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PREFACE

The establishment of campus centers to stimulate and assist instructional development and imnproved
g effectiveness has taken on major significance “a higher education. The term faculty development

itself has become part of the contemporary vocabulery. The expansion and worthw results of develop-
~mental activities have created increasing interest in &l types of institutions. The purpose of this publicati

teac

Regional Education Board {SREB].

SREB’'s Undergraduate Education Reform Froject, b
the Carn
undergraduate education throughout the Sout

egun i

istitutions and state systems of higher educa-
tion consider constructive changes within the context of their purposes, goals and resources. Working when
poisible through inter-institutional and regional cooperative efforts, the project stimulates institutions,
faculty and administrators, 10 review innovative approaches, and design and implement changes appropriate
to the needs of their constituents.

The project began working with campus faculty development centers in the fall of 1974, when it
sponsored a meeting of directors of all such centers in colleges and universities in the SREB region and
representatives of other institutions interested in beginning Centers. That me - wias tollowed by meet-
ings of several ad hoc committees of directors to discuss and plan additional activities related to centers and
the development of new ones. One set of activities was planned and carried out to assist community colleges
with programs of statf development. This publication is the result of another specific recommendation
made by ane ad hoc committee and affirmed by the other university center directors. It is intended o meet
a need withiri this region for sharing information among centers about their activities and to let institutions
interested in developing centers explore possible alternatives for their own settings.

This publication focuses on campus centers in 4-year insti

tions. Centers chosen for inclusion are
those that have assigned staff, are funded at least in part by the institution, provw’ ‘e more than cenventional
media services, and have as their primary focus improving teaching etfectiveness at the undergratuate tevel.
Twelve such centers were identified in the region, and eleven chose to contribute to this publication. Part 1)
contains descripticns of the eleven centers written by each of the Center Directors.
The growth of these campus faculty development centers is recaiving great attention and may represent
nd toward translating the traditional institutional verbal commitment to teaching into formal arrange-
ments and budgetary support for genuine and professional etforts 1o stimulate effective instruction. The
Undergraduate Education Reform Project hopes this publication will serve the region by providing useful
information and assistance for understanding or developing such programs.
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EMPHASIS ON FACULTY G,_mi,m,_.éﬁgmg.,_.

by Mary Lynn Crow

Prior to the current faculty development movernent, some attempis were
made to imprave the quality of instruction in colleges and universities. In addi-
tion to the traditional ploy of increasing library holdings within the respective
subject matter fields, the attempts included: recruiting for faculty new Ph.D."s
from the best schools who would bring with them new ideas; reducing class size
or lowering the student-faculty ratio; and increasing the university's holdings
in the area of instructional hardware and media. {7, pp. 3-5) The pervasive
notion, capsulated, was that a successful learning experience would occur to the
extent that {a} fine quality minds with access ta {bl fine guality books, peri-
odicals, and media could imeract with [c} a small group of fine guality students.
in the 1960', however, students protested that univ ies were continuing to
drift from serving learners to s g the people who worked for and ran the
institutions. According to Vermilye, the great wave of learner-centered reform
resulted from student charges that univers
8, pp. ix-x)

It is understandable, therefore, that the major original impetus for the fac-
ulty development movement was to improve instruction. Almost all the centers
and offices that caine into being near the cutting edge of the movement had this
as their expressed purpose, Even today, most new centers begin with this as their
major task.

es were not being accountable.

CONCEPTS OF FACULTY DEVELOPMENT

A5 centers continue to evolve and staff philosophies emerge, more and more
centers are expanding their defi of facuity development to a broader and
more inclusive mission. The faculty development movement is truly a unigue
phenomenon of the 1970%, Today, like its cognate fields of public school
education, psychology, psychiatry, and social work, it is characterized by em-
phasis upon the total person or the integrated system. In this case its ernphasis is
upon the total development of the faculty member — as a person, as a profes-
sional, and as a member of the academic community. The expanded definition
therefore moves beyvond development as a teacher to include development as an
individual as well as a group member, and to focus on the person’s development
and growth in all of his or her professional roles. Moreover, there is focus upon

the organizational structure as the academic milieu within which the faculty
member must function. The premise here is that the organization functions
gither as an enabling or an impeding structure and that eventually the faculty
member's growth and development will be stymied unless the organization
within which he functions also keeps pace. An example would be the teacher
who makes changes i Mher teaching methodology which includes a desire to
move to a pass-fail grading system. Only if the academic department and the
registrar can accommadate these changes will hefshe be able to proceed. The
thought that no one exists within a vacuum and that healthy growth processes
must eventually affect the entire system is at the basis of what is today consid-
ered to be the faculty development movement with its most comprehensive

Unguestionably, students were ready for faculty dewelopment centers. The
university itselt exhibited interest for another set of reasons:

= |_eveling or declining student enraliment

» Decreased mobility of faculty and administrators
» High percentage of tenured facuity members who were mostly
in their forties

» A buyer's market for students with regard to educational oppor-
tunites

» Economic crunch for universities and for students
©The reed to better equip graduate students to compete for jobs

higher education

» The proclivity of students to tel
teacher's authority, and to br
wihat they pay for

ike it is, not to be awed by a
g legal action if they don't get

*» Increased demand for accountability by parents, board members,
legislators and the public in general

= An articulate {and often negative] press

Gait's research with campuses all across the country indicated tha
tutions are coming to realize that they will have to rely on current faculty to

Q

Aruitoxt provided by Eic:

E



provide fresh perspectives, infuse new ideas, and give leadership to innovative
programs if they expect to maintain yigorous educational climates in the years

What then did these universities put into motion under the rather general
designation of faculty developmient? On almaost all campuses it is the opportanity
for instructional improvement — and for a few it is the chance for teachers to
oW a5 researchers, as publishers, as comrmitler members, as commumty ser-
vants, as professional feaders, as admdanistrators, as student advisors, and as
peame. On some camgpuses faculty develapment means awarding small grants to
ers for instigating or for imy some innovative classroom pro-
cedure or for doing research on tea ; on sorne, it is giving prizes or awards
for outstanding teaching: on some, it is granting feaves of absence for a teacher
to study or write or travel or develop new materials; and on others it is dealing
with mud-fife changes and career fransitions. Although the needs the different
universities felt were similar, their beginning efforts at deq with these needs
were diverse. Faculty devclopment is different things to different campuses and,
unfortunately, nothing at all to a great number of campuses.

Terminology

The term “faculty development”

5 been selected to idemtify this pul
tion {1} because of the need for some meaningful descriptive label to designate
the movement under which all the individual center labels may be subsumed,
and {2} because it has also become the most often used label in books, period-
icals, and at regional and national professional meetings. It is ironic, therefore,
and perhaps onfortenate, that the center directors in Gaff's study report that
some professors react defensivelw to the term developrnent.

Some centers seek to awvoid waving this particular red flag by not
using that direct and possibly threatening term and by substitut-
ing fess direct words like professional, instructional, ar learning
for faculty and words like inprovement {sinee we can all stand 1o

improwe in some ways) or facilitation {because we are all interest-
ed in facitnating lesrningl for developrment. 15, p. 1271}

The percentage of word utilization found in the ind titles of centers
all ower the country tedl us a good deal about their missions. Whatever is implied
by the term and howewer unpleasant to some, most centers perceive themselwes
io be involved in some sort of development. The word development is used twice
as often as any other titular word designation. The names centers assume have a
bot 1o say abouwt how they want tn appear 1o their constituencies and, conversely,
what aspects of imagery they wish to avoid. Many directors testify to the hassle
involved in determining a name, and some wish they had selected another option
or that they had known then what they know now about the psychological

effects of a particular name, {ndeed, some have already changed their names.,
Acrass the country today {coupled with such denominators as center, pro-

broken down into only 78 different word groupings or combinations used 1o
indicate the work we are genmerally designating as faculty development.! As

shown on Table 1, the most commonly used titles in the 192 schools {used 52
times or in 27 percent of the schools) are Fducational Development Centers or
Faculty Dewvefopment Centers. The 70 “other” titles fused 82 times or in ¢2.7
percent af the schools! accurred anly ane to three times each.

TABLE 7
TITLES OF FACULTY DEVELOPMENT CENTERS
NUMBER OF

OCCURREMCES It PERCENT
WORD GROUPINGS IN TITLES THE 192 SCHQOLS OF USAGE
Educational Development 28 14.6
Faculty Development 24 12.5
Instructional Development 18 9.4
Learning Resourcels) 13 6.8
Instructional Services 8 4.2
Educational Besources 7 3.6
Instructional Resources 7 3.6
Professional Development b 2.6
70 “other' 42 7

In the 78 titles, the most frequently occurring single word is development,
wed by educationfal)], instructionfal], resourcefs), faculfty, learning, and
hing in that order. Centers are more likely 10 see themselves in the business
of improving instruction than they are of {acilitating learning. Most, however,
opt to avoid the teaching or instruction versus learning issue entirely and simply
refer 1o the overall issue a5 educational. More see themselves as providers of re-
sources than of services. Only a small numiber describe themselves as researchers.

Southern universities described in this publication utilize a higher percent.
age of the words instructionfal), resourcels), teaching, and research than do uni-
versities across the country. The most frequently used waords in all school

"Data was compibed from the list of Programs amd Centers in Gall's book, Towand
Faculty Renewal, pp. 188-228. A few tittes such as Awdio-Wisual Centers, Resrarch in Med-
ical Educat and the
were not included in the 192 vitles tabwlated .
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development and educationfall are, however, propsrtionately underused in the
Southern universities. OF the eleven Southern university programs, eight are
called centers, two are called offices, and one is called a projeet.

CESIGNING aAMND IMPLEMENTIMNG PRAGRAMS
Madels

Sooner or later in all academic movements, people with skills of synthesiz-
ing attermpt to make some sense of the data by organizing it into a kind of
theoretical paradigm or taxonomy. This has also been true of the faculty develop-
ment movement, Already, center directors have Degun to categorize their pro-
grams in terms of the schema articulated by Bergauist and Phillips and by Gaff.
Bergyuist and Phillips depict three models which sy describe as possible com-
ponents of a faculty development program: instructional development, organi-
zational development, and personal development. The three components consist
of the fo

hEs ol ,mE,T.H,D,_.._:_ﬁ,ﬂ_,;mﬁ,ﬁg M
{. tnstructional Development
&, Evaluation
8. Diagnosis
. Training: Traditional Methods
D. Training: Mew Methods and Technologies
E. Curricular Development

Il. Organizational Development
AL Team-Building
B. Decision-Making
C. Conflict-Management
0. Prablem-3olving
E. Managerial Development

i1}, Personet Development

A Discussions abouwt Teaching

B, Career and Life Planning

C. Interpersonal Skitls Training

0. Parsangl Growth

E. Therapeutic and Supportive Counseling {7, p. Z58)

With regard to the order of implementation, they suggest the sequencing of

events should depend upon how much or how little threat would accompany the
activity. They use as an example points A and B under Personal Development.

te the latter {(life planning) is extremely important in
any faculty development program attempting to touch on the

persanal domain of a ?ncﬂﬁ,é member’s life, it is aften misunder-
stood and consequently rejected out of hand by faculty. Discus-
sions about teaching, on the other hand, are obvioushy appropriate
to faculty development, and hence should precede, and may lead
toward, the life planning component. {7, p. 258}

The final decision as to the point-of-entry component would differ among
schaoals and would depend upon a systematic assessment of institutional environ-
ment and goals as well as institutional acceptance of the services being proposed.

Gaff's research with center directors across the country also indicates three
primary models in operation; they differ from the Bergguist and Ph ps model
only in the terms used to denote personal or individual development.

I. Instructional Development programs focus on how the condi-
tions of learning are designed, particularly as these relate to
courses. Such programs strive to improve student learning by
such means as preparing learning materials, redesig
courses, and making instruction systematic. ,

Faculty Development programs focus on the facuity members
themselves rather than on the courses they teach. Such pro-
grams strive to promote taculty growth by helping facuity
members 10 acquire knowledge, skills, sensitivity, and tech-
nigues related to teaching and learning. Areas of emphasis
would include knowledge about higher education, feedback
about their own teaching behawior, teachers’ affective de-
velopment, and awareness of other es and the com-
munity.

Hi.

ational Development programs focus on the orga
tion within which faculty, students, and administrators work.
This approach strives to develop policies that support teach-
ing improvement and to create ar effective environment for
teaching and learning by improving interpersonal relationships
and enhancing team functioning. {3, pp. 90-97: and 5, p- 8}

Directors report that the type of activities typically chosen to implement
the three components are:

Faculty Development:

Workshops
Teaching Eval

10
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Instructional Development:  Projects to produce new fearning
materials or vedesign courses; work-
shops on writing objectives, evaluat-

ing students

Organizational Development: Workshops for group leaders or
’ tearmn members, action research with
work groups, task forces to rewvise

organizational policies {5, p. 9)

It is important to note that although any of these three individual com-
ponents may be selected by a university as its entire focus, most directors have
opted for a comprehensive approach involving elements of two or three ap-
proaches. This may, in fact, be part of the reason so many centers are having to
struggle with the issue of their oven accounta

Strategies

Bergquist and Phillips compiled a series of eleven different strategies for
faculty development. They aver that in order to be successful, institutions
should select strategies only after serious considerations about their assumptions
concerning change, their assumptions concerning teaching and learning, and their
assumptions concerning the theory, concepts, or tools of faculty development.
{1, pp. 260-266) The educator who must make these decisions would be wise 1o
consult this reference for a more detailed investigation of these eleven strategies:

1. Tra

. strategy is based on the assumption that change occurs primarily
by giving people new skills. It is assumed that reward or punishment systems
per se will not change people; rather, individuals must be provided with new
skifls, attitudes, and behaviors that are appropriate to the desived change, The
training paradigm emphasizes the use of hoth short- and fongterm work-
shops, as well as classroom diagnosis. Personal and instructional develop-
ment both tend to be emphasized. Organizational development is only
partiatly employed; facuity are trained in the use of such organizational
skills as decision-making and conflict-management. One sequence involves,
initially, one or more basic week-long instructional development workshops,
u. .aly held during the summer. These workshops focus on teaching meth-
ods, ?g_,:_,:@ and teaching skills, exploration of assumptions, values, and
philosophies associated with teaching, and training in decision-making and
problem-solving. Once a certain number of faculty {usually at least ten per-
cent) are involved in the training program, it can begin to expend beyond
the workshop le Faculty can be offered classroom diagnostic services. An
alternate seguence beging with short-term, on-campus seminars 1hat focus

on specific methods or technologies. Usually a rather large number of faculty
will’ participate in these seminars over a two- to threeyear period, though
seminars in and of themselves will rarely have a significant impact. Once the
credibility of the program is established through these seminars, other types
of services may be offered, including more extended workshops, peer assist-
ance programs in which one faculty member works with another in a specific
area, and classroom diagnosis. .

Consultation

The consultation-oriented approach to faculty development is similar 1o
the training strategy, but differs in that it does not begin witl an assurnp-
tion that training is always an important aspect of change. & person using a
cansultation approach to faculty development will not begin with any well-
developed preconception about what the problems are in the teaching and
learning process. He will usually make extensive use of information collec-
tion, analysis, and feedback after having taken the most critical, and often
controversial, step in the consultative process which is the identification of
the client. Is the client the faculty, the president, the trustees, or the stu-
dents? The client, once identified, will then define the goals of the program.
External consultants can usually do a more effective job than consultants
who are based within an organization. A
Personal and Urganizational Development

Personal and organizational development strategies are grouped together
because they both emerge from the single paradigm of applied bahavioral
science. The basic assumption is that the process as well as the substance of
change must be planned and managed if change is to be successful and pro-
ductive. Both the personal and organizational aspecrs of change are em-
phasized, with attention being given to such issues as {1} sense of owners!
for the change process, {2} development of collaborative rather than com-
petitive relationships in the solution of personal and organizational prob-
lems, {3} recognition of the personal as well as organizational benefits and
costs of a specific policy, and (4} creation of an organizational climate that
is characterized by trust, openness, and interdependence. The personal and
organizational development strategies differ somewhatr from the training
or consulting strategy in that their orientation is not primarily toward in-
struction.
Method-Promotion

Method-promotion differs from the training strategy
mary focus is on a spe

that the pri-
lar educational
technology. The specific methods or technologies being promoted are
assumed, of course, 1o be at least partial answers to the teaching and learn-
ing problems encountered in colleges and universities. The sequence of im-

ic method of instruction or a parti

i
i
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B.

plermnentation usually leads from an emphasis on the specific method or
technology to either classroom ewvaluation or diagnosis. Personal and
organizational development components generally are only important to the
extent that they provide support for the personal and/or inst
ance of the instructional tool being promoted.

itional accept-

Instructional Mate

This strategy can embrace a far more eclectic approach to the develop-
ment of instruction than the method-promotion type and will at times
much more closely resemble either the training or consulting strategy. 1t is
assumed that change will take place when resources {in the form of instruc-
tipnal materials} become available. The materials-oriented faculty develop-
ment program usually begins in a consultative manner, with members of the
staff working with a few faculty on the identification of existing materials
or on the development of new materials. As the program gains credibility,
} resource center staff often will offer training programs to
acquaini fuculty with the diversity of pedagogical tools that are available
and o improve the skills of faculty in the design of their own mate

Equipment
This often selected by large,
cougled with a strong training and

research-oriented institutions and
promotion program. The equipment
paradigm in higher education clearly reflects the more general "‘techno-
logical™ paradigm held by our society. it is assumed that marmy soc
system prob ike physical system problems, can be solved through tech-
nological innovation and dissemination. The methods and concepts embraced
by this paradigm focus on the invention, innovative use, and
of technology.

Discussion

This strategy reflects the traditions of higher education, is read
braced by and rarely threatening
i

- gm-
to many faculty members. Practitioners
employ this stralegy usually assurne that faculty entering into in-depth
discussions about their teaching will gain a more mature perspective on the

teac
Fari
{HDSI

g profession and a more explicitly defined educational philosophy.
v members may be given released time to attend, as well as to prepare
n papers and do researc inar group. Through the
serninar discussions, faculty explore a wide variety of issues related to col-
lege teaching.

in the process of discussing these issues with their colleagues,
the participating faculty clarify their own assumptions about teaching and
explore alternate modes of learning.
Evaluation

This strateqy often scrves as an entry po

for faculty development and

w

10.

is among the most widely used tools for the improvement of instruction.
The evaluation paradigm is based on the assumption that change takes place
when a faculty member is confronted with information about his perform-
ance in the classroom through diagnosis and evaluation. A faculty evaluation
program is based on the assumption that evaluation can serve a constructive
and developmental purpose. Some evaluation programs, however, are imple-
mented primarily to provide academic administrators with information to

be used in making decisions about tenure, promotions, and salaries. This
latter use of evaluation is frequently associated with the reward system ap-
proach to faculty development.
Reward System ,

If faculty are not rewarded for the improvement of their teaching skills,

then a faculty development program must rely on more sui'le and, often
fickle, motivators, such as student acceptance, colleague Snagzia? self-
esteern, or a sense of personal achiewernent. & college
brace a p
formance,

_university must em-
y which provides [1) an equitable, objective system of per-
{2) resources to the faculty member for the impravement of §
performance, and {3} tangible rewards in terms of salary, promotion, and
tenure for the improvement andfor maintenance of a high level of instruc-
tional competency. A number of different spproaches have been taker
the use of this strategy. Several state systems hawve given small grants to in-
who wish to experiment with new methods in the classroom. Other
institutions proy

released time or sabbaticals vo particularty competent
instructors. St} other institutions have moved toward “growith contra
whereby a faculty member and his academic supervisor establish exp
criteria for assessing and rewarding not «
ment,

it
performance but also improve-

Career Transitions

for assisting faculty members through major career transitions. Workshops
can be conducted in which faculty engage a detailed career and
planning sequence, or in which faculty are trained in various mana
y development program staff might also help a faculty mem-
ber assess his current skills and compare these skills with skill profiles from
other professional fields in order to E@:Q{( common areas. Exchange
programs between faculty and administrators can further aid the career
transition, as well as provide an institution with potential channels for re-
employment of displaced faculty.

12
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11. Comprehensive Institutional Development

If faculty development is systematically and patiently implemented as
part ‘of a comprehensive pragram of institutional renewal, it can have a
profound and lasting impact on the lives of faculty, their administrators,
and their students.

Staft

By the time a model and strategies for implementing a faculty development
program have been selected, 2 center director probably has been appainte
not, the director could be selected who has a theoretical orientation or discipli-
nary training which will complement the style of implementation, In Gaff's
overview of 142 professional faculty development workers, it emerged that the

“average” staff member is trained in education or educational psychology, has a

doctoral degree, and holds a faculty appointment. Directors whose centers
work primarily toward instructional development have backgrounds in educa-
tion, instructional media and technology, learning theory, and systems theory.
Directors whose centers focus on organizational development have backgrounds
in organizational - theory, organizational change, and group process. Directors
whose programs stress personal or individual faculty development came from
clinical, developmental, or social psychology: psychiatry: or fields that empha-
size soC on. {5, p. 8, and 152} in Erickson’s study of 27 centers around the
country {five of which are among the efeven centers in Southern universities}, it
was found that most center directors and senior professional staff came pri-
marily from education and secondarily from psychology. {2, p. 69)

it is more » however, that the choice of a director preceded the choice
of the style of implementation and that, indeed, the director's background and
osoply were an important variable in these decisions — probably the crucial
varigble. This leads to the conclusion that an institution's.choice of a director
will probably determine the type of program that will be déveloped. It is doubt-
ful that most universities take these factors into consideration in the setection of
a person to head a faculty development center,

Gaining Support

Once a director fias been selected and models or stravegies identified, the
next guesticon appears to be how o proceed to achieve support and acceptance

with the adminisiration and Tacufty. The answer is, very carefully! Two specific

suggestions were frequenthy mentioned by the directors Gaff interviewed: use an

advisory committee or board to insure faculty representation and participation
164 percent of the centers in the country use this method), and discourage close
ties with the education department to avoid being labeled with “educationist”
stereotypes {78 percent of the center directors agreed). |7, p. 27) This latter sug-

gestion is particularly interesting in light of the evidence that most center direc-
tors are educators, but mast centers still prefer ta avoid the assaciation with the
ector’s home department. The directors also mede the following recommenda-
tions for gaining faculty support: .

1. Develop an outreach program — obtain visibi
visit departments, talk to people.

ty for the center,

2. Start small and prove yourself — don't come across as trying to
build an empire.

3. Keep a low profile — avoid a lot nf fanfa

Start where the faculty are — and accept the goals which faculty
establish for themselves.

Be eclectic in approach — and avoid the endorsement of a particu-
lar panacea for all educatianal prablems.

6.  Start with a small group of volunteers — and let them
program to their colleagues.

sell" the

1. Go with winners at the outset — be certain initial seminars, work-
shops, and retreats are well-received.

8. Administer a small instructional-improvement fund.

I5, pp. 123-125)

Holsclaw studied thirteen ongoing faculty development programs. On the
basis of in-depth discussions he presents a list of procedures and guidelines which
he and the center directors he interviewed believe “should assist the instructiona
developer in avoiding quagmires typically encountered when working with pro-
fessors in the definition, development and evaluation of instructional products.”"
(6, p. 4} Some of the specific points have been identified helow to give a flavar
of the type of psychological guidelines suggested by directors for proceeding
successfully without making too many waves. Taken altogether, their suggestions
sound vaguely like the Scout oath and generally ‘bespeak a posture of be good,
do good, help others, and you and your center will be OK. Perhaps th gonssity
for platitudes indicates the s
faculty develog

ey
wse Ay g

ory committes for praject agleation; projects aatal-
lished as a result of "administrative owerride” hawe a minimal
chance for success; build in the potential for a product's Jongevity
through sirong administrative support; give the professor an ac-
tive role in the project; shaow a willingness to listen and 1o talk, in
terms that the professor will understand; seek out the dirty jobs:
be personable; humility is a virtue; continue to be a learner; do

o
oy

Q

IC

Aruitoxt provided by Eic:

E



sy

your homework, pay attention to detzil: attempt to establish a
personal relationship of trust and mutual confidence with the
professor as early as possible; dewelop an environment where there
is a feeling of mutual respect; show genuine interest in helping the
professor solve his problem; stay out of the content arena; strive
to keep all channels of communication open at all times; honesty
is the best policy; under-promise and over-deliver; depersonalize
ideas; don't give out too much road map information to those
who ZEE get scared by it; start where the instructor is; don"t
|  the instructor; encourage constructive criticism: people
general _E do not forsake work which is rewarded for that which is
not; see that faculty are rewarded for work in instructional de-
velopment; don't just sit behind a desk and wait for people to
come to you; make things z,mzﬂms. (8, pp. 5-14)

Meeting Resistance

In spite of the studied attempts made by faculty development centers to
gain acceptance on their campuses, it is obvious that mary have not felt success-
ful in this venture. Strategies for meeting resistance to the establishment and
implementation of a faculty development program, therefore, have become
ues with which @ institution must deal. Very real problems, as well as
myths and misconceptions, face the new center director and after deciding
which is which, he or she must then proceed 1o deal with them.

Much of the resistance fazing a faculty development center is legitimate and
emanates from situations that exist within the postsecondary academ
munity. Some of the very real problems are:

comm-

* Failure of the institutional reward system to support the instruc-
tional function.

» Provision of released time — or time at all — 1o participate in
center functions,

» Graduate programs poorly
come college teachers.

- designed to prepare students to be-

o The still imperfect system of evaluation of instruction, or of
evaluation of learning for that matter.

» The tendency of faculty members |particularly in the liberal arts}
to resist involvement in any instructional endeavor.

« The overemphasis on content proficiency and the underemphasis
an techniques, skills and attitudes in the teaching process,

# The psychological distance and often the distrust professors
have of one another, particularly across nary lines.

» The resistance to being evaluated on something [teaching) in
which one has net received formal preparation on the same scale
that one is evaluated on something (research) in which one has
received formal fraining as part of his Ph.D. program. In other
words, a professor who has never received any systematic help
or feedback learns he is suddeniy going to be held accountable
for his effectiveness as a gmmﬁ:aﬁ » he wi :,. resemt this.

= The tendency on the part of some qmns:_,,, to resist any change
instituted by administration.

«The tendency on the part of some ad
change instituted by faculty

nistrators to resist amy

» The dearth of research data 1o clearly support certain ed
tional methods and beliefs over athers.

a

¢ The problem of introducing a new series of activities to an al-
ready overworked faculty.

* The tendency of academics not to put much faith in their own
peers 1o help 3 m {or the old story of not being an expert on
one's own campus).

"

» The fear {som

for one’s gersanal benefit {i.e., positively].
* The inability of faculty members to disassociate evaluation sys.
tems and improvement systems.

»The fact that faculty [especially untenured and, on some cam-
" puses, even tenured) have reason to feel their jobs are on the

» The fact that it is difficult for one person to change in isolation
particularly without an enabling envirornment,

s The fact that academic colleagues have not always been known
to be kind to instructional innovators.

e The mﬁgm:ﬁm of threat — all kinds.

* The autanamy and over-zealous protection of one’s own “turf,”
e.9.. department or college, and the consequent resistance to
cooperative ventures,

According to self-concept theorists, man strives to maintain and enhance his

seif-perception or his identity. The possibility of forced change, particularly

large-scale change, can therefore pose a great deal of psychological threat. People
who fear they are not adequate in a given area will fee) threatened by any!
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be so even if the judgment is po
less] is judgment. Once the right to external judgment has been esta
right to negative judgment is also established.

Threatened people will respond to th.eat in characteristic ways:

{1} by avoiding the threatening situation or person;
(2) by attacking directly the threstening situation or person;
(3} by attacking indirectly 1he threateming situation or person,
e.q., by attempting to undermine or sabotage the center, or
by casting aspersions upon the academic reputation of the
director;
i4} by imellectualizing away the threatening situation or person
and thereby rendering it impotent to hurt them. {Academi-
s are particularly good at dealing with threat in this way.)
Once situation and person as used above are replaced by center lor center ser-
vices} and center director {or staff mernber), the forms of resistancé with which
a faculty dewvelopment center must deal become all too clear. Center directors
report incidents of retaliatory behavior that range from hate letters to attacks in
the media to campaigns of mockery. Perhaps the most often used means of re-
sistance, however, is passive avoidance,
Bergguist and Phillips state frankly:

Frequently, when introduced to methods for improving col-
lege instruction, a faculty member will either torn away or adopt a
stance of passive resistance. Central to this posture may be the
attitude of the Faculty member toward teaching. 1 he does not
value teaching or does not perceive himself as being primarily a
teacher, he will not spend time either improving his skitis as a
lecturer or a discussion leader or exploring alternative instruc-
tional methods and technigues. At the same time, he may be fear-
ful of displaying his shortcomings as a teacher or may resist the
values and philosophies of education that underlie many new
methods or curricular proposals . . . An effective faculty develop-
ment program, then, must deal with the att es of the faculty
member, as well as with related walues, philosophies, and sels.
perceptions. {7, pp. 5-5)

According to Vermilye, it is not so much the idea of educationa Al ner-
centered) reform that threatens educators but the magnitude of the reform.

Their fear, which is not without some basis, is that many
good things may have been swept away with the bad . . . While re-
formers ook with pride . . . the critics ook with alarm at what
they regard as lowered standards and inflated grades. {8, p. x}

10

Perhaps hardest of all to deal with are the myths and misconceptions sur-

rounding the faculty development movement in general and efforts to improve
instruction in particular. Some of these assumptions are so deeply ingrained
in the academic community that it will be questioned whether, indeed, they
are myths ar misconceptions, Perhaps it is fairer ta state that i the tables
were turned, those professors who give Jip service to the following statements
would tave a difficult time substantiating them to the same degree that they
would Yike the faculty development workers to disprove them. IF the truth lies
somawhere in the middle, as it often does, the issues are even more difficelt wo
unravel. Some of these commonly held assumpt

5 arg:

* Good teachers.are born, not made.

» A good teacher needs no help, and a poor one can't be helped.
» Teaching is an art, not a science and, as such, cannot be learned,

o The faculty development movement is a plot to lower academic
standards.

o It is an arm of the admini n whose covert purpose is to re-
port back to the president or academic vice president who the
bad teachers really are.

» it is a move to discredit scholarly res

o [t is a move to discredit scho

Iy publi

# It is a move to discredit scholarliness.

«The center is a remedial pragram for bad teachers.
# Jnly bad teachers have Ssi to improve.

= If you go there, you must be a bad teacher.

* The teaching/learning endeavor is a mysterious process, and the
results defy analysis and/or measurement.

* It is an invasion of one's academic freedom to have a colleague
make evaluative statements on one's ability to teach.

=}t is an invasion of one’s academic freedom to have one's teach-
ing evaluated at all,

1t is an invasion of one's academic freedom for anyone else to
visit one’s classroamm.

« It is an invasion of academic freedom to place so much emphasis
on teaching.

» & university should hire good people and then get cut of their
way.
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& How one teaches Vs really not the university's business.

s 1t i+ o:ite to be a publishing scholar; it is rather lowbrow to be a
teacher.

» A0 academic is valuable for what he knows rather than for what
he can help other people learn.

it is nat the purposg of this publication o attempt to dispell mythical posi-
tions, or even to attempt to untangle bits and pieces of truth, half-truth, and
areas which nong of us know, Suffice it to say that the literature is already rich
with data regarding these and other guestions, and it would behoove all who are
iri the bwsiness of faculty developement to acquaint themselves thoroughly with
the published theory o research. 1f a faculty development leader can conceive
ot hisfher role as teacher of faculty with regard to these questionabie issues,
or better still as co-learner, the issues could then perhaps become the focus of
serious academic consideration rather than under-the-table quips. Many directors
concede that one of the most effective ways to deal with myths or misconcep-
tions is to have them spoken to by some respected scholar or authority figure
within the same discipline as the person or persons raising the question. Content
superiarity still appears to be the ticket to respectability.

Gaff suggests that most resistance is based on incomplete knowledge and is
best overcome by clear articulation of the program. This should include both
whal the program is and what it is not. 1t should include assurance that “'partici-
pation will be voluntary, that it will be disassociated from the adivancement
systern, and that it will serve the needs and interests of the participants . .
{5, p 122}

Center directors offer these additional suggestions:

Dan't try to help with one hand and evaluate
the other.

{or tattie!) with

= Be sure the person to whom you report has lots of clout — but

you come on gently.
& Ensure that the center _.”,.m faculty-initiated and suppaorted,
» hake sure you have "grass roots’” support.
Qperate a low-profile, service-iritensive 'organization.
» Do not threaten the faculty. (5, p. 137)

This kast bit of wisdom has to be the understatement of all times!

Economics

The final point regarding strategies for the implementation of a faculty

development program has to do with economics. {low does a university estab-

lish a faculty development center in the facé of diminishing financial resources,
at a time when it is more common to phase programs out than in? Hard money
is not only more difficult to obtain, but external funding agencies are not as
likely to be as generous as they have been in the past. Mor is time {always trans-
latatle into money} a common commodity. Most statf members hald jaint
appointments and continue to teach as well as to fulfill their academic require-
ment$ to write and to do research. Discovering ways to increase the quantity and
quality of services without, at the same time, increasing the need for a higher
budget is becoming one of the “games directors pl ,5.. " Some af the de
rently being utilized are:

25 Cur-

..,Ei,zisﬁ one's own faculty members as workshop leaders and
resen ters.

» Trading with Brmq universities, for expenses only, director, staff
members, or faculty members as presenters 57 workshop leaders,

» Learning to be a jack- or jill-of-all-trades, e.g., doing one's own
publicity ang promotion; writing and/or editing the center news-
letter; teaching the shart courses; facilitating the graup discus-
sions, ete.

» Trading materials, information, newsletters, sy
grams with other centers.

and pro-

» Learning to “beg and borrow™ furniture and other resource
room adornments, books and journals, permission to rep
articles, ete.

ng to learn new skills so as to maintain as many servi
with as few staff members as possible. Mew skills might involve
media, interpersonal relationships, specific innowvative tech-
nigues, consultative technigues, evaluation systems, etc.

» Using audio-tapes, video-tapes, and films to increase the oppor-
tunities for faculty members to benefit fram guest presenters
and from teachers on other campuses who are not able to wisit
YOUr Campus. :

« Collaborative efforts by campuses within a commuting distance
of one another. Such efforts might include: sharing the cost of
guest presenters, sharing the cost of workshops and off-campus
retreats, planning faculty wisits to one another's campuses, gtc,

It is difficult to implement a program of faculty development without
having sorme problems and making some mistakes. It can be easier, however, if
we share experiences and tearn from one another. Hopefully we can benefit from

1
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the other person’s miistakes, successes, and ultimately — wisdom. We are all
aware of the disadvantagés of being on the cutting edge of a new movement; per-
haps we also need to be reminded of its remards.
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TEACHING-LEARNING CENT

UNIVERSITY OF ALABAMA

¥

by Joan North, Director

THE INSTITUTION

The University of Alabama, in Tuscaloosa, is a state university with over
15,000 students and 800 faculty. 1t is much like other state universities with its
triple interest in pursuing teaching, research and service, but it is unlike many
state universities in that during the past five years it has begun to distinguish itseff
by a serious cammitment to the improvement of instruction,

Manifestations of innovation and commitment to instruction include: the
creation of the Mew College in 1970; the beginning of the Venture Fund in 1972,
the informal Faculty Learning Forum; the work of a University Council Com-
mittee to consider mandatory teaching evaluation during 1974, the work of the
ad hoc Committee on Teaching Effectiveness during the summer of 1974; and
the creation of the Teaching:Learning Center in the summer of 1975, It alsa is
notable that a recent self-study produced a new statement of purpsss including a
cant commitment to teaching.

The New College at The University of Alabama offers its students an alter-
native approach to .the traditional undergraduate educational experience. Its
primary purposes are {1} 1o create an opportunity for highly individualized
education which ertables students to draw from the resources of ali University
classes and faculty, and (2} 1o serve as an experimenital unit-with the expectation
of exporting successiul ns to other sectors of. the University. The Mew
College dean was instrumental in securing outside funiding for the Teaching-
Learning Center.

The Veature Fund, which began in 1972 with a three year grant of $250,000
from ine Ford Foundation, has continued to grow with the addition of $200,000
from the University's budget. Owver the past three years the Wenture Fund has
awarded over B0 grants to individual Taculty members 1o assist them in EXPETi-
menting with new approaches to undergraduate education. The Fund also has
awarded a $10,000 grant to the Teaching-Learning Center. The Director of the
Teaching-Learning Center also is Director of the Venture Fund,

The Learning Forum existed for abouwt a year and a half during 1973-74. It
was an independent and loosaly organized group of 50 faculty with the common

=
[=]
=
&
o
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interest 6f heightening the University's awareness of general faculty concern for
good teaching. The group worked through informal lobb efforts, special proj-
etts and open discussions. Included in the group’s activities have been informal
luncheon “rar sessior here information and suggestions on pedagogical and
other instrugiional problems kave been discussed: formal debates on educational
goals {aided by a Venture Fund grant}; and lobbying efforts i ded to improve
the teaching and learning environment on the campus. Organized into “Task
Faorces,” Learning Forum participants were instrumental in bringing about Uni-
wersity participation in a natich-wide Faculty Exchange Program and provided
mijeh of the impetus for the new Teaching-Learning Center, which the group
saw as a visible symbol of commitment to teaching and a way to continua
Learning Forum activities.

[i=]

THE TEACHING-LEARNING CENTER

The question of mandatory university-wide evaluation of te;
an active concern, especially of tne University Council for a numiber of yeass.
Committees studied the issues and madse reports concerning the establishment of
a mandatory system. In 1974 a series of recemmenddtions led to extensive
research concerning ideal teaching roles amd behaviors and eventually to the
creation of the Teaching-Learning Center. The Committes’s interest in a T eaching.
Léarning Center stemmed from its belief that if teaching is to be evaluated, there
ouight to be a service office to assist faculty with instructional ifmprovement.

. in the summer of 1974 the Acadermic Vice President established an ad hoc
Committee on Teaching Effectivensgss 1o make recommendations conce
establishment of & service wnit to assist professors in improving their teaching.,
The recommendations of this committee provided stimutus for a proposal to the
Danforth Foundation, the funding of which belped to create the University's
Teaching-Learning Center. The Teaching-Learning Center was formally begun
in the summer of 1975,

o
s
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ORGANIZATION AND STAFE

The Centér staff consists of a director, three guarter-time faculty aff
and a full time graduate research associate. The Director is also Director of the
Venture Fund and assistant professor in Mew College, affiliations which have
given her knowledge of current innovations in teaching as well as of a host of
University of Alabama faculty who are experimenting with their teaching. &
university-wide advisory committee consisting of representatives from each
school and college assists the Teaching-Learning Center in identifying facuity
reeds, publicizing its services and in advising the Center generally, The Center

Director reports directly to the Wice President for Academic Adrairs, though
originally she reported jointly to him and the Vice President for Educational
Development.

nmﬁj of %m 1975- .% Sn:_,s. mié,_am%m g_‘a_r_@g EZEEE Ess_ﬁﬂa and ﬁ_aéss

,__;ma@ ﬁm;__n__._,_mﬁ Esamgﬁ_ﬁ _,mna: ,m__&,,m_,ééﬁ %@nsmm,_é: ﬁm_nzzﬁsg, ,_,j __s%gism,_,
consultation and in developing a classroom cbservation instrument for the Center
staff. An associate professor in Biolagy has published several articles on how to
aid graduate teaching assistants in their classroom performance and also is in-
ted in helping graduate students and new facuity learn abgut “grantsman-
ship.” Evalustion is a particular interest of the assistant professor from the Psy-
chology Department who is working both on the Center's owin evaluatics and on
teaching evaluation. - .

In addition tc the faculty affiliates, the graduate assistantships hsve been
consolidated into one full-time research associate position to provide research
and staff support and identify external funding possibilities for faculty-developed
inngvations in teaching. .

Staffinig for the second semester of operation was modified to involve a
greater number of faculty 23 consultants in specific areas rather than being limited
to a quarter-time com™#aei to anly three faculty.

AGTIVITIES

During the summer months of 1975 the Director and three part-time grad-
uate assistants began to develop programming for the Center. One task was to
collect and catalog a browsing library of teaching-learning resources. An extensive

research effort also was undertaken to assess the instructional needs of facuity
and @Bn_ﬂﬁm assistants.

An instrument was designed tg give Eﬂig members an. opportunity to
respond to, and rank in order, possible Center activities, identify faculty expertise
in a variety of teaching areas and to provide responses to open questions con-
cerning the Teaching-Learning Center. Although only twenty percent (200} of

the guestionfaires were returned, the results were gonsidered very useful, in part
because most faculty expressing interast 3 services signed the questionnaire, thus
providing the Center with a preliminary “clientele” of some 180 faculty. The
data have been tabulated with some rather revealing trends, ,m%mé._, Hy in the high
percentages of responses from full professors and from faculty in professional
disciplines. The greatest interest expressed was in assistance in identifying funding
sources for instructionsl experimentation, in assistance for graduate assistants,
and in ﬁﬁ_,_%@_,_.agm.,

Buring the fall 1975 semester, the first order of business, and the most time-
consuming, was staff orientation, training and development which took on three
foci: University of Alabama environment le.g.. poi ities, existing services,
offices}), a national perspective le.g., other Ceurers’ operation, teaching evalua-
tion approaches, current innovations in teaching), and training for consultation.
A written set of guidelines and procedures will be compiled from these sessions

: to meet future orientation and training needs. It should be pointed out that
. " more time than anyone expected was spent on th

,general activity and that the
faculty affiliates were wery anxious to undergo this training/development bafore
iwely developing programs. However, it Is equally important to note that frus-
tration easily sets in when so much time is spant “preparing,” thus the original
schedule of gradual training over the first semester was shortened. This scem
would probably develop at other centers which anticipate utilizing faculty
consultants. As the fall semester developed, more emphasis was given to service
activities and less to planning/training for them,

About 25 percent of the Center activities rev: ive around responses to i
vidual requests. These range fram evaluation of teaching to test constru

The Center also has developed a number of mini-workshops en various
teaching-learning topics. These includs cturing, group discussion, out-of-class
smanship, simulation/gaming and others. The sessions are
ment and are repeated whenever demand warrants. These mini-workshops
are ctomplemented by larger more extensive wworkshops usually sponsored in
conjunction: with some other division of the University. Examples of this
approach include a workshop on teaching soe tly sponsored with
the Psychology department and the Division of Continuing Education and a
workshop on interdisciplinary teaching co-sponsored with the Humanities pro-
gram.

in enrodl

During the first semester of operation the Center began four informal ses-
sions for faculty. ﬁsgt_,,mam,a{ woluntary, this effort brought ten to tweive faculty
together over lunch or coffee for a weekly discussion of a topic of their choice.
A wariety of departments were represented and most peopie involved enjoyed
this low-key approach to faculty development.

Im addition to these progiammatic offerings, the Center collects and dissem-
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group discussion, simulation/gaming and other topics will be developed to assist

faculty. The Director and the .,_ﬂgagzg._.ﬁﬁ_j

g Center staff also respond to
‘H %; gsm Em a%§ gsmm_ not

,§ Sm_,n.a,.;;g!_ummézﬂ_ EEmEm @_S ?,,w, ammg %.,_m“_aﬁ_ma_ﬂ g é e Q,,;s,q, staff. The
catalog reflects both private and public resources. The Center staff also assists
professors in seeking this support by ,ﬁ,sa?%_s@ assistance in developing, writing
and submitting proposals.

The Center recently has received funds to begin a “mini-grants” program.
Although the Wenture Fund is still available for funding large instructional
developrment projects, the new program allows the Center Director to make
grants to individual professors who need a limited amount of assistance to imple-
ment a specific instructional *dea.

ng with its second semester of operation, the Center began offeri
otaping service to faculty. Upon request. the Center will tape a professor's
classroom performance and then allow the individual to view the tape in private.
Ar that point the tape can either be erased or the faculty member can confer
with Center staff.

16.

FUMDING

The Center's operating budget for the first year came from five different
sources within the University: the President’s Office, Office of Academic Affairs,
"Office of Educational Development, the Venture Fund, and finally, a grant from
the Danforth Foundation which contributed approximately one third of the first
year's budget. Alithough University funding for the second year'is to be central-
ized, the Center maintains @ policy of actively seeking g_..;_am resources to
complernent the existing University budget

The budget breakdown for the first vear includes a University commitment
to the salaries of the Director, secretary and graduate resesrch associate and
about half of the office expenses. Danforth funds cover primarily fac
and consultant funds and some operating expenses. The U
Fund provided for several programmatic needs.

y atfiliate
rsity's Venture

EVALUATION AND FUTURE
At the present time evaluation of the Center is .m:,mﬁ. beginning. However,
i on, the Center has gained a great deal of
acceptance among the faculty during its first year of operation.
in the future, the Center will continue 1o direct its efforts at encouraging
the use of existing faculty and teaching resources.
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PROJECT ON TEACHING AND LEARNING IN UNIVERSITY COLLEGE
UNIVERSITY OF ALABAMA AT BIRMINGHAM

by Robert Bawman, Director

THE INSTITUTION

The University of Alabama in Birmingham is an urban, state university that
includes a major medical center. Total student enrollment is approximateby
12,000—of whom nearly 10,000 are emrolled in University Coltege. The College
has approximately 300 full-time faculty, plus 150 part-time {including many
with primary appointment in other units of the University).

Liniversity College comprises the Schools of Business, Education, Engineer-
ing, Humanities, Matural Science and Mathematics, and Social and Behavioral
Sciences. Graduate programs through the master’s degree are offered by all
schools. In addition, AS certification (beyond the master's) is available in Edu-
cation, and the Ph.D. is offered in the MNatural Sciences. The Medical Center in-
cludes the Schools of Medicine, Dentistry, Mursing, Community and Alied

grees through the Regional Technical institute for Health Occupations. All
graduate degrees are awarded through the Graduate School. The President of
UAB reports to the Board of Trustees. The four Vice Presidents have responsi-
ilities far University College, Health Affairs, Finance, and Adm :

The Medical Center had its Birmingham origin in 1945, University College
grew from extension programs first offered in Birmingham in 1538, which be-
came the degree granting College in 1966 as part of the newly structured Uni-
versity of Alabama in Birmingham. College course offerings are primarily during
the day, but approximately one-third of the enrollment is in night classes and a
majority of the studént body is employed part- or full-fime.

THE PROJECT ON TEACHING AND LEARNING
IN UNIVERSITY COLLEGE
The Project om Teaching and Learning in University College (POTLUC) was
tiated by the Wice President for University College in the fall of 1973. A Com-

mittee of 12 persons was appointed and the Committee elected its chairman-
, hired an Administr: rmulated a statement of goals
and purposes,

The role and scope of the Project, as taken from the recent ;
as follows:

al repart, is

Working with existing units of UAB, the Project will seek to accom-
plish the following:

»To acquire and evaluate information important to the teaching-
learning process. This will include information on students, their
needs and their preparation for satisfying those ;m@%m com- o1
munity needs, for units of information and for information con- o
cerning the operation of University College in its na,Saﬁﬁ;,_,S,
setting; teaching practices of UC faculty at the present time; the
teaching-learning process, and how it may be f.

»To dissemingte information relevant to the teaching-learning
process to faculty, student body, and community.

» To facilitate teaching and learning through administrative staff
ting faculty in self-evaluation and in moditica-
tion of teaching practices whera they so desire; and, by encour-
aging good teaching through appropriate reward structures,

ORGANIZATION AND STAFF

The Project operates under the Wice President of University College and iis
funded from his budget. Service is directed primarily towdtd Unive
but extends to the Medical Center in several areas. |t has been the responsibility
of the Project to establish communication with the faculty and students and
gain the cooperation of both. There are increasing signs of recognition and
acceptance of the Project as a useful adjunct to the academic structure.

The Director has half-time responsibilities with the Project and maintains
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half-time responsibilities as Professor of Physics. His research includes studies of
cognitive development in post-adolescents. The Administrative MAssistant is a
graduate student in the School of Education. The part-time secretary is a work-
study senior student in Education.

Policies and programs are set by the POTLUC Committee composed of
12 persons. including two students {one undergraduate, one graduate), two
W
admuinistrative appointments. Student appointments are for "the academic R,

administrative faculty members, and eight faculty members without pri

with opportunity for extension over the summer when appropriate, and faculry
appointments are for two years, beginning in June, with staggered terms. Va-
cancies are advertised by the Committee and recommendations for appointment
are made to the Vice President following interviews with the candidates.

Al Committee members, except administrative appointments, receive a
supplemental stipend at the rate of $1000 per year. This modest compensation
effectively emphasizes the importance attached to the Project and its efforts to
aid the teaching-learning process in the Co ge. It also engenders a sense of
responsibility 1o the Committee, so that persons unable to participate effectively
have removed themselves from the Committee, and it makes it easier for the staff
to make demands on the time of Committee members. The Committee meets
regularly twice a month and carries out other assignments between meetings.

ACTIVITIES

Primary activities of the Project are a quarterly Newsletier, acquisition and
‘maintenance of a library of materials en college teaching; organization of pro-
grams consisting of speakers, panel discussions, sympaosia, etc.: operation of a
computer-based program for student evaluation of faculty and courses; super-
wision ot the selection of a recipient for a teaching exceilence award and for an
award to be granted for excellence in research on teaching; support of an experi-
mental development of PST courses in three departments; organization of special
programs for faculty development; service as a communication link between
faculty and external agencies and foundations concerned with college educational
programs,; and support of travel by Committee members and others to programs
of special educational interest.

The Mewsletter is compiled and edited by the Administrative Assistant, with

contributions from members of the Commirtee and faculty members from the
Coliege and other UAB units. Descriptions of current efforts, book reviews,
analyses of current trends, and news items concerning coming events are the
major content. Citculation is to all UAB faculty and staff plus other interested
persons outside the University .

The University libraries have substantial numbers of publications dealing
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with teaching, but the emphasis tends to be on elementary and secondary edu-
cation and specialities associated with the School of Education. It is thus helpful
to have a separate collection intended specifically for the college professor.
Similarly, although there are many seminars and other programs on campus that
relate to teaching, it is useful to have a central body arrange for additional
speakers of interest to a broad cross-section of faculty, and to assist in advertis-
ing some of the speakers brought in by one department or schoaol,

Student evaluation of faculty and courses is organmized under the GAFE-
TERIA program, leased from Purdue University. Instructors may select items
from a catalog {or menu} of 200 or more statements to be answered on a five
point scafe (strongly agree to strongly disagreel. The selections are fed to the
computer, which prints up forms for each class, adding five “core” items that
appear on all forms. The student responses are subsequently analyzed by com-
puter and an analysis is sent to the instructor {only!) for his information. Partici-
pation is voluntary, but growing rapidly.

. The award for excellence in teaching is based on student balloting, with
final selection by a committee of students and faculty taking into consideration
the student vote plus other information, such as numbers of students taught and
content of letters of nomination. A new award for excellence in research in
teaching will be offered by the Committee this year for the first time, although
it has not yet received funding support.

Support of minigrants, based on faculty propesals, has not yet been funded,
but one early program that has received encouragement by the Project, including
minor allocations of space, funding, and travel support, is a research program for
teaching chemistry {primarily mathernatical preparation), mathematics {algebra),
and elementary German in PSI format. Funds were also received, by the com-
¢ member in charge, from the University College faculty research commit-
tee. The program has been useful in focusing attention of faculty and students
on the P51 technigues, and has already led to adapiation of the technigue in an
additional course, .

& series of programs for faculty development, offered during the recent

gram by the speech and drama facully dealing with speaking technigues and with

body mowement and non-wverbal commu

availabie 1o them,

Programs sponsored by POTLUC in the past academic year include;

s A lecture and discussion on Comparison of Instructor Evalua-
tion Systems;

o
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* A symposium on "Higher Education: Prospectus on Change”
featuring several nationally recognized puthorities;

* A seminar or self-paced, multi-media, audio-tutorial instruction;

« A seminar on the CAFETERTA Program for student evaluation of
instruction;

& £ seminar and discussion sessions on the Personalized System of
Instruction; .

= A lecture by a nationally recognized authority and a discussion
on ““Testing and Professors.” ’

FUNDING

The POTLUC budget, which is currently about $50,000 per year, comes
from state-appropriated funds allocated to the College. Budgeting was accom-
plished under a zero-base system, so that funding was matched 1o continuing and
proposed activities in competition with other needs within the Coliege. The
Project budget provides for staff salaries, Committee stipends, olfice eguipment,
travel, and programs. Supplemertal funding from external agencies has been
sought but, thus far, the amount of such funding is small. s

EVALUATION AND FUTURE

Evaluations to date have been by the Gommittee itself, in preparation of
annual reports and at the stage of justification of conversion of the Project from
emporary 1o continuing status. We believe that the Project is fulfilling several
important functions in drawing the attention of the faculty o new develop.
ments and to the importance of considering the teaching function in new ways.
We believe thzi there are still many unexploited opportunities for the Project
that can be accomplished with the present organization. 1t does seem appropyi-
ate that some small fraction of the total expenditure for education be spent in
re-examination and renewal of that effort, which is better accomplished through
a central organization with representatives from academic units then by each
academic unit operating separately, )

Faculty members are generally suspicious of new structures, and especially
so of any structure that hints at affecting the classroom activities of the indl-
vidual professors. This attitude has some merit, despite its deadening effect on
teaching improvement. & major achievement of the Project has been a change in
artitude of a majority of faculty members — from resentmem that money was
being diverted to a new function to a recognition that at least some of the
POTLUC functions can be helpful to the individual instructor. i the Commitiss
is constantly alert to the nead for convinging faculty of the valueg of the Praject,
substantial long-term effects of the Project seem possible and even probable,

2]
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OFFICE OF INSTRUCTIONAL RESOURCES
UNIVERSITY OF FLORIDA

by ;.mm;?;m M. Webb, Director

THE iNSTITUTION

of the system, the University’s special mi
sional programs for the ciiizens of the state. h is one of the few
the country to offer virtually every major professional program and area of grad-
uate studies on a single campus; the University of Florida consists of sikteen
colleges and two schools. :

The University is administered within three major budgetary units, The
general unit represents Arts and Sciences, Engineering, Architecture, Fine Arts,

oin is to provide graduate and profes-
titutions in

Journalism, Education, Business Administration, Law, and University College—
the general education component. The Health Center includes the Colleges of
Medicine, Dentistry, Veterinarian Medicine, Mursing, Pharmacy and Health
Related Professions. Lastly, the Institute of Food and Agriculture Sciences pro-
ides programs in a wide range of agricuftural sciences in addition to its researrh
and extension activities, _

The total student enroliment of the University is close to 28,000. The teach-
ing faculty of 2.800 is supported by approximately 1,500 teaching assistants.
Ovwer 5000 courses are offered to provide 90 areas of instructional programs for
undergraduates and 50 specializations for doctoral programs.

Limited by mandate from the legistature to a freshman class of only 2,900
the University's heaviest teaching load s found at the upper division and grad-
uate lewel.

THE OFFICE OF INSTRUCTIONAL RESOURCES

The Ofifice of instructional Resources {OIR} was established in September
of 1972 by the combination of resources of an established agency with responsi-
bilities of media production and audio-wvisual eguipment distribution, the re-
sources of a center which had bezen responsible for duplication and scoring of
comprehensive examinations for freshman courses, and the provision of addi-
tional allocations from the general budger. This was the resull of the recommen-

dations of an ad hoc committee, appointed by the Wice President of Academic
Affairs, which was charged to study and make suggestions for appropriate ave-
nues the University might take to bring about instructional improvement. In the
summer of 1974, additional respon g were assumed by the Office of
Instructional Besources when three wnits which provide campus-wide non-
traditional services to students came under its administrative umbr
three units, the Personalized Learning Center, the Reading and Study Skills
Center and the Language and Learning Laboratory, provide exemplary programs
for experimental and demonstration purposes as well as providing services to
students, .

The mission of the Office of Instructional Resources is to improve instruc-
tion through the initiation of innovative programs, the encouragement of ex-
perimental programs and the support of existing programs. In order to carry out
on, the Office of Instructional Resources has undertaken four major
functions:

*To provide programs to faculty for the analysis and improve-
ment of the teaching-learning process.

» To provide to faculty consulting services and technical assistance
in the design and uwse of instructional programs and materials.

»To provide testing and program evaluation services to faculty
and staff. !

+To perform instructional research,

These major functions are supparted by the following services.

1. Instructional — Conduct workshops, seminars and short courses
for instruction of faculty in:

the design of instructional systerms [self-paced, programmed
instruction, TMI, CAY, multi-media modules, etc.}

the design andfor use of instructional materials [stide/tape
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programs, video-tapes, filmstrips, film loops, transparencies,
etc.)

- test oSt n and student ewva
ing test items, item-analysis, alternatives to paper and pencil
tésts, criterion and norm-referenced evaluation, etc.}

the analysis, development and evaluation of teaching strate-
gies {systematic observation technigues, teacher attitudes
and behavior relationships, interaction tech es, etc.)

the use of hardware [operating audio-wisual equipment,
compuler-management systems)

2. Developmental — Provide instructional laboratory facili
for: ]
video-taping to refine instructional technigues

the development of instructional materials by faculty mem-
bers {[demonstration tapes, etc.})

the demonstration of innowative pract
{Persona
audio-tutorial laboratories)

3. Services — Provide services to support instructional programs:

consulting services

me iCes

production se

resting and evalustion of student achievement ser

program evaluation services

The second assumption is that one improves his or
g by becoming involved in innovation and experimentation rather

her teacl
than by focusing on the teaching act itself. The encouragement and support of
programs and prajects designed to improve the effectiveness and efficiency of
instruction is the major focus of the Oflice.

ORGANIZATION AND STAFF

The Office of Instructional Resources is a separate administrative unit re-
porting directly to the Otfice of the Vice President of Academic Affairs. It has
ty to the total campus. The office is headed by a director and three
associate directors who are responsible for media and production services, in-

es of these two units.

strates the orgas
Because of the widely warying activities of the Office of Instructional
ly specialized skills demanded by these activities, the
staff represents widely diverse backgrounds and education. However, the admin-

campus work with the office on special projects or a
in which an assaciate staff member holds his appaintment is reimbursed for the
time spent with COffice of lInstructional Resources projects through various
arrangerments. .

Students at both the undergraduate and graduate levels are heawily invol
in the activities of the Office. They serve in such rolies as tutoring, course manage-
ment, clerical work, technical work in media production, data collec |
analysis, test construction and program evaluation. Graduate students at the
most advanced levels also are supported by OIR to assume teaching responsi-
bilities so that faculty may be released to work on projects funded by the Office.
We find that undergraduate students are especially effective in instruct
management and tutoring roles. Without doubt, one of the most impaortant re-
sources that we have is the students who participate in our activ

S

Another imporiant element in our operation is the Advisory Committee for
the Office of Instructional Resources. Composed of administrators and faculty
who represent the broad spectrum of the academic programs, members of this
committee help establish policy and effect communication with the gr
represent,

ACTIVITIES

The Office of Instructional Resources provides a broad range of services
which relate in many ways to instructional improvement. Activities are under-
taken both in response to requests for assistance and in initiating programs for
which there seem to be interest or need. As there are always more demands for
services than there are resources to provide them, priorities must be established,
Basicelly, any request from an individual faculty member for assistance in im-
proving classroom teaching, whether it be in information presentation, material
development or measuring student achievement, is responded to by the appro-
te unit. Projects which involve programs or departments and require sizable
aliocations of resources are given priority in terms of the number of students

21

 of the Office follows.-
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be servgld and in terms of i nal objectives and goals.
| descripti of activitics are not exhaustive but do represent
major efforts in instructionak development and improvement.

L3

Mini-Sabbatical Program

Each year the Office of Instructional Resources has set aside funds to sup-
port projects proposed by faculty for instructional improvement. Projects which
emphasize experimentation or innovation in instruction have been funded. Sup-
port is made available on a competitive basis to provide for released time for
faculty, for material production and for technical ser
The projects that have been funded reflect a variety of activities and disci-
es. Two basic course sequences in engineering—one in thermodynamics, the
other in e mechanics—were self-paced over a period of several years.
Instructional video-tapes have been.developed to teach complex motor skills in
the administration of anesthetics in the College of Medicine, to teach funda-
mental concepts in the criticism of the film in the Department of English, and to
provide models to students for appropriate performance in the Department of
Speech,

Several projects in computer app siruction have been supported.
The College of Dentistry has developed a computer program for the teaching of
oral diagnosis; projects are completed to develop gaming technigues for
in marketing and to teach land use theory in geography. |

In the language departments, mini-sabbaticals have been awarded to support
the desgin and development of oral drill tapes in first-year Chinese and to re-
design the introductory French course.

The office has supported inter ary projects in the field of medicine
and humanities, the development of single concept films for the-physics depart-
ment, an innovative course in the criticism of the arts, and,the systematic re-
design and evaluation of the introductory music theory course.

Each year over 40 proposals for the mini-sabbatical program have been sub-
mitted by the University faculty. Mot all of the proposals are funded at the levels
requested; however, OIR does continue to work with the wnfunded project
sponsars. The policy is to assist all faculty who express an interest in improving
the quality of their department’s instruction.

instructional _.m,g.‘mg.‘{

Mnother experimental faculty development program for OIR has __am,_m_; the
establishment of an Instructional Laboratory. This laboratory conta
range of television equipment including portable video-rover umits, color video-
recording and playback wnits, and television cameras. This laboratory provides
services for the improvement of instruction, Faculty have used |

to become

d COUIrSe

familiar with television equipment and to develop televised instruction for use
teaching. A number of faculty have used the lab to put segments of presenta-
tions on tape. Others have borrowed video-tape equipment for the purpose of
taping performances of students or for making video-tapes out in the
play back to students. A professor who is respos e for our general chemistry
course, wihich has an enrollment of over 1,000 students, video-tapes the demon-
stration of the solution of weekly homework problems. This tape is then made
available through closed circuit to students who seek help.

I ,_uﬁg@_‘,,mgw for Faculty

The Teaching Assistance Program

This program consists of eight seminars and two workshops on topics re-
lated to the improvement of college instruction. The purpose is to prowide
faculty with information concerning major trends in college instruction. These
seminars have been offered on a regular basis each of the three quarters of the
academic year and are open to all faculty and graduate teaching assistants. We
have found that the major outcome of this program is to identify faculty who
are interested in redesigning instructional programs and who continue to work
with our staff on an informal basis.

Modularized Courses for Faculty Development
Another mﬁﬁémﬁ: 5 faculty amgman.g::m:a has been the ,n_,,mm:é,: of mmgm_,mE

are made awailable to a @,S__._ﬁ s.,sj common ,:?ESW, m:a m,_,;
faculty deal with specific problems on an ividual basis. Although they are
more costly in terms of time and resources than more generalized programs, they

are exceedingly more effective in terms of producing change in teaching behawviors.

Learning Laboratory and Personalized Lear

These fa

ing Center

es provide demonstration of non-traditiona

structional pro-

grams for interested faculty and serve as units which support faculty wishing to
implement experirnental ideas.
The Perso ed Learning Center provides a measurement system with

immediate feedback to both students and instructors in terms of student achiewe-
ment. Professors who wish to work with the center cam, by writing a bank of
performance [test} items, ize the services of the center. Students take com-
ﬁEE generated tests on demand, receive im ite feedback from student

ants, and engage the services of a tutor if needed. Weekly _u,,mid%._m;ﬁm
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reports on each student are made available to every instructor who uti
center,

The Language and Learning Laboratory is a facility for audio-tutorial in-
struction and is available to any faculty member who desires te develop and
ot an audio-tutorial module or course. Equipped with audio-tape record and
playback units, video playback units, slideftape and filmstrip projectors, seif-
i tional materials in almost any format can be made available to students

lizes the

s listed above, consultant and technical services
ranging from test scoring services to the design of media are utilized by faculty
continually. Finally, OIR has continuing prograrms in research which emphasize
the investigation of problems related to program effectiveness.

FUNDING

The Qtfice of Instructional Resources is funded by allocations from the
general education budget of the university. In addition, some activities are par-
tially supported by revenue accruing acti and some activities are totally self-
supporting. Two mejor projects underway are supported by federal and private
foundation grants. One of the major respons ies of the Director of the Office
is to work with faculty in developing proposals te various agencies for funds to
support instructional innovations. These funds may then come directhy to 08 or
to the academic department involved for support of functions assumed by GIR.

Although we have multiple sources of funding, the basic suppurt of the
oftice is from state revenue allocated through the general education budget of
the university. Our annual budget is approximately $900,000; 75 percent of the

funds are spent in salaries, 20 percent in operating expenses and 5 percent in the

purchase of equipment,

EVALUATION AND FUTURE

The only formal evaluation procedures for the Office of Instructional Re-
sources have been assessment of projects supported through the mini-sabbatical
program and the compilation of attendance figures for the Office’s faculty de-
velopment programs. A large e ation proje now underway in the Person-
alized Learning Center. No overall assessment of the effectiveness of the office
has been made, but this is seen as a much needed activity.

The staff's own assessment of the Office's effectiveness is informal and
based upon judgments made in terms of {1} survival and growth durirg times of
severe {2} increasing demands for assistance by major departments
and units of the wniversity and {3} construction now underway to house the
OIR’s activities in appropriate and adequate space in the center of the campus.
These facts would indicate that in the three and one-half years of the QIR’s
existence it has gained the creditability which is necessary for the effectiveness
of a unit whose m n is the improvement of instruction.

We believe that our future is stable if we can continue to provide sttivities
which are seen to have worth by both faculty and administrators. We also be-
lieve that our greatest effectiveness is yet to be achieved and will come as the
result of instructional design activities in basic courses which enroll hundreds of
students each quarter. These activities lend themselves to accountability measures

in terms of cost-effectiveness and provide the empirical evidenece which we now

lack to support the contention that an office such as ours has a vital role to play
in institutions of higher education.
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OFFICE OF INSTRUCTIONAL RESOURCES
UNIVERSITY OF KENTUCKY
by Michael R. Nichols, Associate Director for Instructional Development,

Office of Instructional Resources
and John B. Stephenson. Dean of Undergraduate Studies

THE INSTITUTION

The U rsity of Kentucky bas ower 21,000 students on its main campus in
Lexington and over 18,000 in its 13 community colleges located throughout the
state, The faculty of the Lexigton campus and the community colleges numibers
- over 2,000,

The University represents an institution just getting started in faculty
dewvelopment and mstroctional resousces. The UK "Office of Instructional
Resources’ was officially established in Decemnber, 1975, Although the office is
mewe, the idea for such a umit as w s many of its functions have been around
at the University for some time.

OFFICE OF |
Background

STRUCTIOMAL RESOURCES

In realizing the need for some organized assistance to the faculty in its
teaching role, the University previcously had set up two important units: the
Oifice of the Dean of Undergraduate Studies and the Division of Media Services.,
The dean's office has responsibilivy for undergraduate curriculum, belping to im-

e nstruction, and sponsorship of numerous ac es related to teaching,
such as an orientation program for graduate teaching assistants. The Division
b Services includes the University Telewision Center, a mo
unit, and an FM radio station, WBK'Y. The Division of Media Services repcrts to
the dean of Urdeigraduaste Studies. It seemed logical that efforts toward the
establishment of a learning resources should emerge out of these two
affices. In fact, as ea as the late 1960" the idea for such a center was
cussed. Howewer, until recerttly, the Office of Instructional Resources existed
only on pa It was proposed to include television, motion pictures, radio,
audin-visual services and a duplzating service. The proposal won approwval by t
board of trustees e 1970, but lack of funding prohibited its realization, With
this indication of support, an effort was made to implermment a center that also

=

b

incorporated consultation, workshops, and seminars, and other “facuity develop-
ment'” activities, in addition to the instructiona! materials and media delivery
aspects already proposed.

Our problem was how to accomplish this in the face of very limited funds,
ities were discussed and con-
siderable review of the literature, drawing organizational charts, and planning
were done, little concrete was accomplished the entry of the Southern
Regioral Education Board into the project. In fact, early in 1974, Dr. Jerry Gaff
wirot inguire about our plans for a center {as part of a national survey for the
EXXON Foundation), and we were forced to reply that our center was “'little
more than an idea."”

inning Committee Formed

In February, 1974, howewer, the *REB Undergraduate Education Reform
Froject and the Dean of Undergraduate Studies agreed te formulate a planning
committee to investigate the needs of the faculty in suppsrt vervice: for teaching

activities and to suggest a form for maximum delivery of these services. This task

group was soon to prove to be one of the most imaginative and productive
University committees in anyone's memory. In addition to its well articulated

report, the commitiee was responsible for a number of projects that helped to
analyze the instructional needs of the faculty, and served to focus the attention
of the University community on the importance of innovation and improve-
ment in teaching. Aided by funds provided by the Southern Regional Education
Board, the Task Group was able 1o provide a number of such events that were
cessful beyond the hopes of its members.

Among these was & special all day conference of faculty from throughout
the University who were recognized by their peers as h g 2 particularly strong
commitment to teac The conference par : cussed what they felt
were important ingredients for a conter. The response to a questionnaire sent out
by the committee was surprisingly enthusiastic and showed the following ser-
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wices ranked as the top t

ibrary for faculty with current
search and new developments in colless teaching.

2. Provide graphic arts consultation and production.

3. Arrange seminars and workshops (available on a voluntary basis
1o faculty) on instructional technigues, methods and approaches.

4. Develop a modularized video-tape course on college teaching and
learning which could be used for TA's, jual faculty mem-

, IN-SEMVice presen ns for departments and colleges or

offered regularly on a non-credit campus-wide basis.

5. Hawe consultants available upon faculty request for confe
on teaching effectiveness and instructional developmaent,

6. Gffer i-sebbaticals to faculty to work part-time wit
structional resources staff on togirs of interest.

b the in-

7. Act as a central source of information concerning availabi
rooms, physical prope and electronic eguipment.

8. Coord
wide,

9, Publ

y of

ate distribution and repair of teaching hardware campus-

a newsletter on current trends, developments, and re-
arning which features the activi-

ties of the UK fac

10. Develop a directory of faculty resources on various tea
MigLes.

ng tech-

A second, and far more ambitious, campus event was held in September,
1974, Designated as Teaching Expo, this University-wide ex!
teaching technigues breught together some 50 e 15 by faculty ilustrating
P51, TAY computer graphics, trigger films, simulation, mathematical games,
audio-instructional packets, video-tape presentations, programmed texts and
numerous other instructional approaches, The arrangements and organization
reguired were staggering, but the effort seemed well worth it when on the day of
the event some 900 faculty, students, and out-of-town guesis toured the exhibits
durimg the five hours it was cpen,

After months of stu analyzing data and combining insights gained from
campus-wide activities, the Task Group submitied its final report to the Dean
of Undergraduate Studies with an affirmative recommendation that a center for

ion of creative

niques, testing and
advising.

instructional design and evaluation, and

» To maintain a clearinghouse of information on teachi
nigues used here and at othe

g tech-
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i-sabbaticals.””

ies for communication across depart-
s on college teaching and learning.

* To sponsor workshops and seminars relating to teaching.

* To manage incentive grant funds in support of improved teach-
ing and instructional design.

Specific recommendations were also submitted for staffing, budget, and
other crganizational matters, all of which were obviously written with the no-
tion that the mew center would have to start out modestly and make maximum
use of the resouces already at hand. We now had what we wanted and needed for
several years: a plan endorsed by unusually wide faculty support, well within the
financiai g ines of the dean’s charge to the committee, supported by strong,
documented evidence of need and acceptance for such a center, and consistent
with previous recommendations of the Vice President for Academic Affairs. It
appeared ‘that, with such carefully drawn blueprints, establishment of 2 center
was just a matter of time.

However, due to the financial “pinch™ felt by so many institutions of higher
education, funding {even the modest amount suggested by the Task Groun) was
not available. Without funding, what can a wniversity do to provide some of the
services and resources of a center without the formal structure a center would
provide? How would we begin to meet the now obvious needs for instructional
resources?

Beginning Implementation

In the year that passed after the submission of the Task Group's fi
port, efforts toward implementing the several functions suggested fell prarmarhy
to four individuwals whose responsibilities naturally lent themselves to these ac-
tivities. These are the Dean of Undergraduate Studies and — from the Division of
Media Services — the Director, the Production Manager and the Coordinator of
Instructional Dewvelopment. {The resuits were modest, but they represented a

i
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beginning and served as an indication of a co
for such services.) Brietly, the following examples illustrate the girection and

form of the efforts,

1.

& special workshop on the evaluation of advising was
sumimer of 1975 and was attended by some 70 faculty, deans and
associate deans to learn more about the essential, but often |

understood, activity of academic adwising.

A similar workshop was held that same sumrer on the t
evaluation of teaching.

At the beyi g of the 1975 academic year, an all-day oriznta-

tion program was held for new graduate teaching assistants to
help them adjust to their new role as college teachers.

ic of

Following each of these programs, the keynote speaker [in each
case, aguest from off-carmpus) was asked to appear before cameras
at the University’s TV Center for an interview on his area of ex-
pertise. These video-iaped presentations hawve since been used
effectively in faculty seminars throughout the University and its
community colleges. We hope these first three programs represent
just a small portion of the video-tape materials we will some day
have available for our faculty.

Th ion of Media Services is now in its second year of print-
ing UK Teaching: Mews and Notes, a newsletter going out to all
facutty. 1t is hoped that through this publication attention can be
drawn to the many fine efforts at innovative teact ing on at
K as well as to pass along useful suggestions and technigues for
those interested in trying out new instructional strategies them-
siedwes. In addition, several other publications have been produced,
such as z guide designed to aid faculty in locating educational
services and resources on campus, an adwising handbook, and a
de 1o educational options for undergraduates.

The Coordinator for Instructional Development and Utilization
{CIDU) was responsible for coordination of the instructionai im-

provement grants program which provides funds and summer

release time with pay for faculty who are interested in developing
new instructional agproaches,

The CIDU became involved in consultation with the faculty on
tructionat matters. So far, these faculty contacts have included
help with the preparation of course outlines, coming into classes
o observe and critique the teaching style [at the request only of

wing demand within the faculiy

the individual faculty mem
institutes, working w

r}, helping to n conferences and
v departments in revamping courses, pro-
ng expertise in evaluation of teaching and advising, arranging
workshops for spec instructional media (both hardware and
software), and many more. The Division of Media Services has ac-
quired, over a period of vears, 3 small but fairly comprehensive
brary of articles, books aned nonographs about ¢

and learning that has been very useful in this particular activity.

8. We began implementation stages on a faculty resource room
which we had been assigned. Ong room of the three-room com-
plex had been previously used 1o televise live engineering classes.

Concept of its use was expanded, and it is now available on a

scheduled basis for micro-teaching, and other video purposes not
requiring broadcast quality equipment. The second room serves as
a control room, and is equipped for engineering services and
video-tape storage. The third room is gradually being remodeled
into a faculty resources room which will house such aquipment as
a video caszette player, slide reproduction fa es, graphics
audio-

structional materials, a conference area, and numerous other re-
sources. With adequate staffing and eguipment for these three

Although those involved were not wholly satisfied with this arrangement, it
did provide a means by which some of the services of a lgarning resources center
could be made av

it.was in January of 1976 thai the decision was made to rename the Divi-
sion of Media Services, galling it the "Office of Instructional Resources.” By
broadening the scope of the former division to include faculty development
activities, the new office was redefined to be a primary resource for faculty for
all their instructional needs and not just television and films.

ORGANIZATION AND STAFF

The Office of instructional Resources is organized with a director and three
rectors which include: 1) the associate director for instructional
design and production, {the former production marager for the Division of
Media Services}, 2} the associate director for instructional Jdevelopment, [the
former coordinator of instructional development}), and 3} the associate director
for audio-visual services. Along with the Deasin of Undergraduate Studies, the
director and three associate directors form the nucleus of a coordinated effort
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Q

32

Aruitoxt provided by Eic:

E



to provide support to the faculty in their teaching assignments.

A major consideration of the new arrangement was the maximum utilization
of the resources of the former Division of Media Services which included a
graphics department, a small photographic unit, a motion picture unit, a televi-
sion oroduction facility, and a number of highly ed professionals. Previgusly,
this office had been concerned primarily with broadcast quality television and
had been wvitally involved in producing televised materials for the Appalachian
Satellite Project. While the quality of these previous ¢Horts is being maintained,
more attention is being directed toward the production of non-television

The associate director for instructional development will continue the
efforts in faculty development that,ware begun in th

and publications designed to call attention to new modes of instruction.

Tk associate director for audio
needs for the campus and eommunity colleges, but also has expanded into new
areas such as in-service training sessions for effective use of films in college teach-
ing. His office serves as the central clearinghouse for instructi hardware,"

ACTIVITIES

At present, the newly-created Office of Instructional Resources is becoming
muore and more active with the production of several self-instructional packets,
slick-tape learning modules, television productions, publications and workshops.
Ari expanded teaching orientation program is in the planning stages and a special
TW series on college teaching and learning is being considered.

This_reorganmzation has spurred those who have been involved with instruc-
tional resources and faculty development to find new ways to increase our effec-
tiveness, Howewer, the receptive and enthusiastic attitude of the faculty —

28

probably more than any one single factor — has encouraged the staff to continue
to believe that faculty are interested in teaching and that an Office of In
tional Resources does have a valuable contril n to make to the teaching/learn-
ing mission at the University of Kentucky,

FUNDING

Withgut additional monies for establishment of a new office, exi ing funds
were redirected to broaders the scope and direction of the office. Although
production quality television and iwotion picture production are, and will con-
to be, a primary function of the office, increased efforts and funds will go
to the farulty development and instructiona! development aspects already begun.
Producers/directors who formerly worked exclusively as media designers in tele-
vision and film have begun to serve as instructional designers of slide/tape pres-
entations and self nal packets as well. Reflecting the office's new role

EVALUATION AND FUTURE

Since the Dffice of Instructional Rescurces has just been estal
formal evaluation has been undertaken. W much has been done in the way of
evaluation of television production, a formal evaluation of the new efforts in
faculty dewelopment and instructional resources will not be attempted
program has been underway longer.

Although no systematic evaluation has taken place, inforrnal feedback from
faculty has been positive and encouraging. Judging from this and the demand
for services, the prospects for making a contribution to the U iversity through
assistance to the instructional needs of the faculty seem great.

ed, no
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CENTER FOR INSTRUCTIONAL DEVELOPMENT
APPALACHIAN STATE UNIVERSITY

by William (., Hubbard, Coordinator of (nstructional Resources

THE INSTITUTION

Appalachian State University is located in the Blue Ridge Mountains of
lorthwestern Morth Carolina in the town of Boone, population about 9,000.
Appalachian's facilities include 43 buildings located on its 75-acre main campus
and a Center for Continuing Education, a new University Auditorium, and
miarried student housing on a 180-acre new west campus area. During the decade
of the 60's, enrollment tripled at Appalachian, leading to the construction of 30
new major buildings and a complete change in campus profile.
in 19687, the North Caroling General Assembly designated Appalachian as
one of four regional universities. Reflecting the dynamic growth and increasing
diversity of the institution, the faculty and administration planned recrganiza-
tion toward giving more effective direction to the present and future course of
Appalachian.

separated and directed by chainmen, were organized into the Colleges of Arts
and Sciences, Fine and Applied Arts, and Education, each directed by a dean. To

dergone dramatic improvements through-

84 to a mvinimum of 72 guarter hours in order that students may enjoy more
* flexibility in their programs of study or concentrate more on their subject maj

In the undergraduate program, Appalachian offers a Bachelor of Science in
Teaching degree in 23 areas of specialization and a Bacbelor of Science non-

teaching degree with majors and minors . Since 1966, a Bachelor of
Arts non-teaching degree has been offered in the 19 majors with pre-professional
programs offered in Dentistry, Engineering, Forestry, Law, Medicine, and
Pharmacy. ’

The University's Graduate School awards the Master of Arts or the Master
of Sciences degrees in a total of 27 different fields. is, the University
provides a Sixth-Year Program for Schoo! Adm

year level.
Appalachian also is involved in offering off-campus and contin
tion, and is engaged in several consortia and academic exchange programs.
Althaugh Appalachian became a constituent member of the University of
Morth Caralina in 1974, the University retains its multipurpose, regional service
thrust.

For 1974-75, Appalachian had 509 total faculty, of which 401 were full-
e. Almost 50 percent of the faculity hold the earned doctorate.

Tie student body has tripled in the past ten years. In 1974-75, enrollment
was limited to a 4 percent iricrease. The tetal number of students was 9,400, in
1975-76 the total enroliment {over 5 percent increase} is 10,208. Almost one-
third of the students are from low-income fam

CENTER FOR INSTRUCTIONAL DEVELOPMENT

The Center for Instructioral Development at Appalachian State University
was established July 1, 1975, and is headed by a Coordinator of Instructional
Resources. The establishment of such a Center was originally proposed by a
team of faculty members participating in a state-wide Institute for Undergrad-
uate Curricular Reform during the summer of 1974, With the support of the Ad-
ministraticn, a plan was developed which is patterned somewhat after that of the
Center for Instructional Development at Syracuse University.

The Center for Instructional Development at Appalachian has responsibility
for redesigning courses, programs, and academic procedures. One of the goals
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of the Center is to initiate restructuring the curriculum to achieve individualized
instruction. An ihdividualized academic program as referred to here includes six
elements: {1} flexible tirae frames, (2] remedial sequences and unit exemptions,
{3} conmtent opticns, {4} alternate forms and flexible times for evaluation, {5} a
choice in locations, and {6) alternate forms of instruction. Since real academic
change is the resuit of careful planning and hard work on the part of many, the
Center, in essence, consists of a team of individuals trained to work with depart-
ments and groups of faculty members in implementing cu redesign. The
Center is intended to be supportive rather than directive of faculty efforts in the
area of curricular redesign.

The basic components of the Center for Instructional Development are
(1) development, {2} evaluation, and {3} media support services. Each of these
components is an integral and necessary part of the developmental process. The
development component addresses itself to such issues as potential wroject
initiation, project selection, generation of ideas about content structure, and the
n and field testing of a pilot project. The evaluation comiponent is con-

munity need, and university priority) and {2} during the field testing and revision
phases relative to both the individual components and the overall course. The

and photography). The support ser
Wi

es area must have the necessary audio-
ial equipment in order to support projects being undertaken. 1t is also essen-
tial that there be a learning laboratory in which the courses and programs may

be tested.

ORGANIZATION AND STAFF

Organizationally the Center is attached to Learning Resources and is headed
by a Coordinator of Instructional Resources. Although several positions have not
been filled, the proposed organization is shown on the accompanying chart.

ACTIV

The Center is supporting forty instructional projects in varying stages of de-
welopraent and implementation., Twenty of these are Ford Wenture Grant projects
utilizing funds awarded to Appalachian State University in 1972 by the Ford
Found

ot Review Board is appointed by the Wice Chancellor for Academic
Affairs upon recommendation of the deans through the Coordinator of instruc-

30

tional Resources. This group consists of one member from each college,
graduate school and Learning Resources.

The group meets monthly, September through May, when there are pro-
posais to be considered. Proposals recommended for funding are sent through
the Coordimator of Instructional Resources to the Wice Chancellor for Academic
Affairs for final approval. The Review Board can also recommend modifications
of proposals or projects in progress.

Project proposals are kept simple and are asked to cover six elements:

* What is to be done?”

* How t be svaluated?

» Letters of support andfor continuation o
* Why should it be done?

» Personne] involved

% Budget {credit with the Center)

g

Project proposals may be submitted to the C
subrnission dates ex

ter at any time. Mo strict
. and projects are considered at any time. If projects are

approved, and budgeted funds are not available, the project is gm—mf.ma and im-

plemented in the next budgeting period. An alrernative could be to implement
certain aspects of a project wh ; mare complete funding at a later date.
Projects are judged on the following criteria:

o importance to the total University {[faculty and studsnis).

» Importance to the Coilege from which the proposal came.

* The commitment of the Department or groups of Departmerits
generating the proposal. Projects involving groups of faculty
members would be given priority over projects submitted by
individual faculty members.

# The totality of the undertaking as an instruction project. Com-
plete instructional packages would take priority over simple
equipment requests.

FUMDING

The Center for Instructional Development is financed by state ?,:%,..}u.
praximately $30,000 in supply and equipment money is available for 1975-76.
These funds are used for projects and general office operation. In addition to
this, $25,000 in Ford Venture Grant funds are administered through the Center.
Center personnel costs, of course, are not included in these figures. The Center
operates totally on a project-management budgeting systemn.

Although outside funds are being sought, the base of funding is state or
“hard” money.

ey
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The Censer uses a project-management budget system and accountability is
established through an annual project status report which includes cost data.

EVALUATION AND FUTURE

University Coordinator
of
Grants-Planning

Clearly, the operation is under-funded and the support base must be |

Organization Chart

Academic Affairs

Projects are ewaluated individually. Evaluation is understood to be an inte-
gral part of any Center activity.

Diean of
Learning Resources

o e e

iniversity Coordinator
of Long-Range Planning ]

Library

Graduate Assisiant

N

ff.
N

AN Services

s
7
7’
7’

“, CENTER FOR INSTRUCTIONAL DEVELOPMENT

N
N
N,

,\.\
7’

Coordinator of
Instrectional Resources

{Statistical Analyst)

Secretary |l

Secretary 1l

Work-Study Student

[Faculty Position)

{Faculty Position}

Ceveloper/Evaluator

7 Deve

per/Evaluator

proved.
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Graduate Assistant

Work-Study Student |

Graduate MAssistant

Waork-Study Student

Graduate Assistant

Work-Study Student
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CENTER FOR INSTRUCTIONAL SERVICE AND RESEARCH
MEMPHIS STATE UNIVERSITY

by C. Douglas Mayo, Director

THE INSTITUTION

Memphis State University is a state support urbiar university with an
enrollment 0 excess of 22,000 students. 1t is one of two “comprehensive
versities” supported by the state of Tennessee. The faculty of the university
nurmbers 819, of which 778 are full-time members.,

CENTER FOR INSTRUCTIONAL SERVICE AND RESEARCH

The present Center for Instructional Service and Research has been in ex-
istence only from w 1, 1975, 1t was established in response to a requirement
tor a closely coodinated el of services to promote better and more effi-
cient instruction amnd o asost academic departments, and individual faculty
members, in their etorts 1o achieve this end. Mast of the functions which are
coordinated und directed by the center had been carried out 1o a greater or lesser
pxtent for al years by the university's Learning Media Center and the Center
Center for Instructional Service ai
Research retained these centers, and at the present time is adding a third center,
on Center. The owverall maszion and purpose of

aton of learning

throughout the university.,

ORGANIZATION AND STAFF

miers functin as separate entines butl are coordinated and
directed by the retor of the Center for Instructional Service and Research,
who also serwes as the head of the Cener for Learning Research and Service.
There is a common budget for the th
Center for
ployerd by

thr

s sulycentens ch s contro

o by the
arch, A total of 20 people are em-
13 are part-time workers.
uate students, undergrad-
iwal. This amounts

Trstruc i Service and B
e center; of 1

ucational back-
e

mHoyens. Thi

troen s of psy-

chology and education, although some are from engineering and art. All staff
members are paid by the Center for Instructional Service and Research, al-
though two of the tm,_;.ﬂ me workers also work for other departments.

There is an advisory board which is representative of the various colleges
and groups of departments of the university. The primary function of the ad-
visory board is two-way communication between the center and the faculty of
the university. The advisory board members provide information concerning the
needs of the faculty members in their areas of the university, sow well these
needs are being met, and suggesiions for improving service to them. In similar
tashion, advisory board members become familiar with services the center can
provide and assist in dissemination of this information to other faculty members
in their areas. The director of tlw Center for Instructional Service and Research
is directly responsible 16 the Vice President for Academic Affairs. To give close
attention and support to the center, the Wice President has designated his
Assistant Vice President for Academic &ffairs {Academic Programs} as a primary
point of contact for his office. There is a close and constructive working re
p between the Director and the Assistant Vice President.

ACTIVITIES

"

The “operating philosephy’ of the center is strongly oriented toward the
support of instruction, which is impiemented primarily by means of service to
the faculty. The center schedules relatively few events on a regular basis. These
are restricted laigely to a workshop for graduate teaching assistants at the be-
ginming of each school year, mectings ot key center personnel on a weekly basi
and meetings of the advisory council on a monthly basis. The activities of the
center are described below under the headings of the three sub-centers that
accomplish them.

Center for Learning Research and Service

Instructional Development
One of the primary means of facihitating learning is through roved design
or redesign of courses. Consulting service on this topic is available to faculty

L~
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members who desire it, together with the resources necessary to accomplish the
graphic art work that snormally is required at certain stages in the development
ot courses. The graphics shop has capability for preparing art work which is
d to conversion inte 35mum s, overhead projector transparencies, film-
ips, videa-tapes, and to other educational technology equipment.

Dissemination of Information

There are several means by which information concerning facilitation of
learning is disseminated to the faculty. One of these means is conducting work-
shops, such as the annual campus-wide workshop for newly appointed graduate
teaching assistants and workshops concerning innovative teaching procedures
and the use of educatienal technology equipment. Another is preparation of di-
gests of monographs prepared by centers for learning research and service at
other universities. At the present time such digests are being prepared and
tried out on a random sample of the Memphis State Unwiersity faculty. It has
been determined that a representative sample of the faculty is able to provide
useful information as to how the digests may be improved.

A new fa that has been added in the area of dissemination of informa-
tion is a semninar and reading room of the Center for Learning Research and
mm,_.,.:nm This room is equipped with carefuily selected publications concerning
15 areas that are appropriate to the overall objective of the center, namaly,
tion of learning and improvement of instructi

Evaluation of Experimental Programs

The Center for Learning Research and Service is experienced in design and
implemenitation of evaluation plans for experimental instructional programs. An
example is the center's current participation in the assessment of a project being
conducted by the Department of Mathematical Sciences. The project involves
use of & group-discovery method in two courses in preparatory mathematics. In a
similar vein, the center seeks joint projects with acsdemic departments of the
university, which in some cases involve external scurces of funding. An example
of this is the Teaching Information Processing System {TIPS) project which is
funded, in part, by ar educational foundation. This project combines computer
managed instruction procedures with the large lecture session approach to in-
struction, The project is being undertaken jointly with the Department of
Economics.

Seed Grants to Facilitate Learning

A program of small grants to fa te learning is now in its second year,
and there is convincing evidence that faculty members are very desirous of doing
innovative things to improwe instruction E:m: some minimal support in the form
of released time, equipmsant, stu . supplies, or cl
made awvailable to them. Resources are available to support some 10 or 12 proj-

B
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ical assistance is

ects that are designed by faculty members and submitted on a competitive basis
in the spring of each year for implementation during the following fiscal year.
The projects from the 1974.75 fiscal year have now beem completed and a
monagraph which consists primarily of the reports on each of the projects is
being readied for publication and distribution to faculty members and others.

Use of Video Tape in Instructional improvement

A project is being undertaken by the Center for Learning
Service which enables faculty members to utilize video-tapes of their teaching
to assist them iy ximizing their strong points and correcting any deficiencies
that they may cbserve in their teaching. It is possible for faculty members to
participate in this program in a very minimal and limited way, or to follow a
systematic approach to improvement of instruction over a period of time with
the assistance of colleagues experienced in the field. The program was initizied
by means of a workshop that provided enough information for faculty members
to have & good wunderstanding of what s,w_ma involved and enable them to deter-
‘mine whether the program would be helpfill to them.

4

Research and

This is a new addition to the facilities that are available for faculty use. The
experimental classroom is being equipped with modern audio-visual devices in-

nclude a “conference”

means 3 portable 3,_,2%36:? ?m mxﬁm:g.;m:amg ,nsmgaaé il
with a com ration which may be used in various instruc.
tional ap including computer managed instruction and computer
assisted instruction. The terminal also may be used to access the central com-
puting system for delayed processing of student inputs when such access is not
available from other classrooms around the campus. Several smalier innovations
and equipment items will also be awailable, and larger items will be addzd as
rapidly as feasible. The experimental classroom, together with assistance in the
use of the equipment, may be reserved by faculty members for varying periods
of time ranging from one hour per semester to regular class meetings of three
times per week for a semester. The primary purpose of the experimental class-
room is to encourage ifnovation in instruction without the cost and problems
that normally accompany acquiring educational technology equipment for ex-
perimental purposes,

be equipped

Practicum in Applied Human Learning
The activities that are being undertaken in the Cemter for Learning Re-
search and Service offer a fertile field for students from any discipline who are
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interested in instruction in higher education to learn by participation in the wari-
ous services and projects. For this reason, a practicum that includes participation
in the a es of the center is offered for graduate students from any depart-
ment of the university,

Learning Media Center

es and disseminates to faculty members
ms, filmsirips, transparencies, slides, cassettes, charts, and
purposes. Each
ed in accordence with criteria which place
ty of the media item for instruction and the ad-
lar form of media has over other forms, including prinied
. Faculty members play 2 central role in identifying media items that are
y suited to the courses they teach. Faculty members may also ask the
Learning Media Center to order specific media items for their review p
purchase, or may ask the Learning Media Center to identify items that would be
e objectives of the courses

motion picture

other media of an essentially non-print variety for instructio:
year additional media items are acq
special emphasis on the suitab
wvantage that a par
materi

Media Equipment Loan
Eqguipment available for instructional use throughout the u
motion picture film projectors, slide projectors, overhead projectors, filmstrip

wiewers and projectors, audio cassette recorder/playback wnits, and portable
wideo eguipment, including cameras and video-tape playback units.

Individvalized Learning Services

The Learn edia Center has awvailable seating space for approximately
100 people at carrels which have various media items avaidable for use by stu-
dents and faculty. Faculty members may tape their lectures, develop supple-
mentary instructional material in audio-visual format and deposit it with the
Learning Media Center, or assign commercially dewveloped audio-visual materials
for wse by their students,

Equipment Maintenance

- Equipment held by the Learning Media Center is either maintained by the
center or arrangements are made with university maintenance service 1o keep it
in good operating condition. The Lear
partments in the maintenance of their instructional equi
concerning the center's motion picture film, w
paired as necessary each time
departme

- furidls.

g Media Center also assists academic de-

nt. The same 5 true
ch is cleaned, inspected, and re-
is used. This service is available also to academnic
5 of the university that hawe purchased films from departimental

ion of Audic-Visual Materials

The Learning Media Center has equipment available for recording audio
cassettes and excellent equipment for high speed duplication of these cassettes.
Transparencies of several degrees of complexity and quality also can be made
with equipment available the Learning Media Center. The Learning Media
Center is equipped substantially better for audio-w production this year than
it has been in the past,

Faculty members who prefer to prepare their own visual materials will find
such equipment as primary typewriters, mechanical lettering devices, dry mount-
ing presses, transparency makers, and ditto equipment available to them. When
more difficult graphics or art work is needed, the graphics shop of the Center for
Instructional Service and Research may be called upon, Th
described in the section titled, "Instructional Development.”

latter service was

Instructional Television Center

The instructional television studio is a new facility on the Memphis State
University campus. Heretofore, it has been necessary to get along with portable
ties of the public service television station
on stations when they could be made av
tional purposes. The instructional television studio is available for use in con-
nection with the course offerings of various departments {for example, TV pro-

of the uses and capab
have not been identifi

es of the instructional television studio probably
f fully at this time. For example, if and when cable 1ele-
vision becomes a reality throughout.the city of Memphis, it is probable that
Memphis State will become a prime producer of educational programm g. In
the meantime, there are numerous uses centering around production of video-
tapes of instructional material as well as live instructional presentations.

FUNDING

Mearly all of the funds assigned to the Center for Instructional Service and
Research come from the regular operating budget of the university. There are
relatively small amounts of “soft”™ money which come from federal grants and
from granis from educational foundations, but these sources are not relied upon
to carry out the central functions of the center. Several months prior to the be-
i ty fiscal wyear, the center, along wath other units of the
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be noted that a special appropriation had been made available to the un
for capital improvements in the area in which the center functions. These funds,
in the amount of $250,000, are being used during the present calendar year for
purposes of preparation of spaces and for equipment, including the instructional
television studio. This, of course, is “one time funding.” The operating budget
mentioned above is a better indication of the sustaining level of support.

EVALUATION AND FUTURE

Sta

tics concerning utilizatron of services offered by the center are re-

but no formal evaluation has been conducted to date. The statistical data

indi
u
nummber ing the center at the present time is refatively small. One of the
objectives of the center for the future is to insure that virtually all faculty mem-
bers are thoroughly conversant with the services that are available, and to provide
these services in such a way that faculty members will make appropriate use of
them. We know from personal contact with faculty members who make frequent
and extensive use of the facilities of the center that they are very favorably in-
ned toward the assistance they are receiving. Our plans for the future inciude
enlarging this nucleus of satisfied customers and extending our services in direc-
tions that faculty members are finding most helpful to their efforts to institute
innovations and improvements i

4U

L
]

Aruitoxt provided by Eic:

E\.



LEARNING RESEARCH CENTER
UNIVERSITY OF TENNESSEE-KNOXVILLE

by Ohmer Milton, Director

THE INSTITUTION

"The Learning Research Center of The U
serves a faculty of around 1,600, who in turn shepherd approximately 23,000
undergraduates and 7,000 graduate students. Degree programs include some 300
fields of study offered in 16 colleges and schools. Upper division an
study is emphasized with master’s level work being provided in over 100
knowledge and doctoral work in over 50, Diver
ing activities are the r not the exce,

LEARMNING RESEARCH CENTER

Shortly after the 1961-62 Accreditation Self-Study was completed, and as a
result of recommendations made by several of the Self-Study committees, the
President of the University created the Standing Council on the Improvement of
Teaching and Learning with this charge:

Because of the importance of maximizing the use of resources curremtly
able for the improvement of learning, together with the continuing
need for exploring new and better methods of teaching to accommo-
date pressing future needs, | should like to ask this committee to serve
as an advisory council on a permanent basis.

By the winter of 1965, it was clear to the dozen members of the Council—
faculty members and administrators—that they could not devote sufficient time
to implementing the charge. Moreover, as is so often the case, there was no
budget. As a consequence of its frustrations, the Counc to the
Wice President for Academic Affairs that it be replaced with a special office.
by, the Learning Research Center came into being in September, 1965,
with %m mission of stimula couraging the faculty to improve teac]
learning arrangements.

nding Council, o

When the University became part of a system in
report, and co ues to do so, to the Wice Chanc
only other full-time staff member has been an Editorial Assistant. She has had
extensive business experience and is an accomplished writer. For the past four
years, two part-time undergraduate stwdents have ,_Um,mg w ma ,j_j_,,m,mm are
selected on the basis of their interest in fa ility to
learn the rudiments of the computer.

"

ACTIVITIES

Several operating philosophies have guided the acti
these include:

ities of the Center;

» no empire-bi ng—this is usually anathema to faculties;

» teaching technigues are not too important—as Lawrence Siegel
of Louisiana State University puts it: "Prescriptions for *how to
teach effectively” are about as outdated as leeching:"

* certain aspects of the higher education bureaucracy are power-
ful forces in the lives of students—these must be mxm,::_:m; as
they influence teaching/learning;

e research can guide us out of the thicket of dogma surrounding
the sanctity of traditional instructional approaches;

s there is respect for the faculty ethos of automomy and inde-
pendence—persuasion is the only tactic employed:; and

» there must be continuing search for new guestions about teach-
ing/learning rather than reliance upon inherited ones.

Q
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As might be expected, emphases upon programs and features have varied
over the years but a continuous one has been that of informing the faculty
periodicaily of problems and issues instruction which cut across discip
and fields. The major route for this has been a quarterly publication — Teaching-
Learning Issues. Each of these is research-based and the opinions of the authors
are minimized; most are written by the Director of the Center with occasional
ones being prepared by guests. Some of the more popular numbers include:

“Accent on Learning: PSI or the Keller Plan,"” Spring, 1974.
“The Courts and Academic Practices,” Fall, 1973,
, 1972,

“Autonomaous College Entrance Requirements: Time Spent,"
19771,

“Col ,,x,,m@m 1 mpacts, "R

",

“Ewvaluating Instruction: Learning/Perceptions,” Spring, 1971.

tris Potestastes,' Spring, 1970,
"Grades and Grading,” Fal!, 1966.

Approximately 4,000 copies of Teaching-Learning Issues are distributed
locally amd, in addition, without any so tion, copies go to individuals in 140
colleges in the United States and 10 foreign countries and to 35 different organi-
zations, such as the Southern Regional Education Board and the Ford Founda-
tion. This wide distribution is mentioned because many institutional practices
tend to be locked together and absence of change in one is often a function of
the rigid network.

A second information route has been that of distributing qu
rature of higher
tions have included:

“The Trouble With Grading Is . . . ," William V. Mayville, Research
Currents, October, 1975.

ty pieces
ducation two or three times per year. Recent selec-

Testing for Competence Rather than for ‘Intelligence’,” David
C. McClelland, American Psychologist, January, 1973.
"Evaluation of Teaching,’" Stanford C. Ericksen and James A.
K  Memo to the Faculty, Mo. 53, February, 1974, Center for
Research on Learning and Teaching, University of Michigan.
“The Good Mamn,” Jerry Richard, Change, October, 1971,
“The Public Challange to the Colieges,” Alex Sherriffs,
search Reporter, W1{3), 1971,

e

The Re-

3} sound disciplinary

We have found that restraint must be exercised—while there is a wealth of wor-
thy articles, if too many are distributed, their fate is the wastebasket.

U recently, a third activity was a program which came to be called Mi
Mini Grants. A very small sum of money was provided a faculty member for the
exploration of teaching/learning ideas. The essential requirement was that there
be some kind of measurement and evaluation for the project. The rationale for
this program was three-fold: 1) participating faculty members were more likely
to pay attention to “research' which they had conducted than to that of educa-
tional research specialists, 2} perhaps persona ement. might begin to
minimize some of the dogma about traditional instructional approaches, and
idence is sought, so why not sound evidence for teach-

ing/learning endeavors?
The -Mini Grant program was well received over a period of five or six
years—during which time around $50,000 was invested in it. With each grant

ty and si
many faculty had genuine

cance of the studies varied
ficulty in comprehending the

considerably and

cient. As an example, a wery sophisticated and renowned m,ni:ﬂmr in submitting

an application for funds, stated: It will be easy to tease out the cause/effect r

In some instances, the projects resulted in substantial changes. For example,
a computer simulation program in animal breeding was so successf
ng las demonstrated on tests) that it became part of the course. In another

other research projects in “teaching methods™ were i

tional events during the day. People are so busy, it is difficult to find a time
n more than two can get together. At any rate, special luncheon meetings are
held two or three times per year for discussions of significant concerns. The
most recent ome focused on *"Value iderations in the Curriculum."
hoped that concern about values can be a way of unifying this desperate institu-
tion. Each meeting is attended by between 200 and 400 faculty and staff,
Special seminars which are held regularly for graduate students, representing
a variety of disciplines, have resulted in at least two dissertations inwesti g
selected aspects of teaching/learning. The Director is also available on a one-to-
one basis to talk with students about their ideas; for improving teaching/learning
arrangements for undergraduates and advising them on research design and im-
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plementation for studies,they wish to conduct. Similar consulting services are
made available for faculty seeking assistance in educational research design.

Other ac ies of the Center have ded an annual program for new
faculty. It was designed not only to acquaint them with the University but also
to demonstrate concern by the University about improving teachingflearning
endeavors. This program has now been replaced with a similar one for Graduate
Teaching Assistants. Plans for more extensive work with this group are now be-
ing developed.

Largely at the insistence of students, the Center provides questionnaires for
faculty evaluation. Thier use is entirely woluntary and the results go solely to the
faculty member. Several forms are provided because of the almost overwhelming,
diversity and variety of teaching/learning activities—a single form for all instruc-
tion would be a disastrous mistake.

In the past three years, two books have been produced by the Director deal-
ing with problems in undergraduate teaching/learni

FUNDING

For funding purposes, the Center is treated as an academic department; that
is, a budget is prepared by the Director which is then submitted for review and
implementation through regular channels. There has been no
“soft” money or outside funding. This has meant that long-range planning is

possible and that the Center's existence and activities are controlled by the insti-
tution rather than by the whims of outsiders. As already implied, the budget has
been kept small—operating funds, with the exception of salaries, have wvaried
between $12,000 and $20,000 annually.

EVALUATION AND FUTURE

Evaluation of the work of the Learning Research Center is espec iy taxing,
particularly if cause-effect relationships are sought. The determinants of changes
in practices im a university which occur over a span of years are all but impossi-
ble to isolate. Mevertheless, a formal evaluation was conducted by a committes
during the 1971 Self-Study. It was found that 50 percent of the faculty and
10 percent of the students believed that the Center had helped improve the
teaching-learning process. The Committee was disturbed upon finding that an
eatlier recommendation to add a test specialist to the staff had been ignored
(the Director had made efforts to do so). The Committee's discomfort was ex-
acerbated by its questionnaire finding that one of every three faculty members
and two of every three students believed that grading practices were not fair. In
the meantime, the Director has reached the conclusion that ng is the teach-
method which makes a difference in student learning. Other approaches to
improving testing are being devised curre

O
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FACULTY DEVELOPMENT RESOURCE ﬁ,mEJ_. ER
UNIVERSITY OF TEXAS AT ARLINGTON

by Mary Lynn Crow, Director

THE INSTITUTION

The University of Texas at Arlington {UTA} is strategically located in the
center of the Dallas{Fort Worth metroplex, an area of over 2% million people.
It is one of seventeen component institutions in the University of Texas system,
one of the largest state umiversity systems in the country. It has the second
| the UT system—about 16,500 students. UTA's faculty in-
cludes over 900 teachers—including fuli-time professors, adjuncts, and graduate
teaching assistants.

Graduate degrees are offered in the areas of Architecture and Environmental
Design, Business Administration, Engineering, Liberal Arts, Science, Social Work,
and Urban Affairs. Thirteen fields have Ph.D. programs.

THE FACULTY DEVELOPMENT RESOURCE CENTER

In the early 1970's UTA's president, responding to a system mandate, ap-
ﬁ@_,:;ma a Teaching Effectiveness Committee and charged it with the respon
y of improving the quality of instruction on the campus. The Committee’s
first major effort was to attempt to evaluate the teaching process through a stu-
dent aﬁ?,mczz%m. Al teachers were required to participate. Although many
teachers responded positively, a wery vocal group protested loudly, Part of the
aftereffects of the mandated student evaluation of faculty was that the Teaching
Etfectiveness Committee began to revise the instrument, some of the Committee
members began to discuss a type of in-service program, and a few faculty mem-
bers complained to the Wice President for Academic Affairs that a required evalu-
ation without recourse to some sort of aid was unfair. During this time one of
the Committee members suggested to the Academic WP that instructional assis-
rance was possible if the university would support that type of program. The
Vice President, in an attempt to deal with the apparent validity of the request
for help by the handful of faculty members, asked this Committee member
‘rom the field of Educational Psychology {who is now the Center Director} if
she would be willing to teach a reduced class load for one year and during that

time prepare a report on what could be done to help university teachers, At that
e the Center Dirgctor did not know of other such ventures and virtually felt
iscover the wheel. She drafted a rough first year's budget
which, after being pared down, has proved to be the budget for each year there-
after. A group of teachers and the Director decided on the Center's name—de-
liberately avoiding the term “teaching effectiveness” so as to avoid association
with the Teaching Effectiveness Committee whose purpose had become to re
and make recommendations regarding the wniversity-wide Student Faculty
tion,

Upon accepting the assignment, the Director’s only stipulation was that her
work be clearly separate from the Teaching Effectiveness Committee and from
any evaluation efforts. The stated purpose of the new Center was to enhance the
instructional effectiveness of all UTA teachers. It was originally designe
woluntary service and resource center for regular faculty members and for gradu-
ate teaching assistamts. It was placed in the Office of the Vice Pr

basis. The Center was therefore established by administrative decision based
wpon some specific individual teachers” requests. Its establishment was first
announced to the UTA faculty at the 1973 annual spring faculty meeting,

The Director’s first task was attempting to find out if any other universitie:
were doing things in this area. Phone calls and letters went out to colleagues
around the country. The handful of similar centers located {Cornell, University
of Michigan] were eager to offer advice and to exchange letters and information.
The Cemter's first activity was designed to get faculty input on its functions and
priorities. A weekend planning retreat was held for faculty delegates representing
every academic department on campus plus representatives from the library, stu-
dent life, and central administration. Between ihe presentations of leading e
cators {brought in to provide stimulation}, the workshop delegates spent many
hours in small groups addressing themse s to the following questions:

What sp
teaching?

fic obstacles stand between us and more effective
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What general stumbling blocks need to be removed before we, as
UTA faculty members, can become better teachers?

What specifically should be done to help the teachers on our
campus do a better job of teaching?

From what source should this help come?
in what form should this help be?

What would you like to see done by the new Faculty Develop-
ment Resource Center—both generally and specifically?

The UT Systern Chancellor and the UTA President were among those present at
the planning workshop to encourage the new Center and to assure the delegates
of their support for efforts designed to improve teaching effectiveness. The final
outcome of the delegates” deliberations was - a report defining the posture the
new Center should assume on the UTA campus. The activities, services, and areas
of influence and respansibility advocated by this group of delegates still consti-
tute the role of the Center.

One of their first recommendations was that an Advisory Board, representa-
tive of the entire facuity, be selected to advise the Cirector and to continue to
provide faculty input. An ad hoc faculty committee met and elected an eleven-
member board to serve staggered two-year terms. Each wear, therefore, the
Board would consist partly of new Z,mggﬁ_ﬁ and partly of experienced ones.
To insure representation, all the colleges, schools, and institutes are included,
and each year the Board itself elects the new persons to be invited to serve.
Members serve primarily to adwise the Director on policies and prio
keep the Director aware of the needs and concerns of the faculty. Although
formal meetings were routine the first couple of years, informal discussions and
telephone calls are now the primary mode of communication. Memiers suggest
the names of presenters, contribute ideas for Insight, the Center's newsletter,
and encourage their colleagues to participate in Center actitivities.

,,_,,,”;mc,,_‘m,m,_,,g_;qﬁémmEsgﬂ:mﬁ,:;gg,;m:;m:a%ma_,:nég:mgmzm,nizmﬁmmm.
Since that time, however, the purpose has expanded and broadened consider-
ably. Today the term *“faculty development” in the broadest connotation would
more aptly describe the Center's mission. Whatever is helpful or growth-produc-
ing to academic faculty [teachers and administrators) is included. Whatever
enhances the academic environment and thus facilitates student learni
cluded. The expanded sense of purpose, of course, does not necess
more services {because neither staff nor dollars have increased) but, rather, a
greater heterogeneity of services along a broader spectrum.
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ORGANIZATION AND STAFF

The Center Director reports to the Vice President for &cademic Affairs, and
the Center is funded from monies budgeted for departmental operations. The
Center is physically located in the administration building and includes a large
resource area (called the “Living Room"}, the Director's office, and the secre-
tary’s office. The Living Room is attractively decorated, and the majority of
the Center's small meetings and seminars are held there. It also serves as the re-
source yoom or mini-library and houses books and periodicals on postsecondary
instruction., ,

The Center's Director, who also helds a tenured appointment as Associate
Professor in the Education Department, is stil} the only professional statf mem-
ber. She currently devotes three-quarters of her time to the Center. There is a

I-time secretary who does as much:administrative assistance as she does cleri-

to work well with people} is assisted by one or two work-study students who put
in 18 to 38 hours per week depending upon the need and the budget. Staff
members also operate duplication equipment which enables the Cent
and print many of its own publicity pieces.

The Director’s Ph.D. is in the areas of educational and coun

ng psychol-

television, university level teaching, and private practice as a psychologist, She
also Ihas had special training in the areas of speech and group dynamics.

UTA has a Media Center which is located in and reports to the Libra
From the beginn
working relationship, occasionally planning activities together and serving as
support services for each other. Both Centers promote the services of the other
and refer faculty members as needed.

ACTIVITIES

The Center offers four direct services to faculty members and graduate
teaching assistants:

The Informational Service

This service involves the provision of a faculty resource room and m
ary which houses books; bound and current periodicals, catalogs, newsletters,
monographs, and article reprints dealing with postsecondary instructional im-
provement and issues refated to faculty development. These are available for
checkout or roum use. Articles or portions of books are duplicated for teachers
upon request.

The Informational Service also involves the publi

tion of a quarterly news-

however, the two Centers have had a close, cooperative .
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letter, Insight to Teaching Excellence, designed for its target readers—UTA
teachers and distributed internationally to other universities. Its purpose is to
keep faculty members abreast of what is new both off and on campus. Research
studies and theoretical and applied articles are reprinted in their entirety or ab-
stracted from new periodicals. Books are reviewed, and innov leas from

ve id
other campuses are covered. An additional part of the Informational Service is
the distribution of jowrnal articles to faculty members. In its first year of opera-
tion, for example, the Center distributed 4,273 copies of articles. Part of the In-
formational Service also lves the purchase of multiple copies of Wilbert J.
McKeachie's Teaching Tips: A Guidebook for the Beginning College Teacher
(D. C. Heath & Co., 1969} and the American Councit on Education’s publication,
The Graduate Student as Teacher (1968) for checkout to all beginning teachers
and graduate teaching assistants.

The Center has written letters to the innovators listed in Change Magazine's
publication, The Yellow Pages of Undergraduate Innovation (1974}, cataloged
their innovations according to discipline and made this information available to
the appropriate academic departments. Additionally, all of the books and
journals have beem indexed by disciplines and converted imto topical biblio-
graphies of teaching fields represented on the UTA campus so that when teach-
ers come by to browse, specific materials can be brought to their attention.
Another part of the Informational Service is to assist teachers who wish either to
obtain grant monies or to get articles published which relate to their teaching
activities. The Center provides these teachers with assistance regarding the edu-
cationa! or pedagogical parts of their proposal and with information on funding
agencies that might accept such proposals.

The Consultation Service

A confidential service offered to all UTA teachers and GTA's is personal
consultation. Teachers come for assistance in planning a new course, adding in-
novative methodology to an old course, de g evaluation technigues, or just
for the general improvement of their teaching, Often the Director is asked to
wisit @ teacher's class and to provide the teacher with personal feedback. Goals
are jointly established, the teacher's class is sometimes video-taped, and the D
rector and teacher then critique the tapes. Sometimes “pre"™ and “post’ tapes
are made and compared.

Preservice Education

This service is provided once or twice a year for all new administrators,
faculty members, and g g assistants. The programs include 30 to
40 hours of preparation, and between 80 to 150 persons participate. Each par-
ticipant is asked to read the McKeachie paperback as a text. Graduate advisors

may attend with their own GTA's and follow up the general training provided oy
ng within the department on teaching that partic-

In addition to the presentations on teaching, the Preservice program also in-
cludes a program of orientation to UTA, its staff, fa s, policies, activities,
and services. This year, as a direct outgrowth of the orientation program, the
Center is compiling and producing UTA’s first faculty handbook which will be
given to each new faculty member.

In-service Education

This is the Center's most widely wsed service. The seminars, short courses,
workshops, and off-campus retreats have been attended by as few as 25 or as
many as 250 teachers. Twenty-seven such activities were held during the Center's
first nine months of operation. Currently activities are available at least ance or
twice a menth. Seminars have dealt with these topics: CAl, simulation and
gaming, group interaction techniques, PSI, learning theory, reducing test anxiety,
the inguiry approach, team teaching, motivation, interpersonal skills, prepar-
ing instructional objectives, discovery learning, psychomotor learning, evaluation
of instruction, and educational technology. Guest speakers, microteaching labora-
tories, book reviews, open forum discussions, dialogues, panels, and media pres-
entations have been included. Aithough these activities have been held in a
variety of locations, small meetings are freguently held in the Center's Living
Room. Leaders and presenters have come from as far away as Indians, Hlinois,
Michigan, Mew York, Ohio and Utah, but the majority of them have come from
Texas universities or from our own campus. This fast option affords our faculty
a chance to share their own areas of expertise at no extra cost to the Center and
offers the psychological advantage of h g UTA teachers develop a good self-
image. Finally, the Center's Director seeks out opportunities to trade off with
other Center directors the task of leading workshops and addressing groups of
teachers at no cost (other than travel expenses) to either participating school.

In-service Education also has taken the form of funding provided by the
Center for teachers to attend training courses, conferences, and seminars.

The annual fall faculty workshop is a highlight. Delegates from each de-
partment on campus spend a three-day weekend together at a retreat location.
QOutstanding educators from across the nation address the group, and mini-
workshops are held which encourage involvement and interaction. Although the
live-in delegates number no more than sixty, all UTA faculty members, admini-
strators, and GTA'Ss are invited to attend the general sessions, so there is maxi-
mum exposure to the inwited presenters. The after-hours socialization between
teachers from different departments and colleges who would not otherwise have

much or any contact with one another apparently facilitates professional as well.
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effect.

Faculty evaluation and faculty development are separate functions. The
annual student evaluation survey is no longer required. Beginning
academic department is responsible for formulating and impleme
evaluation policy. The Center provides consultation to assist the departments
and colleges in this endeavor. As the Faculty Development Resource Center is
irely voluntary, and because it is a one person operation, it has been our
policy tokeep the two functions {evaluation and development] separate so that
teachers will not feel they are being helped by the same office or body that is
evaluating therm.

FUNDING

UTA's Center has operated solely on university funds since its inception.
Although grants have been sought, they have not been awarded to date. Mo
formula is involved in determining the Center's budget. In addition to salaries,
the Center has operated, since it opened, on from $6,000 to $8,000 annu
This figure includes maintenance and operations, travel, and capital outlay.

EVALUATION AND FUTURE

Evaluation efforts hawve included detailed attendamce and participation re-
cords for individuais, departments, and colleges; pre- and post-instruments for
teachers coming for consulitation; and the utilization of various types of ques-
tionnaires for workshop, sel r, and retreat participants. While the attendance
and participation records have served to provide an accurate record of the degree
of acceptance of Center functions by the faculty, this process has not measured
potential benefit to them. The questionnaires have been more i ative than
conclusive, as they reflect only the attendee’s subjective response state. The
most valid evaluations have been those pre- and post-measures jointly decided
upon by the Director and faculty member when those two have been involved in
a process designed to assist the latter to improve as a teacher. These instruments,
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howewer, are not very helpful in promoting the Ce
they have been and will continue to be confidential.

It may be interesting to note that the attendance records in the Center's
first year of operation {by academic departments) revealed a range of a high of
86 percent to a low of 11 percemt. Mean participation for the entire campus
was 44 percent. This percentage inciuded only attendance at in-service activities
and did not include faculty members who used the resource area or who came
for consultation. . _

The Director's personal assessment of the Center’s effect at UTA is that
there is more interest in the teaching role now than there was when the Center
opened. Attitudes have changed slowly, but today even many of the campus
“scholars” can admit that both teaching and publishing can reflect a scholarly
orientation, Rather than being a wezak second place, teaching is becoming a
companion role to the research/publication role.

The other npteworthy change is the number of visable methods of teaching,
other than the lecture, now being utlized on the campus. Today it is virtuslly
impossible, on any given day, to examine UTA's classrooms across the campus
without seeing in operation Keller's PSI, Kelly's TIPS, CAl, language labora-
tories, sirmulation and gaming, team teaching, media utilization, and many
varieties of group interaction and discussion processes. Further, the individual
teachers who have embraced new techniques and styles are writing about their
experiences, publishing these accounts, and presenting papers at conferences and
profess | associations. Each one of these persons touches others within his
e, and the enthusiasm and innovation continue to grow. The Cen-
ter, it seems, has had its greatest effects as a changer of attitudes and as a cata-
lyst for constructive instructional change.

The Center's future is certainly not assured. So long as there are faculty
members who are benefiting from it, and money in the budget to support it, it
will continue to exist. Within the year it will occupy a new facility designed by
the Center staff. The Center will no longer be housed in the adm raticn
building but on the ground floor of the Library adjacent to the Media Center.
The Center’s Advisory Board sees attaining a more central geographical location
on campus and mowving away from the administrative complex of offices as
distinct advanteges to future growth ‘of the Center.

r's effectiveness in that
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CENTER FOR TEACHING EFFECTIVENESS

Ut

IVERSITY OF TEXAS AT AUSTIN

by James E. Stice, Director

THE INSTITUTION

The University of Texas at Austin is part of the University of Texas Systemn,
a public university supported by the State of Texas. The September 1975 enrofl-
ment was 42,598 undergraduate and graduate students, and the faculty numbers
approximately 1800 individuals, which corresponds to 1644 full-time-equivalent
{FTE} faculty members. In addition to these facukty members with ranks rang-
ing from instructor through full professor, there are 1340 assistant instructors
and teaching assistants with warious part-time assignments, corresponding to
approximately 410 FTE persons. The 1975-76 budget for the University of
Texas at Awstin is $106,666,000 which includes the operation of various off-
campus facilities such as the Marine Science Institute of Port Aransas, the
MacDonald Observatory in the David Mountains of West Texas, and so forth.
The cenzral campus in Austin comprises some 315 acres.

THE CENTER FOR TEACHING EFFECTIVENESS

In September of 1972, in response to Faculty Semate interest in the im-
provement of teaching effectiveness, a Senate Committee composed of five senior
faculty members was appointed to investigate the matter. After seven months of
investigation, discussions with other faculty members and deliberation, the
Committee presented its report to the Faculty Senate, which recommended the
establishment of a Center for Teaching Effectiveness. This report was accepted
by the members of the Senate without dissent, and in April of 1973 the report
was brought before the University Council. The Council forwarded the report
to the President with a recommendation that a Center for Teaching Effective-
ness’ be established. The President approached the Board of Regents with this
proposition in the summer of 1973, they mug_é:ma it, and the Center began
operations in September, 1973.

The broad mission of the Center for .E,mm.n__,__,jm_, Effectiveness is to provide
assistance to the teac! g faculty in making teaching/learning more effective
on this campus. The Faculty Senate Committee which initially proposed the

formation of the Center stated that the focus should be on support for faculty
members, although the Center has since beceme involved also with a number
of teaching assistants, many of whom teach regular classes, particularly in the
foreign languages and E on and literature, The Committes also
intended that the Center should work primarily with faculty members who were
trying to improve undergraduate courses, and this has turned cut to be the case.

During the first semester of its existence, the Center’s Advisory Board de-
cided upon the following program activities as a set of short-term (five year)
goals, listed in descending order of priority:

1. Courses in college teac|

2 (Tie) Courses in college teaching for graduate Teaching }mmggsmﬂ
2. Consulting service for faculty members;

4,

ing for faculty members;

Referral service; {This is an attempt to obtain answers to questions
on educational matters. If we don't know the answer we wi
tain it and call back, instead of passing the buck to someone else.}
Periodic workshops for faculty ‘members {and later, teaching
assistants) on a variety of topics related to teaching improvement;

o

=

A detailed examination of general-purpose classrooms to determine
their suitability and the type of equipment they cantain. After the
survey is completed, sub-standard classrooms can be upgraded and
a set of guidelines can be drawn wp specifying minimum standards
for existing classrooms and for any new classrooms to be con-
structed in future. These guidelines would include such things as
classroom equipment, acoustics, ing, etc.

ORGANIZATION AND STAFF

The Ceriter for Teaching Effectiveness currently is ngsg,a.,mm; of a director,
an assistant director, a secretary, two consultants, and two student h . The
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Center is not connected to any of the Colleges, and the director reports to the

Wice President and Provost.

The current members of the Center's staff are;

»The Director, Ph.D. in Chemical Engineering, devotss three-
tourths time to the Center and one-fourth time to the Depart-
ment of Chemical Engineering, where he is a full professor.
Twenty years experience in coliege teaching, long-time interest
in improvement of teaching, experience in computer-assisted
instruction, self-paced instruction {PSI or Keller Plan), pre-
viously was Director for five years of the Bureau of Engineering
Teaching of the University's College of Engineering.

® The- Assistant Director, Ph.D. in Experimental Psychology, de-
votes half-time 1o the Center, and the other half-time to re-
search in psychology. Seven years experience in college teaching,
served two years as research associate on Project C-BE, a large
research project on computer-based education at the Uni-
versity of Texas.
white helpi
student.

Became interested in teaching improvement
g to design experimerntal

courses as a graduate

ect engaged in teaching innovation at the co
taught adult education classes in Germany.

* Consultant, Master's degree in Curriculum and Instruction, de-
votes one-fourth time 1o Center and three-fourths time to the
Department of English. Three years experience in college teach-
ing. Consults with faculty members and teaching assistants on
questions D:.,@m:m,_,mi by nts; specialist in performance analy

» Consultant, Ph.D. in Chemistry, dewotes one-fourth time with
Center and three-fourths time with Department cf Chemistry,
where he is a full professor. Approximately 20 years in college
teachimg, until recently was co-director of Project C-BE, a 1.6

n dollar research effort in computer-based education;

long-time interest in improvernent of chemistry teaching.

» Clerk is a work-study student, 10 hours per week with Center,
Undergraduate student in Speech/Communication.

» Clerk spends 10 hours per week with Center. Undergraduate
. student in Chemical Engineering.
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Staff members are paid directly by the Center; consultants are paid one-
fourth time by the Center and three-fourths time by their departments, The stu-
dent clerks are paid an hourly wage by the Center, and neither has an outside job;
the balance of their time is devoted to their studies.

The original report of the Faculty Senate Com ee recommended that the
proposed Center have an Advisory Board made up of both faculty and students.
When the Center was establisned, the President of the University appointed such
an Advisory Board, composed of five faculty members and two students. One of
the students represents the undergraduate student body, and the other the
graduate students. In addition there are two ex officio members — one the Vice
President and Provost; the other the Director of the University's Measurement
and Evaluation Center. This Advisory Board has three functions: it recommends
policy for the Center; the members of the Board advise Center personnel, suggest
areas in which the Center might move, sources of outside funding, and workshop
topics; and they keep their ears to the ground in their departments and calleges
and relay to the Center the interests and needs of the faculty.

ACTIWITIES

The activities conducted to a
listed below,

ve the goals which have been outlined are

Courses on College Teaching

Duwring the summer of 1972 the Director and a member of the Measurement
and Evaluation Center ed a graduate course in the department of Chemical
Engineering entitled *‘College Teaching in Engineering and the Sc
course was intended to provide education and training in the various engineering
and scient i ines for students who are thinking about a carcer in college
teaching. This course has been offered each summer since then, and also has
been offered during two regular semesters. At the time the course was begun,
the only other similar course on the campus was in the department of Germanic
Languages. Students from areas other than enginesring and science have taken
the course, and courses like it are being established in other departments. &t the
me we know of  such courses which meet regularly and have pub-
hed syliabii. We expect the number of such courses taught in individual de-
partments 1o continue to increase.

In addition to working with the professors who teach these courses, Center
personnel also act as wisiting instructors in areas in which the course instructor
does not feel competent. The Assistant Director often makes presentations an
learning psychology, course design, theory of testing and test design, and audio-
visuar technigues. The Director has made a number of presentations on writing
instructional objectives, the Personalized System of Instruction {PSH], audio-
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wisual technigues and
Center.

the role in higher education of organizations such as the

Seminars on Teaching

For the past two summers Center personnel have conducted a teaching
seminar foir faculty members, which meets for three 75-minute periods each
week for six weeks. These seminars are voluntary, and attrition both summers
has resulted in the loss of about 50 percent of the participants. Nevertheless,
four of the seven new departmental courses in teaching are being taught by
teachers who have attended these seminars, and other participants have become
active in computer-based education, PSI, and the use of audiowvisual materials as
a result of their experience in the seminars.

So far we have not been able to get part-time summer salary for teachers
attending the summer seminars. Neither have we been able to obtain released
time for faculty members who might attend such a seminar during one of the
regular semesters. We also have been unable to devise a method by which we
could obtain any significant participation by faculty Sm_a_?m; in an in-service
course during the regular school year.

Consultation

All the regular staff members of the Center engage in one-to-ome consuita-
tion with clients, with the exce n of the secretary and the student clerks.
These consultations range from helping the client find resources or references
relating to things they want to try in their teaching, to long-term consultation
lasting for a semester or even for a year, In addition to these meetings with the
client we alsb are prepared to sit in his/her classes, to videotape one or more of
them for later analysis, and to bring in as additional consuitants ather faculity
members who are skilled in the use of a particular teaching technique. The num-
ber of faculty members utilizing the consuitants is small but reasonably steady.
Recently this service has been made available to some graduate students, and we
have just provided the services of a Consultant to the department of English
who is physically housed in the department and is working rather intensively
with 30 graduate teaching assistants and two assistant professors. She serves as a
Consultant and resource person to the college teaching course which the begin-
ning graduate TA's take for credit, sits in the TA’'s classes, videotapes them, and
does a performance analysis for each of them. The Center pays one-fourth of her
salary and the department of English pays three-fourths. It is too early to tell
how this experiment will work, but from all reports the results seem promising.

Referral Service

The referral service has not been extensively used, although virtually a
auestions put to us have been answered to the satisfaction of the originat

Mearly all questions come in by telephone and they range from “How does one
go about copyrighting a videotape?” to "Do you know anyone on the campus
who has a 3/4-inch videocassette player?” One might question whether this is
important enough to be one of the Center's goals, but | an unavoidable
function h we would perform whether it was a formal goal or not.
Workshops ‘

The Center conducts qm_ga,gm__,ﬂe,ﬁ scheduled workshops for the faculty and
graduate TA's, giving eight per year, mﬁa_éx_éms_i ane Em_. Ea;ﬁf Subj
have included writing instructional objecti |
the wse of gaming and simulation in teaching, PSI (the ﬁ@ac:m_;smﬁ_f miga_ﬁ of
Instruction, or the Keller plan — a self-paced teaching technique), workshop for
PSI proctars (students), how to improve lectures, giading practices, performance
analysis, use of audiovisual materials and equipment, audiovisu
techniques, the evaluation of teaching, and psychological counseling of students
and faculty members.

seminars on va
approximately

ght to ten persons on the average. Although the parti
were enthusiastic, the seminars were discontinued because their presentation
stretched the small staff's resources too much,

The majority of the persons whao attend workshops are graduate TA's and

faculty from the University of Texas at Austin, b
Awustin Community College and from Concordia College.

The workshops are announced by a general faculty mailing at the start of
each semester, followed by a ma i
weeks before it is held. Announcements are also ,_,:_m,m;m; in ;._m faculty news-
letter and the student newspaper during the week of the workshop.

Classroom Survey .
The classroom survey has been completed for 480 general purpose class-
rooms. The survey consists of a three-page checksheet on each room, which in-

cludes a scale fioorplan of the room, condition of chalkboards, presence or
absence of projection screen and projectors, lighting survey, number and type of
seats, location and check of electrical outlets.

Through a friend in the architectural engineering faculty we have made
acoustical checks of five classrooms. He has his acoustics lab class check the
rooms as & laboratory experiment, and provide a report diagnosing the cause
of the trouble and giving at least three sets of recommendations for modification
of the room listed in descending order of expected effectiveness, together with

cost estimates for the modifications. All the rooms were found acoustically de-
fortive with fa

m Frove arde S s srecdlfterelms b a0 e e b oo
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of 1.8 seconds in a medium-sized classroom. The analyses and recommendations
made by the students cost us nothing and give the students good experience. The
average cost of upgrading the acoustics of a classroom runs around $400,

During the last two years the President's office has provided approximately
$17,000 to the Center for upgrading the audiovisual facilities of classrooms. This
money has provided 90 overhead projectors and stands which have been located
in designated classrooms. 1t should not be surprising that the use of this equip-
ment is increasing; faculty will use such equipment if it is made e
to them. So far only one unit has disappeared, and the chances are very good
that it has been ""adopted"” for the exclusive use of some professor.

Summary

The Center's operating philosophy is that the Center exists to serve the
teachers at this University, both graduate students and faculty members, by pro-
g information, encouragement and service, and by attempting to raise the
consciousness of the entire campus community regarding impraoving teaching. We
are not involved in the formal evaluation of teachers, and do not wish to be.
Happily this service is performed by the Measurement and Ewvaluation Center, a
separate unit of the University. Neither do we produce audiovisual materials nor
provide projection equipment, except on a very limited basis. The Visual Instruc-
tion Bureau, heretofore a small and understaffed group, is being relocated and
expanded to provide these most necessary services to the faculty.

FUNDING

The Center for Teaching Effectiveness operates on “hard” money; we are a
lime item in the University budget, and there is no formula for deciding on that
budget. ]

For the three years the Center has been in existence, the budget has been

as followrs: .
Year Budget
1973-74 $37,136
1974-75 40,917
1975-76 49,904

The increase mainly has been the result of both salary raises and of changes
in assignment or percentage of time devoted to Center activities. For example,
the Director changed from one-half time to three-fourths time in m,mu,%ggmﬁ
1975, and the Assistant Director was promoted from one-third time Consultant

to ene-half time in her new position at the same time. The categories of funding
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and the amounts authorized for each category for the 1978-76 school year
{September 1, 1975-fugust 31, 1976) are:

Administrative and Professi 534,780
Classified Personnel {Secretary) 9,024
Wages 3,000
Maintenance and Operation 2,500
Travel 600

EVALUATION AN ﬁ. FUTURE

There have been no formal evaluations of the Center's overall activities, and
it is our feeling that such a formal evatuation would be very difficult to make,
The individual workshops are evaluated to provide feedback on presentation,
involvement of the participants, walue of the information to the participants and
other related matters. These evaluations allow us to revise the workshops to
make them more interesting and more productive for later offerings. We also re-
ceive numbers of unsolicited "thank you™ letters from faculty members with
whom we have worked in various capacities. But who can measure the eventual
e of a new idea to a teacher who has never seen any teaching technique
other than the lecture and, thus, has never done anything but lecture to his/her
students?

Attendance at a workshop on gaming and simulation, computer-assisted in-
struction, self-paced instruction or the case method may cause a teacher first to
think about, then experiment with, and finally adopt a considerably different
style and method of teaching than the one or ones he was using at the time he
attended the workshop. It may take weeks, months, or even years to happen,
but the results may affect his teaching and his: students’ learning profoun
Similarly, a session {or sessions} with a consultant on matters which a teacher
would not dream of discussing with . his or her colleagues, may increase self-
confidence, self-knowledge, competence and, ultimately, effectiveness. Here
again, this process may take extended periods of time; ideas and encouragement
may come from the consultant, but the desire to change, the hard work required
to effect change in oneself, and the time and energy to do it are dependent upon
a number of personal and environmental variables. Personal development in any
area is an wnending but fitful process, and evaluating our effect upon the per-
sonal and professional competence and effectiveness of the teachers with whom
we work is extremely difficult to measure, particularly in the short term, less
than three or four years.

"~ Our own assessment of our Center's impact is that aur work has been very
fruitful, within the limitations of personnel and budget. In 1975-76 our budget
is less than 0.05 percent of the total university budget. An equivalent percentage
of the total of facuity members plus teaching assistants is 1.6 persons. During

i
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the year our consulting, workshops, classes in teaching, and other activities wi
invoive perhaps 250 people; since some of these participate in all our activi
this represents maybe sixty different individuals. As our programs are all volun-
tary, we can assume that participants are rather highly motivated, and so perhaps
20 percent will experiment with some ideas, rather than merely participat-
ing in our scheduled activities. By this {wvery conservative} estimate, our work
will have a significant effect on 12 teachers per year, and some effect on 48
more. Jerry Gaff, in his book, Toward Faculty Renewal, estimated that a faculty
member who achieves promotion to Associate Professor represents a potential
university investment of $1,300,000 over the rest of his professional career, If

our Center's activities can assist a tea to improve his teaching skills, that is
worth hard cash. Equally important is the improvement of his knowledge about
his profession, his sensitivity to his students, his satisfaction with his career and
his feelings about himself, though not easy to evaluate.

We feel that our Center’s future at the University is reasonably secure, We
do not expect its size to increase greatly, but perhaps we will experience a mod-
est growth in personnel over time, We also expect our functions and activities to
change somewhat over the years as the problems and directions of higher educa-
tion change.
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CENTER FOR IMPROVING TEACHING EFFECTIVENESS
VIRGINIA COMMONWEALTH UNIVERSITY

by John F. Nognan, Director

"THE INSTITUTION

ia Commonwealth University was established by the General Assembly
of Virginia in 1968 by merging the former Richmond Professional institute and
the Medical College of Virginia. Incorporating one of the largest and most com-
prehensive medical centers on the East Coast with a broad range of undergradu-
ate and graduate programs, Virginia Commonwealth University is a major u
versity in the Wirginia system of higher education. Because of the quality and
variety of its educational services and because of its strategic location, Virginia
Commonwealth University serves not only the Richmond area but Virginia-at-
large.

The University has two designated divisions, although organizationally it
operates as one institution with two campuses. The Academic campus, offering
undergraduate and graduate programs, is comprised of six schools: Arts, Arts
and Sciences, Business, Community Services, Education, Social Work., The Medi-
cal Coliege of Virginia campus offers health-related programs of study and is also
ed of six schools: Allied Health Professions, Basic Sciences, Dentistry,
Medicine, Mursing, Pharmacy.

Fall 1975 faculty numbered 2,324: on the MCW campus, 682 -
5BE part-time; on the Academic campus, 658 full-time and 393 part-time. In
addition to the faculty, the University employs approximately 7,100 other
PErsons. :

Total fall 1975 enroliment for the University was 18,033. In addition
proximately 10,000 students enrolled in the 1975 summer sessions and Evening
College. Alumni total approximately 32,000 living throughout the United States
and in many foreign countries. In 1975, the University awarded 2,781 degrees.

The combined operating budget for both campuses for fiscal year 1975-
1976 is 5102,482,400. In addition, the University receives approximately $15
million in federal and private gifts and grants during a fiscal year.

I-time and

CENTER FOR IMPROVING TEACHING EFFECTIVENESS

The Center for Improving Teaching Effectiveness {CITE} grew out of the

desire of the Faculty Senate of the academic di n to have a university pro-
gram designed to help faculty improve their teaching. 1t was created in the fall of
1873 to serve as a resowrce for the Academic campus of the University, The
Center's primary goal is to develop a comprehensive program for increasing
teaching effectiveness %.6&@: faculty development,

ORGANIZATION AND STAFF

The Center employs three full-time staff, two part-time staff and two
secretaries, The director of the Center reports to the Vice President for Aca-
demic Affairs.

The three full-time center staff members all hold professorial appointments
in the Center for lmproving Teaching Effectiveness. The director holds the rank
of associate professor and came te this position from teaching English in a liberal
arts college. He hoids degrees in English from Whe Hege and Bowling
Grecn State University in Ohio.

The two other ful
professor. One’s background includes home economics with degrees from the
University of Georgia and Cornell University and a Ph.D. in psychology from the
University of Cincinnati. The other has a background in English Literature with
undergraduate and graduate degrees from the University of M an,

Of the two part-time staff members, one is an assistamt professor in the YCU
Schoal of Education who holds an Ed.D. fram the University of Massachusetts
and the other is a speech communication instructor half-time at the University
of Richmond.

ACTIVITIES
Center activities are organized and conducted to provide services to the
following constituencies.
Individual Facuity
Through private consultation, classroom analysis, seminars, workshops,

campus retreats and handouts, faculty are assisted to improve their instructional

o
L

ime professional staff persons hold the rank of assistant

Q

Aruitoxt provided by Eic:

E



effectiveness. The focus of these programs is broad, ranging from instructional
methodology and technology, to career plan . One basic assumption we are
currently testing is that the conventional hiatus between professional develop-
ment and personal development can actually impede both goals. Increasingly, we
try to help faculty set professional development goals in light of their more
general assumptions, beliefs values and purposes. & second assumption we make
is that faculty, like students, fearn and develop in different ways. Our pragrams
try to respect that by providing opportunities for faculty: to learn alone; by
. by attaching themselves to a mentor; by working im small groups; or by
being a part of more permanent support groups. A third assumption is that an
accurate analysis of one's strengths is, for some faculty, a better beginning point
than an analysis of weaknesses.

ﬁ_gﬁmzémaﬁ Chairmen

Through a three-year grant from the Lilly Endowment Inc., the Center has
been able to provide resources to chairmen who want to improve their ab
to facilitate the professional development of their faculty and the overall e
tiveness of the department itself. This project is at its mid-point, and more than
80 chairmen have utilized its resources. Qur basic assumption here is that chair-
men who are themselves knowledgeable about professional development and its
organizational reguirements are more useful to faculty than chairmen who are
not. The Lilly Project also enables us to work collectively with all chairmen from
a le school. Last summer, for examrle, we conducted a three-day retreat for
the eighteen chairmen and deans in the School of the Arts — the largest state-
assisted Arts school in the country.

Entire Departments

Although the procedures require substantial investments of stalf time, we
have been able to assist several departments to assess their own effectiveness and
to plan ways to make improvements. After conducting 90-minute, confidential
interviews with every member of a department on varicus facets of the unit's
functioning (its goals, priorities, patterns of decision-making; its members’ pro-
fessional aspirations, strengths, needs assumptions: its members” assessment of
the chairman’s performance, etc.), the staff writes a brief report summarizing the
perceptions, and sends it to each member of the department. Shortly thereafter,
the staff and the department meet in an all-day retreat to review the informa-
tion, decide where alterations are appropriate, and plan strategies for implement-
irg _H.:a_.ﬁ changes. The staff, after this retreat, provides follow-up assistance to
the unit. OQur assumption here is that teaching occurs in a complex department
social system whose characteristics affect faculty in subtle and varied ways, and
that the rhetorical commitment to good teaching made by all departments is no
assurance that practices will reflect that commitment.

‘needs, and provided. on-going fi

Entire Schoois

As limited resources have allowed, CITE has worked occasionally with all
faculty from a single school in teaching-improvesment activities. Last wear, for
example, we studied the teaching-improvement needs of facully in one of our
schools, then conducted a three-day retreat to meet some of those expressed
w-up assistance to those faculty, This year,
we are working with another school in a project aimed at clarifying the educa-
tional goals of that unit and its 220 full-time faculty. We have also assisted that
school in improving iits advising practices with undergraduates. Our assumption
here is that CITE's work with faculty, chairmen and gepartments is affected by
the policies, procedures, traditions, and norms of the schools themselves, and
that we ought to recognize that in the way we allocate aur resources.

Major Administrators

As CITE's local prestige has developed, and as its assumptions, practices,
and resources have become known, unive - administrators have started re-
guesting its services. This year, for example, Dr. John F. Noonan from CITE and
Dr. Loren Wiiliams, from the Educational Planning and Development Program
from the Medical College of Virginia division of the university, have been asked
by a major administrator of this institution to conduct a three-day retreat for
him and the 15 members of his statf. The purpose of the retreat is to assist that
group in developing more effective long-range planning and problem-solving
practices. The assumption we make here is that all of the acti described
above occur within the context of this university itself, and that even greater
clarity about its educational purposes, policies and practices will, in the long run,
benefit the learning and teaching mission of this in ition. A second assum
tion is that support fram the top is critical to CITE, and well worth cultivating.

FUNDING

The Center for Improving Teaching Effectiveness is supported by State
Funds as well as a three-year grant from the Lilly Endowment, Inc.called "Faci
tating Faculty Development Through Department Chairpersons.” Our total
funding in ¥875-76 is about $100,000, most of which is used for
professional staff salates,

EVALUATION AND FUTURE

We have attempted to evaluate the activities of this Cemter by follow-up
surveys and interviews with the duals and organizations who have utilized
our services. Often an individual or group will, as a result of working with us,
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state a concrete objective they want to attain. In our follow-up activities, we try
1o determine the extent 1o which that objective has been accomplished. We are
also very much interested in the attitudes developed toward our services by in-
dividuals and organizations who have utilized them, so we try to determine that
in our Tollow-up as well,

EDUCATIONAL PLANNING AND DEVELOPMENT PROGRAM
Medical College of Virginia Campus

In carrying out its activities, CITE routinely collaborates on projects with
the Educational Planning and Development Program, & separate unit, located on
the Medical College of Virginia campus. MCV's Educational Planning and De-
velopment Program (EPOP] assists educational units within the Medical College
define their goals more precisely and then accomplish them.

EPDP Program Activities

Activities undertaken within the scope of the EPDP's mission are guite
varied and are described briefly under the four categories of Evaluation, Faculty
Development, Instructional Development, and Planning and Administrative Sup-
port. The nature of the activities in each category range from provision of in-
divual consultation to faculty and administrators, through scheduled workshops,
seminars and retreats for groups of faculty and administrators, to assumption of
responsibility for major developmental projects.

Ewvaluation
This category includes activities designed to assist faculty and administra-
tion to make better decisions about educational activity. Educational activity is
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broadly defined to include such things as student achievement, supporting ser-
yices, and teaching efforts. Continuing evatuation of the MCW/VCU Cancer
Center in its research, patient care, and education functions is a major commit-
ment in this area. .

Faculty Development

The primary goal of activities in this category is to assist faculty in improy-
ing general skills and competence. The major thrust has been the provision of
workshops and seminars designed to help faculty in their individua! teaching
roles and as members of instructional committees.
Instructional DevelGpment

These activities are designed to assist faculty in developing a product, e.g.,
new instroctional materials, revised curticulum, educational objectives, ste.
Planning and Administrative Support

Activities are conducted to assist the development of new programs and the
development of procedures for better management of resources. Examples in-
clude development of institutional policy to enhance faculty recognition far
educational effort, managing the continuing development of detailed goals, sub-
goals, and objectives shared by the six MCV schools {Allied Health Professions,
Basic Sciences, Dentistry, Medicine, Nursing, Pharmacy) and the MCV Hospitals,
and managing faculty effort reporting. .

fMuch of the work of EPDP is done in close collaboration with faculty from
the several MCW schools. In addition, resource sharing cooperation with the
Department of Wisual Education on the MCV campus and the Center far Im-
proving Teaching Effectiveness [CITE) on the Academic campus is frequent.

The EPDP has a staff of 11 persons and is headed by Or. W. Loren Williams,
who is Professor of Educational Planning and Development and Program Director.

L
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LEARNING RESO

URCES CENTER

VIRGINIA POLYTECHNIC INSTITUTE AND STATE UNIVERSITY

by Stanley A. Huffman, Jr., Director

THE INSTITUTION

Wirginia Polytechnic Institute and State University i5 a land-grant institution,
located on a plateau in the Appalachian Mountains in Blacksburg, WV
comprehensive University with seven academic colleges and a graduate school,
degrees are offered in over seventy disciplines of study and include over forty
fields in which the doctorate may be obtained. The 1975-76 enrollment is 18,500
students which includes 2,600 graduate students. The faculty numbers 1,500,

LEARNING RESOURCES CENTER

In 1970, the faculty expressed a desire to have additional services for the
support of instruction, and a committee was formed to make recommendations
for the development of a Learning Resources Center. As a result of these efforts,
the Board ot Visitors formally created the Learning Resources Center and ap-
pointed a Director in February, 1971 and it started operation in July of that
year. Plans for the Center resulted from encouragement and efforts by the Vice
President for Academic Affairs.

The Center exists for the purpose of providing a comprehensive media re-
source service capability to support the instructional, research, and extension
programs of the Unive: ion, the staff of the Center ana-
tyzes instructional nesds and provides planning, production, and warehousing of
resources to technologically facilitate communication and improve the quality of
instruction through a systematic approach.

Goals of the Center are:

* To develop the necessary resources, both human and 1échno-
logical, to meet ever growing dernands for improved communi-
cation and expanded learning opportunities.

*To cnocourage systematic analysis and design of instructional
sequences for classroom needs. -

o To respond to perceived faculty needs for audio-visual media
support 1o fulfill programmatic requirements in instruction.

ORGANIZATION AND STAFF

The Learning Resources Center is a separate organization under the Otfice
of the Wice President for Academic Affairs and the Director reports
the Vice President. As a separate organization, the Center is able to support all
programs in all colleges and divisions of the University.

The Center has three ans for operational purposes. The Educational
Systems Division is primarily responsible for the production of video and audio
tapes and the development of learning facilities. The /nstructional Development
Division is primarily responsible for warking directly with faculty members who
are creating or revising course materials or who wish to develop a new approath

to instruction. The Media Services Division is primarily responsible for the de-

sign, production, and distribution of instructional materials and educational
communications media. To support the activities of the Center, the staff consists
of twenty-seven full-time people supplemented with approximately forty part-
time students and non-students.

The professional staff is made up of the Director, three Assistant Directors,
who head each of the divisions, and two consultants. Each member of the pro-
fessional staff assists faculty in the design of instruc nal activ ities.

The Director has a degree in media and several years experience in the field.
His experience includes teaching media courses, heading a graduate program of
study in media, and directing a Learning Resources Center at another university
prior to the present position. The Assistant Directors have degrees in the field
of instructional technology and experience in teaching and adm
Specific backgrounds in areas where they have prime responsibility was a cri-
terion in the selection of each. One has a background in television, one in in-
stfuctional development, and one in general utilization of media. One consultant,
who specializes in instructional development, has a degree in media with an
arnphasis on instructional design and administrative experience in media at a
smaller institution. The consultant in measurement and evaluation has a degree
in educational research, has taught statistics and has worked extensively on the
design and utilization of evaluation instruments.
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The technical staff consists of individuals who have degrees or specialty
backgrounds in art and graphic design and production, photography, equipment
maintenance, television engineering and television production. Each member of
the technical staff and of the secretarial staff has been encouraged to visit and
acquire a conversational knowledge about all operations within the Center. The
work of the professional and technical staff is enhanced and supplemented by
students with backgrounds in selected areas for certain jobs and students who
have a high interest in media where non-technical work is required.

The permanent full-time statf positions in the Center are paid from general
University funds. Al staff are permanently assigned, and none has been loaned
from departments for the service functions provided.

Betivities are reviewed by a Learning Resources Center Advisory Commities
made up of representatives from each of the seven academic colleges and other
sions and includes both graduate and undergraduate students. The Com-
mittee meets on a guarterly hasis to review the work, to advise on policy matters,
to make recommendations for additional services or changes in operations, to
serve as a sounding board for the faculty and to provide a | to the faculty
of the colleges and other divisions regarding the Center's activities. The Com-
mittee is appointed by the Vice President for Acadernic Affairs and the members
serve for an indefinite period.

ACTIVITIES

Activities are lodged in the Center's functioning div
professional and technical personnel to carry aut the mis
to the entire University.

ons which have both
on and provide services

tional Development Division

The Instructional Development Division provides consultation in the process
ol systematic instructional design and considers the entire framework of teach-
 specifying and writing course
goals and objectives, the development of teaching strategies, formating courses,
ng appropriate audio-visual media when indicated. After needs assess-

design of instructional materials, handouts, scripts, or other forms of instruc-
tional preparation. in the measurement and evaluation service, faculty are provided

and student performance. Consultation is available in the design and application
of questionnaires, tests, and examinations. & comprehensive test scoring service
includes score averaging, item analysis, and interpretation of test results.
In-service programs may be presented by this Division in cooperation with
the other divisions of the Center. Adwice is given regarding teaching/learning
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grants, the cost of innovative teaching approaches, and information on tested
non-traditional instructional methods. A small reference library relating to
educational media and a limited self-service f y, where faculty may experi-
ment with the development of instructional materials, are provided. A faculty
development program is in the planning stage by & consultant in this Division.

Educational Systems Division

The Educational Systems Division has, as a primary function, the operation
of complete color television facilities for all University programs. The facil
include a large color studio with multiple inputs and special effects equipment
and a small studio for student presentations which may be required as part of a
classroom learning activity. instructional guidance and production crews are pro-
vided for the purpose of planning and staging any type of studio production. On-
location video taping is also provided.

Aoy

ution system for closed circuit transmission of instruc-
tional programs to over 150 classrooms is available. A tape library is maintained
in the Center and distribution inputs include reel-to-reel or cassette playbacks in
127, 3/4", and 1" formats in color or black and white. Each classroom receiver
is equipped with a telephone to the ribution center so that programs may be
played upon the request of the instructor or at a prescheduled time. Series and
single programs are zed in over fifty course offerings in the C:Em,_é._,ép

This Division offers consultation services to assist colleges or departments
in the planning of learning laboratories, the design of independent study unigs,
or the layout of classrooms or other learning facilities.

A library of audio cassette tapes, played by academic departments, may be
high-speed duplicated for cassette or reel-to-reel recorders for both faculty and
students. Services in speech compression are also available. This Division heips
coordinate activities of the language/music listening center.

Media Services Division

The Media Services Division offers a variety of media resources in warehous-
ing and production of instructional materials. A full complement of audio-visual
hardware is available for 'oan to faculty. A delivery service for films, projectors,
and other equipment is orewided. This equipment loan wnit is responsible for the
inventory of campus audio-visual equipment and has been instrumental in the in-
stallation of screens and overhead projectors in each classroom of the University.
rary restricted in use to on-campus faculty and off-campus exten-
sion agents has been provided. The arfan will rent or borrow films from
various external sources to meet specific instructional needs. The Center subsi-
dizes the rental of films by sharing the costs with academic departments. A film
preview room is available, and classroom projectionists may be provided on
request.
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The graphic-arts unit has a staff of technical and free-hand illustrators who
take instructional ideas and render them in the form of charts, graphs, illustra-
tions, or displays to meet a variety of instructi , research, and exte
needs. Technical capability including a diazo processor, lettering equipment,
and enlarging-reducing machines, and a wide variety of materials are available
to the art staff,

The photo lab offers fu n black and white and color photography
and processing. The staff will photograph live or graphic materials, duplicate
slides, make special effects pictures, and advise on photographic equipment and
processes. A color film processor for 3%mm film, a mounter for 2x2 slides, and
special microfilming equipment for documents are available in the Jab.

The silk screen wunit provides design and printing for posters, signs, book
covers, o7 similar items wsing the seriograph process for support of instruction-
' related activities and the Continuing Education Center for conferences and
special programs. Assistance is also provided in the design and development of
educational ex .

A spe

ator works in liaison with other units of the Center
in producing multi-media programs which may be utilized in classroal
tion or for non-credit instructional activities in the Extension Division whose
statewide work is a part of the University’s land-grant mission.

FUMNDING

The Center's operating budget for program support is administered as a part
of the University instructional budget from state appropriated funds. The budget
is supplemented by grants and contracts in conjunction with University depart-
ments from state or federal agencies. & small charge is made for the production
of graphic, photograpl nd silk screen materials to recover some costs.

Budget development is the responsibility of the Director who annually sub-
mits a request, based on program needs and levels of service, to the Wice-President
for Academic Affairs. The budget for the 1975-76 year is $300,000.

EVALUATION AND FUTURE

Activities of the Center have been evaluated through the compilation and
distribution of guarterly and annual reports which reflect, qualitatively and
guantitatively, significant activities and levels of service. & University Self-Study,
underway during the current year, will analyze and evaluate services to the fac-
ulty. The Center Advisory Committee also serves in an evaluative capacity. Dur-
img the fifth year of operation, outside consultants will make a form
of the Center to assess present services and make recommen
activities,

The Cent

number of facufty who utilize the services and express a de
improved instructional support services implies acceptance of the program, The
facutly has a decided interest in improving the quality of instruction as evidenced
by those seeking help in methodology and the development of instructional
materials for classroom and independent study usage. The greatest deterrent to
increased use of the production services, as reported by the Advisory Com
and widual faculty, has been the small charge which is made for selected
production services.

The future of the Learning Besources Center at Wirginia Tech is assured in
that the operating philosophy of providing service has made the Center an in-
tegral part of the instructional program requirements of continuing to improve
improved communications. The
continue and that

the quality of classroom instruction through
Director is of the opinion that growth of the Center w
services will be expanded as efforts are maintained to effect change and meet the
perceived needs of the faculty and administration by providing the highest qual-

ity of service possible to fu
throughout the University.

structional, research, and ex
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OVERVIEW OF SOUTHERN CENTERS

While concern for instructional effectiveness is not new to educators and institutions in the Sou
formal arrangements and budgetary commitments to activities spec ned for improving instruc-
tional effectiveness in Southern universities is a recent development. Eight of the eleven faculty development
centers described in this publication have begur operations since 1973 and ten since 1971. As the center
descriptions show, the overall and primary concern of all of them lies in bringing about improvements in
the teaching-learning process at their respective institutions. None of the centers is organized, staffed, or
funded exactly like any other, however, and approaches and activities to achieve the overall goal differ in
the various locations. From this it seems appropriate to generaiize that while institutions share the common

need to improve i ing this goal that alf in-

titutional effectiveness, there is no single prescription for ach
stitutions can adopt. Instead, it seems that organized efforts and formal commitments to improving the
teaching-learning process begin in different wWays at 4
vide different kinds of ac

ferent institutions, take a variety of forms, and pro-
ies and services, depending on the circumstances and needs of each institution.

It appears that the primary impetus for the creation of campus faculty development centers comes
from administrators. im two of the elewen cases, the original impetus came from the faculty senate. In three
structional improvement programs resulted from consalidation of all instructional support services
such as media, graphics, and the like, into central operations. In almost all of the cases, administrators took
the initiative, but appointed or asked for a faculty committee to study the issue and 1o make recommenda-
tions. Consequently, even though the original impetus came from administrators, faculty involvement was

Within the common purpose of improving instr
ies in the SREB region take several forms which might be summarized into three general categories.

7]

Five of the eleven centers concentrate on working directly with faculty on instructional

and individual consu
publications which they dist
tioins. They also maintain libr
and sympaosia. Specific act

n and evaluation. Two of these five centers have regular
ute to the faculty at their own campuses and at other institu-
ies and provide information through special speakers, seminars

partments or programs to develop new
student evaluation of instruction guestionnaires, and one sponsors an annual “teaching
excellence” award. o

Four of the eleven centers provide comprehensive fnstructional resources. They combine
mstructional development efforts with instructional support services such as audio-v
media equipment, instructional television opportunities, graphics, and the fike. These four
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centers represent centralized media operations for their institutions from which instructional

troducing the subject of alternative approaches. Some of the centers place primary emphasis
on media services as a way of improving instruction; others see the two as separate, but still
interconnected, operations.

Twio centers concentrate on co ive faculty development combining several as-
pects of the models described in Part 1. These centers assist faculty members with personal
development as well as w evel g instructional s Thow also work with the institu-
tion as an organization to improve all aspects of the institutional operation as they affect the
es conducted by these two centers include
haops, and distribution of information.

Communicatien and distribution of information about successful instruction is one of the activities

that all the centers share in common, though only four of the centers produce a regular publication. Three

" of the eleven publish regular newsletters which contain articles on new and successful approaches. One de-
votes the entire newsletter to articles written by professors at that institution describing their own instruc-
tional activities. One of the centers publishes a regular research report in the area of teaching and learning
written by a researcher or authority in a particular area. in place of regular publications, the other centers
distribute reprints of articles from time to time and distribute information through seminars, special speak-
ers, and faculty gatherings.

Faculty Development Centers in the SREB region vary greatly in size of staff and budget. The largest
center in the region has a staff of six full-time professionals, several part-time faculty, more than a dozen
students, and an annual budget lincluding staff salaries) in excess of $900,000. This is one of the centers in
the comprehensive instructional resources category. The smallest center has one part-time professi and
an annual program budget under $10,000. But accomplishments in stimulating instructional improvement
are not necessarily in proportion to staff and budget size. Small, non-imposing, almaest informal structures
and activities work well and accomplish a great deal in some circumstances. The message seems to be that
an institution should establish the type operation that best fits its situation and seems to have the greatest
likelihood of success.

The person who directs the center is the mast significant influencing factor on the nature of center
ies, the directions these activities take, and the internal influence of the center. Because so little is
known or understood about what {acuity development is on most tampuses, the director is almost always
tree to take the center in whatever direction he or she wishes. Success af center aperations seems to depend
@ great deal on the center director’s understanding of the institutional climate so that activities do not
create a conflicting or negative atmasphere. Mo particular educational background appears to be more ad-
vantageous than another for a center director. Five of the eleven center directors
the fields of psychology and education. Two are from the natural sciences or er
field of media, and one is a professor of Victorian poetry. But by and large, one cannot distinguish which
director has which academic background by studying the centers, their activities, and their accomplish-
ments. The most important gualification for a successful director, rather than 2 particular aca
ing, seemns to be an interest in and concern for successful teaching and effective learning. Center directors
seem to be flexible in their approaches, non-dogmatic in their views, and open to new and innovative ideas.
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Organizationally; each of the centers in this report has a director who has overali responsibility for the
center's operation, Seven of the eleven centers have a faculty advisory committee representative of the en-
tire institution to assist the center director in planning activities, to provide support, and to serve as a com-
i . In ane case, the fa W committee is more than
advisory; it is a directing committee which itself plans and conducts center activities. In this case, commit-
tee members are paid a stipend in addition to their regular salaries. [n another case, the faculty committee
approves grant awards which the center makes to individual faculty or groups for instructional development
projects. in the four cases where official faculty advisory groups do not exist, faculty are used extensively
by the directors in assisting with center activities.

For the most part, campus centers for faculty development in the SREB region are separate entities
within the institutions, usually directly under a wice president, most often the wice president for academic
affairs. in two cases, the center is part of an "umbrella’ organizational scheme, called “learning resources,

'

directors fzel that autonomy is an important part of their success. While responsible to a vice president,
ctors report that they have a wide area of freedom in which to work. Because of the often
delicate, personal and confidential nature of the relationship between a faculty member and the center
staff, it seems important that the centers’ records and files be of a confidential nature. Center directors
seem particulfarly adamant on the point that they not be a part of the formal evaluation process for award-
ing faculty tenure, promotions and salary increases, Official evaluation and activities to stimulate and assist

1o any notable extent. Center directors are, for the most part, enthusiastic and positive about their ac
and thely successes. I growing budgets and increased staff and facilities are a sign of success, then campus
canters are succeeding.

cant in that major institutions in the region are translating that concern into formal arrangements and bud-
getary commitments to stimulate effective instruction. The owverall long-range effect of such arrangements
and commitments is still to be seen.
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