members and rearrangement of work schedule of faculty

i of faculty members already in the division

ot 2., Cooperative planning by the division chairman, depart-

‘ mental head and the dean

3. Recording carefully strengths and weaknesses of
faculty members from time to time, if and when occasion

* arises, with dates. This will build up a confidential
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file for a faculty member for helping a faculty
member to grow in his or her profession and for further
action when necessary.

L. Psychological preparation and conditioning of
faculty members for change of assisgnments when
required. Time factor will minimize emotional
shocks.

5. Changes to be effected in a non-threatening way
and on a personal basis, by persuasion preferably.

6. Not to let overenthusiastic and overdevoted teachers
corner the administration.

7. Not to put schedules in print unless all the pros
and cons are well threshed out with concerned faculty.

Final Outcome

The President very cleverly avoided any further faculty
challenge and Board non-confidence in administrative procedure
by accepting some amelioration of Miss Carter's situation k
as suggested by Mr. George, the faculty organization chairman. :
The two drama instructors were to alternate assignment for
play productions. Miss Carter finally accepted the concept
that other faculty members were entitled to share in the
choice roles. Also, a rotation of assignment in tne event
_ of inerease of faculty members in the field under discussion,
3 was accepted as a guideline for future dicisions. The issue
was closed after the report to the board in September.,

? Addenda

"Cooperation Action" by the administraticn and "action
’ without information" affecting faculty members, were topics
to be considered as important items for effective, smooth
adminiztrative procedures.,

Mary Pothen
Recorder
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ONE POTATO, TWO POTATO: OR, HOW
A FACULTY SELECTION COMMITTEE IS IGNORED
WHEN THE ADMINISTRATIVE CHOICE IS NOT CHOSEN

Division chairmen at Cow College are administrators.
They receive 12-month contracts, adnministrative salary
increments, and released time. Division chairmen also retain
their faculty identity and are the closest administrative link
to the faculty. In most cases a division chairman has ascended
to his chairmanship from a teaching discipline within the
division he administers. Most chairmen still teach at least
one class.

Dr. Drowning, Vice-President at Cow College, appointed
two faculty committees--one to select a division chairman
for the Technology Division, and the other to select a division
chairman for the Fine Arts Division. Each committee included
two division chairmen from other divisions and three faculty
members from within the division seeking a chairman.

"your committee can," Drowning instructed committee
members huddled in his office, "(1) recommend no one (2)
recommend onc candidate (3) recommend more than one candidate."

"If you recommend more than one candidate," Drowning
continued, "you may designate an order of preference or
submit your approved candidates as equally acceptable.”

Silent pause. "Without mentioning any names," Drowning
softly concluded, "there is one candidate for cach division
that I hope won't be recommended.”

Six candidates applied for the Technology Division
chairmanship; three applied in Fine Arts.

However, in cach case +he committees recommended one
candidate. In each case, the choice was not acceptable to
Drowning. And in each case, Drowning employed a different
technique to rebuff the committee's selection and effect his
own choice.

when the Technology Selection Committee returned a




unanimous recommendation for Arnie Rotorhead, the auto mechanics
department head, Drowning replied sourly, "I think the committee
should take another look at the candidates." He ordered a
reopening of applications.

"Pom, you've been here awhile and know the Technology
Division. Why don't you apply for the chairmanship?" Drowning
suavely suggested to Tom Square, drafting instructor and
member of the selection committee. "I think you stand a good
chance of getting it." Square resigned from the selection
committee and became a candidate for the Technology chairmanship.

The number of candidates swelled to eight including
the original applicants. The selection committee interviewed
the new candidates and reviewed the original applicants again.

"Rotor is the most qualified candidate by far. Yect,
we know Drowning doesn't want him. What are we going to do?"
shrugged Ed Sparks, electronics instructor.

For the second time the committee wnanimously recommended
Rotorhead. For the second time Drowning frustrated the
committee's efforts. Drowning ignored the conmittee and
selected Ace Sail, who was not a candidate during the first
screening process.

"Howard, I want you to ignore Rod Refsed's application,
Drowning winked at Howard Spineless, the chairman of the Fine
Arts Selection Cormittee and the chairman of another division.

Spineless presented the two remaining applications to
the committee. One applicant was Ben Advise, a counselor.
The other candidate was Lowell Scale, head of the music
department.

"Iowell has had administrative experience, is tenured,
is energetic, enterprising, finagles a bit but really gets
things done," summarized one of the committee members.

"pdvise, although a pleasant chap, is new to the college
from a high school, was a terrible speech teacher who moved
out of teaching, and doesn't know anything about our division,
I am surprised he would even apply," observed the theatre
arts teacher.

"jell, I personally cannot stomach Scale but I mist
admit, on paper he is gualified and our only choice," shrugged
another.
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Lowell Scale was recommended as, "being the only truly
qualified one of the two candidates.”

Drowning, whose concept of culture was Petticoat Junction,
looked upon Scale with suspicion. Too aggressive, uniredictable,

and flighty.

Drowning appointed the other candidate, Ben Advise.

Vi
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QUTCOME

ONE POTATO, TWO POTATO

Rofsed requested that the Faculty Association Pro-
fessional Relations and Ethics Committee work with the
administration to develop specific personnel policies and
procedures.

The appointments and the faculty committee request were
made in May. The committee invited Dr. Drowning to :ieet with
them. Because of the summer break, the study was delayed
until September. Dr. Drowning put of f meeting with the
committee until the following March.

"Dr. Drowning, were there any reasons given to the faculty
selection committees as to why their recommendations were
ignored?" Art Brush, art instructor, gently asked.

Drowning stiffened, "Now I didn't come over to talk
about what has happened. This is water under the bridge,"
he bristled. However, he did agree to work with the committee
and the Faculty Scnate on personnel procedures.

But before the faculty and administration could meet
again, the agenda for the regular meeting of the Board of
Trustees contained an item, "Adoption of personnel policies
and procedures." The afternocn of the evening Board meeting
Drowning showed the personnel policy and procedure document
to the president of the Faculty Association and the chairman
of the Faculty Association Professional Relations and Ethics
Committee. Both groups were considered relatively meek

faculty representatives.

Meanwhile, the more vocal and concerned faculty, catch-
ing the agenda item, contacted the chairman of the Professional
Relations and Ethics Committee, the Faculty Senate chairman,
and the Faculty Association president.

At the Board meeting, just prior to consideration of
the policy item, the Board went into executive session,
supposedly to discuss a personnel matter. The item was changed




from "Adopticn of personnel policies and procedures' to
"pirst notice of policy adoption.”

The issue is dormant at present but is a potential
tinder box when new division chairmen are required.
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ONE POTATO, TWO POTATO: OR, HOW A FACULTY
SELECTION COMMITTEE IS IGNORED WHEN THE
ADMINISTRATIVE CHOICE IS NOT CHOSEN

Key Issues
The key issues in the study are:
. Hierarchy v.s. collegial,
The faculty role in selection.

Lacl of communication between staff and administration.
. The overall problems of ethics.
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Conclusions

In the class discussion it was concluded that the vice
president was a shallow individual and that as a result of his
actions the morale of the staff was at a low ebb. The tone
of the administration would be prevalent in the actual teaching
and interaction within the college. The dean of instruction
wasn't included in the selection of personnel and there
apparently was very 1ittle articulation within the institution.
The college was a bureaucratic organization attempting to
be democratic in a related way.

Recommendation

The only resolution would be for the faculty to become
adamant and insist that a policy of personnel policies and
procedures, developed mutually by staff and administration,
be adopted by the board of trustees.




The issue at present is dormant with the administration
placing itself in a precarious position if a new division
chairman is required.

David E. DuVall
Recorder
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THE CASE OF THE NO-TELL MOTEL: OR,
BEDLAM . . . WHO PAYS?

Hidden Valley Junior College had its inception in 1963. The
two-year college is located in a conservative suburban community.

One of Hidden Valley's 2,500 students is an ambitious, success-
ful young businessman. Twenty-one-year-old John Doe, a sophomore
business student, owns a chain of laundromats in the surrounding area.
He recently added a motel in a nearby ski resort to this real estate
holdings. He named the lodging facility the 'No-Tell Motel."

The editor of the Hi-Valley Campus Newspaper, hearing of
John's latest business enterprise, approached him with a sales pitch.
At first he was reluctant to purchase an ad, but was finally per-
suaded by the aggressive, feminine charms of the saleslady. One
condition of the advertising agreement was that John Doe would have
final approval of copy and layout.

The press deadline for the weekly was Thursday at 6 p.m. As
instructed, John appeared in the newspaper office Thursday morning
to check his ad. The layout hadn't been prepared. The editor con=-
vinced him to allow the staff to assume responsibility for the ad.
Against his better judgment, he agreed to let them run the ad sight
unseen.

Friday morning arrived and the "Hi-Valley News" was distributed
to all its outlets. The full-page advertisement was boldly (isplayed
on the back with a glaring headline, '"No-Tell Motel," set in extra
black 48-point Spartan. The layout included a series of pictures
featuring Hidden Valley Junior College students in compromising situ-
ations. One photo showed a couple carrying suitcases into a bedroom.
Another had the couple making love in front of a fireplace. The
photos were appropriately captioned to emphasize the risque situa-
tions. In the corner of the ad the name of John Doe was listed as
owner-manager.

The editorial staff, without the faculty advisor's knowledge,
had prepared and placed the ad in the Friday issue. The students
had no intention of hurting John Doe, but initially felt the spread
would stimulate interest in his project and provide a little fun.
The harmless joke backfired.

The president, arriving on campus early Friday morning,
picked up the "hot edition" and proceeded to his office. Upon read-
ing the advertisement, he pushed the panic button. He called the




dean of students and ordered John Doe expelled from college. The

journalism advisor was ordered to report immediately to his off.ce
and was informed that until further notice the editorial staff was
no longer in the newspaper business. He also advised the dean to

confiscate all newspapers immediately and indicated that under no

circumstances was news of the event to leak out.

As is often the case, the public relations officer was not
alerted to the brewing problem. A newspaper reporter phoned the
public relations department inquiring about the rumor. Getting no
satisfaction, he proceeded to dig out his own story. Within the
hour the president received a telephone call from the same reporter.
The president refused to cooperate, telling the reporter the situa-
tion was none of his business. The ed.tor of the local community
paper then lowered a whole gamut of threats--at a very delicate
hour in the history of Hidden Valley.

Conflicting stories broke in all press media and because of
the mystery surrounding the circumstances, most of the publicity
was speculative in nature.

The community's law enforcement personnel were ordered to
keep around-the-clock surveillance of the No-Tell Motel and arrest
any minors entering its premises. The police entered the room of
a registered young couple who, as it turned out, really were newly-
weds.

As a result of these unfortunate events, stemming from an
administrative decision, law suits were initiated against the
president, the local police department, and student John Doe, the
motel owner.

John Doe's requests for a hearing were denied until pressures
by students and faculty forced the president to reconsider. A closed
hearing was scheduled with the parties involved and John was exon-
erated. The charges against him were dismissed and he was reinstated;
but irrevocable damage had been done to his reputation and integrity.

The plaintiffs in both suits settled their claims out of
court.
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It's too soon to note any policy change in the administrative
handling of emergency situations, but some positive steps have been
taken by the public relations officer and the rewspaper faculty

advisor.

After the "No-Tell Motel" fiasco, it took weeks of concerted
effort--luncheon meetings and other maneuverings--to reestablish
contact and build up good faith with the local press. The public
relations officer now cooperates fully with the press.

One of the biggest problems was the lack of communication
and coordination between the information office and administration.
The public relations officer arranged for monthly meetings with
department chairmen and administrative staff. This advisory group
assisted in approving information projects, helping measure audience
attitudes and opinions regarding the college, and exchanging public
relations ideas.

A faculty radio-newsletter activity resulted from these
monthly discussions which helped improve both internal and external
communication.

The president began consulting the public relations officer
before making major policy decisions. The dean of students and
newspaper advisor developed an official criterion for selecting
student editors. Advertising guidelines were formulated to help
future staffs in producing ads for the campus newspaper.

Students and faculty alike became conscious of the impact
college publications have on the community. Because these publica-
tions help determine the image of the college, a growing respon-
sibility was assumed by all persons involved.
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THE CASE OF THE NO-TELL MOTEL: OR, BEDLAM--VHO PAYS?

Key Issues

The key issues in the study are:

Student freedom

Communication and coordination between the information
office and administration

Faculty advisor responsibility

College newpaper procedures

Administration procedures for news release to outside
news media

College responsibilities for action of students off
the campus and for taking part in activities not
condoned by the college.

Recommendations

The

1.

2.

following recommendations were presented:

A formalized course should be initiated in connection
with the college publication.

Fstablish an advisory board for the student publication
made up of comn nity leaders connected with the

various news e .a.

Establish a policy to cover collegiate newspapers.

Establish a policy for news releases.

President of the college should avoid taking unilateral
action.

Administrators should not overreact to various collegiate
issues.




Discussion and Conclusions

The moderator and the participants felt that the president
nad overreacted to the problem. He had tried to turn the
clock back by ordering John Doe to be expelled, by putting
the editorial staff of the college newspaper out of business,
and by attempting to confiscate all of the newspapers.

The participants also felt that the very worst thing the
president could have done was to refuse to talk to the local
newspapers about the college situation.

Legal implications were discussed and it was felt that
the college administration could not be held responsible for
the action of their students when they were not taking part
in college sponsored functions off the campus.

Dick Jacovbson
Recorder
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THE CASE OF THE "ODD" HCC COMMITTEE

During the college year 1965-66, the Bank of America
created a new annual award to be known as the Junior College
Man and Woman of the Year. At San Luis College, the Assistant
Dean of Student Activities, Mr. Rhein, secured the cooperation
of six members of the faculty to serve as an ad hoc committee
to select the finalists for the current year. In order to
lighten their task as much as possible, he had his part-time
assistant, Mrs. Gibbons, preparec the necessary sheets of
information about the contest and the candidates. ©She
consulted a few times with Mr. Sybil, a counselor, who had
agreed to chair the committee as he had done the previous
year. Interviews were scheduled on a Friday afternoon
beginning at 2:30.

Unfortunately, the members of the committee did not
arrive on time. When they did come in, their comments and
questions showed their uncertainties and confusion in general:

"what time are we supposed to begin?"

"1s everyone here yet?"

"How are we going to do this now?"

"Did you serve on this conmittee last year?"
"How many candidates are there?"

Mr. Sybil cleared his throat. "If you will please be
seated...!" When the individual conversations subsided, he
continued. "As you all know, we six on this committee are
to interview each of the candidates for the Junior College
Man and Woman of the Year, and to make the final selections.
The winners will go to regional competition in Los Angeles

next month.

"You all know each other. Mrs. Batch is from the English
Department. Dr. Eldridge is the chairman of the Languages
Division; Mr. East is from P. E.; Mr. Topeka will be along
soon--he's Fine Arts. Mr. Rhein, the Assistant Dean of Student
Activities, and his part-time assistant, Mrs. Gibbons, are
here as observers.
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While handing out the information sheets, Mrs. Gibbons
said with dismay, "Doggone it! I didn't prepare enough.
Some of you will have to share.”

The chairman glanced quickly at Mr. Rhein and then
nurried on: "There are thirteen candidates--eight women
and five men. They have been scheduled fifteen minutes
apart. Each of the five items to be scored have a scale
of ten. The items are as follows: scholarship, co-curricular
activities, community participation, statcment of purpose,
and the interview itself."

 Dr. Casey played his usual role of "dissenter". "Just
a minute. Why can't we score this thing any way we want?
Did the Bank of America lay down these rules? I'm going to
score this my way. What do they know about school business?
They're bankers, not school people." He sat back with a
smug smile to watch the resulting chaos,

The chairman waited patiently for everyone to finish
trying to explain why the present procedures were being used.
Knowing Dr. Casey of old, he handed him the Bank of America
sheet which explained the four items other than the interview.

Mrs. Gibbons again was unhappy. "Gee! Maybe I
should have had copies of that to hand out, too." Dr. Casey

agreed.,

Mr. Sybil offered to let Dr. Casey keep his copy. He
added: "We have to get under wey. These kids. have been
waiting since 2:30 and they're beginning to stack up on
us. We'll have to play it as it goes. Let's start, shall
we?"

The first candidate was brought in and introduced.

With each successive interview the committee functioned
better and better. The chairman would lead off and the
others would join in with additional questions. It becane a
good learning experience and a gocd interview situation.

During *the course of the second interview Mr. Topeka
arrived with a smile of apology. Shortly after the midpoint
was passed Mr. East left to meet with his golf team, He
suggested that Mrs. Gibbons be pressed into service in his
place because "she's really P. E. as well as helping Jim
Rhein part time with his student activities."

A fow minutes later Dr. Casey had to leave. "I thought
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we'd be through earlier so I scheduled an interview with a
student. I'll sce you guys later--and lots of luck. I
want to say that I didn't think we'd ever get this show off
the ground--but it looks okay now."

When the last student left at 5:40 p.m., Mr. Rhein
snvited the committee to meet in his office on Monday afternoon
to learn the results. Mrs. Gibbons would do the scoring
over the weekend and turn in the results to him.

As a member of the committee walked to their cars,
snatches of the zonversations drifted back to him:

"Make sure you don't tell anybedy the results before you see
us on Monday."

"Next year, by Gecd, we're all going to have copies of
those information sheets or ...:"

"Do you realize that on those last three or four kids
we averaged only about five minutes each? Now, that isn't

fair!"

On the way out to his car Mr. Rhein shook his head.

"I don't know what's going to happen on Monday," he
thought. "Right now all I know is 'Thank God, it's Friday!'"
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This award had started when the Assistant Dean was new
and in his first year at this position. He had been reluctant
to have the college participate because it would mean an
extra burden placed upon him. When Mr. Sybil, the chairman
of the Loans and Scholarships Committee, had insisted that
for various reasons the college had no choice other than
to accept the award, "Dean" Rhein had appointed him chairman
of the ad hoc cormmittee and had then withdrawn as much as
¥ possible from the work involved.

Since no untoward incident had developed in the first
year, he had followed the same tactics in the current year,
3 again appointing Mr., Sybil as chairman. Mr. Sybil, however,
: was not able to do as much as he had done the previous year.
To compensate, the Assistant Desan assigned the various
necessary tasks to his part-time assistant who did the best
she could within the scope of her limited experience and
time.

When the results of the scoring were made known, the
cormittee members were unhappy about their poor handling
of the interviews, the lack of general information, and the
seeming lack of coordination and cooperation. Recognizing
that he would have to be more actively involved, the
Assistant Dean worked with the committee to prevent a
recurrence of this year's mix-up by helping them to formulate
guide lines for the future. These would include the
addition of one more member to the committee, at least one
meeting preliminary to the final screening, earlier and
complete availability of all necessary information for the
members, and equal time for all candidates.
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THE CASE OF THE "ODD" HOC COMMITIEE

In addition to points covered in the "outcome" of the Case
of the "0dd" Hoc Committee, it was the consensus of the group that
placing a résume of each award participent in the hands of the
judges at ieast a week in advance of the scheduled selection meet-
ing would have solved meny problems that later arose.

Dr. Gott departed from the standard approach to treatment
of the case study and chaired an informal but interesting discus-
sion on the whole matter of awards and scholarships. He posed a
prcbiem via the Socratic method. Would he, as a donor to the col-
iege of ten dollsrs for a Dick Gott Memorial Award, be entitled
to the same amount of notoriety and publicity as the Bank of
Americe and its A. P. Giannini award?

It was duly noted that the D. G. M. A. would not be given
the same treatment as the B. of A. A. P. G. A. and therein lies
the tale: Some form of policy governing such gifts must be
established in advance.

Ted Locker
Recorder
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RUFFLED FEATHERS

A proposal to move the welding technician curriculum
from the Vocational Division to the Physical Sciences Divi-
sion was presented to the Instructional Council of X College
and was passed in 1966. However, it was not accepted by
Dr. Seuss, the president at that time; therefore the transfer
was not made.

In 1967 this issue again became active. Mr. Goodman,
chairman of the Physical Sciences Division, opened the new
discussion by reviewing the curriculum change that had been
passed by the Council the previous year and then introduced
a member of his division, Mrs. Brown, as the first speaker.
She distributed copies of an outline, "The Search for Defini-
tion and Understanding in the Broad Area cf Technology," and
resd portions of the material on the reference sheet attached
to the outline. This material was taken from the November,
1966, issue of the Journal of <ns1:XMLFault xmlns:ns1="http://cxf.apache.org/bindings/xformat"><ns1:faultstring xmlns:ns1="http://cxf.apache.org/bindings/xformat">java.lang.OutOfMemoryError: Java heap space</ns1:faultstring></ns1:XMLFault>