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PREFACE

This is the report of the second year of operation of the Cooperative
Internship Program for Community College Instructors (CIP). It is
organized to conform with the '"Director's Evaluation Report and

Participant Evaluation Forms." In keeping with Paul H. Carnell's

enjoinder that "these documents are not intended to provide in-depth
evaluation of each training program," this report does not attempt

scientific evaluation. The prevailing tone is descriptive and analytical.

Attention is devoted to the more salient aspects of the Cooperative

Internship Program. It is hoped that the hard earned experiences of the

through this report, be of value to those who may

be of a mind to launch an innovativec approach to instructor preparation.

CIP's two years may,

This report is concerned with the second year of CIP operation,

Redundancies with the report of the first year 1969-70 have been minimized,
though comparisons have from time to time been useful.
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I. BASIC INFORMATION

A, Name and address of the institution:

University of California, Berkeley
Berkeley, California 94720

B.  Name of institute or special project:
Cooperative Internship Program for Community College Instructors

Program number 69-0725; Grant number 9 NIH #45-1470

C. Director's name, address and telephone number:
Chester H. Case, Jr.
5633 Tolman Hall

University of California
Berkeley, California 94720

(415) 642-0740

D.  Beginning and ending dates of the training program:
August 17, 1970 to Junc 30, 1971;

agust 17-28, 1970 Pre-service Institute

- September - June 30, 1971 In-service Internship
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II. OBJECTIVES

The objectives of the CIP have been multiple, falling into three
categories. The first category of objcctives are those that pertain
to the program as a whole. The second category of objectives relates
more specifically to the intern participanss in the program, and bear
more closely on competencies, attitudes and knowledge objectives.

The third catcgory of objectives relates to the community colleges.
and staffs with which the CIP works in the preparation of the intern.

Listed in outline form, the basic objectives of the CIP are as follows,

PROGRAM OBJECTIVES

A. To meet the educational nceds of a broad spectrum of
community college students, especially the educationally

disadvantaged,

B. To alleviate the undersupply of well prepared community
college instructors who understand and are committed to the
goals and purposes of the community college,

C. To actively recruit and prepare teachers from minority groups,

D. To foster the development and dissemination of instructional

and curricular innovation for the improvement of instruction,

E. To stimulate the further development of leadership potential

of both interns and experienced faculty who participate in

their preparation,




PROGRAM OLJECTIVES, cont.

To test new approaches to instructor preparation and to

improve instruction through pre-service and in-service activities,

OBJECTIVES FOR THE INTERNS AS IND!VIDUALS:

Acquiring a sensitivity to the special characteristics

of the broad spectrum of commJnity college students,

Developing an ability to plan instructional objectives,
curricular materials and teaching strategies suitable

for stimulating maximum learning by students,

Acquiring the attitudes and skills necessary for the
recognition of special learning problems of diverse
students and the evaluation of learning opportunities
afforded them,

Gaining an understanding of the special attributes of the

community college, its goals, purposes and problems,

Developing effectiveness in working cooperatively with

colleagues,

OBJECTIVES FOR COOPERATING COLLEGES AND THEIR STAFF AND FACULTY

A. Develop an awarenecss and understanding of the needs and
problems of new instructors, particularly instructors who

are minority group members,




OBJECTIVES FOR COOPERATING COLLEGES AND THEIR STAFF AND FACULTY, cont,

B.  Develop skill in the analysis and evaluation of instruction,
particularly in areas serving the educationally disadvantaged,

C.  Enhance an understanding of the "new'" student and the
consequences for instruction and organizational change,

D. Analyze techniques and principles of curricular design and .
evaluation,

E.

Develop an understanding of an operational competence in the

role of experienced faculty colleague collaborator as it
relates to the intern role.

These objectives represent, in most cases, an extznsion of the basic

objectives set for the first year's operation of the CIP. Changes in

objectives and program modification will be discussed as appropriate
throughout this report,

The paramount objective of the recruitment, preparation and placement of

instructors who are ﬁinority group members was met with a gratifying
degree of success, as it was in 1969-70 (see appendix A for a list of
the interns and their placement). Of the 21 interns placed, 17 were
members of minority groups. Blacks, Chicanos and Asian-Americans were
represented, Almost all of the interns have given outstanding service
at their colleges, and a large proportion were in substantial contact
with students who might be called ""educationally disadvantaged." Many
of the interns approached their teaching with an experimental outlook

and undertook innovations in method, content and structure of instruction.
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Several of the experienced faculty members assigned as colleague-
collapborators to the interns themselves picked up on the interns

innovative approaches for themselves.

This generalization is accurate: the C1P succeeded in attaining the
greater proportion of its objectives. It must also be added that there
were objectives which proved to be attainable only in part or not at all.
One of the benefits of the CIP experience is certainly that of identifying
which objectives are most readily attainable, given certain facts such

as level of financial support, organizational bases, degrces of
commitment, and other factors, such as the employment market, the
contemporary scene as it .ffects the "mood" and politics withing the

college and in the larger arena.

Proving most difficult to achieve were those objectives which related

to internal change in the employing colleges, and the development of
competencies in the faculty assigned to work with interns, There

Were successes enough among the sixteen colleges and twenty-one
Expericenced Faculty members (EFs) to lend credibility to the worthwhileness
of their objectives and prospects of attainment, but the insight gained
by the CIP is that a much more major effort than we could mount would
be necessary for full attainment. To keep the proper perspective, it
should be pointed out that what the C1P exndcavored to do was to make
some inroads into what is being increasingly recognized as the vast,
complex and stubbornly unweildly problem of faculty development, a topic
which is now attracting sérious and sustained iﬁterest throughout the
community college movement.
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EDUCATIONAL NEED TO WHICH 'THE CIp WAS ADDRESSED

Ultimately the educational need to which the CIP is addressed is
that of the studer’ in the Classroom, The efforts r¢ +t - :p a1]
funnecl toward the needs of the Student. Of specia Test is

‘the "new" student, the student to whom the college experience is

unfamiliar., Low income, minority, ""push-out", undereducatad adults,
these are all new students.

The new student needs instructors with whom he can identify and
communicate, and who be can trust to comprehend his cultural experience.
Thus the CIP set out to recruit and Prepare instructors who could match
these needs. New students need to be taught in ways which call for
departures from the conventional bill of fare; thus interns were

encouraged to learn of innovative approaches and to adopt the frame of

mind that makes a person an innovator.

EMPHASIS IN THE TRAINING

The heavier emphasis of the total training program, pre- and in-service
was in the realm of attitudes, beliefs, philosophies, and values,
However, the areas of knowledge and methods (or skills) were not much
less emphasized. 1In fact, the viewpoint of the CIP team in planning
for the second year was that all three deserved heavy attention,

Inasmuch as they are so interwoven; they can scarcely be treated
separately,

The advice of :he first year's interns was helpful in determining
relative emphases given to the major aspects of the program, though
the advice at times appeared somewhat contradictory. Virtually all
the interns urged less of the lecture and guest speaker approach, and

suggested the elimination or reduction to a minimum of the conventional

-6-
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EMPH*™ = N THE TRAINING, cont.

"schoolish things, 1In particular, required reading lists, papers, and
writton assignments were singled out for de-emphasis as they cut too

deer !’ into the limited time available, Recommended were those

activities which gave opportunity for freewheeling yet pProbing discussion

of "gut" issues, demonstrations of techniques, examples of curricular

designs, and video taping with playback and critique,

Attitudes stressed were those of flexibility, experimental mindedness,

Curiosity about the college, openness in communication, Methods and
skills stressed were in the realm of teaching techniques as well as

in the realm of interpersonal communication,

In respect to what the CIp defined as points of emphasis and w

points of the program the interns saw as important,

hat

it is interesting
to look at responses to the question on the Participant Evaluation
form which asks for a ranking of areas of program focus having primary
value in professional development.
below,

The sumary of Tesponses is reported

TABLE I about here

There is little that is conclusive in the reponses reported in Table I,

"Content," it ‘appears, was valued
least, What tlie term "content" itself was taken to mean is difficult

though the pattern is suggestive,

to guess, but very likely it was used in the conventional sense, as

a referent to academic materials from subject matter areas, As such,
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TABLE I

INTERN'S RANKING OF AREAS OF PROGRAM FOCUS FOR

VALUE IN PROFESSIONAL DEVELOPMENT

percentages
N=20
1 2 3 4 No
most least response/
value ' value not pgp]y
CONTENT (updating in field
of specialization or discipline) 15 10 10 30 35
ATTITUDE CHANGE (social
sensitivity, philosophy, 20 20 25 " 10 20
etc.)
METHODOLOGY (including
skills development) 35 15 20 10 25
COMMUNICATION (understand-
ing and communicating more 25 35 15 10 20
effectively with others)
~7a-~

3
s
3
1
%
E
3
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EMPHASIS IN THE TRAINING, cont.

"'content" was given little time in relation to the attention devoted
to CIP's concept of content, which had to do with the intern as an
individual and his competencies more than subject matter inputs. Thus,
it is interesting to note that "attitude change,'" "methodology,"

and "communication' are valued, these areas being central in the CIP's
definition of content.

Intern perception matched program intention. Academic content was
recognized as a very important aspect of the intern's preparation but
was attended to by graduate studies in the subject arca or through
private rcsearch. The contribution of the CIP in the area of content
was mostly general, as in the provision of books, by means of the well
used CIP library, and bibliographies. More specifically, the subject
matter specialists in their visits worked with interns. For example,
the history specialist helping in selection of class materials and the

psychology specialist helping design an intern's course in Black Psychology.

Interestingly, there is no clear priority among "attitude change,"
"methodology", and 'communication." Each has the approximate samc
number of interns chosing it of primary value. These results, it may

be interpreted, confirm the premise of the planning team when it decided

that the offering must be comprehensive, and flexible, and attempt to
meet a variety of demands.
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III. PROGRAM OPERATION

PARTICIPANTS

Expectations in terms of extent of interest and qualifications of

the participants were met very satisfactorily. As anticipated, the

21 interns have turned out to be a dedicated and able group. By and
large, the complex pattern of recruitment, screening and selection worked
well in reducing the large numbers of applicants to a distinguished

final roster. Table II shows the proportions of inquiry and applications
to final placement, and depicts the large volume of initial applications

from which the final distillate of the 21 placed interns was drawn.

TABLE II about here

SELECTION CRITERIA

The selection process for the CIP moved through two distinctive phases,
each with its own criteria. The first phase was that of the CIP aimed

at the recruitment, screening, and selection of candidates for the roster
of recommended candidates. The second phase of the selection process
took place at the colleges at which interns were considered for
appointment. Selection criteria vary from college to college, and

cannot be adequately summarized here, except to point out that the
colleges typically put the intern applicant through the same processes
and applied virtually the same criteria (an exception being in the

instance of possession of graduate degrees), as they would apply to the
regular applicant,




TABLE I1

VOLUME AND DISPOSITION OF APPLICATIONS, 1970-1971

Disposition of Applications Numbers
Placed as interns 21
Rostered as candidates 44
(" Interviewed, placed on 20
waiting list, (not
rostered)
Rejected 29
Considered, but withdrawn 27

or no action

Inquiries 300

-9b-
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SELECTION CRITERIA, cont.

Whether certain criteria in the CIP phase were required, prefered

or not utilized is indicated below.

A,

B.

Standardized test scores. Not utilized

Academic attainment. Required, but not directly by the CIP.

The CIP did not specify any grade point average. However, any
candidate had to meet requirenents for admission to a

graduate school for a master’s program, if he did not hoild

one at the time of application. Thus, it can be said that

all applicants had to meet the minimum requirment of academic

attainment sufficient to provide entry into a graduate program.

Current position. Preferred, in that persons with experience

in working with college age students, or in education related
occupations, or in education itself tended to be better
candidates. Of special interest to the CIP were experiences

in tutorial prograns, community action programs, recreation
work, social service, and the like.

Age. Not utilized

Recommendations. Required. Three letters of recommendation
were required. The letters served double duty for admission to

the Graduate Division at Berkeley, and were included in the

placement materials sent to colleges interested in interviewing
an intern candidate.

-10-
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SELECTION CRITERIA, cont.

F.

Degrees. Required. A candidate had to hold a
baccalaureate degree to qualify for admission to the
program. Further, to be credentialed to tcach in a
California Community College, he had to either hold a
master's degree, its equivalent, or be in a program

leading to such a degree.

Interviews. Required. Each applicant had at least one
informational interview. If the candidate made application
and was considered an appropriate prospect, a second
screening interview was scheduled. Interns from the
Previous year were utilized on the two man teams that
conducted these hour long, depth interviews and much

weight was placed on the.results. In the CIP interview;,
the interviewers sought evidence of traits of openess,
communication, skill, sophistication concerning current
issues, self-identity and concept, articulation, insight,

and poise.

A second round of interviews confronted the applicant when
he went to colleges interested in his application. These
interviews would frequently include a faculty committee,
students (especially in the ethnic studies areas), division

or department chairman, dean and the president.

Geographic location. Preferred. Applications from persons

-out of convenient commuting distance from Berkeley were

accepted, but applicants close enough in to be readily
available for interviews at colleges considering their
applications had the best luck.

-11-

Nsriens o




SELECTION CRITERIA, cont.

I. Credentialability. Required. The applicant had to qualify

for credentialing under the requirements of the State of
California. A change in credential regulations in the summer
of 1970 made the obtaining of intern credentials much

easier than previously.
COMMENTARY ON SELECTION CRITERIA

By and large the criteria and the sysiem administering them worked well.
Of the group that was ultimately rostered, all were employable and offercd
unique qualifications to potential employers. Many combined special

academic preparations (as in the arca of ethnic studies) with community
based experience.

A roster was developed that offered a wide variety of candidates, in
respect to age, sex, race, ethnicity, field of study, background
experience, interests, commitments, and personal characteristics. The
roster eventually reached the size of 45. This figure is close to twice
the number of budgeted intern slots, or 24. This strategy of over-
rostering was dictated by market conditions, as it could not be predicted
where jobs would occur, in what subject areas, and what the specific
preferences of the colleges would be. The colleges themselves frequently
did not know what positions might be open until very late, being caught
as they were in budgetary problems. As the prospects for placement

got more dim for the initial roster, the CIP added candidates, hoping

to match some need that might fortuitouslv materialize, or needs that
were signaled by colleges.

-12-




SELECTION CRITERIA, cont.

Not only did the CIP staff work strenuously -- and seemingly endlessly --
at locating openings, but the interns themseclves worked hard. Some

became more discouraged than others and withdrew from the race for
positions after disappointments with the round of applications, interviews,

the illusions of hope, and then the let down.

One definite recommendation emerges from this experience. Intern
placement cannot be conducted efficiently and economically and humanely
as a function of the mcrket place. Another program such as the CIP
should set bigh among its priorities the finding of a way to obtain

firm commitments to employ interns from cooperating colleges.

As to the complex and sometimes cumbersome paper work involved in
completing the application materials required of the various agencies
that the CIP meshed with, the experiences of 1969 showed ways of
streamlining procedures and minimizing forms. (See appendix B for
the pamphlet of instructions for applications and admission sent to
applicants.) The program secretary and office manager served a most

useful capacity in assisting applicants in the completion of the many

papers required.

While discussing the application and placement phase, it should be
noted that the CIP staff found itself serving the very useful function
of informational and career counscling for many individuals interested
in community college teaching, but whose particular casc did not

indicate application to the CIP.

13-




FACULTY-PARTICIPANT RATIO

It is difficult to describe a faculty-participant ratio for the CIP,
because of the unique staffing patterns. Generally, staffing was
planned to provide for as much one-to-one or small group interaction
as possible. Essentially, there were three varieties of "faculty"
working with the 21 interns throughout the year: one, was the CIP
staff, (director and associate director), two, the four subject

area specialists, and three, the experienced faculty (EFs) from the
colleges employing interns. During the two week pre-service institute,
the CIP staff and the specialists constituted a teaching/counseling
team of six full time members. The ratio of six to twenty-one reduces
to a proportion of one to three, a characteristic demanded by the
objectives of the prngram and the nature of the participants and their
needs. During the academic year, the efforts of the CIP team were
augmented by the on-campus EF, whosc function it was to collaborate
with the intern in planning and conducting his induction into teaching.
Thus, the ratio of faculty to intern remained quite high throughout the

year,
STAFF PATTERNS

The initial planning for the CIP envisioned a unique staffing pattern. Tt
was designed to accomodate the special kinds of work that would have to

be done with the interns, to maximize the range of backgrounds, experience
and expertness to be available to the intern, and to provide a two way
linkage by which the experienced faculty members would contribute to

the development of the intern, and reciprocally, by which the CIP might

contribute to the development of instruction and curriculum at the

-14-
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f STAFF PATTERNS, cont.

k employing colleges. It was believed that the individual intern's
| introduction would be facilitated by a maximum of personal attention
)

in an individualized program of personal development,

To accomplish these goals, four components were built into the CIP
staffing arrangement, the CIP staff (Dircctor and Associate Director,
and Secretary) the four Subject Area Specialists, (sce appendix C

for staff roster), the Experienced Faculty member (EF) (see appendix D),
and the guest speaker, consultant, lecturer. With this four fold
staffing, the intern would be in daily contact with a colleague
instructor during the year, as well as with the CIP staff and
specialists when they made their visit and during in-service seminars
and workshops, and during pre-service program, would have maximum

( cpportunity for interaction with fellow interns and the CIP team of
six,

THE CIP TEAM

The CIP staff and the four specialists constituted the CIP team. The

"managerial functions", such as bookkeeping, record keeping, relations

with the other organizations such as the University, the State Department
of Education, ad the USOE, were the responsibility of the CIP staff.

The staff also initiated planning, maintained contact with cooperating
colleges, organized sessions, przpared reports, and in general carried

the burden of routine organizational duties.

The role of the specialist evolved during the two years of CIP operation.

Originally conceived of as a consultant and instructor for the pre-service

institute, the role expanded to include planning, intern evaluation,




THE CT? TEAM, cont.

and counseling. In large part, the expansion of the role was the
consequence of the high caliber of men who became the specialists,

All were active and informed in their fields. The specialists
contributed enormously to the CIP by instilling in the program the
sense of reality,urgéncy ...and hope...that is the essential ingredient
of any program that would aspire to prepare minority instructors

for service in the colleges of today.

The CIP team first took shape in the spring of 1969, when it began

to meet to plan the content of the pre-service institute. It was

soon discovered that there was a wide range of personal styles, experiences,
interests, viewpoints, as well as a rapidly growing sense of colleagueship
and mutual respect. This characteristic developed into a positive

asset commented upon very favorably by interns in both years, namely,

that the team exemplified among themsclves multiple and contrasting
definitions of success in the role of instructor, that the ability of

the team to differ, yet function cooperatively and constructively,

embodied a model for emulation of tough tolerance.

One intern succinctly described the CIP team as he saw it, capturing
the essence the intent underlying the team's organization, composition,

and functioning:

CIP provided me with cordial, amiable, and

other pleasant types of companionship. Chet, Steve,
Sandy, Don, Paul and John were all excellent ---
each had a different approach and attitude about
teaching, ctc. They were able to instill in me

a respect for different styles and goals of
education. Each in his own right was a potential
"model" --- something that you might fashion
yourself after (at least in the carly stages).

e S e s womns o




THE CIP TEAM, cont.

The principle duties of the specialists were planning for the pre-
service institute and the in-service seminars, serving as instructors
and discussion leaders at the institute and during the seminars,

and making field visits to interns in their respective areas of

specialization,

The specialists were busy men, fully engaged in active professional
roles. Hence, it was difficult for them to engage as fully as they
wished in the specialist role. The loss was felt by the interns

as well, many of whom commented that they would like to have seen

a great deal more of the specialists. It is not likely, though,

that this problem can be readily solved. The very persons who would
best serve as a specialist in the demanding role of counselor, planner,
evaluator of instructional prucedures, instructor, discussion leader,
Plus exemplifying in his own life the kind of instructor an intern
might want to become is characteristically committed to a full time
position and carries additional professional responsibilities. One
specialist became the dean of instruction of a major urban community
college, another was fully engaged in an innovative cluster college
program as a founder and instructor, another directed an experimental
program in addition to a heavy load of faculty leadership duties,

while still another was fully engaged in a doctoral program, a

professorship in ethnic studies at a private college, and an administrative

internship at a large community college.

What is the solution for securing a major claim on scarce talent?

Incentives in the form of monectary reward is only a partial answer, though

it does assist the person rearrange the priority of his commitments.

The answer may be in cxpanding the program in scale, such that the

required talent can be taken on in a full time position,




THE EXPERIENCED F “ULTY MEMBER

0

A pivotal ro.e in the initial conceptualization of the CIF was that

of the intern's colleague-collaborator. This role was first termed
"master instructor", but the nomenclature soon was purged of inadvertent
but disagreeable overtones to become "EF", or experienced faculty
member. The EF role was an enlargement and enhancement of the more
familiar and conventional role of the "supervising instructor,"
associated with the practice, or directed, tcaching approach to
instructor preparation. The role was built on the knowledge that

among every college faculty therc are instructors who are distinguished
by their interests in instructional development, curriculum, possess

attributes of open-mindedness, experimentalism, and are secure and
skilled in working with others.

The function of the EF was to direct the intern's multifaceted prSgram
of induction throughout the in-service year. This program, ideally,
would include visits by the EF to the intern's classes for observation
and feedback, critiques as well as visits by the intern to the EF's
classes, familiarization with the college, its routines (such as
attendance reporting, ordering supplies, and the like), its decision
making apparatus (the faculty senate, committees, the governing board),
its operating components (the counseling program, student activities),

and a study of the college's students and their characteristics,

The EF would also work with the intern on the design of curriculum,
provide advice on techniques, and consult on the many matters, large
and small, that are of concern to the beginning instructor, such as
grading policies, techniques for student evaluation, alignment with
professional groups, and the like.
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THE EXPERIENCED FACULTY MEMBER, cont.

Scveral incentives were built into the role, one being the plan that

the college would give the intern one of the EF's regularly assigned
classes. Thus, the EF would have in effect one or more classes of
releascd time. The CIP also paid an honorarium, both for the in-service
part of the program and for the portion of the pre-service institute
attended by the EF. A morc general incentive was assumed, that there

is an intrinsic reward and gratification in fulfilling the sense of
professional obligation to work with the new instructor, to be a part

of the solution to the problem of shortage of minority instructors,

and to be plugged into current and progressive trends educational
reform. Lastly, a weekend retreat for EFs was held, which afforded

the opportunity to participate in very pleasant surroundings in the
important task of developing new concepts and models for faculty
development, . ‘
The experience of two years has proven that the role of the EF is
indeed pivotal in the intern's program of induction, The proportion
of EF-intern colleagueships that fulfilled expectations was sufficient
to inspire confidence in the original conceptualization. Numerous
examples could be given of situations where EFs accorded the intern
vital support and confidence when it was needed, or shaped an intern's
approach to the content of his teaching, or mediated between the
intern and pressures arising from within the coliege. Likewise,
examples can be given of EF's who themselves would say, "I learned
more from my intern than he learned from me," or, "...I have rcnewed

my interest in education as a subject."

-19-




THE EXPERIENCED FACULTY MEMPER, cont.

There can be no concealing the fact, though, that the fulfillment
of the EF role is hampered by a host of problems, many of which are
beyond the control of any such program as the CIP. Of great value
to the profession of community college teaching is the expericnce
and insights accumulated by the CIP in regard to the EF role. For
that role remains the pivotal role in faculty participation in the
induction and on-going development of faculty, and programs of

faculty development will have to work through these problems.

CIP experience has shown that the role has no precedent in the
profession. The closest approximation is the obsolete '" master teacher"
- "student teacher" role relationship, or the master-apprentice role,
There is some carry over, not very helpful, at that, of the role
relationship of the graduate advisor-professor and graduate student.
Because the role has no immediate precedent, it is poorly understood.
Fulfillment of the role is not helped by the fact that not uncommonly
the EF role is assigned on a kind of patronage basis, not on the

basis of qualifications. In other cases, it was made on the basis

of happenstance; who is around, and will you do it?

It was found that there is an ever present possibility of clash between
EF and intern in personality, life-style, ideology, or school of

thought regarding their subject area. In cases of severe clash

(or indifference), the EF-intern arrangement gradually disolves, and the
intern eventually finds one or more faculty colleagues who function

as an EF surrogate. That almost all the interns did link with an EF

or EF surrogate points to the essential and strategically vital aspect

of the process of socialization undergone by the new instructor.
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THE EXPERIENCED FACULTY MEMBER, cont.

The sheer lack of time plagued EF/intern relationships. As in the casc
of the specialist, the best material for the EF is typically the one
who is fully committed to a wide range of college duties. Sometimes

- the EF turncd out to be department or division head, who had too many
other duties to work extensively with the intern. Also, any EF who

was also department chairman found himself in a role conflict, as he
was supposed to ébncurrently function as a non-judgemental colleague-
collaborator with the intern, and to fulfill organizational responsibilities

of passing judgement on the intern's work.

n retrospect, the experiment with the EF role was most fruitful, in
respect to the insights gained in the area of induction of new
faculty through interaction with experienced faculty. Clearly, the
role remains a key one to faculty development. Equally as clear,
major efforts will have to be made to define the role and make it~

valued and productive.
LECTURERS, CONSULTANTS AND GUEST SPEAKERS

At certain points in the program, persons of outstanding competence,
specialization or experience were called upon to meet with the
interns. In most cases, the interns were appreciative of the inputs,
but tended to minimize the value of the 'visiting expert" for the

solution of their own immcdiate concerns.

The guarded reception accorded "outsiders" is explained in part
by the dynamics of the pre-service institutc. The intense discussions
and high level of interaction among the interns and CIP team tended to

Create a commonality that made it difficult for a non~-member to be




LECTURERS, CONSULTANTS AND GUEST SPEAKERS, cont.

assimilated. Frequently, the visiting expert would be assigned a
topic that would challenge the preconceptions of interns, and thus
served them well. To the extent that the guest speaker could respond

to free wheeling and probing discussion he was appreciated.

It may be that the uneven reception accorded guest speakers and
lecturers provides a clue as to the dynamics of a program that

moves into concentration on interaction and development of communication
skills, and away from cognitive inputs. The forming up of the sense of
"group" suggests that the number of outsiders be kept at a minimum,

and that those so included should have a continuing relationship with
the group.

On the other hand, several interns suggested that they would like
to see more formalized, "meaty' presentations by acknowledged experts,
with structured question and answer discussion sessions provided.

This expression does serve as a reminder that there is a positive and

useful place for cognitive inputs.
THE ROLE OF THE UNIVERSITY

Throughout the life of the CIP, from its earliest inception when Dean
Theodore Reller responded to the réquest by the presidents of the
comnunity colleges of Northern California that the University resume

a role in the preparation of instructors by reinstituting an internship
program in some form by appointing the joint University-community college
planning team, to the present, the positive and helpful role of the

University has been indispensable for the program's success.
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THE ROLE OF THE UNIVERSITY, cont.

The cooperation and accomodation of the University made it possible for
the CIP to create a unique package of nine quarter units of graduate
work to be earncd by the intern while enrolled as a student in the
Department of Education, Graduate Division. As might be expected, the
innovative aspects of the CIP, the severe problems of time imposed by
late funding, and the difficulties of finding places for interns all
combined to create complicated problems of application, admission and
enrollment. The Graduate Division, the Registrar, the Office of Campus
Research, and the Department of Education, and others, all cooperated

fully in finding solutions.

Adding quality and depth to planning and effectiveness in program
management has been the continuing consultation of the experts in

the University's Program in Community College Education (PCCE).

Dale Tillery, initial member of the CIP planning team, and whose
interest and expertness in faculty development reaches back to his.
early development and direction of the pioneering Graduate Internship
Program for Junior Colleges in 1959, has been a constant source of
counsel and guidance. As principle investigator for the CIP grant,
he has been especially important in developing program concept and in
maintaining relations with other components of the University and the
community colleges. Charles C. Collins, also of the PCCE and
prolific and innovative writer in the field of counseling and community
college education, has been an unfailing source of wise counsel and
stimulating ideas. Both men, as well as others of the PCCE, have

served the program as participants and resource persons.
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ACTIVITIES

In this section, thc major segments of the program will be discussed.
The major segments of the program were threc in number; placecment,
pre-service and in-service. Indication will be given as to how the

segments affected the attainment of program objectives.

Phase I: Placement

The placement phase of CIP actually began in its most preliminary

form in Deccmber 1969 with the first inquiries of potential applicants,
and continued until the opening of classes in Scptember, 1970. At

that very late date the last two interns were placed after a period

of cliffhanging negotations, just in time to commence teéching.

Between these times, a series of events werc coordinated to achieve the
objective of recruiting, screening, selecting, and placning outstanding

candidates, especially minority group members.

The placement phase began in earnest with the notification that refunding
for the program was forthcoming. Although the lateness of the year
raised serious doubts about filling the 24 intern slots, the determination
was to take the risk and proceed. An intensive effort began with the

development of the roster of recommended candidates.

The first step was to launch a publicity campaign. (See appendix E).
News of the p.gram and its characteristics was spread to the public,
colleges, university, and community colleges by mecans of news releases,
posters, dissemination of borchures, direct and cxtensive contacts by
mail and telephone, and a word of mouth campaign, in which the 1969

interns played a large and useful part. The back files of early inquirers
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Phase 1I: Placement, cont.

were turned to and interesting pPersons invited to apply. The result

was a large number of inquiries and applications in a very short time.

Every applicant was accorded an informational interview with the CIp
staff, These interviews required a great deal of time, but it was
-well worth it, in terms of clarification of program aims and procedures

to applicants, counseling and effectiveness in initial screening of
applicants,

For those applicants who finally became interns the training program
in effect began with these initial interviews, and continued through
the CIP Screening interviews and extended into their experience

in making contacts and interviewing at the colleges.

and the initial interview, Applicants meeting the basic criteria
were invited to meet with a two man interviewing team for a depth
interview. Interns from 1969-70 were used to very good advantage on
these teams. o0Op the basis of the materials accumulated, including
interview reports, letters of recommendation, application materials,
and evaluation of the applicant's prospectus for cmployability (e.g.,
were there any jobs in that field?, would the candidate relocate, if
Necessary?, how will he look to a faculty committee?), the CIP staff
Sorted the applications into these catcegories; rostered (accepted),

non-rostered (accepted to a waiting list) and reject.

Candidate Introduction Day was scheduled for May 2, 1970, The purpose

of this event was to acquaint the Colleges with the program and the

rostered candidates in ap efficient way, Preliminary material was sent
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Phase I: Placement, cont,

to each college describing the interns. At the all day session, college

representatives met with the assembled interns, first as a grcup, then

in individual interviews. Though the event was very late in the hiring

season and despite the extreme shortage of positions, representatives

from fifteen colleges attended. High praise was accorded the group of

interns. Many college representatives voiced sincere expressions of

regret that openings simply did not exist to accomodate interns. .

Following Candidate Introduction Day, the scramble for positions began,

Candidate moralc began to sag as onc fruitless interview followed

another, or worse, there were not even any interviews at all to signify
the appropriateness of the candidate's aspirations. Many of the
candidates had gotten themselves "up" for his hazardous foray into a
new venture, and had begun a radical renovation of self concept to

suit their cherished purpose, to become a community college instructor.
The absence of opportunity was bound to be a reminder of former
disappointments. Some candidates withdrew from the roster. Others did
not formally withdraw, but ceased to actively pursue the openings
scouted out by the CIP and the University placement office.

Yet many candidates persisted, resourcefully and energetically, in the
search for employment. Augmenting the rostered candidates eventually
placed were those applicants referred to the program by colleges. These
latter interns had been recruited by the colleges, which had special necds

for their services but wished to see them participating in a training program.
When a college was ready to employ an intern, the CIP staff would begin

final negotiations. Matters to be resolved included salary, teaching

load, and assignment of an EF, 1In many cases, the basic plan and purposes
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Phase I: Placcment, cont.

of the program would have to be carefully explicated. As in the first
year of the program, this phase consumed an enormous amount of time.

The second time around conformity by the employing college to the basic
plan in all its details was more successfully maintained. Also, in

this phase, the credential problem rc-arose to vex the program, although
in a new form, Previously, the problem had been to find a way of
utilizing an internship credentialing authorization originally legislated
for elementary and secondary teachers. In 1970, the problem was to
encourage action at the Office of the Chancellor of California Community
Colleges, which had taken over the credentialing authority from the
State Department of Education. The need was for the Board to create

a credential suitable for interns who would be in a graduate program,

but not yet hold the master's degree or the equivalent.

In reflecting on the frantic activities of the first phase, it can °
only be said that a program like the CTP simply must be certain of

its funding by the January preceding the academic year of its operation,
What few positions there were available were usually taken by the

time the CIP had prepared its roster. Moreover, without certainty of
funding any program is seriously remiss in encouraging prospective
participants to commence the major reordering of their lives that
participation would require, if therc is no certainty of the program's
existence. To avoid a Justly deserved condemnation for "running a game",
the CIP would not make commitments that would foster undue hope until
funding was certain. This scrupulous approach no doubt handicapped the

program in the race for places, but it did maintain the intcgrity of
the program.
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Phase II: Pre-Scrvice

The main focus of the pre-service phasc was the two week institute held
in Berkeley August 17 through August 28.

Seeking to improve on the previous year's experience, a more comfortable
setting for the institute was found in a University dormitory. A

large, well furnished meeting room wasavailable, as were a number of
smaller meeting rooms. Dining facilities were handy, and rooming

was available for those needing it. Though the accomodations were
conducive to group cohesion and minimized those disruptions such

as having to disperse to find lunching facilities, many interns
recommended that an even more self-contained and isolated facility

be found. Serious consideration should be given to developing such
programs as the pre-service institute in a live-in framework. This

might, as one intern suggested, '"...make it a total experience."

The content and procedures for the institute grew from the successful
aspects of the 1969 institute. Certain improvements and new approaches
were made by the CIP team, assisted by the inputs given by interns

at a mid-summer planning session. A refinement was the identification
and articulation of several basic '"threads" to be woven through the
institute. Reduced to a minimum number and chosen for their salience in
the experience of the new instructor, the threads were; communication
(with students, and each other, as well as communication skills
development for students), student characteristics (and intern

reaction to characteristics), evaluation of students (and self-evaluation),
and sclf-awareness (as facilitated by video taping with playback).

Also included were myths and realitics of the community college,

curriculum development and instructional techniques.

-
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Program of Activities: The most efficient way of depicting the

program by day and topic is in a chart form.

CHART (about here): Calendar for Pre-Service

Time and space do not permit an extensive description and analysis
of the activities of the pre-service institute. However, several
highlights can be singled out to give the flavor of the procedures and content

Video-Taping and Playback; Encouraged by the effectiveness at the 1969

.

pre-service institute of the video tape as & source of feedback and a

basis for discussion and critique of teaching/learning, plans were made
for extensive use in the 1970 institute.

Video taping proved to be as valuable as expected. The procedure.was
essentially peer teaching following a sequence of increasingly

complex teaching tasks. The first video taping was a 2-4 minute
presentation in which the intern gave a short simple account of what
he taught, and why. The next, more demanding session required the
intern to plan an explication of a concept from his field, and to

make provision for obtaining feedback from his peer ''class.!" A
culminating session was an extended lesson of 7-10 minutes. The

video teaching was done in smal? gfoups of 7-9, including the CIP team.

Importantly, the teaching was defined as peer teaching. That is, the

teaching was done to the fellow interns as peers, who were not asked to
play roles of students or whatever.
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Program of Activities, cont: Video taping and playback served well

in the attainment of primary program objectives and provided an important
way of weaving the program threads together. 1In particular, the

taping instilled selfconfidence, warmed interns up to the idea of being
observed, and opened a way for acceptance of criticism. Certain
fundamental skills in communication were practiced, such as non-verbal
comnunication, attention to double messages, and other. Video teping

is not an experience that interns---cven less experienced instructors---
rush to embrace, initially, at least. As one intern put it, "I saw
mysclf like I have never scen myself and I didn't like it... .'" But
that self perception was the beginning of a long and arduous process

of defining herself into the role of the instructor, a process which

was accomplished successfully.

( Curriculum; The large topic of curriculum development was dealt with
selectively. Time was too short for any comprchensive approach,.and
the demends for attention to other areas were more pressing., The
concepts of behavioral objectives (Mager), Bloom taxonomy, anc the
concept of "process as product' were stressed. Building upon the
conceptualization of the affective, cognitive, and skill domains,
CIP teams demonstrated how this approach to teaching can be translated
into teacher/student behavior. Also, a major usc of the time given
to curriculum was spent in examining the "anafomy" of a community
college course. As one of the few assignments made, interns were
asked to integrate the curriculum and other topics in a short unit.

(Sec appendix F),
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Methodology; Video taping brought home the issues and problems of
teaching methodology. Techniques of questioning were discussed,
stressing as an example, the distinctions between convergent and
divergpnt questioning. Role playing, socio-drama, panel discussion,
and other approaches to including students in the teaching act were
discussed and demonstrated. To dramatize the issues of evaluation of
students, the interns were given an examination which combined
desirable and undesirable aspects of testing. The resulting discussion

s
heated and probing,made the point.

Audio-visual materials and procedures were demonstrated by an intern
from the previous year, who had developed 2 particularly successful

use of the overhead projector and transparencies.

To prepare a groundwork for future visits to intern's classrooms and

to sharpen intern's powers of observing, reporting and analyzing
instructor behavior, the concept, premises and procedures of

interaction analysis were introduced. Though the session was of interest
to the interns, the general feeling was that a great deal more time

would be needed to achieve a significant control of such a complex
subject. ‘

Group Interaction; The spring, 1970 rctreat weekend devoted to group

dynamics and interpersonal relations was so well received by the 1969
interns that the 1970 institute was designed to afford the interns an
initial experience in group work. The weckend midway through the
institute was set aside for this activity, (.mmencing on Friday evening
and continued until Saturday noon. The interns werc divided into three

groups, with the three CIP team members who werc trained facilitators
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Group Interaction, cont; serving as group leaders. The effect of the

weekend's work was to move the level of group discussion onto a new -
plane of openess, with many interns feeling the stirrings of a new
interest in developing self awarencss, communication skills, and an

interest in the uses of group dynamics as a teaching tool.

The major even*. in group dynamics « the Spring, 1971 weckend. A

descriptica and analysis of this event are given separatcly, below.

EF P:rticipation; A group of twclve EFs joined the institute during

the sccond week. Whereas the 1969 EFs had attended the institute for
five days, the 1970 EFs attended for the last two days of the second
weck. Less '"work" was scheduled for the 1970 EF's, as the experience
of the previous year indicated. They spent the bulk of their time with
the CIP team discussing the needs of interns, considering ways of
planning a program of individualized intern induction, and anticipating
aspects of their own roles, These EFs also participated actively in
Several group discussions with interns, and served as resource persons
in the small group sessions in which the intern's curriculum development
efforts were critiqued. Of course, the EF participation in the
institute initiated the long proccss of establishing a colleague-

collaborator relationship with the intern.

Commentary on the pre-service phase: Clearly, the pre-service institue

is the program's best chance to get across fundamental concepts and to
begin instilling or reinforcing desirable attitudes. Several premises
guided the design of the pre-service institute. One was that the topics

introduced would be the basis for discussion with interns during the

field visit phase and in the Saturday seminars. Thus, no scrious attempt




at comprehensivencss was made in coverage of such topics as

curriculum, evaluation, student traits, nor in subject matter fields.

It was planned that all presentations would serve a dual purpose,

one being the content and substantive matter, the other demonstration
of some teaching procedure, such as lecture (good and bad), discussion,
role playing, and the like. Still another premise was that the program
should be flexible enough to respond to participant needs, as they

were generated and identified. A basic framework was prepared in
advance, informed by the experience and judgement of the CIP team and
the intern inputs, but care was taken to incorporate a procedure for

intern participation in short and long range planning, such that the
basic plan could be modified.

Duration and beginning and ending dates: The pre-service institute

was two weeks in duration, occuring at the latest possible time in

the summer before classes commenced at most colleges. Holding the
institute at any other time would not be feasible. The experience

of the 1969-70 institute was that two weeks was too brief. A three

week institute, beginning carlier in August would allow time for more
attention to curriculum development (which when done seriously nccessjtates
time consuming rescarch), peer teaching, and more meetings in subject

matter groups for close analysis of materials. Any time longer than three
weeks would probably not be useful.

Phase III: In-Service

The in-service phase took place primarily on the campus wherc the
intern was employed. Consistent with a basic premisc of the cIp,

that new faculty development requires a very substantial directed
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Phase III: In-Service, cont,

field experience in the classroom, in contact with students, in relations
with other faculty members was the essential ingredient of the in-service

program,

To provide direction of the intern during the in-service phase, the
CIP scheduled a series of one day seminars, a weekend retreat-seminar,
and field visits by the CIP team. The EF was to be on hand for day
to day needs, as well as for assistance in concerns particular

to a given college, course, local problem or issue. Interestingly,
some interns supplemented their sources of contact and consultation

by seeking out fellow interns for get-togethers.

Saturday seminars were well attended. The interns reacted favorably
to having the meetings at various person's homes, rather than in
institutional settings. Free flowing discussion highlighted most of
the meetings, as the interns expressed the desire to use the sessions
for exploration of problems and issuecs. An exception was the last
meeting, at which an authority on psychological measurement, Dr. Paul
Heist, discussed with the interns the results of the Omnibus
Personality Inventory, which interns had taken during the pre-service

institute.

The dilemma facing the planners for the Saturday sessions, was the
tension between those who prefered to get down to "nuts and bolts"
topics, and those who wanted to ventilate strong feelings and probe
fundamental social issues. A clear cut resolution to this problem

is not forthcoming. An answer might be found by holding many more
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Phase 1II: In-Service, cont.

mcetings, some mandatory for the group as a whole, but others on an
optional basis and devoted to special topics and purposes, such as

group.dynamics and sensitivity training.

During 1970-71, more Saturday meetings were held than in 1969-70
Experience suggests that even more would be desirable. Interns
suggested that the concentration of mectings be in the fall, and
that there bc at least two live-in wcekend sessions, one given over
to group dynamics, and the other to a workshop type session on

particulars of curriculum and instruction.

Parjaro Duncs workshop/seminar on faculty development: In late December,

1970, the CIP conducted a workshop/seminar on faculty development at
Pajaro Dunes, an isolated but splendid retreat facility on Monterey
Bay. The workshop was addressed to the need for the deveclopment of
the EF role, and of finding ways for inducting new faculty and renewing
experienced faculty. The workshop was not in the original proposal,
but was encouraged by Jack Orcutt as an appropriate use for certain

unused funds in the grant,

The overall goal of the workshop was to preparc a model or models,
for faculty development. It was specified that this model should
attend to the nceds of new and experienced faculty, minority faculty,
and have short and long range components. A subsidiary goal was

that of exploring ways and means of asking collaborative planning

among a cross section of community college personnel,
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Pajaro Dunes workshop/seninar on faculty development, cont:

Participating in the workshop were thirty individuals. The largest

proportion was EFs from 1969-71, Also participating were the CIP

team, several administrators from developing institutions, and several

resource persons invited for their special interest and expertness p
in faculty development. The widely varying background experience,

viewpoint, organizational positions, was advantageous, since any

proposals would benefit from critiques from many perspectives. To ‘
facilitate the development of a minimal common ground, a scquence of

pre-workshop mailings went out including readings, and a discussion of

the purposes and anticipated outcomes of the workshop. (Sec appendix H).

The workshop began Friday evening with a meeting of the whole for
purposes of goal clarification and organization. Sunday midday

ended the workshop following another meeting of the whole for

feedback and reporting from the three teams that had spent the
intervening time finding their own ways to the objective of producing a
model, or model(s) for faculty development. The three teams mect

in separate houses, and were required to produce premises, theories,
descriptions and the like, which would be included in a model. (See

appendix H).

The workshop produced some seminal ideas concerning faculty development,
and an analysis of the complex of constraints and imperatives into

which any such program might have to be launched. The workshop also
provided for the EFs an important opportunity to identify with the CIP
and the broader concern for faculty development. Many cxperienced
instructors found the occasion to communicate across discipline, age,

scx, and ideological lines, with the result of mutual enrichment,

Finally, the workshop, in its product and in its process provided insights

on planning processes for future events in collaborative planmning.
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Pajaro Dunes workshop/seminar on faculty development, cont:

An evaluation of the workshop would have to begin with a statement
that the primary goal was not achieved. That is, the concrete,
spelled out, models, evolved to the point of being working blueprints,

did not materialize. In reality, this goal was excessively ambitious.

Its realization was not possible.

The heterogencity of the participants was a resource, as expected, providing
a variety of viewpoints and experience to enrich the dialogue. The

same heterogeneity evidenced in an uneven distribution of the

ability for working in a small group setting to create and to synthesize.
As the participant evaluations reveal, a few would have wanted much

more structure and directive leadership. Others, to the contrary,

were enthusiastic over the opportunity to freewheel and thrived )

in the setting. Likely, a more successful experience in collaborative
planning would have to include pre-selection of participants.

Steps would need to be taken to develop a common ground., More
homogenization, in other words, would be required, in respect to

frame of reference, agreement on goals, tolerance for ambiguity,
expectations and personal commitment to share in the hard work of

moving from discussion to writing and refinement. A strategy that

might work would be that of asking participants to "buy-in'" to the

process by prior reading and the preparation of a position paper

for pre-session distribution to other participants.

The workshop was throughly enjoyed by the participants, by their

own report. Many came away inspired and renewed. That the model did
not materialize should not detract from the fact that a large number
of experienced faculty h:.d a unique and productive professional

experience that could not help but ensure the perpetuation of CIP goals.
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Interpersonal Learning Weekend: A major addition to the CIP in 1970

was the inclusion of exercises and activities designed to facilitate

the developient of skills in communication and interpersonal relations,
This program improvement was encouraged by the success of the spring,
1970 group process weckend for the 1969-70 interns,

In addition to the group work during the Pre-service institute,

a full weekend of group interaction was conducted in late March. This
event was hailed by some of the interns as the most important event
of the pProgram, as it was perceived as a timely catalyst in personal
growth, Others were less enthusiastic, but dig enjoy the retreat
aspects of the session. Since the event was voluntarf, several did
not attend at a]j, Because the event was of major importance in the

Program an evaluation Project was undertaken by the associate director,
and is presented below,

Field Visits; A key element in the overall program was the field

Visit to the intern by members of the CIP tean, Each intern was

visited between 5 and § times, by the Director, the Associate

Director, and the specialist from the most appropriate subject areca.

In actuality, the tota] number visits to the intern's classroom would
range higher, as Ef's might visit between one and five times, in addition
to department chairman and dean of instruction visits,

The visitor took note of the content, delivery, organization -of the
material, the degree of student involvement, and estimated the degrec

to which the jntern achieved the objectives he had Set out for himself,
In the conference which followed the visit, the intern got the benefit
of the visitor's feedback, Also in the conference, larger issues of
curricular organization, student response, assimilation into the role of

instructor, and other salient topics were discussed,
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The program of classroom visits rested in large part or the premise that

the intern would benefit from the fecdback of a skille. obscrver, with

whom a prior rapport had been established (in the Pre-service activities),
and who was essentially a "neutral third party." It was initially
hypothesized, then demonstrated, that the special value of the CIP
visits and feedback sessions derived from the basically non-judgemental
'character of the observations and dialogue. Non-judgemental does not
mean that criticism, positive and negative were not made, for indeed they
were, In fact, most interns expressed a strong desire for evaluation,
The non-judgemental aspect is seen in the contrast between the CIP

visits and those of college deans, department chairmen, and in some
cases, EFs, who were under the obligation to render evaluative

judgements that were to become basic data in making decisions on the

intern's job retention.

Commentary on the In-Service Phase: By and large, the in-service

plan worked. A basic premise of the CIP is.that the intern's dgevelopment
should take place in a context of reality, following a "warming up"
experience at the pre-service institute. With the responsibility of
teaching 3-5 classes, plus the manifold faculty duties the intern has

the opportunity to put into practice and test theoretical considerations.
To assist and support the intern in his "reality" experience, the CIP
plan made provision for reunions of the inter group through the

Saturday and weckend seminars, personal contact through field visits,

and the presence of the EF.

In reflecting on the in-service phase, provocative questions arise.
How does the intern get assimilated into the faculty, what accomodations

does he make, in what ways does he change does the program default in




Commentary on the In-Service Phase, cont: in some way on what some

interns might feel was an impled obligation of the CIP's "sheltering'
role, what is the psychic cost to the intern of taking on the

multifaceted role of instructor?

One conclusion bears truc for 1970, as for 1969; interns find themselves
dividing their time and commitment among too many obligations; program
participant, graduate Student, instructor, faculty member, student adviser

and informal counselor...and presumably, a private life.

Duration of the Program and Beginning and Ending Dates:

The program is too short for interns who begin graduate programs
concurrently with teaching duties. A program which would facilitate
through stipends and other financial Support part time teaching for
two years while carrying a graduate load would be more appropriate,

A year is probably long enough for the intern to accumulate the basic
experience of being an instructor, and to ask the basic questions, but
it is too short to find the answers.,

If the assumption can be made that the changing nature of contemporary
colleges rcquires continuing adaptation of the faculty member, then
a year's program is only a beginning. Needed are programs that are
available to instructors throughout his career, being geared to the

special and pressing needs at the early, mid, and late career stages.
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IV. EVALUATION

As the various components of the CIP have been discussed, evaluative
comments have been offered. Taken in sum, these comments say
affirmatively, yes, the CIP has met its objectives. The affirmative

is not categorical, nor uniform, of course. Of the many goals enumcrated
at the outset of the report, not all have been attained to the degree
desired. But, the primary goals as related to the objectives of the
program have been well met indeed.

OBJECTIVES RELATING TO PLACEMENT

Outstanding as a major success of the program has been the recruitment,
selection, preparation and Placement of instructors committed to

teach the broad spectrum of community college students, especially the
"new" student. Of these instructors, 18 of 21 were members of ‘
minority groups. These instructors, like the non-minority instructors
in the program, found themselves in college assignments that put them
in substantial contact with 'mnew" students.

Also, it should not be overlooked that the interns served well the
"regular" students and the "normal" operation of their colleges,
as the need for innovative instruction has by no mecans abated. Selected
on the basis of criteria stressing ability and desire to teach well, to
experiment, to develop in human rélations, to reach students, the
interns began the program with good potential. During the pre-service
institute they were pressed to find ways...curricular design, teaching i
methodologies, student contacts,.,of translating idealism into action.
Some of the interns have been truly outstanding in this regard, and
most have been superior, Only a few would be regarded as "average',

when the basis of comparison is other new instructors,
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OBJECTIVES RELATING TO THE COLLEGES AND EXPERIENCED FACULTY MEMBERS

While the achievement of the primary goal, the placement of distinctive
persons in intern spots, can be clearly demonstrated, objectives
relating to the EFs and the employing colleges, those goals relatjng

to changes in the internal structure and procedures of the individual
colleges have been most difficult to attain, Objectives of

developing instructional and evaluative skills in the EF, and promoting
in-service programs around the intern proved to require a magnitude

of change morc complex and costly than th~ CIP could promote, given

the organization of the program, its priorities, and level of funding.
Yet, conversations with the EFs, reports from interns, the EF weekend
workshop/seminar, reports from deans and department chairmen, all

vield fragmentary evidence that in some cases the CIP did have an impact
on the intern's EF and college. It is clear, though, that an effort

to remodel the patterns of induction and preparation of new instructors
and the continuing development of expcrienced instructors and evolution
of an intern EF role relationships will requirc a program Specially
designed for the purpose, well funded and well founded on a solid

commitment from participating colleges and personnel.
OBJECT1VES RELATING TO INTERNS

An evaluation of the CIP will have to deal with the question, how
well did the interns perform as instructors? This question leads
into the thickets and quagmires of the instructor evaluation issue, an
issue which is claiming increasing attention but has not produced much

in the way of ways of how go go about evaluation.
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Evaluation Discussion: Some of the problems of instructor eyaluation

might be discussed usefully here, by way of Prelude to rcporting on the
CIP project for the evaluation of interns. Accounting for the
particular effects of the training program poses difficulties. There
is the problem of initial input; interns werc selected for their high
potential, hence success could be hopefully foreordained. Could the
training components have been instrumental mainly as tuning up processes?
What was, then, the degree, of the effect of the training program?

The answer to this question has becn elusive, though the interns
themselves report that the training components did serve positively

in preparing them for their initial teaching and that the CIP did offer
a valued, continuing source of support.

Another problem is that of the circumstantial effects of the individuals
particular teaching environment. There can be no doubt that the
performance of the intern was shaped by the situation into which he
entered. An intern rated as doing well in an especially difficult
assignment might have earned much higher accolades in another

assignment more compatible with his traits and more conducive to his
growth,

A key problem in evaluating the instructor is, who do you ask? There

is one point of view, not entirely without merit, that the ultimate
evaluation of the instructor is described in the measurement of

student performance (which becomes measurable upon the restructuring

of the learning experience around bchavioral objectives). For interns,
this approach would be only a partial measure, as the role of the intern

was to be more than manager of learning. ‘The intern was to be a model,
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Evaluation Discussion, cont: a counselor, a change agent, a curricular

innovator, and an experimenter in instructional technology. Thesc
multiple facets interface with a number of aspects of the college, the
student, the faculty, the EF, the administration, the community. Who

then to ask? Who, can be asked, given logistical and methodological

considerations?

The CIP evaluation project developed two thrusts. One ‘was to ask for
cvaluation from various persons who would have a-perception of the intern,
These were the Dean, the EF, the intern's students. The other was to
focus on one aspect of the training program, the Pajaro Dunes group
interaction weekend for assessment by interns of the effect of the
experience on their teaching. The pre-service institute was not
evaluated as a special project, as it had becen already done last year,
and it was not felt that the evaluation of the 1970 group would vary

a great deal. (See appendix J for Fiedler's interesting analysis. of
the institute).

The project of evaluating the intern by gathering responses from a
variety of sources proved to be difficult, but productive of interesting
results. Methodological problems turned up to compromisc the validity
and reliability of the Tesults, but not so much that some useful and
defensible generalizations could not be cautiously drawn. Obtaining
student evaluations of interns by means of questionnaires was especially
troublesome. Interns found it difficult to administer the questionnaire
to their students, particularly if they delayed until late in the
semester. In a few cases, interns declined to administer the
questionnaire altogether. It may be conjectured that in some cases
students who identified very strongly with their instructor saw

the questionnaire as an instrument of an oppressive system and answered

it (however cynically) in whatever way would best serve the intern.
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Evaluation Discussion, cont: Companion to the question, Who to ask?

is the question, what to ask? Generally, questions were designed to

get responses that reflected on the intern's performance along dimensions
that rclated to Program objectives. The major catcgories of inquiry
were: relations with students, fabulty and comnunity; attitudes toward
experiment, innovation; instruction and teaching performance. Evaluators
were asked to compare the instructor, not to rate him on any absolute
scale. The basis of comparison, in the case of the Deans, was other
instructors who had taught at the institution the same length of time

as the intern. Students yere asked to compare the intern to "instructors
in general," on the assumption that students do possess a collective
awareness of instructors as a group, much as they could describe a
colle~tive awarenecss of doctors, lawyers, or dentists, EFs were

asked to compare the intern_ to other first Year instructors,

In the case of the Deans, students, and the EF, the comparisons
were made on scales that made more definite the categories for

comparison. (See appendix J for the forms used).

Despite methodological problems, and the cautions necessary when
combining data from different sources, this conclusion is clear:

the interns as a group were rated as being better than other first year,
Or new, instructors in many ways, and of the interns, many were rated

as much better, The following discussion will describe the ways in

which the interns were rated and report the results.

EF evaluation of interns: During the year, thc CIP staff kept in

touch with EFs concerning the intern's progress, usually through

ronversations during visits to the intern’'s campus. Initially, it

had been hoped that th: Pre-service institute might provide the

opportunity to develop some procedures and policy for observation and




EF evaluation of interns, cont. evaluation of instructioa to be uscd

uniformly by the CIP observer and the EFs, such as the 1ntoract10n

analysis scheme, but it did not work out.

Experience strongly suggests that an EF will evaluate an intern on a

set of criteria which may be shared only in part by the CIP team.
Pcrhaps the CIP's observations were colored by the personal relationship
that evolved with many interns. Also, CIP cvaluations were no doubt put
in a special perspective by the non-involvement of the CIP team members
in the in-house contentions involving interns and LFS. CI!P observations
were confined aluwost entirely to the intern as a classroom instructor,
while the EF perhaps saw the intern in more dimensions as a colleague,

a fellow committec member, an ally, a competitor.

Though EFs will vary among themselves on the criteria they use and in
their evaluative techniques, it secmed defensible to assume that

their oviluations would be W1th1n a framec of reference uniform enough
to permit a summary of theix responses and some guarded generalizations.,
To obtain data from the EFs a partially structured questionnaire with

one comparison scale was preparecd.

Responses on the comparison scale of the qQuestionnaire follow a
positive trend, as the EFs compare the interns with other first year
instructors. The intern was typically described as "definitely
outstanding" and "better" in their overall performance. Table III

repirts the distribution of EF respuuses,

TABLE III about here




TABLE 1711

EXPERIENCED FACULTY (EF) EVALUATION OF INTERNS ON
ALL AROUND PERFORMANCE USING OTHER FIRST YEAR
INSTRUCTORS AS THE REFERENCE GROUP FOR COMPARISON

N=16
No. %
Definitely outstanding 7 44
Better 5 31
About the same 3 19
Below 1 6

Definitely poorer ) - -
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EF evaluation of interns, cont: The EFs were asked to cemment on six

generalized aspects of the intern's work., These were; rclations with
Students, relations with faculty, relations with the comnunity,
subject matter control, instructional technique, and attitudc toward
innovation and improvement, Interestingly, some general trends
developed among the Tresponscs, when they were classified by a sorting
procedure into categories reflected a "positive" or a "negative"
evaluation.

Standing out most clearly and with the grecatest degree of unaninity
was the positive response describing the relations of interns to
Students. "Displays excellent rapport,' was a remark that recurred,
Oor as onc EF s1id, "The students are really 'with' ", Control
of subject matter was remarked upon positively, though with a few
exceptions about half or the remarks on instructional techniques were
positive, and about half were lukewarm. Attitudes toward innovation
and improvement were also mixed, but definitely lcaning toward the
positive. Relative to the general trend of positive remarks, rclations
with the faculty had the larger proportion of negative remarks, though
usually qualified by some remark such as, '"of course he is 100 busy

to get around.,, ." Interestingly, most of the EFs disclaimed the

ability to comment on the intern's relation with the communi ty,

In an open-ended question, EFs were asked to comment on the intern in
a general sense, touching on arcas of growth and improvement, areas
needing improvement and areas of strength. Taken as a whole, the
corments are thoughtfully balanced between an enumeration of strengths
and indication of arcas that will require further attention. The tone

is positive and commendatory toward interns. A subjective reading
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between the lines suggests that interns are viewed as are rcgular
instructors when they are evaluated...that there arc probably concerns

left unvoiced and criticisms unmentioned.

In the main, the EF evaluation is positive. It can be concluded
that the interns are regarded favorably and appear in the eyes of
the EFs to be strong where the objectives and goals of the program

would anticipate them to show strength,

Decans of Instruction Evaluation of Interns: Deans of Instruction were

asked to evaluate the interns at their college using a scale requiring
the Dean to compare the intern with other instructors who had been
teaching at the college for the same length of time. The comparisons
were on ten dimensions which touched on subject matter, relations

with faculty, community and students, and attitudes toward innovation,

experimentation and awareness of the community college.

Nine deans responded, providing evaluations for 14 interns. The patterns
of response are adequate for speculation, though some cautions are
neccssary, inasmuch as only 66% of the interns were cvaluated, Table IV

reports the responses of the deans.

TABLE IV about here

At any rate the composite pattern of responses is positive and
affirmative of interns in comparison to instructors who had been teaching
at the college an cqual time. This pattern reflects even more

positively on the intern when it is considersd that they typical new

instructor in California is one who has already gained 3-5 ycars of

teaching experience.




TABLE 1V

DEAN OF INSTRUCTION EVALUATION OF THE INTERN USING
OTHER INSTRUCTORS WHO IIAVE TAUGHT AT THE COLLEGE THE
SAME LENGTH OF TIME AS THE REFERENCE GROUP FOR COMPARISON

PERCENTAGES N=14

about )

much the much no

less less same more more responsc
Command of the sub-
ject matter - 28 42 21 - 7
Interest in innova- .
tion and experiment - ~ 42 35 14 7
Participation in the
affairs of the college 7 - 35 28 28 -
Acceptance by faculty
and administration - 14 35 28 21 -
Participation in com-
muriity activities - 7 42 21 14 14
Potential for growth
as an instructor - 7 7 63 21 -

Awarcness of the com- .
munity college as a - - 28 63 7 -
unique institution

Understanding of - - 35 56 - 7
students

Ability to work

with students - - 35 56 7 -
Acceptance by - - 35 49 14 -
students
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Deans of Instruction Evaluation of Interns: cont. In comnand of the

subject matter, interns are about on par with other instructors
(though one dean, perhaps as a matter of policy noted that all

four interns at his college were "below" other instructors; the EFs
for the same four thought of the interns as "above")., The interns
have an edge on other instructors in their interest in experimentation
and innovation. The wide spread of responses in Tespect to participation
in community affairs and college activities, and acceptance by

faculty and administration attests to the individual differences among
the interns, but still describes them as more involved than the
comparison group. The greatest unanimity of response in the dean's
comparison of the interns in potential for growth as instructors., An
awareness of the community college exceeding that of other instructors
is attributed to the interns by the deans. In the area of relations
with Students, the interns contrast favorably with other instructors.
Deans rate them as more understanding of students, having more ability

to work with students, and enjoying more acceptance by students.

It may be concluded that the responding Deans have a good, but tempered
opinion of interns in contrast with other instructors new to the
college. Secveral arc considered to be "much more" in almost every

category, while only a scattering of responses go below "about the
Same, "
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Student's Evaluation of the Interns: In tapping student's perceptions of

the interns, several purposes were to be served. The main purpose was
to obtain a balanced evaluation, as students could scarcely be overlooked.
Another purpose was to ascertain if there would be any important pattern

of agreement and disagreement among the evaluations by Deans, EFs, and

students.

The project was the most complex of the components in the evaluation
program. Questionnaires were especially designed, and supplied to the
interns in numbers sufficient for their enrollments. The questionnaire
bore its own instructions, the intent being to make it as self-explanatory
as possible in recognition of the varying circumstances in which it would
likely be administered. The questionnaire was distributed in the last
month of classes. Some difficulties arose, from the lateness of the
year. By then, the attrition of students dropping out had reduced

class size in all cases. Those students finishing, then, tended to share
common traits of persistence and some degree of success in the course.
Further, several interns neglected to administer the questionnaire until
it was too late. Hence, the responses for any given class cannot be

taken as a representative sample, nor a total population sample,

Of the intern group, thirteen administered the questionnaire. Eight
did not. Two were counselors for whom the project did not apply. Ten

colleges were involved, touching a total of 34 classes, from which 700

questionnaires were completed.

The results of the questionnaire, presented in the following tables, are
shown as means and standard deviations. For each intern, a table

has been prepared, showing student responses results by classes and

for interns. For the intern group as a whole, the mean of means has been
computed and presented in Table 18.

N




TABLES 5 through 18 about here

Commentary: Before commenting on the results of the student questionnaire,
it is nccessary to stress again that the data is suggestive, but not

adequate as a basis for conclusive findings,

Several patterns emerge in the responses when the interns are taken as a
group. Clearly apparent is a pattern of comparison in which the interns
stand out as a group distinctive from the other instructors against

whom they are being compared. Several individual interns are considered

by their students to be well above the other instructor in all categoires,
and a few are seen as about the same, None are considered lesser than
others. The group, is seen as "more'" able than the other instructors in

a variety of ways. By and large there is consistency in the ratings, which
is interesting in view of the considerable differences in the intern's
teaching assignments, the locale and character of their colleges, and

their own individual differences in terms of age, sex, race and ethnicity.

Another pattern results, apparently from the ability of the interns to
elicit favorable comparison in respect to their relations with students.
For the interns, the highest ratings cluster around these items; "...is
approachable by students', "...respects Students," ", .understands the
problems of students.'" Also attracting favorable comparison is the trait,
"...is flexible and open minded," a characterlstlc which would
presumably be associated with good rapport with students. Interestingly,
EFs commented favorably upon the intern's rapport with students, as did
the Deans, though less affirmatively.
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Name of 1ntern (02)

College TABLE 5

This" instructor
compared Lo in-
structors in ,
general Tean

o.is uble to mzke 4.38
“subject interest-
ing .

..tries a variety 4.08
of teaching tech-
nigques

«oerespects stu-
dents

.;is-approachn
ablce by studeats

..understands
problems of
3" .dent e

.+.is vell inform- L. 46
ed on communitly T : :
problems .& issues

..grades fairly : . . 4.33

on & reasonchle
standard

«ois flexible
and open-minded

"eeis clduri@ng
definite about
course objeclives

.o KNoOws the
subject matier




Name of Intern

College

(03)

This instructor
comparcd Lo in-
structors in
general.. .. ..

TABLE 6

Total

“Mean

Mean SD Mean Sh Mecan D Mecan D

..is able to make
"subject interest-
ing .

3‘75

3.75 .97

..bries a variety
of teaching tech-
niques

3.81

3.81 .73

..respeels stu-~
dents

K

.78

4,13

.;is.approach—
able by students

4,50

oT1

..understands
problews of
students

4,25

‘56

«o1s vell inform-
ed on community
problems & issues

4,06

..grades fairly
on a reaschable .
standard

4,13

ols flexible
and open-minded

4,31

U S '3 )

«+18 clear angd
dcefinite aboui
course objectives

3.19

.88

3.19

. .knows the
subjeet matlier

4,25

4,25




Name of Intern (ON)

Collcre

-,

{

This' insiructor
compsred to in-
structors in
general... ..,

TABLE 7

“Mean

SD

Total

fcan

SD

Meon

SD

Nean

..1s &ble Lo make
“subject interest-
ing .

4,21

3'75

A3

3.93

eolries a variecty
of teaching tech-
niqgues

4,25

A3

3.88

.. respects slu-
dents

I,50

.87

4,16

..is approach-

(

able by students

L.69

4,50

N

Junderstands
problems of

ctindant

L.48

.70

.ois well inforu-
ed on community
problems & issues

3.97

3-87

i 45

.71

..grades fairly
on a reasonahle
standarg

3.66

3.48

3.00

.18 flexible
and open-minded

k.35

L.o9

.00

71

.73

e.18 clear and

_ definite about

course objeclives

3.38

.89

3.78

3.63

. . knows the

subject matter

3.79

.85

3.83

.76

1.00

3.82




Rume of Iutern (05)

College

This  inctructor
comparcd to in-
structors in
pgencrel., .., ..

TABLE 8

"Mean

Sn

lean Sh Mecan

..is able to make
"subject interesti-
ing .

3.77

.78

bl .60

«.tries a variely
of teaching lech-
niques

..respects stu-
dents

3.50

.79

3.77

1.01

- 3.80

1.01

3.84

3.97

..isﬁapproach-
able by students

3.73

.96

4,02

i.oh

.91

. ~understands
problens of
studenths

3.80

1.05

3.98

4,03

«ois well inform-
ed on comunity
problens & issues

b7

L1k

L.58 .67

y,23

..grades fairly
on a reasonable
standard

«ois flexible
and open-minded

3.73

1.15 |

3.73

‘093

4,371 .87

3.85,

4,00

1.10

3.92

79

4,58 67

4,07

«.38 clear and
definite about
course ot jectives

————

3.70

Ol

3.37

.97

3.95 69

3.58

. .knovs the
subject natier

——

— i e ——

3.93

1.00

3.71

.82

4,32 .65

3.89
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Nare of Intern (0%3)

Collepe

TABLE 9

This instructor [
compared Lo in-

struclors in
general,, ...,

Hean

Mcean

, T
Mean 1

..1s able to nake
“subjecl intercst-
ing .

.otrics a variety
of teaching tech-
niques

3018

3.19

3.91

3.73

..respects stu-
dents

3,09

1.08

’ 91# 30F\9

..is?approachu
able by stiudents

2.82

1.03

ST

.66 3.75

*«..understands
problems of
studentis

eeis well inforue-
ed on comnunity
problems & issues

3.33

.éh

3.09

1.16 | 3.38

.78

3.48

91

3.5

1.16 L, 06

1.03

..pgrades fairly
on a reasonable
standard

3.48

3.36

4 b3

«ois flexible
and open-minded

2.73

1.05

3.00

3.82

1l.27 3.88

78

««is eclear ang
definite about
course objactives

3.55

1.16

3.43

3.82

.72 k.00

.9l

..knows the
subject wratier

3.82

072

3.52

91

4,18

.83 4.13
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Nawe of 1lntern (07)

Collepe

TABLE 10

This® insiructor
compared to in- Total

structors in :
general ..., Mean | SD Meon 8D | Kean sD fcan 8D | Mean )

«+1s able to make 2.95 | .79 3.33 .75 3.25 43 3.12 7
“subject interest-
ing .

«olries a varicly 3.70 | .94 3.39 | 1.05 4,00 al 3,71 .99
of teaching tech-
nigues

..respects stu- 3.63 | .55 3.67 .75 3.75 .83 : 3.65 NE
dents ' )

—

" ..is approach- 3.52| .63 | 3.78 | .92 | k.50 ] .50 ' 3.9 | ,79
able by sludenis

. .understands 3.41 ] ,é2 3.71 .8 3.75 .83 : 3.51 S
problens of

( students
..is well inform- h,00| .82 4,28 5% 3.75 .83 4,08 .75
ed on couraniiy ' ’ 1 . :
problens & jssues

..grades fairly ) )
on a reasonable 3.37| .82 3.11 81 3.75 | 1.30 : = 103,31 .89
standarqg

«eis flexible ’ . . ¢ . . - .
and open-minded 3.22| .88 3.28 .87 3.75 43 3.29 87

«.18 elear and : : : - . . .
definile about 3.33y .82 | 3.39 | 1,01 | Lk.,25| 1,09 3.3 | .95
course ohjectives )

. .knows ti} .
subgcct m;itcr 3.67| .8F 3.44 1 1,07 3.50 | - ..9 3.57 .93
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Rame of Intern (10)

Collegc

This' instructlor
compared Lo in-
siructors in
reneral.. ...

TABLE 11

——

Mean

lean

Mean

Sh

fean

Sh

¢.1s able to make
"subject interest-
ing .

3.78

3.601

4,03

<77

..tries a variety
of teaching tech-
niques

.34

.73

.72

..respects stu-
dents

3.85

k.38

7h

.85

..is.approach—
able by students

3.88

1.15

RIS

4.2

*understands
problems of
students

«.is well inforu-
ed on cowrunity
problems & issucs

4.03

.90

50

k.29

3.30

.72

L5

3.h7

.73

«.grades fairly
on a reasonable
§tandard

3.70

76

4,03

«.is flexible
and open-minded

"..18 ¢lear and
definite about
course objectives

4,30

AL ko

3.61

3.61

3072

91

3. Al

.o knows the
subjeet matter

. s e o e s vt e

3.75

3.82

87

3.77
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Neme of ITntera (11)

College

This inslruclor
comparcd to in-
strvectors in

general,... ..

TABLE 12

Tean

..1s ahle Lo make
“subject interest-
ing .

3.58

«otries a variety
of teaching tech-.
niques

3.75

«oTespecls stue-
dents

.33

..istapproach-
able by students

4.17

. understlands
problems of
studenls

3.83

«edlo well inform-
ed on commmnily
problems & issues

3.92

cogrades fairly
on & rcasonzble
standard

3.42

«eds flexible
and open-minded

4.33

«ols clear and
definite about
course objectives

3.92

. cknows the
subject natter

4,25




Name of Intern (12)

College

This instructor
compared Lo ine-
structors in
general......

TABLE 13

Total

“Mean

SD

Mean

Sh Mean

SD

Mean

SD

Mean

SD

..is able to make
"subject interest-
ing .

3.50

«50

3.50

.69

..tries a varicty
of teaching tech-
niques

3.92

3.5,4

3.38

.70

3.30

3.4

.70

.A3

3.53

3.7h

.83

«erespects stu-
dents

b.sh

.58

L, 27

<71

4. 40

’ o7l

’ ..is approach-~
able by students

k.79

.50

b,s5h4

. 57.

b.43

.39

.79

.67

l,s52

..understands .
problems of

~tndant o

4,50

k.35

.78

.37

.80

%.38

.77

oois well inform-
ed on community

. Problems & issues

3.58

.78

3.73

3.¢5

.72

. ee.grades fairly
on & reasonable
standard

4,00

.76

3.67

.75

3.77

.70

«.is flexible
and open-minded

p 4,58

L. 2

410

g

"eois clear and
definite about
course objectives

3.13

3.31

3.17

.75

3.23

3.21

« knows the
subject matter

3.38

A3

3.69

3.67

3.90

3.67

<77
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This' instructor
compared to in-
structors in
general.....,

Name of Intern (13)

College

TABLE 14

Total

Mean

Mean

Sh

Mean

SD

Mean

Sb

Mean

Sh

..is able to make 2.50

"subject interest-

ing .

3.09

.79

soetries a variety 2,50

of teaching tcch-
niques

3.06

1.09

3.08 |

1,1k

3.00

1.0

3.18

3.4y

1,00

3.00

.39

3.13

.. respects stu- 3.50

dents

1.26

4,00

L4.06

.83

3.31

3076

.84

' .;is'approach- 3.33

able by students

1.25

L4,27

4.13

3.15

.36

3.78

1,00

..understands 3.00

problems of
~tudents

.ois well inform- 4,00

ed on

. Problems & issues

comunity

1,00

4.00

.13

3.00

.56

3.7

.58

h.25

.83

3.69

b.13

«.grades fairly 3.33

on & reasonhable
standard

.9k

3.82

3.69

1 ok

2.92

3.4~

«idis flexible 3,67

and open-minded-

T

3.64

298

3:75

1.20

3.08

f2

«ois’ clear ang 2,50

definitc about
course objectives

.76

3.55

.78

3.19

1.2k

2.77

.58

3.07

« .knows the 3.33

subject matler

.75

4.00

3.A9

1.04

3008

.73

3.5’4’
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Name of Intern_ (15)

College

é' TABLE 15

This' instructlor ; |
compared Lo in- Total 1
structors in . 1
PENCTA)l. s onn Mean| 8D fean SD Mean SD Mean Y)] Mean S

.+is able Lo make k.19 ,39 k.19 1
"subject interest- ‘ |
ing . o

..triestg_variety b9 | .7
of teaching tech-
niques

k.19 «7h

..respeets stu-, L.h2 | .63 : . L 42 3
dents a '

..is.appfoachu 4.35
. able hy students

.78 o h.35 [ .78

..understands k.35 .73
problems of
students

435 | .73

o~

..is wel) inform- Luc| .49 ‘ . s 4.4~ .f9
ed on commanity : ' S ) .
. Problems & issues

;-6rades fairly 3.96| .7 RV S I X
on a rcasonable “ - : :
standard ‘

«ois flexible - 4,35
and open-minded

2

"+ei8 clear and k12| 1,05 : ’ S e L . 4,12 | 1,05
‘ definite about
course objectives

...knows'the k.ag9} .79 o k.19 .79'
subject matter
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Name of Intern (10)

Collcge

This" instructior
compared to in-
structors in

general. ...,

TABLE 16

Total

‘Mean

Sh

Mean

SD Mean

SD

Mean

SD

Mecan

..15 able to make

“subject interest-

ing o

k,00

«T1

4,00

«otries a variety
of tcaching tech-
niques

3.58

l.12

3-58

1.12

+..respects stu-
dentg

. k,58

L.58

.95

..is.appyoach~
able by ‘students

4,17

1.07

4,17

1.07

..understsnds
problems of
students

4,00

091

4,00

.91

..is well informi-
ed on commonity

. Pproblems & issues

3.67

.7?

75

«.grades fairly
on a reasonable
standard

4,17

1.28

1.28

eols flexible
and open-minded

© 4,08

b,08

eeis clear ang

‘ definite about

course objectives

3.83

.90

3.83

.90

. «knows the
subject matter

4,00

1.08

4,00

1.08
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Name of Intern (17)

Collcge

This' instructlor
compared to in-
structors in

TABLE 17

"HMean

Mean

SD

Mean

SD

SD

sn

ggn(,'ral.. + 400

..is able to make

“subject interest-

ing .

3.91

SD

.79

k.27

Mean

.76

..tries a variety,

of teaching tech-
niques

3.54

.50

3.83

3.76

..respects stu-
dents

. 3.18

3.87

.92

3.68

" ..is approach-

able by students

3’73

l.21

k.30

k.15

1.07

" ..understands

problems of
student.s

30""6

.89

k.24

«eis well inform-
ed on community

. Problems & issues

30’"’6

.78

h.;o

..grades fairly

on a reasonable

standard

3.55

.78

.3.90

.ois flexible
and open-minded

k.37

24,10

.18 clear and

. definite about

course objeclives

3¢6l'|'

3.80

1.05

. «knows the

_subject matter

3.91

1.00

4,30

.o

4,20
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Commentary, cont: Some patterns of disagreement can be detected

when the evaluations of the EFs, Deans and students are contrasted and
compared. On the matter of "subject matter control", each of the
interns evaluators see control in a different light, apparently.
Probably, the most reliable assessment would be that of the EF.
Another matter, which cannot be explored satisfactorily here because
of limitations of time and space, is the discrepancy that appears
between EF and students rating for several of the interns. One case
in particular is intriguing: the EF accords the intern glowing praise,
while the students compare him favorably with other instructors, but
not with such a degree of enthusiasm. This kind of discrepancy does
not suggest that one or other of the evaluators is in error. It does
demonstrate that there are inevitable differences®in perception that
arise from the relationship of the evaluated to the evaluator. This
is a fact of life which must be taken fully into consideration in the
evaluation of participants in an internship type program, especially,
when the participants themselve; may represent a ''new wave,'" insofar
as curriculum and methodology are concerned; The circumstance
mentioned above could be exactly reversed. In fact, that pattern can

be discerned in the evaluation of several interns.
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INTERNS EVALUATION OF THE CIP

Changing the foéus from an evaluation of the interns to the program,
how did the interns evaluate the CIP? This question is difficult to
answer in any rigorous way, for what may be conveniently described
under the rubric, "CIP" or "the program" is in actuality a complex
of people, events, attitudes, histories and is perceived differently
by different interns. What is to one intern a very valuable aspect
of the program is of only Passing interest to another. What appears
to be of little interest to an intern early on in the program later
becomes of central interest. Yet, this conclusion is clear: the
interns have a uniformly positive feeling for the Program, valued

some aspects of it very highly, and consider it to have been a very
good program, very useful to them.

Why did interns generally like the program? Perhaps because of the
personalized nature of the program and the high "faculty" - intern
ratio, attachments were formed, and friendly relationships developed.
Warm feelings toward the program were no doubt bolstered by the
prevalent feeling that for many interns there would have been no
teaching position without the program. The stipends induced positive

feeling. The program was perceived as useful. Further, the interns
came to feel that it was "their" program,

On certain specifics, intern opinion divided, as for instance on the
question of formality of structure in Program planning. A few were
sharply critical of what was perceived as too much permissiveness,

while others praised the sense of freedom and personal responsibility
that the program gave then,
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INTERNS EVALUATION OF THE CIP, cont.

By and large, the reasons for describing the program in positive

terms clustered around these attributes:

a. facilitation of job getting; "...opened the door to teaching..."

b. interaction with other interns and CIP team, an "up-
lifting" experience which also brought exposure to new
ideas, tested conviction, led to understanding of the
problems of others, and promoted self awareness,communication
skill,

C. pre-service session, which brought a state of '"readiness"
to enter teaching, gave practice for teaching with the

video tape,

d. personal attention, support from the CIP staff and
specialists, concern and commitment, constructive

criticisms of classroom observations,
€. multi-cultural makeup of the group,

f. encouraging attitudes of experiment, innovation, the
spirit that there are those who care about i~ _rovement
of instruction, legitimating individual intern's feeling
of appropriateness in being different, flexibility in
program design, permitting attention to immediate problems, d

absence of '"pedagese" and lectures,

g. relevance to societal needs in relation to community colleges.
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INTERNS EVALUATION OF THE CIP, cont.

Criticism of the program, pointing out aspects perceived as negative,

tended to cluster around these attributes:

a. academic demand not rigorous enough, not enough "meat"

in some presentations

b. too much time spent in discussion, group activities, and
not enough time with specialists and staff in substantive
discussion, or generally, an inefficient or "poor" use

of time

c. need for additional minority representation in the CIP

especially needed being Chicano, women

{ d. insufficient time to delve deeply into conflicting

educational viewpoints

Paradoxes and cross purposes encountered in the 1969-70 program appeared
again. The call for more structure was countered by the criticism that
too much structure existed. The request for more attention to the
""how-to" aspects of teaching was countered by the request that more

time be spent in philosophical discussion. Those urging more group
dynamics and interpersonal relations contradicted those who argued that
such "pointless" discussions were of little value. And there are more.
The conclusion to be drawn is that a program like the CIP will serve a
group that is relatively homogenous in many ways but is also heterogenous
in other important respects. Thus, the program must strive to be as
comprehensive as possible in the points that it touches, and sufficiently

flexible in its structure to accede to modification by participants when




INTERNS EVALUATION OF THE CIP, cont.

and wherc appropriate. Probably the recurrent paradoxes are endemic
in enterprises of this nature. Because they relate very directly to
the classroom, CIP turned the otherwise hampering paradoxes to some

advantage by making them items on the agenda for intern discussion.

The diversity of perceptions regarding the value of aspects of the
program demonstrates that individual interns will find individual
aspects of the program of more value than others, but that there is no
clear pattern of one aspect that overshadows the others. It may be
concluded that the CIP was successful in its attempt to exemplify
personalized, individualized instruction, in the recognition that

individuals learn differently, have different needs, and they change

with experience over time.

Responses to several of the questions on the Participant Evaluation

Form are interesting. Generally, they substantiate other evidence
attesting to the intern's positive appraisal of the program. In rating
the overall quality of the program, on a five point scale, 80% of

the interns found the program "outstanding," or "very good," while

22% thought it ™good". None rated it as only "adequate' nor '"poor.'" As
the training in professional work of the program related to their own
careers, 70% rated the program at the top of the scale as '"very useful."

30% found it "fairly useful," and none rated it as '"not at all useful "

~ TABLE V about here
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TABLE 19

INTERNS RATINGS OF SELECTED PROGRAM CHARACTERISTICS:
PARTICIPANT EVALUATION, OE FORM 1216

Cut-
__Standing

Very

Good Good Adequate

-

No
Response/
Poor Not Applvy

Quality of curriculum 20

Quality of internship

Administrative arrange-
ments> juality of
learniug atmosphere
created

Administrative arrange-
ments; effectiveness
of time schedule of
activities

Quality of full-time
teaching staff

Quality of part-time
teaching staff

uality of consul!tants
lit f ‘tant

45 25
50

40

10
10

15




INTERNS EVALUATION OF THE CIP, cont.

A summary of the intern's ratings of certain of the program characteristics
provides more evidence of their positive attitude. Also, the summary
illustrates in the distribution of responses the selectively critical
judgements of the intern. It must be pointed out that the questionnaire
puzzled many of the interns who found it hard to respond in categories
perceived as inapplicable. For instance, what was the "curriculum" of
the CIP? Those answering from a conventional course-work frame of mind
would have difficulty, since in many important ways, the curriculum of
the CIP was in fact the intern himself and his self-study. The

"quality of internship" would be answered from the context of the
on-campus environment as much as from the context of the CIP per se.

The items touching on "staffing'" were difficult to answer since the

CIP team was not seen as a teaching staff.

USING THE OMNIBUS PERSONALITY INVENTORY

:
The Omnibus Personality Inventory (OPI) was administered midway
through the pre-service institute in August. A second administration
of the well known instrument was planned for late in the spring. The
pre and post results were to be evaluated and interpreted by Dr. Paul
Heist, Professor of Higher Education at Berkeley, and prominent

authority in personality testing.,

Although the CIP team were fully aware of the serious reservations
minority group members have concerning "culture Lound" instruments,
it was determined that several important goals would be served and

make the project worthwhile, By taking the inventory at the outset
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USING THE OMNIBUS PERSONALITY INVENTORY

of the program, then necar its conclusion, the intern could see
changes in his profile, if any, as well as the distinctive patterns
of his own responses. Such data would be of value in evaluating

the impact of the program and the internship experience.

Late in May, Paul Heist met with the interns to discuss personality
assessment through self-reporting questionnaires, the concept of the
"profile," and, discussed profiles with interested individuals,
Though there was considerable interest among individual interns in
their profiles, the group as a whole did not favor the second taking

of the inventory, Thus,""before and after" data is not available,

It should be noted that the CIP decided ecarly in the first year that
no form of testing would be required as part of the application
process. The critical response of the intern to the testing concept
validates that decision. But, that does not preclude the value of
a well designed pre and post testing project for program evaluation
for program participants, assuming that they are fully aware of the

purposes of the project and have a participatery role in its design,

DESCRIPTION AND EVALUATION OF TIIE PAJARO DUNES GROUP PROCESS WEEKEND *

.

"Our feeling is that the growth

potential of teachers, just as with

children, is unlimited, and that the
development of group process apsroaches

is one design in which such teasher potential
can be realized."

Quote from The Lonelx Teacher,
Peter Knoblock and Arnold Goldstein

*Steven A, Brown, Associate Director




Goals of the Evaluation Project

In keeping with a basic premise of the CIP - that is, that teaching/
learning is above all else an interactive activity - one of the major
features of the 1970-71 program was a replication of the '"group
process weekend" held in the spring of the 1969-70 program. The
activities of the weekend were directed toward two primary goals, One,
to bring to the participants increased awareness that the educational
process is one in which personal interaction takes place in class - ’
which in fact are groups. A teacher wishing to promote maximum
learning needs to be knowlcdgeable about group Process and skillful

in the use of group process techniques. Two, to aid Ehe participants
in the realization that in process involving human interaction, each
individual engaged in the process needs to know himself aii.i be
cognizant of the perceptions others have of him. A concommitant

hope (if not expectation) was that the weekend in all its elements -
participants, timing, duration, setting, format, - would provide

not only for increased awareness and knowledge, but also for maximum

opportunity where these could be individually tried and tested.

Assumptions: A basic assumption underlying the plan for the weekend

was that learning about group processes effectively occurs through
participation in a structured or focused group experience. Ancther, that
group processes, like swimming, must be practiced to be learned.
Further, that the size of the group is important, being small enough

to encourage active participation., A central, agreed upon task was
assumed; that the prupose was to learn about group process and how it
ramifies into learning in and out of the classroom setting. Around

this task was to revolve intensive interaction (discussion/work

activity) and reflection (discussion and analysis of what had been taking

place).




Planning: Interns from 1969-70 stressed the value of their group
experience, so in planning for 1970-71, this program componeat

was given greater prominence. During recruitment and selection
interviews, the topic was discussed, and was re-introduced during the
pre-service institute when the interaction exercise was conducted. At
the pre-service institute, a date for late spring was set for a group

experience weekend.

In mid-January, arrangements for the site were completed, also the
search for appropriate facilitators. This is always a chanccy
process due to the unknowns in group mix. The selection of facilitators
turned out to be quite fortuitous. Six were located, whose interests
and experience coincided with CIP objectives for the weekend and

( were known by one of the staff consultants. They had worked together
a great deal, thus were familiar (and compatibic) with each other's'
styles of operation. The CIP staff and the six facilitators met ‘
some weeks prior to the event, agreed on the basic program for the
weekend, and from that point, the activities of the weekend came under

the guidance of the facilitating team.

At the Saturday seminar on February 20, four of the team met with the
CIP interns and staff to discuss the workshop, and to arrive at final
agreement about the goals and how these would be worked at. From the
conversation at the meeting, it was clear that many of thc interns
were anxious about the weekend, and its ,«-cential effect on them.
An overlay of negative response to seemingly neutral terminology -
""group process training", for example - brought out the degree of
unease, or outright hootility felt by many. The facilitators attempted
to reinforce their intent that the experience emphasizc learning, as
contrasted with therapy; that the central goal was to aid understanding
j%i of how people behave in groups, particularly conventional learning
(classroom) groups; that while openess of expression was to be encouraged,
it would be directed at effective communication, rather than depth

[ERJ!:( encounter, The predispositon of some of the participants made them




Planning, cont: skeptical that this would be the case, a fact which

became evident when some whom were most negatively vocal did not take

-

part in the weekend. Following the meeting on February 20, the
Director and Associate Director divided the group into thrce smaller
units consisting of seven interns, two staff, and two facilitators,
each. In setting up the groups, an attempt was made to modify a

random selection so that maximum interaction would take place in

e~

each group. As far as possible, groups were arranged to provide

proportional representation as to sex and ethnicity.

The Setting:  Accomodations consisted of six individual houses, located

on the beach within a few minutes walk of each other. The assumption

P

was that the separateness of the houses would permit a degree of privacy
for sleeping, or just being alone, not possible in a more conventional

large-group setting. The quiet of the ocean, too, would hopefully

-~

contribute to the atmosphere, encouraging close interaction, introspection,

reflection.

One of the houses, centrally located, having a large living room, would
serve as the assembly point, large meeting area, and dining room;

the participant groups would designate three of the remaining houses

as their indoor gathering points. Participants would select their

own places to sleep.

Outline of the.Weekend:

Participants: *15 interns; 2 staff; 4 staff consultants; 6 facilitators

*6 interns of the 21 did not attend
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Outline of the Weckend, cont:

Setting: Pajaro Dunes: a beach community in which commodious
private homes are available for rental for recreation
and/or conference use. Catered group meal service
is available (we used it). The atmosphere is one

of relaxed privacy, in warm, comfortable surroundings.,

Timing: The session took place in mid-March. The intent
was to engage the interns in the experience late
enough in the yecar that they would be in their
second term of teaching (and hopefully under less

stress than during the first term).

T

Duration: Arrival was timed for mid-afternoon on Friday -

departure, mid-afternoon on Sunday.

Format: Friday afternoon: Informal get-togegher

Friday evening: Large group meeting - "Why are we

here?", "How are we going to do it?"

Small group meeting - "Doing it"
Saturday morning: Small group meeting - "Doing it"
Saturcay afternoon:Small group meeting - '"Doing it"
Saturday évening: Free - éocializing
Sunday morning: Small group meeting - Assessment

ol
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What lappened?

Friday afternoon was a time for renewing friendships, talking abcut the
trials and triumphs of the three weeks since the last Saturday seminar,
and winding down from another busy week. The atmosphere was one of
congcniélity, even convivality, with inklings of anxious anticipation
present in almost everyone. Dinner was followed by the re-introduction
of the facilitators, who then "Opened" the more formal procedings.
Briefly reviewing the objectives, then setting out the proposed program
of the weekend, they put forth Some standard ground rules: -the call
for opencss, here-and-now talk, as opposed to anecdote or history;

self-expression, rathe-: than interpretation of others and so forth,

The groups then moved +o their selected houses and began the business
which was to occupy them paysically, cognitively, and emotionally

for the next two days. From this point, the weekend became even

more an experience identifiable only by and with each individual.
Consistent with the understanding that individuals, thus groups of
individuals, are in the I1st analysis, self-directing, the facilitators
encouraged '"their" groups to' be themselves, and to use the program
format, or not use it, as appropriate for them. The facilitators

had designed a corc of experiences and exercises which they felt

weuld contribute to the functioning of the groups, but they viewed

these as starting points, not as ends, or essentials.

The groups ended that first eveningaround ten, Some of the participants
continued conversations begun in the groups, some walked the beach,
some partied, some went to sleep. Some moved to initiate, build, or

Cement relationships; some used the time for solitude. The facilitators
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What Happened, cont.

had a chance to compare notes on the happenings within their groups,

a process which they repeated many times throughout the weckend, as

they sought to be most effective.

Saturday was a continuation of Friday night. There were small group
sessions both moring and afternoon, where the initial interactions of
the previous evening were deepened. Some alternates to strictly

verbal communication were used in attempt to put the participants at
more ease with one another. One such was a building game, in which

the object (on the surface) was the replication of a tinker-toy
construction. Many deeper messages were taken from the exercise, such
as how the individuals in the group dealt with a venture requiring
cooperation, or with "expertisc", or the non-participant. Good weather
encouraged getting out on the beach; football games, running, walking

and talking provided for different ways for the groups to interact.

Saturday evening was scheduled for free time,with the understanding

that there would probably be a party. At least one group was still
heavily involved past the time the party was to have begun, so there

were a couple of gathcrings, which finally merged about ten o'clock.

The party was not altogether successful, at least not as a social event.
Because of the interaction between group members, there was reluctance to
break off things begun earlier. Probably the largest single damper

as the overbalance of men. One of the participants was heard to compare
the dance floor (unfavorably) with a Ligh school stag line,
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What lappened, cont.

Sunday morning was set aside for reflection on the previous day and

a half, It was at this point that the participants were encouraged
to give feedback to others in their groups. Here was the opportunity
to tell of the good and/or not so good feelings present after nearly
forty eight hours of intense interaction, and perhaps to try to

talk about the meaning of the experience. Then...the final lunch,
last walks on the beach..."I'1ll see you at ..." Each took his own
way, the ride back, to prerpare for Monday's classes, to greet

excited children, to complete the break with a fiance, to ponder the

significane of parts of the self discovercd.
Evaluation

Evaluation of a training program of this sort is difficult. These
questions need answers:

What happened to the participants,

How are theydifferent, having been through the experience,

Are there other ways in which the same, or more meaningful,

changes could have been brought about, Was it worth the

time, effort, meney?
It is evident that even a thoroughly comprehensive and expensive
research design, answers would be elusive. Despite the difficulties
hampering any evaluation effert, such as the recency of the experience,
absence of control group and long term data, this evaluation project

has obtained data adequate for answering, in part, th.se questions.

4
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Evaluation, cont,

Methodology: Within the week following the cvent, the participants

and the non-participants in the intern group were asked to respond

to a three item questionnaire designed to elicit expressions of feeling
about the experience. Participants were asked what they had anticipated
beforc the weekend, how they felt about it now that they had been

through it, and whether, and how, the experience influenced their own
teaching,

Non-participants were asked to comment on their anticipations, why

they elected not-to participate, and what they felt about not participatix
Of the fifteen participants, eight replied: of the six non-participants,
two replied. These responses led to the development of an interview
protocol to be used in the second and more important phase of the
evaluation project, the depﬂlinterviews of the participants.

To conduct the interviews, a participant in the 1969-70 CIp was employed.
Familiar with the experiences confronting an intern, aware of program
objectives, and sensitive “o the subtlties of reaction to the
interaction weekend, she assisted in *he deveioprient of the protocol and
conducted the interviews. (See Appendix K for interview protocol).

The protocol amplified the questions asked on the first questionnaire,
and provided a format from which the interviewer ‘lead the participants
into a discussion of their feelings about the weekend. Essentially, the
p1otocol was open-ended, though detailed in the probe questions. The

hope was that it would provide data adequate for comparisons of responses

(See Appendix L for participant's assessments in summary form),

J




Methodology, cont: The interviews were scheduled to be an hour's length,
at places convenient to the participants. Each interview was audio-
taped. At the conclusion, interviewer noted immediate impress{ons.

Later she reviewed the tapes adding to her initial notes, thus developing
for each in;crview a composite, summary statement and analysis. This
helpful though time consuming process enabled the interviewer to

report in an appropriate manner her own insights on the responses. A
similar procedure was intended to collect data from non

but it was not possible to do so.

~-participants,

Differential Response: The most notable finding is that there is

tremendous range of response among the participants,

(See appendix L
for a condensation of participant responses presented in a summary,
table form ). Some interns reported a high anticipation of the
weekend, thus, "I was really looking forward to the weekend. I expected
that we could learn alot about hgw groups behave," Others said they
felt neutral. Some were negativé, "I went only out of obligation., I
was hoping that maybe I would get some help to be a better teacher."

Most expressed anxiety about this new experience.

Participants who initially expressed anticipation for the weekend scemed
to come away disappointed. For some, it was because they were looking
for a cerebral experience; "I went, thinking we were going to be

having cognitive discussions of group process. What we got was group
encounter. I feel misled.'" By contrast, participants who initially
expressed skepticism, or distrust, seemed to come away feeling good
about the experience. Not all had the :ame reasons, to he sure, but
most of this group felt that the experience was valuable for them; "I
¢xpected an encounter group, which would tear people apart. Instead, my

- gToup developed a warm atmosphere. It was very valuable, and I think that
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Differential Response, cont:

"I think that the group leaders (facilitators)
were walking on eggs around the race question,

trying to avoid an issue."

Another intern said:

"The facilitators didn't know when games were being

run on them." (by the black interns)

Once again, interns expressed widely differing impressions, both as

to the worth of the experience, and as to what made it worthwhile,

( As was noted above, those who looked forward to the experience and had
little anxiety generally were not satisfied. It did not meet their
felt needs. As one said: '

"I went into the experience with high expectations,
They were not fulfilled." (The interviewer was not
able to get the respondant to be specific about

what it was the intern had been expecting to take place.)

For those who felt that the weekend was valuable, there was one thread
that secmed to weave most of their reasons together, The positive
results were all associated with some form of direct, personal growth,
Very few stated that they learned much about group process, aad almost
none saw a direct relationship between the group process *-aining and
their performance as teachers, (The reason for emphasis is tha* they
all saw a direct connection between the personal growth aspects, and

their teaching). For example,
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Differential Response, cont:

""The atmosphere of acceptance radiated by

the group, especially the facilitator,

brought me to a point of feeling great personal
liberation. I feel able to be much more
sensitive to the needs of my students, but this
docsn't have anything to do with group process...
personal growth is what is helping me to become

a better teacher.,"

The facilitators made a related observation, from a slightly different
perspective: They agreed that for group process learning to have
taken place, more time was required. Cne suggested that the

session should have been longer. Two thought that another weekend,

a week or two after the first would have provided for that aspect of

the experience.
If the perceptions of the participants are accurate, most of the
carryover was in terms of increased sense of self-awareness; that not

much that would be identified as specific group-process learning occured.

Group Process and Teacher Training: The patterns of differential

response was elicited by the question, should this kind of an experience
be a part of teacher training programs? The staff, and those who

feel that they got something outof it are in general agreement that

this sc.t of lcarning is valuable. The responses of those interns

who talk of changes in their personalities after such short exposure,
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Differential Response, cont: changes which they assert would not

.likely have come about in any other way, support the idea. In

addition, as the staff and consultants observad the intern's teaching
after the experience, it became clear that their perceptions were
accurate. There were observable marked differences in the classroom
manner of many of the interns...not all of those changes occuring in
those who expressed positive feelings about the experience. However,
that this should be a required part of every program has not been
demonstrated. For one thing, the learning might well take place

in other ways. (For most, this does not at present seem likely,

but it is possible). For the results described herz are
very short term. The perceptions were reported less than two months
after the event; only three months have transpired us this is being
written. More research is required before longrange benefit of

such a program can be determined.

Hewever, the indications are that this sort of learning experiesce is
valuable; the question remains, '"should it be required of all

potential teachers?"' One intern responds:

"I went to the weckend with a negative attitude,
had a poor opinion ot encounter-type sessions,

and felt that cognitive oriented learning was more
productive. However, I now seec the value of such

sessions in teacher training."

Answering tie question,'"would you have attended if therc had not been

a sense of obligation?", the intern replied, '"No. Absolutely, no."
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CONCLUSIONS

It appears that the very nature of this type of training...unknown
until it has been experienced, makes it threatening to many who can
and do benefit from it. The objections to requiring attendance, or
to making it an integral part of a trining program generally stem
from the notion that a person does not benefit- unless he has freely

chosen to participate.

Should a similar experience be a usual part of teacher training
programs? There are two approaches to answering this ques*ion one

empirical, the other more philosophical.

The main argument agains making this sort of experience an integral
regular part of a prbgram comes from those who assert that participants
do not benefit unless they have frecly elected to participate. This
position has common currency among the group process training trade,
yet the self-report data citc® here seems to refute that contention.
Most of chose attending who felt hostile, or antagonistic in advance
of the experience report positive feclings having been through it.

This seems to suggest that if the session is managed in a way
appropriate to the task interest of the group, they will in fact
benefit in other ways, ways which they might previously have decried,

yet ways which they valﬁe.

The philosophical position is difficult to unravel. The questions
become, "If one of the goals of the training program is to encourage

teachers to value and nourish student initiative, is it not of central

importance that the program be designed to exemplify that goal? And,
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CONCLUSIONS, cont.

"Is it possible to preach frce-choice, and then to lay on requirements?"
The answer to the first question msut be, 'yes." to the sccond, '"No."
How then is it possible to set up a training program in which the

goals are to encourage initiative and self-direction, and yet provide
for experiences which are known to the staff to be valuable, but

which may be strange, and threatening to participants?

The only answer to this seems perhazps to be weak, but no less true:
provide for the experiencg in the design of the program. Encourage
alot of discourse about the experience. Involve the group in
planning for the event. Be as sure as possible that the staff is
competent, and concurs with the goals of the project. Make sure
that participants have the choice (and feel that they have it) as
to whether to attend. .

LONG RANGE EVALUATION

At this time no long range evaluation is being planned, though
such would be useful. It would be interesting to know how the
interns persist in the occupation of teaching, how leadership
potential is fulfilled, how students and colleagues rate them in
teaching performance over thc years. Further, it would be of value
to the larger question of faculty development to be able to trace

the steps of the interns as they move toward or away from

assimilation into the social system of the faculty.
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LONG RANGE EVALUATION, cont.

An evaluation form for the 1969 interns who are still at the
college of initial employment was sent to Deans of Instruction,
The return was small, but positive. A reunion of 1969-70 interns
was held during the fall of 1970. Attendance, strictly voluntary,
was about 50%, though a number of interns were unavailable, or
expressed the frustrated desire to attend. Informal evaluation
through conversations with former EFs, Deans and Presidents of

colleges employing interns is positive, and in several cases very
enthusiastic.

V. CONCLUSIONS

Repeating the conclusions of the 1969-70 report, the most significant
aspect of the program, is the attainment of its leading goal. The
CIP has placed minority and non-minority instructors of outstanding
potential. The CIP interns effectively instruct the broad spectrum
of community college students. They work wel: with the '"new" student,

those of low income and/minority backgrounds.

It is significant that this federally funded program came into being
coincidental with the recognition (belated) by the colleges of

the pressing nced for minority faculty, and the re-awakening of the
profession to the need for the preparation of the community college
isntructor. CIP appeared at a time of need, and served the colleges and
students in a timely way. An outcome of the program's operation has

been a resurrected interest, modest but important, of the concept of the
“'prepared instructor."
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CONCLUSIONS, cont,

The model set by the CIP for program content and policies has been

emulated by a few progressive institutions. Another outcome of the |
program is that of the 45 interns that have gone through the progranm, |
leaders are already beginning to emerge. Further, the CIP experience

has brought into being a resevoir of experience, skills, and

leadership in the persons of the CIP team and some of the EFs.

These may scem bold assertions considering the relatively small
magnitude of the program. After all, only 45 CIP interns took their
places among the some 18,000 instructors that man the California

community colleges. Yet, ideas have power, and conditions can bring

e

them into wide acceptance. Without being overly extravagent, it may
be predicted that the next decade will bring a sustained and close
interest to matters ofcurriculum, instruction, evaluation, learning,
and the development of faculty to deal with these matters effectively.
These are topics which have been in the shadow during the last decade
of the topics of building, financing, organization, though they are

at the heart of the teaching/learning enterprise. Not many faculty
members are truly skilled in curriculum development, instructional
strategies, variations on evaluation, and theories of learning,

They will certainly need the vehicle of in-service programs to achieve,
or renew, competence in these areas. It may be expected that the ripple
effect of the CIP and its interns and similar programs will be of

benefit to the community college movement in the decade to come .
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MAJOR STRENGTHS AND WEAKNESSES OF THE PROGRAM

Two year's experience has proven the strength of the basic concepts

and structure that underly the CIP. The concept of the pre-service,
intensive warm-up session preceding a substantial reality cxperience

as the foundation of the in-service phase has demonstrated its viébility.
Outstanding successes with several EFs has demonstrated that the

role conceptualized the EF is within the realm of possibility,

This is important, for it is now clear that the experienced faculty
member is the pivotal figure for thorough going in-service programs,
Expericnce shows that much groundwork must be done to define and

animate the role,

Basically, the concept of internship itself has proven to have an
intrinsic strength, Though the role, fully developed, is alien

to the social system of almost every college, it has developed at

a few colleges, to the benefit of the intern and the college alike.
Certain attributes of the role can give it strenght, resilence and
appeal. For instance, identification with a training program with

the accompanying linkage to a reference group of fellow innovators

and learners give the role a broad scope of association. The privilege
of "released time" during initial stages of the experience to

attend to personal development and familiarization with the college

and its students speed the process of growth., Certainly, the concept
cannot fully develop at colleges where financia} stringencies preclude
in the proper allocation of resources, nor can it thrive where defense
of the status quo obstructs change. 1In candor, the experience of the
CIP has not provided answers to the key questions of how to bring the
role into being in hostile or indifferent surroundings, but the successes

in conducive environments demonstrates the validity of the concept.
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MAJOR STRENGTHS AND WEAKNESSES OF THE PROGRAM, cont.

Another strength of the program has been in the basic staffing
pattern. The team approach of the specialists plus the CII staff
has made possible the circumstance in which interns could enjoy

both general and specialized evaluation and consultation.

A part of the value of the CIP experience has been in the discovery
of weaknesses in program design, conduct, policies and practices.
Perhaps the most debilitating flaw in the program is that it must
depend upon the job market for the placement of interns. A weakness
in program design is the shortness of thc pre-service institute.

A three week institute would no doubt serve the needs of interns
better. During the in-service phase, it was found that staff time
was inadequate to provide as much field visits as were desired by
the interns. Among the CIP team, there nceded to be a broader

representation of minority members, particularly women and Chicanos.

There is something of a paradox in the matter of strengths and
weaknesses in the structure and operation of the program. Perhaps
this paradox is best described in the words of one perceptive intern,

who caught the message that the CIP team sought to get across;

The strengths of the program often seem to

be its weaknesses. For instance the interns
were given a free-hand to develop as they

saw fit, seeking advice, etc., when they wanted
it and ignoring it in a like manner. This
placed the burden upon the individual ---

the intern --- to grow at the rate and in the
manner which suited his discipline, tastes, etc.
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MAJOR STRENGTHS AND WEAKNESSES OF THE PROGRAM, cont,

I believe that this "looseness'" was a more
positive aspect --- because it gave me the freedom
to "try'" and "error" --- adjust to a new

situation and continually repeat this sort of
process. The freedom does not imply neglect ---
counsel could be found at a moment's notice ---
but it was my decision when to ask for it.

PROBLEMS THAT DESERVE ATTENTION BECAUSE THEY HAVE NOT BEEN SOLVED

Certain problems vexed the program and its staff. These samc
problems that will vex the profession when it moves seriously into
the matter of pre- and in- service development of new and experienced
faculty. Scveral of these might be mentioned, as a kind of an

unfinished (unfinishable?) agenda:

1. How can the role of EF be defined and
brought into vigorous life?

2. How can the concept of the "prepared instructor"
be widely disseminated and made to prevail?

3. How can minority faculty who are progressive and
militant enough to positively effect students
be gotten past college hiring procedures that
perceive them as '‘dangerous?"

4. How can a training program capture a balance in
program content between "practical and theoretical'
considerations, between work in the affective and
the cognitive domains?
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RECOMMENDATIONS FOR PROGRAM DEVELOPMENT

As the CIP is discontinuing operation after its second year, there
can be no fruitful discussion of recommendations for program changes.
Yet, the experience of the program does peint to certain important

areas in which a successor or comparakle program would profitably work.

Organizational Basis: An organizational basis needs to be devised

which makes the initiation and maintainence of the training program
an important concern of the participating colleges. It may be that

a consortium of cooperating colleges, each contributing to program

costs and guaranteeing intern positions would bec a suitable basis.
The University operated program lacks the means of ensuring

college commitments necessary for the vitality of a training program.

.

Additionally, the purposes of the program - its mission - properly
belongs in the province of the member colleges, as a logical and

rightful aspect of professional responsibility.

Lengthen and Broaden the Program: Effective recruitment of the

interns could well begin in ‘undergraduate years, and participation
could continue on through graduate school. A program might conceptualize
a two year graduate internship, with partial teaching loads and
financial support during the period of completion of graduate work.

The program could be deepened by provisions for teaching a551stantsh1ps

early in the program, directed teaching, exchange teaching (with other
colleges in a training consortium).




RECOMMENDATIONS FOR PROGRAM DEVELOPMENT, cont.

Eliminate Wasteful Recruitment Practices: To try to anticipate

the needs of far flung colleges by developing a large and diversified
roster of recommended candidates is basically wasteful, Better to
obtain‘from the colieges ~ commitment to earmark several faculty |
positions (to fill sabbaticals, for instance), to be let float to

the area of greatest need, Then, the program and the college would

collaborate on the recruitment of prospective interns.
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APPENDIX A

List of 1970-71 Interns;

Placement and Assignments
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APPENDIX 8

AI’]‘).T(‘J}'{IOI\' PROCT CURES

i

COOPETIATTIVH THPN IS LY PROGREM
1970--71 ‘

GERLRAT, INCTRULITT (SR

The Cooporative 1ntoenship Progran coordinates applicimion
matexials reyuired by acveral sources. Bueilove crploysent i
a couperating colleg? has been finally cowpls el applicat’.on
materials will have boen gathewed for che forlowin s

v 1. Graduate Division, University of Califemia, Pexhelny

2.  State Dapurimant of Rducaoion (nredantial Appticat’=nd
3, FRducational Carecy Service 5, univercity of Ca*ifor .a,
Bexkeley, Oaaterials £e0 placciment file)

4. U.S. Office ot Fducetion

5. CILP ap;li.ation

Further, the inlern will be asked Lo supply cortain
matecials to colleges who arc intcrested in ciy-loying an inloern.
What specific materials will be requixed will vary from collcge
to college.

CIP will cocudinatle the application nwaterials, oexcept
those roequested diractly by an intorested colleyga. All
materials should be reburned directly toy

Dirxectox

Coopeyx itive Intornship Program
46158 ‘tolman Hall

University of Californiz,
Borkeley, Califoxnid 94720

our telephone numbel iz (415) 642-0740, should guestions
arise. .

The purposc of this instruction sheet is to clarify
instructions.

ERIC

Aruitoxt provided by Eic:
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Aruitoxt provided by Eic:

APPLICATION PROCEDUPLS

Cooperative Internship Program

APPTICAYION 7O THH 1- DEPARTIMET O EDUCAKATILON, GRADIATE DIVISE (\\3
UhlVOIUJLy of Cajiiornia, bLorkelony

Each intern will be enrolled in the Departicont of Lducation,
Graduate Divisien, UnJVGISLLy of Cdl1£orﬂ1a, Berkeley, for the
Fall Quarter, 1270, for nine quaricr uvnits of work.

Application is mode by completing the forﬂ titled
"Application for Admission, Graduate Division." Read the
instructions carcfully. But heep in mind that all matexrials
are to be returncd to the CIP office, despite what printed
instructions micht say. »Also, keep in mind that the deadline
for filing the application is Jiay 15, 1970, so it is very
important that the application be returned to us as soon as
possible. ;

Transcrints An application is not complote until
trenscripis have bcon received by us. Hence, it is vory
importani that rcguerots for transcripts be sent immediately
to your colleges gul/or univeraitina, Please reguast thot
three copies be sent to the C1P office. One set will be
transmitied Lo the Craduate Division. Another set will be sent
with the Credential application to the State Department of
Educatio , and the third set will be retained in the CIP file

In the Graduate Division application instructions, you will
find labels for the various colleges and/or universities that
you send Lo for transcripts. Do not use these labels, as they
are addressed to the Graduate Divicion. Instcad, clearly
instruct the registrar to whom you have written to send the
transcripts to the CLP office. Usc the CIP labels enclosed.

Letters of Recommendation: Do not use the letter of
recommendation forms provided in the printed phamphlet.
Letters of rccommendation are required to couwplete a CIP
application. But, use the forms provided by the Office of
Educational Carcer Scrvices. Persons uasked to provide letlters
should be clearly instruclted to rceturn the letters to the CIP
office in the self addresscd return cnvclopcs provided,
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To Registrar:

Please attach this label to the official transcript of my -
record 1o be forwarded to:

Dircctor,

Cooperative Interns hip Progran
461513 Tolmnn Hall

University of California,
Berkcley, California 94720 i

in support of my application for adnission to thE CIP. Tharl: you.

Date: Name:

arpremann.

Family Hame First Middlc

To Registrar:

Ploace attach this label to the official transcript of my
record to be forwarded to:
Director,
Coopnratxve InLornshlp Program o
46158 Yolman Nall .
University of California,
* Berkeley, California 94720

in support of mny application for admission to the CIP, Thank you.

Date: Name

Family Name First Name Middle
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APPLICATION PROCEDURES . Page 3

it - —— p - ————

Cooperative Imternship Progrom '70-'71

APPLLCATTON 'O Tibk DEPARTHELNY O' EDUCATION, GRADUATE DIVIOTCH

e e e e A &M A AV ks et = s

Unive Ln-Ly of calivomia, Berkeley

Gradvaic Necord Examination: The Graduate Record

Examination  is HOT IUQUJch to complete the CLP upULLCdinA'

However, if you are going to be applyiny for admission Lo
a Master's prvogram and you have not taken the examinatlion,
you nay be required to do so.

Proposed Major Depariment: In the space prOVJQod for

this Cntry on the app1¢caLJoh'iorm, write "bBducution.® IT
you will be concurrently enrolled in anc*hcffﬁﬁivcl,liy of
California, Berkeley depariment, you will have to petilion

to add a major., If you hive completed craduate vor“ in
anothex Departient, and arxe applying for readmission to ihe
Graduate Division, Unwvostiy of CalLfownln you will be
changing yonr major for the guorter in uthh you arce cnrolled
in Bducation.

Statearnt of “urpece:  In the spaca provided for the

applicant s saténint of purpose, it is only nece: ssary to
write:

To enter the Cooperative Internship Program
for community college instructors, course work
only.

Degree or Credential DOQ:rcd In this space, indicate

that the Cvedential you Seok iss

Junioxr Colleg: Teaching Credential

REMINDER: TIME IS A PROBLE!I! May 15, 1970 IS THE DEADLINE,
SO RETURN HMATEIRIALS AND SEND FOR TRAWSCRIPTS, LETTERS AND 'THE
L1KE AS SOON AS POSS1BLE.

0y




APPIICATTON PROCEDURLS Page 4

A e e et i

Cooperative lnternship Program '70-'71

e

MATERTALS FOR OFFICE OF EPUCAT LONAL CARBER SLRVICHS

Univeroity of dailiiornia, perkeley
! “

-~

Ordinarily, the scrvices of the Officc of Egucational
Carce)r Services are restricted to students and aluuni of UCB.
However, by specicl arrangement, thesc {facilitics axe also
avuilable to persons accepted Lo the CIP.

The enclosed forms from that office arce an irg.ortant
part of y~ur CIP epplication. They will be sent Lo colleges
which expriss an intevest in you as a prospective Intern
Teacher, and constitute something of an introduction ol yon
to those colleges. Also, if you arc fully accepled into the2
cIP (including being hixed by a college as an intern), thecoe
papers will be the beginnings of a permanecnt placemant file,
available for your usc as you look fox nww pousitions.

™o notoes:

1. Plcasc be sure that all muterials are
returnad to the CIP office, not to the
Office of Lducailonal Cavcer Hewviees.
e will make surxe the fovws xeach the
appropriuate places.

2. %ime is of the essence: it is imporxlant
. that you request reference lettcrs as soon
as possible.

The forms that make up the 0.E.C.S. packet arc:

1. Letters of recomrcndation (3) !
2. DPersonal Data Form '

3. Summary Caxrd

4. Use of Confidential Infonmation Statement

5. Miscellaneous: Adwinistrative Instructions
for Comwmnity College (3C) Placement Candidetoes,
prepared as gencxal advice by M. Tom Phair,
Junior College Placement Advisor; map of
community colleycs, and dircctory of community

( college administration personncl.
Q
.
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Coop< +Live Int inship Program 70 71

INSYRUCTTIONS FOR THE TNTERNGILP CREDLNTTAL APPLICATTON

D ——— e s o e Ab——— ——

“Caliiorniid péparinent of TKducation

'.‘d'

CIP interns are employed undex the provisions of an
internship credential. Deflore the proswective inlern can be
cmployed, the reguirements for this credential must be
satisficd. Note, though, that this application is not included
in tho application packet. It will be sent to only those
candidates sclected for the roster.

ALl applicants should know what this credential &y plicetion -
will requixe. It is a California Depaviment of Lducation form,
mﬂ:cmunf'

1. Fingerprint cards
2. A health cxamination form (completed and signod
by a physician)
3. A sebt of official transcripts
4. Application fee of $70.00
5. Personal information, including qguestions relatod
to "Professional Conduct," ({facsinile reproduced
Lrom the c1Lc(thJ lvqpplnrw‘ 100 bﬁ};g.)n_ e
{+ “wmel Conduct, TEPORTANT — Barh imcn and women must antwer all questioas by ylacing X" in proper columa. Any
" Laswar must be explain.d fully, using an eatra shieet,
RRELTR

. Have you ever had 2 diplom 2, ereduntial, o caitificate, denied, revoled, or smp T N O
o Mave you ever failed or refused 1o fulfill 2 ceatesce of employine 12 entered into by you with any schodd distiict? w0 o v 0 0 w0 4 4o
Have you ever left the sarvice of any school diswrizt without the consent of the supstintndent o the governiog bosrd of sueh districe? L L .
d Have you ever been fornd guilty of inmoral condact or distivsed from any teaching position for imnize! or unprofcsional conduct or for
unfxmcssforscnicc?................‘..................o.......‘._.ﬁ_.._
Have you ever beea found guilty of or dismi.e:d from sy teaching posizion for persisicnt defimce of o refusal to chey the laws regulating
the duties of persons serving in the public school systam? w0 L 0 0 L L e L e e e s e e e e e e e e e e
- Have you ever (1) forfeited bail, or been (2) ancateds ur (3) conviced, or (4) fined, or (5) jailed, or (6) placed on probation for any
violation of law other than minor traffic offenses? (If any of these events has oceurred, this question must be anwwered “yos” regasdluss
of subsequent court action under Pensl Code Section 12034 resulting in dbankssal or YOMPUIEEMENG) ¢ v e v v e 4 e e e e e e

- Have you lad military savice? M yes, state type of discharye: oo e omeeoe —— ——

M other than honorable discharge, eaplain folly. —r
Affidavit
v (or declare) wnder penalty of perjury that the foregoing is true and correct,

v

d this day of , 19 , at City of s Steteof

[SicnaTURE Oor ArpricanT)

Applicants having concerns or quoestions regarding the
application for the internship credential should contacl the
CIP office. A copy of this application will be made available for
examination upon request.

ERIC 10k
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APPLICLITON PROCLEDURES Page 6

Cooperative Internship Program '70-'71

STy

A FINAL NOTE

Full admissicn to the CIP involves two phases. During the
first phase the applicant works primarily with the CIP office.
An injitial intervicew may be followed by a sccond intorview.
Concvrrently, the applicent is acsked to complete a"p‘w Lion
materials. When epplicaetion materials have been vecsawed,
the CIP stalff developas a roster of some thinty can&;d“h_u
from among the applicants. This rostex is made known to the
commmity colleges of onbhe"ﬂ California. An event known as
rcandidate's Introduciion bay" is the chiel neans for
introducing the rostoered candlua.c‘ to an sgsowblage of
college represontatives.

The second phasce primarily involves the colleges 11hw'01ves.
Colleges invite cundidates to canpuses for further intexviews
Interviews at the collegos will typically {ollow procedurces and
criteria custonmary at the collegc. Initiative, encrgy and
stead¥ast porbL>{(nFU w e necessary at lhis phasc.

) Jhe CIP is the kind of progwzam that coondinates a nuwber
i of institutions and thoir recowrerrn, arch of.which, it seens,
has its requircments by way of applications, forns, and tha
like. We recogniuze the burden that the opplicant assuace
as he gets involved in putting it togethor, 2specia 11y with
the unavoidable pressurce of time. Your diligence and
cooparation is necessaxy Tor the achicvement of our u1c3mg. :
goal...which is to facilitate the placement of oulstunding
instructors where they are needed.

ERIC :
w;;ﬁﬁ \0"
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APPENDIX

pribsa

COOPERATIVE INTERNSHIP PROGRAM
STAFF

1970-1971

John Beverly
Chairman, Ethnic Studies Department

Consultant -
Area Specialist

o~

San Joaquin lelta College
Stockton, California

Steven A. Brown

*

Chester H. Case

Phoebe Graubard

Edward Hay

Chairman, Physical Science and
Math Division

De Anza College

Cupertino, California

Donald J. Peterson

Instructor, English Department
City College of San Francisco
San Francisco, California

E., Paul Williams

Director of Ethnic Studies
Mills College

Oakland, California

Associate Director

Dircector

Secrctary

Consultant

Arca Specialist

Consultant
Area Specialist

Consultant
Area Specialist
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APPENDIX D

List of Experienced Faculty Members, With College and Intern
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Publicity Materials
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f<rICTPANTS

Pilab I
Pre~8ervice
August 17-28, 1970

HiAGE L1 2UASE TIT
inccxnship Reuldancy
#irst Sormester Second Ser stey

1. Intlerns Two weck pre-service Teaching 3/5 load Teach h/S
nstitute at Berkele . . . .
Inst: . . Y on campus studies & devel- Continuntion of
(Full tise, Housing i 9. .
available) oprent of teaching materials studies and \
- and methods development *
2. Master One we2ek pre~service Supervision of intern and Continuing
Tnstructors Institube at Berkeley colleboration in develop- collaboration
N (Pull time, Housing ment of methods and with intern
# available) materials
. Interus On-going progzram of one da
3
Master Instruc- seminars and/or workshops on
tors, other topics related to instruction,
Faculty and student characteristics, and
. Staff other concerns.
1
-
Cooperativ~ Internship Program
i L6157 Tulman Hall
University of California
Berkeley, Califorria 9L720
i
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Curriculum Assignment
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Materials for Planning and the Program for a Saturday Seminar
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Materials for the December 12 Meeting
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TIME:

PLACE:

PURPOSE :

PEOPLE:

NOVEMBER 24 PLANNING SESSIGN

Tuesday, November 24, 1:00 pm to 3:30 pm
Mendocino Room, 5527 Tolman Hall, U.C.B,

Plan Structure and Content {or Dec. 12, 1970 Intern Meetirg

John Beverly Bob Hickerson Carole Vard
Steve EBrown Gordon Keller Paul Milliams
Chet Case Sandy Parry

Sandy Hay Don Peterson

SPECIAL INSTRUCTICNS:

Drive right up to the VWest Gate where the
guard will have your name on the ”]e;-in” list,
and park on campus. (See enclosed map for

the lot with the likeliest chance of getting a
place).

XN
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Aruitoxt provided by Eic:

COMMENTS

In planning for a Saturday meeting, this problen incvitably arises;
should the session be structured or unstructured? "Structured"
meaning an agenda with announced topics, a theme, perhaps, and an
emphasis on close analysis, information and problem solving.
"Unstructured" meaning a fluid meeting, perhaps with en announced
theme, but with a flexible agenda susceptible to bending with the
impulse of the discussion as it takes form from the interaction

of the participants. (“Unstructured' is a misnomer; there is

never an absence of structure in group interaction). Each format

has excellent applications and can be very procuctive.

To make this planning di[emma concrete, interns in the past have
been divided on the quesfion of structure vs non structured. Some
interns wanted to use the session for what has been characterized
as "nuts and bolts sessions' (structured) dealing with the more
practical applied aspects of teaching. Others preferred the more
gut-level "issues and problems' sessions (unstructured) dealing
with feelings, commitments, emotions. | expect we would fipd a
similar tendency with this year's group. So, our task will be to
shape the session one way or the other, or invent a synthesis., ot
an easy task, but a manageable one. Therefore, | propose that eacn
come with some notions in respect to the following:

1) where to meet (an easy one, but remember,

there has to be lunch facilities)
2) salient topics (content)
3) format (structure)

L) a viewpoint on what the session should accomplish
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MEETING - A TCPIC CENTERED STRUCTUS

PROPOSAL FOR DECEMBER 12
9:00 -

9:30 - 12:30

12:30 -
}1:30 -
k:30 -

PROGRAM

Concurrent Sessions |

9:30 - 11:00

Coffee; Socializing, Program Information

11:00 - 12:30

Behavioral Objectives

Behavioral Chjectivas

Test Construction &
Evaluation

Test Construction &
Evaluaticn

Video Taping &
Playback

Video Taping &
Playback

Lunch

Concurrent Sessions 1l

1:30 -~ 3:00

3:00 - 4:20

Discussion Techniques

Discussion Technigues

Motivating Students

Motivating Students

Video Taping &
Playback

Video Taping &
Playback

Reconvene in large group: Business & Planaing
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Notes on the Proposal

With this kind of format, an individual could select four
1 1/2 hour sessions.

Onc of the CIP staff plus a co~facilitator (intern, E.F.,
ex-tern, or other rasource person) would convene their
session twice, and could then float.

Interns could be offered a variety of topics on a pre-
session mail ballot, each voting for four topics, the six
topics receiving the most votes would be planned for.

Once the topics have been selected, printed materials can
be mailed out.

This format is pretty much structured

This format is offered as a starter suggestion. It can be
adopted, modified or aborted. | think it has some advantages,
but does leave unmet the frequently expressad need to get into
a more free-form interactive session. Maybe it nezeds less
structure? More?

What are your suggestions?

(2
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\

SCHOOL OF EDUCATION BERKELEY, CALIFORNIA 94720

December 1, 1970

Dear All:

I hope that you all had a good holiday, and that getting back to
classes and students wasn't too much like returning to work...

The planning group for the next seminar (Saturday, December 12)

met on Tuesday, and put together what looks to be a most interesting
session, We will be meeting at my house, which is about one

minute from the Eastshore Freeway in Albany, from 9:00 am until
approximately 5:00 pm,

The attached map will help you find the place, and the schedule will
give some idea of what concerns scem to be uppermost in interns
minds at present., Also attached is a packet of thought questions,
which may serve to stimulate your thinking about some specifics.

.
.

Lunch, as always, will be dutch treat. We are going to arrange in
advance for some wide-choice catering, and will put that together
with you first thing on the 12th, I expect it will run about
$2.00 apiece.

I hope that you have already scheduled our next visit to your
classes; if all goes well, we will see everyone before the 12th.
At any rate, we'll see you in two weeks.

Peace,

e




Page 2

M’WQ

AM -

I. Motivating Students

What about the "careless'" student?

. What is the instructor's responsibility? |
. When the student cries '"make it relevant" what is he asking?
Can an instructor flunk a friend?

How docs environment affect your teaching?

[« 3 s N - 7 R

+ How do you know where your students are and where they are
going? Is motivation focusing on who the student is - get
him to focus on who he is?

II. Test Construction

1. Levels of questions
2, Avoiding aﬁbiguity

3. Weighting itenms

/.m‘

4. VWhat's a passing grade
III. Discussion Techniques

. Planning

What kills discussion

What makes them go

L Y N R

. Mixed messages - divergent expectations, convergent questions

- Videotape -

- What teaching maxims have we violated or ignored? -
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Classroom Structure, How Much, What Kind?

Is it better to be structureu or non-structured?

Is it true that the "structured tcacher' is a better teacher?

‘Should a teacher be structured at all times and in all environments?

The Authoritative vs. Authoritarian Instructor

1. VWhich type are you?

2. Are you having problems with control of classroom dynamics?
3.

Might you be an authoritarian but sec yourself authoritative
instructor?

Do you become arbitrary in decaling with challenges from students?
Do you elicit student comments and question but get little or none?

Are you able to openly admit to your students that you have made
made a mistake?
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PM

-

Iwhen Do You Write Off Your Students

Is there a point beyond which a teacher cannot be expected
to go with a student?

khat is that point - how would you go about cstablishing
this limit for yoursel{?

How can you get a handle on what is the nature of my
commitment (to teaching? to myself? to''the movement?') -
what does the question mean to you?

Can this commitment be standardized for other teachers,
given similar situations/institutions?

Campus Relations
1. ¥ho do you relate to on campus? Why? (or how many people do
you know on campus?)
. Who do you have difficulty relating to on campus? Why?
. Do you feel a part of activitics on campus? Should you be?
or How do you fit in on campus? Do you fit in? Khere?
4, What is your role on campus? Is it too limited? Or are you
spreading yourself too thin? :
. What are your priorities? Arc they what you want them to be?
. How do you relate to your students outside of the classroom?
- Motivating-

(%
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PROPOSAL FOR DECEMBER 12 MEETING - A TOPJC CLNTERED STRUCTURED FORMAT

PROGRAM

9:00 - 9:30 Coffee; Socializing, Program Information

9:30 ~12:00 Concurrent Sessions I

9:30 -~ 10:15 10:45 - 12:00
A, Motivating Students
B. Test Construction & Evaluation
C. Discussion Techniques
{ D. Video Taping and Playback

12:30 - 2:00 Lunch

2:00 -~ 4:00 Concurrent Sessions I1I
2:00 - 3:00 3:00 - 4:00
A, Classroom Structure; How Much,
What Kind?
B. Authoritative vs Authoritarian
Instructer
c. When do you Write off your Students
D, Relating to the College

4:00 - 5:00 Reconvene in large group for assessment § planning

159




APPENDIX H

Material for the Pajaro Dunes Workshop/Seminar in

Faculty Development
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APPENDIX H

Materials for the Pajaro Dunes Workshop
December 18, 19, 20
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PAJARO DUNES WORKSHOP ON FACULTY LEVELOPMENT
December 18, 19, 20, 1970

WHY A PAJARO DUNES KORKSHOP

The Pajaro Dunes Korkshop on Faculty Development is being convened
and sponsored by the Cooperative Internship Program (CIP), a
University of California based program, funded by the U.S.0.E.

under the provisions of the Education Professions Development Act.
In convening the workshop, the CIP is extending its concern for thé&>
preparation of new instructors to merge with the larger, more

generalized concern of faculty development, broadly conceived.

Faculty development is to be a very large preoccupation for the
comnunity colleges of the 1970's, if the shape of emergent trends

are being read accurately. Further, faculty development is going

to be cverybody's business, with the faculty members in the forefront.

Needed will be  fresh new approaches.

In working with numerous colleges, the CIP staff has become
increcasingly aware of the unique resource that exists in the persons
of the Experienced Faculty (EF%) who have been such an integral part

of the preparation of interns. It secemed most promising to engage

- the problem of faculty development by setting up an occasion where

the EFS and others with experience and concern for faculty development
could get together to first, pool their experiences, analyses, insights
and visions and then, to stretch their minds in the invention of a
model (or models) for development of faculty, new and experienced,

that would go beyond what now exists in the name of faculty development.

A
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KHAT IS TO BE THE OUICOM! OF THE WORKSHOP?

The specific outcome of the workshop is to be a well developed,
concrete model (s) for the development of community college
faculty, new and experienced. The model (s) will represent

the synthesized thinking of the workshop participants. The
document setting forth the model (s) will be forwarded to the

U.S.0.E., and the widest possible disscmination will be sought.

WHO WILL PARTICIPATE IN THE WORKSHOP?

Participants at the workshop will come from a diversity of colleges,

backgrounds, teaching areas, and expcriences. Largely, the

participants will have been EFS in the years 1969-70 and 1970-71,

It is expected that there will be a brisk competition among viewpoints.
Everyone participating is a consultant.

Everyone participating is an expert.

(See the enclosed roster).

1373
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HOW WILL THE WORKSULOP BE ORGANIZED?

Page 3

This chart depicts the time blocks and sequence of activities for the workshop:

FRIDAY SATURDAY . SUNDAY
7:30 - 8:30: Breakfast 7:30 - 8:30: Breakfast
9:00 - 12:00: Session Ii-t 9:00 - 12:00: Session IV -
Team Session on Model Mecting of the Whole
Development
Purpose: Analysis of Purpose: Analysis of
Problem, Broad Out- Model(s)
line of Model (s)
Target : Synthesis,
Conclusions
4:30 - 5:3n: Registration| 12:30 - 1:30: Lunch 12:30 - 1:30. Lunch
House #35
. 2:00 - 5:30: Session IIF
5:30 - 6:30: Social Team Scssion on Model ADJOURNMENT
Occasion Development
6:30 - 7:30: Dinner Purpose: Preparation
of Written Draft of
Model(s)
6:30 - 7:30: Dinner
8:00 - 10:00: Session I -
Mecting_gﬁ the Whole
Purpose: Overvicew,
Definition of the OPEN

Problem, Organization

134
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Comments on Organization:

From the large group, thrce teams will be formed. Once the task of
the workshop has been defined, and a general exploratory discussion
has been held in Session I, the tcams will go their scparate ways

to work by their own routes toward the common goal, which is to come
up with the model (s) by the end of Session III (Saturday afternoon),
The teams will not be "leaderless', inasmuch as CIP staff members will

facilitate the procedings of each team. However, each team will be

encouraged to devise its own strategy for achicving the stated goal.

Participant Roles:

There will be no lecturers and there will be no audiences. Participants
will contribute what and when they can. Each participanf i1s an expert,
on the basis of his own cxperience. No one is in the role of the

expert employed to lay out a preconceived master scheme. There is no

hidden agenda.

Participants will be coi'ing in from their own experiential framework.
Because of the diversity among the participants, it will be useful to
achieve some initial common ground by asking everyone to rcflect on
the following questions, which will be considered at Session I:

(The list is open ended).

What are the needs of the new instructor?

. Is there a "life cycle" for the experienced instructor?

What are the "mental health'" needs of instructors?

-

How do instructors learn about learning?

T AW NN e

. Hew are instructors evaluated and on the basis of what criteria?

135




Participant Roles, cont.:

Who should/could administer a program in faculty development?
What docs the college expect from an instructor?

Among new instructors, is therc differential treatment accorded
on the basis of sex, age, race and/or ethnicity?

Is the work of the instructor changing?

Who is involved in the hiring of the new instructor, and on
the basis of what criteria?

Relative to other college programs, what is the priority of
faculty development programs in terms of claims on the
resources of the colleges?

WHAT IS MEANT BY FACULTY DEVELG/,MENT?

There is no conscnsus as to the meaning of the term, faculty
development. Some of the possible meanings are embodied in the °
articles cnclosed here. Some of the rmeanings conventionally

attached to the term are hopclessly archaic, such as the "course work=

credential=prcparation' concept, or the "opening of school institute
concept.

It would seem, though, that faculty development must be construcd
broadly, as it has to do with nothing less than the growth of an
individual and his multiple functions as an instructor, a scholar,

a counselor, and certainly, as a human being. A faculty devclopment

program must be multi-faccted, because people are thus. A faculty

development program must be a long range program, because people and
their jobs change.




WHAT SHOULD A MODEL INCLUDL?

The general rule is that a model, when written out, should be
readily comprehensible to a person reasonably knowledgeable in
the field, but who has had no part in its writing. To achicve

this kind of comprchensibility, a model might include:

Statcment of objectives

A preamble, or prologue

A schematic, flow chart, or some variety of graphic showing
the phases, sequences, and their relationships

Policy statements

Process statements

Estimates of costs in time, money, personncl
Assessment procedures

Evaluation procedures

Role definitions

Organizational basis, cg., in-house, intra-district,
consortium, "institute"

Rationale, or theoretical foundations

Constraints:

In developing the model, the following should be kept in mind:

1. The model should be exportable
2. The model should be comprehensive

3. The model should be realistic and unrealistic at the same time,
that is, it should bear the prospects for practical success,
yet it should not be unduly compromised by the specific
obstacles potent in the present, but susceptible to change.




Cooperative Internship Progran
Pajaro Duncs Wechend
December 18-20, 1970

ROSTER

NAME COLLEGE COLLEGE ADDRESS
Mrs. Marcia Aron City College San Francisco 50 Phelan Ave.

San Francisco, Ca. 94112 }
John Beverly Laney College 1001 3rd Ave.

Oakland, Ca. 94606
Steven A. Brown Univ. of California, Berkcley 5633 Tolman Hall

: Berkeley, Ca. 94720

Henry Bryant Laney College 1001 3rd Ave.

Oakland, Ca. 94606
Charles Brydon Univ. of California, Berkeley 4615 Tolman Hall

Berkeley, Calif. 94720
Chestexr Case Univ. of California, Berkeley 5633 Tolman Hall

Berkeley, Ca. 94720
James Coleman Laney College 1001 3rd Ave.

Oakland, Ca. 94606
Charles Collins Univ. of California, Berkeley 4623 Toiman Hall

Berkeley, Ca. 94720
Ernest Crutchfield Laney College 1001 3rd Ave.

Oakland, Ca. 94720
George Dabney De Anza College 21250 Stevens Creek Blvd.

Cupertino, Ca. 95014
John Dumitru Foothill College 12345 E1 Monte Rd.

Los Altos Hills, Ca. 94022
Robert Fellman Foothill College ' 12345 E1 Monte Rd. ‘

Los Altos Hills, Ca. 94022
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NAME

Robert Fricke
Michael Furay
Leon Ginsberg
Walter Gottlund
Mrs. Carol Johnson
Robert C. Johnson
John Lee

Lew Levinson

Neil McCallum
Raymond Oliva

Joe Patrick

Irvin Roth

William Schoon

bage 2

Coonerative Intcrnship Program
Pajaro Dunes VWeckend
December 18-20, 1970

ROSTER

COLLEGE

West Valley College

Lancy Collcge

Lancy College

Yuba College

Diablo Valley Collcge

City Collcge San Francisco

Lancy College

Laney College

Ohlone College

Sierra College

Diablo Valley College

Foothill College

City College San Francisco

COLLEGE ADDRESS

44 Fast Latimer Ave.
Campbell, Ca. 95008

1001 3rd Ave.
Oakland, Ca, 94606

1001 3rd Ave.
Oakland, Ca. 94606

Beale Rd. at Linda Ave.
Marysville, Ca. 95901

321 Golf Club Rd.
Pleasant Hill, Ca. 94525

50 Phelan Ave.
San Francisco, Ca., 94112

1001 3rd Ave.
Oakland, Ca. 94606

1001 3rd Ave.
Oakland, Ca. 94606

650 Washington Blvd.
Fremont, Ca. 94537

5000 Rocklin Road
Rocklin, Ca. 95677

321 Golf Club Rd.
Plcasant Hill, Ca. 94525

12345 L1 Monte Rd.
Los Altos Hills, Ca. 940I0

50 Phelan Ave.
San Francisco, Ca, 94122
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Cocperative Internship Program
Pajuro Duncs Weekend
December 186-20, 1970

gt

NAME

Harold Seger

James Scguin

Fred Sims

William Snydc,
Dale Tillery

Peter Varcados
Leonard Washington
Paul Williams

John Carhart

ROSTER

COLLEGE

Univ. of California, Berkeley
City College San Francisco
Chabot College

Lancy Collegé

Univ. of California, Berkeley
Cabrillo College

San Jose City College

Chabot College

Contra Costa J.C. District

RO

COLLEGE ADDRESS

4615 Tolman Hall
Berkeley, Ca. 94720

50 Phelan Ave.

San Francisco, Ca. 94112

25555 Hesperian Blvd.
Hayward, Ca. 94545

1001 3rd Ave.
Oakland, Ca. 94606

4621 Tolman Hall
Berkeley, Ca. 94720

6500 Soquel Dr.
Aptos, Ca. 95003

2700 Moorpark Ave,
San Jose, Ca. 95114

25555 licsperian Blvd.
Hayward, Ca. 94545

1005 Escobar Street
Martinez, Ca. 94553
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COOPERATIVE [INTURNSHIP PRCGRAM

STAFF
1870-1971
John Beverly Cchsultant -
Chairman, Ethnic Studies Department Area Specialist
San Joaquin Delta College
Stockton, California
Steven A, Broun Associate Dircctor
Chester H, Case Director
Fhoebe Graubard Secretary
{
Edviard Hay ' Consultant
Chairman, Physical Science and Area Specialist
Math Division
De Anza College
Cupertino, California
Donald J. Peterson Consultant
Instructor, English Department + Area Specialist
City College of San Francisco
San Francisco, California
E. Paul Villiams Consultant ’
Director of Ethnic Studics Area Specialist
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NOTES TOWARD A MODEL FOR PROGRAMS IN FACULTY DEVLLOPMENT
Generalizations:
1. All tcachers are new teachers
2. Important aspects of teaching can be learned
3. Significant ingredients in the process by which a person
learns to be a faculty member are socialization and accultursastion.
These processes can be put to the service of faculty development,
or can inhibit the development of desired competencies and
attitudes
4., Each individual relates to the processes of profession-
allsation from his own frame of reference
5. Faculty, in some organizational form, should be in charge
of the developmental program, direct it and evaluate it
6. Shared experience, as in small group settings, can increase
self-awareness and contribute to the learning process
T. Resources do exist and can be organized in & manner that
maximizes faculty development programs.
Possible Ingredients (in no particular order)
1. Faculty to faculty colloquia; faculty offer courses for
faculty, of variable length, on variable topics
2. Simultaneous clusters: "teams" of instructors rotating in
a cluster of courses, working together
3. 'Administrators and instructors rotate in and out of admin- |
istrative roles on a regular basis
4, Released (euphemism: assigned time) time for focus on
curriculum development
5. Projects to develop faculty sensitivity to students, their
characteristics anl needs
6. Sub-group programs, e.g., departmental. Pairing of instructors,
new and old, review of policies, regular meetings, some unstructured
{
O
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7. Scminar-retreats of students, faculty; essipgn individual,
{instructors to groups of students, for long-tern associetion

8. Use sabbatical vacancies as floating FTE's reserved for
interns

9. Regular faculty hours, unstructured

10. Video taping of class sessions

11. Departmential open house

12. A month of per-service activities, with pay

13. Workshops, clinics

14, Management of the initial assignments of new instructors

to reduce load and relieve overburdening with classes difficult
to teach

-

Problems? Issues?

1. Likely, many faculty members will resist development
programs when the programs infringe on settled routines, are
arbitrarily imposed, lack discernable purpose and application,
and are perceived as threatening.

2. Developnent programs should take place in a setting of
educational reality. Some aspects of the program should be
reserved for peer-group interaction, but students, teaching and
learning, should be very much involved

3. It is not known how the process of "becoming deadwood"
happens, but it does occur.

4. Any program should (must) receive support from the admin~-
istration and faculty decision makers in the form of resources
and political support.

5. The professional school concept is important, and it is
useful to have a "third party" involved in faculty development
(e.g., & person in a role relationship with the program participant
which is not an authority, hiring-firing relationship), but

the program should first and foremost be a college effort
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NOTES TOWARD A MODEL FOR PROGRAMS IN FACULTY DEVELOPMENT

What should a community collepe be?

A community college must identify conmunity needs, first, bvefore it
considers its allegiance to transfer procrams, etec. The resultant
analysis should determine the characteristies of the new faculty
members to be scught. It is clear that there is such a wide variety
of communities that no one model of a college can suffice.

The community college must be a change agent and offer something
for all segments of the community.

Vocational education, for example, will have to respond to rapid
changes in the community; educational programs should be desipgned
to train students for broadly ranging abilities in basic skills,
problem solving, and adaptability. Vocational education should be
a vehicle for learning, rather than an end in itself.

It is essential that colleges recognize that learning tekes place
in widely different situations and life styles.

Faculty members needequﬁo staff such en institution:

Faculty members must accept direction derived from community needs
and be committed to the philosophy of the college., Although the
college expects faculty applicants to be conpetent in their ecedemic
discipline, the faculty member's concern for and sensitivity to
students is of higher priority.

New instructors are to be selected on the basis of their past
performance and enthusiasm for working with students in an environment
where there is a committment to change as necessitated by the changing
needs identified in the community. These instructors must have
verbalized and demonstrated their commitment to accept students

where they are and help them further their objectives. This "contract"
derives primarily from the students' needs. Students are to be
"moved" from where they are toward where they are going. The new
instructors should be willing to participate in honest self-cvaluation
and critical evaluation from students and colleagues. The new
instructor is eager to accept and participate in the challenge
inherent in en institution committed to change and to creating new
progroms as the need is evidenced in the community.
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Orientation programs for new faculty

The following disparate suggestions emerged from the group:

1. Orientation programs are best delayed until after the class-
room experience has begun and some sense of relevancy has developed.
Faculty acceptance, however, muy well be augmented by an unsiructured
veekend between new faculty and a mixture of experienced faculty
and administrators and students.

2. The traditional academic instructor must have contact with
satellite groups committed to the primary philosophy previously
elaborated. The honesi evaluations of students, faculty and admin-
istrators can elicit this recognition of need for revitelizing
experienced faculty. If the traditionsl academicien is not amenable
to change, the least that must be achieved is to make students
aware of this before or soon after matriculating in the community
college.

3. New faculty should meet with select groups of established
faculty in an invitational off-campus group experience before the
beginning of regular classes.

L. Regardless of background or past teaching experience, new
faculty should be involved in an orientation program that
incorporates an "experienced faculty" member and a regular progrcm
of meetings to discuss teaching experience, students, curriculun, etc.

5. Coamunity involvement should be on as graphic a level as

possible, e.g., being given released time to "discover" the community.

6. Training should include teacher introduction to all aspects
of the immediate community: for example, labor unions, the poor,
minority groups, business, local high schools, neighborhoods, etc.

T. The new faculty member should have an understanding of the
particulur college's philosophy--not what is in the catalogue, but
vhat the reality of the the school is about,

8. The new faoculty needs someone to turn to for help (a buddy
or a monthly meeting to discuss problems, new situations, ete.)

9, There should be participation in an onnual faculty meeting.

Experienced faculty:

1. A program of regularized change must be built into the
collegiate system-~c.g., no faculty member should teach a particular

o ANk
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course more than three times. Teachers should be encouraged to
devclop cross disciplinary lines.

5. Evaluation by faculty teams should be explored for improvement
of instruction, not for administrative assessuient. Student evaluetion
of faculty should also be encouraged.

3, Faculty should be urged to take courses from other colleagues
in disciplines outside their own particuler field.

k. The "cluster college" concept should be explorea by faculty
as a device to encourage reorganization.

5. Periodic faculty forums should be encouraged to discuss
new methods of instruction, research and development.

-

The life cycle of the faculty membef

A. Exhuberesnt insecurity
B. Consolidation
¢, Platesu of stability

D. Decadent maturation

A QUIET INSTITUTION IS A dead INSTITUTION

.




T e A e . S et o A S

APPENDIX I

John C. Fiedler, Evaluation of the 1969 Pre-Service Institute, CIP

(

-148-




Evaluation of the 1969 Pre-Service Institute
for Beginning Instructors in
Commanity Collegos, Conducted by
the Cooperative Internship Program,
University of California, Berkeley

, ,.umﬂm\

John C. Fiedler, Evaluator

November, 1969




Evaluation of Lhe 1969 QIR~§crvfgg Jurstitute

for Begioning Insirvaciors s
Coiruni Ly Colleyus, Comincted by

tha Cooperctive Intevnship Prourvan,

Univorsity of "Caliiolila, Berhviey

Introduciion

This is an cvaluation of the pre~scrvice institute
conducted  August 18-29, 1969, as part of the Coopcrative
Internship Program foxr HNew Community College Instructors at
the University of California, Berkeley. CIP is a combincd
pre-scrvice/in~service program for the preparation of new
instructors. Designed to provide teacher training and
in-depth cexnposure to the community college scene for two weeks

prior to the beginning of the fall term, and then teacher

i,

developmznt during the academic year, this program is funded
under provisions of Title V-, Education Professions Development
!

Act (P.L. 90-35).
Up to twenty-five interns are selected for the program

each year, selection requiring the following minimum requirements
to be met: admission to the Graduate Division and the School
of Education at the University; eligibility for a California
state junior college internship credential; possession of a
master's degrec or cquivalent; or posscssion of a bachelor's
degrce; cenrollment in a graduate program with the expectation
of completing a master's degree by the end of the internship
program; having passced screening and applicétion criteria of

" the CIP; mecting cmployment requircuents of cooperating comuuni.ty
colleges; becoming cuployed by a community college; and being

eligiblce for a federal stipend.
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Employcd for a three-fifths teaching load during the
first semrcter, the interns receive an additional $75 per weck
stipend as participants in the program. During the second
semester, their teaching assignmients are increased to four-fifths.
Their financial support then coiazs entirely from the employing
institution. |

One importunt element of the program is that nev interns
are teamed with master instructors (also called "experienced
faculty members") from the employing institutions. Beginning
the second weck of the pre-service institute, this relationship
is designed to last the entire year, the cxperienced faculty
members providing consultation and supervision as well as
program planning and coordination.

This program was jointly planned by experts in teacher
training and community college cducation from the University
of California and a team of representatives from community
colleges in northern California. One of its purposes is to
serve certain critical employment needs of community colleges
in the northern arca of the state.. Of particular concern to
the planncrs also is the education of "educationally disadvantaged"

~
students.

Rescarch Proceduraes for this Report

The data for cvaluation were gathered through a program
of interviewiny the interns, cach interview lasting approximately

one hour. Interviewing took place at the college of the intern's

\SA
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cumployment and included the folleving schools:
Cabrillo Coellcge Harxincll Collegye
Chobot College Laney Collegz
Citly College of San Francisco Moul.ray Pcuinsula College
Colleyge of San lateo ' Napa Colicyge
Contra Costa College Ohlone Cellege
De hnza College Gan Josc City College
Diablo Vellaey Collage Sierra College
Foothill College West Valley College

Twenty-one of the twenty-four inteins cenrolled in the program
were contacted during a total of scven days of interviewing
(September 24, Scptember 30 - October 2, October 6-8). The
intcrviqw sessions were £apc recorded, and have suvbseguently
been transcribed for purposes of analysis.

Prior to the evaluation tour, two days of meetings were
held for mewbers of the CIP team and the cvaluator. During
these meetings, menbers of the team and the cvaluator discusscd
the purposcs of the evaluation, began to develop questions of
interest, suggested intcerview protocols, and developed a plan
of operation. Based upon suggestions made by the staff, the
interviewer further refined the questions to be used. The

questions used during the interview are the following:

Goals

1. Could you tell me what were the goals of the CIP two-
week institute?

2. Do you think these goals were attained? Why?

3. What revisions would. you suggest in the program
to better achieve its goals? '

Structure

4. Was the institute long cnouygh to accomplish its
purpose? What suggestions do you have about the length?
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What abhout the way the two wecks were organized?
Were they too structuved ox poerhaps not struclured
cenough?

(93]

6. If the insiitute had been plamned as a retreat where
cveryono lived in, would it have been more effcctive?

Current Use of Time

7. FPron what I understand, you are carrying a threc-
fifths teaching leoad. What kinds of things arc you
doing with your time as an inteun?

Mastcy Teacher

8. Has your rclationship with your master tcacher becn
a helpiul one for you?

9. TFor our guidance in the future, what kinds of
. gualities c¢o you think we should look for in a master
teachex?

Group Intevaction

10. Would you describe for me your impressions of the
relationship of the participants to each other
during the two weeks? i

11, Do you think the group's interaction could have
been better than it was?

Vidco Taping

12, Was the use of videco tape in developing teaching styles
helpful to you? IHow?

13. What changes should be made to make it more effective
than it was?

Staff itenbors

14. Would you say that the staff members provided you with
sufficient help during the two-week institute?

15. Did they provide a balanced point of view?

Resource People

16. Did you benefit from listening to the two experts {rom
the junior college ficld discussing their specialties?

17. Should morce have been included? What types?
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18. What do you remwinber uppcrmost about the two-weck
institute?

19. Do you think attending the institute has really
helped prepare you for teaching at a junior college?
In what ways?

20. Have some of your ideas about teaching been changed
by the institute? How?

21. Wwhat difficulties are you facing in teaching that you
were not prepared for during the institute?

Certain responses suggested additional questions which
needed to be asked. And, although responses to questions
occasionally wandered from the subject, the interns were allowed
to develop the thoughts important to them at that particular
moment. AS a result, the evaluation occasionally yielded important
data not originally anticipated. Nevertheless, the cvaluator
attempted to gain specific responses to each of the interview

questicns listed.

It is important to note that this evaluation project
provided both an opportunity to gather infirmation regarding
the two-week institute and an opportunity t¢ see the interns

functioning in a professional setting.

An Impression of the Interns

All interns who were visited appeared willing to cooperate

in the evaluation procedure, and their responses seemed to

( be both candid and thoughtful.
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I. For puiposes of brevily their background and certain
charaecteristics will ba outlined.
A. Nge range:  from carly tuentics Lo mid-thirties
B. Racial and ethnic make~up:

4 - Imericans of Latin duscent
10 -~ blacks (2 Africans)
7 - whites

21 Total
C. Teaching arcas:

- Art
- Gulidanc::, Counseling, College Readiness Progran
- Lithuie Sludies (e.g., Black Literature,
Menican-incrican History, Psychology of Ethnic
Minoritics, hfiro-aAmerican Hiscory, African
Civilizotion)
3 - Byperinental Colleye (includes Counseling)
3 = Mathcwmalics and Scicnce
{ 3 ~ Social Science (e.g., U. S. listory,
Government, Sociology)

1
2

——

21 Total
D. Educational background:

The interns range from having just received
the bachelor's degree to having compietcd the
nmaster's degree. '

E. Previous teaching cxpericnce:
Most interns have not taught previously.
Those who have taught have either elementary
or sccoundary school experience, or have tutored
and counsceled in various inner-city projects,
A couplc have just completed schooling and have
( no work expericnce, except as graduate assistants

while attending school.,
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Obscirvable personality characteristics:

The interns appoaved to be similar ia a nusber
of obocrvable « vacteristics: wmost wexae opoen,
approachable, incelligent, patient, friendly,
cnolional, and secemed to exude an aixy of youth-~
fulness and vitality.

Instructor-institutional “"fit":

Wwith perhaps tvo exceptions, most scem to be
adjusting to their new rolcs~satisfactorily, are
being accepted by their colleagucs, and are being
actively sought out by thoir students. In the two
exceptions, both fcel thelr collcagues are aloof

and scem unwilling to be helpful. As a result, they

-

-

feel isolated, lonely, and admit to being dependent
upon cmotional and profossionai support from members
of the CIP staff. One is Mexican-American; the
other is from England. Neither, by the way, is
being avoided by his students.

In another instance, although the faculty is
warm and fricndly, some mewbers have demonstrated
what arce described as racist attitudes, upsetting
and offonding che new faculty meuber. This person
has also encountcered problems in renting an apartment
because of her racce. |
Attitude toward tecaching:

Almost uniformly, the interns scoem cager,




o,

strongly motivated to do a good joh of teaching, and
dedicated to the concopt‘that the teacher can be an
aguent. ol change (Lhis latter concept heing particularly
noticadable in conversationus with a nwaber of intexns).
lany arc using innovative approaches to teaching;
onc, for example, uscs & t.ape racorder to make
connents to students regardéing their theme
papcrs; and arother is using role-playing in class
to dramatize the emotional impact of slave trading
upon the black man (vhites taking the part of slaves
and blachks taking the part of ‘slaveowncrs). Thesc
interns feel the institule gave them the courage to

try ncw methods. 1In addition, the intcrns seem

i

strongly concerned with the impmact of their teaching,
continually qucstioning their objecctives, evaluating
the questions they ask in class, carcfully cxamining
their test questions for the type of learning they
wish to measurc.

Those who werc interviewed seci to believe in
the philosophical concepts undexrlying the community
colleye movement and genexally tend to accent
their respective roles within this mqvcmont.

the interns generally believe that a good
instructor must also be a counscloxy, and scem to
be putting this belief into pract.ce. Many of them

{ convey a scnsc of total jmmersion in their new jobs

ERIC : .
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and find it dicheartening lo find that senior
faculty menbers often do not possess Lhe samo

degree of dedication they hold.

dhe Intevns Lviluate CUv
I. The Gouln ol Lhe Progran,

The interns appoeered to understand the nature of the
goals of the pre-service institute. lowever, each one perceived
them in moderately different ways, some focusing moxc
spccifically upon one more than upon another. For example,
one viewcd thewm in this conteyit: "™ihe idea was to instill
a philosophy, an attitude toward tcaching, not so much
programming, content, or cven form, but an attitude of mind.
It was to make us more awvare of the necds of the students and

the relevance of the materials ve were going to tcach."

Another stated, "The goals were to prepare an individual in

the shortest amount of time for the task of teaching, . . . to
acquaint the individual with the concept of the community
college . . ., and to acquaint the interns with the general
problems of teaching and student problems." While another's
comments secmed to agree with those already quoted, he indicated
that lcarning about the techniques of tcaching was a very
important goal for him.

Perhaps the most comprchensive statement of the goals
made by any of thc interns is the following:

One of the goals was to acguaint us with the
operations of the junior college, and to prepare
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ii us Lo pecome Jjunior collece insiryuciors; in other
wousds, T think L,xm, {h¢ Y owere tyying Lo advance us
o Lhatl when wo waellked into the clansroun, we

wouldn't nocennar J.] y have the exporicnce ol i
firsi-day tecochor, Ve rigle be Lwo or three yoears
or guarters oy soiwstevs choeond ol ove tinr., MAnother
najor geal o . . wvas vorling with divacvents r'c d
studonts; these arce eilher minorily [siudenis] or
thore having probl wau in theiv ovn fielas ond in
basicg: mathoewatics, Lnglish, whatover,

Another intern made the observabion that the instituie
becane a vehiélc for "sharing our ncw ideas . . . without
being lectured to . . . and withoui listening to stuffy
cducational bromidcs."

To swwnarize and review the comacnts of the interns,
the goals seamnzd to be:

A. To acquaint new instructors with the philoscrhy

{ and goals of the community college moverent along
with the characterictics of community college
students;

B. +to expose new instructors to the methodology of
teaching junior collego studeats in a variety of
disciplincs;

C. to prepare new teachers from cultural and racial
minori tics for teaching carcers in schools having
large populations of Third World studcents.

Most interns thought that the goals of CIP were
accoimplished to a largye extent, bul sowe suggested that
these goals may have beean too diverse for a two-weak sassion,

( These individuals commented that ‘cach goal required a

Q
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mininum of Lwo weels of group work to boe noxe fully accomplishod,
For cxarple, son feltl they necded odditionel time discussing
topices such as tesling and grading; some blacks felt that too
much tiin~ wags devoted to divcvssing Lopics of concern to the
whit., population; and sows whites objected to the wnount of

time spent discuncing winority group problens

The following are cxeples ol the range of comueents mada2

regarding the accomplishuwont of CIP goals:

I found a progrcssion f{rom the two wveells internship
to the teaciiing huere., I found that eicotionally I was
prepared fov the studontis,

111 of (c¢he goals) couldn't have been reached in two
weeks.,  Sonr of the goals we weont into and we covaercd
proetty thorouchly. . . .Others were soxh, of put to the
side; we mentioned them, and then we wouldn't go into
the 1,

I think. . .the c¢oals of giving us sone
things could havc been wmore fully attai
usaed all the "nuts-aird-bolis" things, U

o)

have been "hip" to the fuCL that thoy

"nuts~and boltsg”

nge J for me. I've

ra I wouldn't

ed at all beforc.

t.f.‘

Judging from mysclf, walling intc the classroow Lhe first
day was a lot easier from being in this progruam and
(lcarning) some of the technigues involved in the program.

Many of the people (at the institute) were from minority
groups in our socicly. And whait was prescnted to us
was priwarily concerned with the majority, the white world.

Many of the things (discussced), of course, were mere
relevant to somoone tcaching at City College, or Laney,
or placces like that, rather than the homogenous clientele
we have at this school.,

It is difficult to judgye whether or not the goals of the
institute are, in fact, too diverse. Certainly, the interns
themsclves represent a variety of characteristics
and interests. Yet, almost all of them scemed to have

benefited from the two~veck expusure. Perhaps enough was

1O



acconaplisnhed just Lo begin making theaa Laink about tcaching

e

N in their respective now settings. Or perhaps thoe primary
goal of the insiitute should be move c¢leardy articulated by
the staff. Also, in order to exploit "unity ainong diversity,”
small-group discussions might be structured around these
topics each day: (1) The Lducat.ional Problass of Thixd
World Studunts: (2) Iledia and HMethods for the Beginning
Teacher; (3) Probleis of Implromentation of Educational
Objectives,

Reyarding revisions to better accomplish the goals of
the instituté, the interns had nuscrous, sometimes confliciing,
suggestions. Some exaaples are the following

(1) Provide wore video-taping.

(2) Drrovide less video-taping.

(3) Continue the institute for on extra week.

{ (4) Devote more time to each indivicdual's
subject mattexr speciatty.

(5) Pevisce tlhe presentations on curriculum
plannir«; they are nuch too cluttercd with
jargon.

(6) Elimiaate the requirenent that the interns
develop course outlince . fox their sub jucts;
that assignment is not a uscful once.

(7) ° Concenirate rmoxe heavily on developing each

individual's course outline.

(8) Provide ficld work @~per1cncca, perhaps
allowing the interns to obscerve classes
at. a junioxr collegc.

(9) Spend less time discussing budgets and junior
college structure; these subjecls ave a bit
too abstract for a ncw intoern to ba concexrned

.with at the outnet.

(10) Eliminate the experienced faculty during the
Ltwo-veel: institale,

(11) HMoke the expericnced faculty participate -in
the entire two-wecik institunte, rather than
participating for the sccond week only.
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1I. The Structure.

Most interns felt that two wecks was an appropriate
length for the institute. Many were intrigued with the idea
of making the institute a retreat.

Almost all felt the prograw was cvenly balanced

between too much structure and not enough. One comment

hecard often was that cveryone was aware of the gencral

dircction in which the grcup was woving, but that individuals

felt free to alter it from time to time to pursue relevant
issues as they arose.
Some felt that attendance responsibilities of the interns

should have been clearly estab:lished before the institute

started.

r~

III. Thé Staff.

The interns considered the staff to be helpful, approach-
able, and appropriatc models to ciulate. One interm pointed
out that one of the recal strengths of the preogram was the
ability, insight, and helpfulness of the staff members. They
were available when help was necded, they were aware of the
problems new teachers would confront, and they were all
experts in their respective fields.

Morcoverx, the interng felt the staff represcented an
ideal balance of teaching backgrounds and philosophiecs.

As one intern obscrved, "rhey disagrecd, and they did not

hesitate to show their disagreement . . . ; [we saw that]

L.
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there's never one approach.” Anolher intorn connented:

e

I think Sandy (lay) representod one point of view. . . .
Certainly, John Beveriy representod an opposite point
of view. They [i.e., points of vicw] were all
repraesehted. You have

¢ Sandy, who 1g muach mor:
structured and relics sauch wore on what 1 call "tried

and proved" teaching techmiguaes, which coctazinly are valid

when used proparly, just as John Beverly's technigues
certainly are valid, cepending on the personalily and
the vay the technigues are used. I thinlk they boil had
sometiing to offrr. Iy persorn.! philosophy is that

I fall between the two. I'm probsbly not as locse as
John Beverly, and I'm not as ticl.ily structured as Sandy.
I'd iall in the middle. . .using then as extrenes.

As scen from the perspective of still another intern, the
balance in point of vicw provided some of the excitencent
and stimuletion of the two wecks.
Pavl Williems [was] on one side and John Beverly
on the other; the othurs fell in batwecn. There
was really a balance there; ond there noevor vas
a real conscnsus between Paul and John, which was
i because they both had really valid points ol view,
but: they were differcnt, Sandy came off es the
intellectual. Yo go from one to apnothur—-as

Sandy did, to set off John, sect this onc off,

etc.-- was really grecat. DBut I don't think [the

institute] would have Leen very rmeaningful had

pecple like Paul or John not beer invited. They

wexe very, very stimulaeting in this seminar.

A few interns expressed concern that the leadership
provided by the staff members fluctuated whenever any of. them
was missing. Sai? onc intern, "they [i.e., the staff)
were not all ther at all times, and I think if they expect
us to be there, they should be there, too."

Their feelings toward the dircctor of the pProygram

{ were unanimous: he is an able and flexible leader, knows
l




oducational Lhoory, is committed to a developnental philosophy
of cduvcoiion, is helpful, and is also willing to listen to

and try to understand points of view vhich differ from his

“

own. Onc intern commcnted that he vas alwiys Ground and always

busy. Said another:
I think Chel Case provided cxccllonc leadership.
»nc I liked him. Je rcally knew the cducational
business; he knew all the jargon; he knew all the
theories; he could work wiih theam. But he thought
like us, and felt like us; he could bridge the
gayp .

IV. Vidco Taping.
Reaction to the use of video tape vas nmixed. Some

interns felt that it helped then develep cffective teaching

o f

styles. Some wera not so sure abcucl its usefulness.  Bnd

et

one expresscd an aversion to sccing himgelf on video tape,
claiming it was a shocking expericnce; however, he said he
profited from criticisms of his "mini?lessons" made by his
fellow intcrns.

In discussing the use of video taping with the intexns,
the evalualor received the impression that the greatest
weakness in use of Lhis medium was lach of uniformity in
conducting the tape sessions, There woere a couple of interns
who never had an opportunity to presealt a lesson to be taped.
And there were a nwabe:x who had tepoed only onc lesson.
on thc other cxtreme, one individual presented four lessons

and was beyiuning to feel bored with the whole thing,

o~

O
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Some felt the taping sessions seemed artificial without
students present and with the lenglth of precentation limited.
Hovever, most interns cunprecsed some satisiaction with the
video taping. Those who were enthusiastic suggested they
nceded additional taping scessions during the two wecks, and
would have liked to prusent a lesson for a longer interval

of timc. The following comrent is typical of thosc uttered

“by interns who liked video taping:

About onc of the most beautiful things about

[the Lwo weeks] was the video taping. That was

something., I don't know if it was planned

thoroughly all the tiwme. But we started using it

more and more as the tine vent on, becauce we

rcalized it was such a great instruwent. And

I don't krow why it hasn't been used a heck of

a lot moxe before.

V. Group Interaction.

‘he interns generally felt they established an unusual
degree of rapport with cach other and with the staff dvring
the first weck, this rapport allowing for an openncss and for
an exciting esxchange of points of view.

A few, however, felt that white interns were somewhat
inhibited by the presence of minority group members. As onc
said, "The minority group people got along pretty well, but
I thought there might have been a little bettexr [interactiion]
between the minorities and the whites. The whites were
hesitant to talk, because they were scared that they would

offend somebody."
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And one fell concerned abou. Lhe ravial and elhnic

cowposition of the inlernc:

What I didn't like was thalt thoere weren'c enough

Mexicans at the instituio. There wese threoe

Fexicans and ong Cpasiard.  Theve vesre moroe blacks

than thoere were jioitlcuns.  Now the Mexican

population, th vy nceed teachovs too, jusi as much

as the blachs do. “his arca [where I teach]

especially; [this comumunily] nceds Liexican

teachers, and thnt's wy big gripc--nol enoudh

Mexicaons, just three of thaw., There were more

whites than there werce Moxicans.

According to most of the intcrns, the seccond weel did
not match the first one, the prescnce of the expericnced
faculty hindering group cohesivencss., One intern put it
this vway: "the fiirst week of the institute . . . was nmore
successful than the sccond week. The exporienced faculty came
in the second weck, and we kind of lost the atnosphere we

Lad before.”

VI. Experienced TFaculty.
Their presence during the sccond wock tended to undo
some of the gains of the f{irst weock.
A few experienced faculty members scem to be operating
supcrbly in helping their interns become acclimated to their
new roles and to their new surroundings. However, many scen
to be doing little to help their interns, partially because : 1
they have ovexcommitted theisr own professional time, partially
because they have differcent teaching interests, and partially
because of diffcrences of personality, values, and agae

between the interns and the c¢:nperienced faculty.

oo




 ting
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The following reaction to the exnericnced facvlty is
typical of the ferlings of some of the intenns:

T know nmost of the intorns were quite disa; 2ointod
with the seccond woeel; moct of them wore gquite
happy with the fivst week. and 1 don'k seo what
the master teachoers did. In a sensc Lhey just
brought in « stifling 'this is just anciher
educalion course' desl.  And they brought in the
authority, the authoritarian role . . . . I think
more than anything it forced the internse into a
role of [pretending to be] tolerant. We just

let them make their specches and play their
roles, and we just sort of shut up ourselves.

Another intern, cqually dissatisfied with the coffecet
of their presence, cencluded that it "was a big mistale not
selecting the experienced faculty members morc carelully."

A few intecrns have had exceptionally good rapport'

with their experienced faculty members, having found thom to

be especially helpful and supportive. One intexn, for oranple

describes his experienced faculty member in the following

way:

We've gotten along very well. He's made sugges tions,
and has helped me any time I wanted it. Ho's
encouraged m2 in a lokt of senses. And he's

always offcring help, just in the sensc that if

I need it I can come to him for things. And

I really fcel thet it's just nct the 'partner

on your team' sort of thing, but he's turning out

to be a fairly good fricnd now.

Another describes a similar relationship with his exporicnced

faculty member:

During the two-weck institute our own relationship
was quite good; . . . he tried to tell me, since
he was familiar with this college, more about [it];
and since he knew the courses 1 was teaching,
[since] he had taught Lhem before, I saw his old
exams and outlines and things like that. Phat was

161
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helpfel o 0 o o Jle comes in and visits me cvory

day and ooy how I'm gecting alonyg, and I try and

consult him on diffcrent probhlems,. Ha lnors at

ny studeot cnrollmont; and 16 he rcecognises any

student in a class Lthat he'd talled with belor:o,

he trics to tell me sowething about the stuvdoent.

He's been very helpful,

The experienced facully merber can proviae an important
service in helping a ncy iuntern develop to be a capable and
competent professional. Ways musl be sought to immrove the
worth of his contribution. Perhaps experienced faculty should
participate in the cntire two-wech institvie, and perhaps

youngey, innovative, non-authoritarian individuals can be

recruited.

VII. Resource Pecople.

Dale Tillexry's presentation was vevy well recccived.
Many interns exprensced pleasure wit™ 'lie clerity of his
statistics and charts. Many also expressed a desire to hear
from Lim again.

Charles Brydon's presentation was of some interest to
all, but seqmcd Lo have particular appcal to thosc whose
interests are administrative in nature.

Many interns cxpressed an interest in having students

and community leaders also invited to be resource people.

VI1lTY, Other Commentis, Criticisms, Observationce.
A few black interns suggested that if the program truly
attempts to minister to the nceds of minority faculty members

in urkan settings, it nceds a more autheatic black perspective.

e
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» They feel this porspeative can only be achiicved by a blach

B g

person perforvming the vole of director or ¢ssistant direclor
of C.»,

One or tvo intoemns suggested thuot utilization of small
groups be wmodified to allow women to Get together and talk
about their forthecoming tcaching assignmonts.,  Also, onc
indicated that blacks, browuns, and whitoes might profit meeting
separately in suwall groups.

Some felt the time spent developing covrse outlines was
wasted; others are using Lhem faithfully as the outlines for
the classes thoy are presently teaching. Sone felt the
material covercd during the two wecks vas too general;
some took the oppesite point of view. The interns scemed
to be cvenly dividea regarding teaching methodology and use
of media: some felt it was overly emphasiz.d; others wanted
more than they received, especially in the areas of testing
and grading. A goodly nunmber profited frow discussions
relating to cognitive and affective domains of lecarning.,
They felt more time could have been devoted to these topics.

Perhaps an expert in media could be used as a resource
pexson, for an afternoon scssion.  Meeting in small groups,
the interns could then have an opportunity to ask the
experl questions regarding use of media in their specific

teaching arcas.

ERIC
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Major Impressgions of Rvaluator

I. A Scensce of Dudication.

Particularly impraasive was the interns' overall sencse
of dedication, of bLelicf in the community college movoement,
and genuine desive to do a goed job of tenching. As a group,
they scemed awarce that they had a specisl comaitment to the
goals r{ the progrum. As one said,

I think the vhole aroup scemed committed . o o to

the progrony; [I saw this] especially during tho

short mectings thot we hod in small groups, the

kinds of quostions that were ashked, the kinds of

answers thal were given, the participation,

All thesc things indicoted to wme that meibors of

the intern:hip wvere committed and concexrned fo-s

the prograun.,

Another intern pointed out that the program had donc much to

instill a philosophy, to develep a collective attitude

toward teaching in the communily college.

II. Current Use of Tinec.
What do interns do with time when it is made availabile?
They take classcs to finish degrees, they counsel students,
they mecct with cormunity lecadexs, they advisce clubs, they get
mancuvvercd into teaching additional courses, they develop
curricula for new courscs, they attend meetings, and they
preparc lessons for the courses they are tcaching. Most of
ther scem to be overextended in their professional commitments
dcspléo the fact they are being paid for a threcce-fifths

teaching load.
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II1. Institutional Accoptonca.
For the wost part, the colleyos where the intorns tecach

arc accuepting them and ranidly involving them in the business
of the academic comanity.  Where the moteh belwooen intern

and cupericenced faculty has been good,

a relationshipn ia

developing which should prove beneticial for the professional

growth of the intern., Where the motceh has not worked

well, som2 inlerns have sought the advice and help o other

colleagues in their disciplines. In a few cases, interns have

not felt encouraged to scek out their colleagues; these interns

feel isolatcd, sorewhat perplexed, and secun strongly dependent

upon the staff of CIP for professional support. One particular

individual made the following comment: "I think the internship

people should intervene a littlo nore dircctly into the

working, life of the intersn while he's teaching., I feel cut

off now from Berkeley. 1I'd like to feel I'y still working

with Chet Casc." An individual's growth and development as

a new tcacher secm to bo strongly dependent upon the degree

to which collcagues accept and encourage hin. Lacking

support, a new teacher moy miss an important phase in his own

training.

IV. A Need: Reviscd Sclection Criteria for Experienced
Faculty Mewbers,

CIP staff members nced to evaluate carefully the potential

contributions of cxpericnced faculty members who are to be

chosen for work in the program., EBExpericnced faculty nembers

\ T




!_ voluntecring for CIP need sufficicnt tine o allov ihea to
be available to help their interns. Having too many other
comni tiznts, some cxpericncod Loculioy menbes s are not sufficicntly
frece to be much help. 1n addition, faculty mesbers who
voluntcer for CIP should be scrocped for cheracterisiics which
compliment those of the interns. And only Lhosce should be
chosen who appear stronoly comaiited to helping intcrns_make

the transition to full professional status.

V. CIP - The Bridging Licchanisn.
CIP secms to have acted as a bridging mechanisa for
interns who lack the parer quulifications to tceech ond for
institutions who urgently need the special talenis and
competencies of the interns in the pr&gram. vithout CIp,
these interns might not be teaching this ycar, and without -
CIP some of the sixteen institutions might not have implementcd
and developed many of the special new teaching projects

currently undexr operation.

VI. Nced for Fu;thcr Study.
Since this evaluation study was conducted shortly after
the start of the fall semester, no.information vas available
regarding the cffecctiveness of the CIP in serving on-tho-job
needs of interns at thejpr collegyes. It would be interesting g
to know what problems are being encountered by the staff in
coordinating the continued training of cach intcrn. Also,

duata should be gatheied regarding the degree of professional

EI{IIC M
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growth of cuch intern during his {irst year. Additional

h

questions of intcrent are the following: What new problems
are being encountercd by interns at theix schools? Do they

feel they arce reccliving adeguate troining and support in the

h

field fvom ihe stalff of C1P? How satisficd are the par-
ticipaling institutions with th2 interns? Will the intexrns
retain their initial sense of dedication to teaching and to
the comnmunity college movenont? Do students lesrn more
readily from interns wvho have undergone special training as
comparced to new instructors who have no special training?
If a thorouzh apnraisal of CIP is to beo made, CIP should
gather «dditional data in sone of the arcas which have

been mentioned. The sta”f should thorefore attempt to

extend its program of evaluation to cover the latter part of

the interaship period.

VII. A Bricf Note on Rescaxch lMcthodology.

The findings in this report are based upon a ficld
study of untcerns involving an intervieu of approximately one
hour pev person. Since certain cenitrol limitations oxist
to this type of rescarch, the results should be considered
tentative. Tt is suggested that the cevaluation procedure
be replicated at some later date to verify and strensthen the

evidence treated in this report.,

John C. Fiedler,
Evaluaior

V1%




APPERDIX J

Evaluation Instruments: Student, Dean, EF

-174-




P

| -l{[C

r
Full Tt Provided by ERIC.

—

(22)

(23)

(24)
(25)

(26)

(27)

(28)

(29)

(30

(31)

CrHARY

e o

Val.oat tun Gl
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To 1Ly Student:

Your responses 10
instructor and for evaluating the
has becn a participant.

In responding, please think
instructors you have had.
instructor, but 1o tinstruct

Lu not

Thank you.

Name of the Instructoer:

the folloving questions will be very useful feedbrck

of your instructor in cowparison with the other

ors in generall!

for your
internship pregren in vhich your iastructo¥

comnure your jnstructor to any speeifac

(1-21) ‘

Title of the Coursc:

This instructor, compared to ;
#instructors in general',...

4 5
nore much
wore

1 2 3
much less , about
less . | the
bogame

...is zble to make the subject
intercsting :

: i

...trics a vaviety of teaching
tech-iques ;

.respects students

...is approachable by students

...understunds the problems of
students

...is well informed on community
probleis and issaes i

o s o

...grades fairly cn d reasonable
standard i

...is flexible and open minded

R S

...15 clear and aefinite about

the objectives of this course; '

...knows thc subject matwcr

[
i
+
H

PLEASE USE THE OTHER $IpE OF THIS PAPER TO COMSENT ON THE FOLLOWIRG:

...what do you think

_..what would you suggest 10 th.s instructer as areas needing jmprovement?

38y

are the particular strengths

of this instructor?

-~
e,




COMMENTARY 100M

Cooperative Internship Program, 19/70-71

Instructors: Plcase cemment in the space provided. Think in terms
. L B
of the interns vork throughout the year, “indicate
changes or trends as they secm relevant.

1. Relations with Students:

2. Relations with Faculty:

3 Relations with Community:

4. Subject Matter Control:

5, Instructi.mal Techniques:

6. Attitudes Toward Innovation and Improvencnt:



Cooperative lnternthip Program

COMMLNTARY TORM

7. Please comment on the intern in the zreus of growth and improvement,
arcas needing improvement, and arcas of strength.

8. Taking other first year instructors as a rcfercnce group, there
would you placc the intern in gencral all around performance?

%

Definitely About Better Definitely
Poorer the Same Qutstanding

ERI!
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INTERN PATING FORM
COUPERNTIVE INJLANSHID Prouiiyd

NAMEE OF THiY INTERN: _(1-36)

NAMi: OF TIE COLLEGE: - L (37-53)

How do you rate the intern in the following arvcus, when the intern is
compared with other instructors vho have been teaching at your collepr
the same length of time?

much less about more much
less the more
same

Command of the subject matter

Interest in inmovation and
experimentation

Participation in the affairs
of the college

Participation in community
activities

Acceptance by faculty and
administration

Potential for prowth as an
instructor

Avareness of the community
college as a unique
institytion

Understanding of students

Ability to work with students

Acceptance by students

Arc there other arcas, not included above, that you would like to comment upon?

From your viewpoint, has the CIP influenced the intern's performance as an
instructor? In whaot ways?

4\
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BVALUATION ON PLJARO DURES WEEKEND

.

II.

How did you feel obout the weekend, in advance?

Did you want to go /not want to /neutral/ apprehencive ete.?
Did you feel you had a good ides of what was going to oceur?
Did you feel you undcrsiood the purpose of the weekend?

Did you sgree with the purpose (as you perceived 1t%)

1) 1if not, what were your desires?

Did you ceriously consider not attending?

1) if so, what f£inslly brought you to the point of decision?

Did you see & possible relationship to your tesching/counseling?

How aid you feel shout the ectivities of the weckend &8 you

were involved?

8.

III.

;3%

IvV.
8.
b.

C.

As the thing unfolded how were you feeling?

Whet results do you perceive for you?
How do you ~ :bout yourself after the weekend?
1) Is thi: . . ‘rent from how you felt before the weekend?

2) 1In what way?

How do you feel about your relationships with others after the veekend?
1) Is this different from how you felt before the weekend?

2) In what way?

How do you feel wbout your teaching after the weckend?

1) Is this different from how you felt before the weekend? ‘

2) 1In vhat way?

Critical Changes

Do yout perceive any personal. changes? .
Can you describe any incidents which illustrate effects of the weckend?

Cen you describe eny incidents specific to roles as tescher

(counselor) which illustrete . fects of the weekend?

p—
—~N
VRN
e~
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V.

G

Feelinrs about the wveeckend

In retrospect, hov do you fecl esbout the experierce~-wion it

valusble/ helpful/ negative/ neutral, ete.

b.
c.
a.

€.

Vi,
a/

Do you feel in tune viith the poals?

Do you azgree with them?

Do you feel the expcricnce wes helpfu)l/ncpgetive/neutral in achieving thew?
How do you feel about the participants?

1) The staff?

2) How do you feel about those who did not take part?

Projective Concerns

Is this a usefui/ essential/ not useful/ negative feature of teucher
A

training?

b.

the
c.
d.

e.

How could it be improved?

1) timing, length, position?

2) size of groups?

3) arrangemeni ?source of participants

L) organization

5) stuff personnel

6) Should interns have ahd more (or lcss) role in planning for
weekend?

Should it be repeat>d for our group?

Should it be an ongoing expericnce for tezchers?

Have you had sny prior group experience?

1) How did this weekend compare with cthers you've participeted in?

Anything elge?




“

APPENDIX L

Summary: Participant Aéécssment of 1970-71

CIP Group Process Training Weekend
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