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Abstract of a Major Applied Research Project Presented to
Nova University in Partial Fulfillment of the Requirements
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\

CHANGES IN MANAGEMENT/PERSONALITY STYLES
DEPARTMENT CHAIRPERSONS: A CASE STUDY
AT VALENCIA COMMUNITY COLLEGE

_ By
James S. Kellerman

‘December, 1975

The study examined the research question: 8 there

/
a change in the management/personality styles of department
chairpersons as affected by environmental factors.

Environmental factors were defined as increased colleg

The methndology of the study inVOlVed a systematic
case study at Valerncia Cammenitv College where the depa;inﬁnt

' chalrpersons had recently been assigned administrative

appointments. Meth°d°1°8y within the study 1nc1uded the g;fy .

~creation of a management/personallty style profile through

the use of the'ﬁyerséﬁriggs Type Indicator (MBTI) and the
Reddin 3-D Theory Management Style Diagnosis Test (MSDT).
Two groups, the study group and the- ‘control group,
were adminlstered pre tests and posttests on both
instruments. Two sets of interviews on an,1nterviéa

schedule were conducted with the department'chairpersons to
iii
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"identify additional sources of information. \>
| The treatments eonsisted‘of planned training-
, sessions-orfactivities and seven identified unplanned
critical events which may have had an effect on the
management styles of the department chairpersons.

The findings of the study‘indicated\that the
treatment and the unplsnned critical events had no effect on
the department chairpersons management/personality styles,

" and the null hypothesis was not rejected. {\dditional

'findings underscored the importance of role definition for
department chairpersons snd the effects aof increased -~
résponsibilities. '

Ten propositions for additional research were
1dentif1ed wh1ch lend themselves to empirical testing in
other institutions Recommendations were presented for the
improvement of educational practices in three categories

training, 1nvolvement and evaluation.

iv ..
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Chapter 1

v

STATEMENT -OF THE PURPOSE, BACKGROUND, AND
REVIEW OF THE GENERAL LITERATURE
-%his chapter states the purpose of the rssesrch,
che background and reviews relevant literature for the
-'study, The review of relevant literature is integrated into
sections dealing with background narrstiVe which describes
the significance 6f the research problem. Following
chapters describe the research”problem -research hypothesis,
methodology, and findings The final chapter summarizes the
study and contsins recommendations for additionsl research

ahd management deveLOpment«;.
PURPOSE OF rgz?sTﬁoY» T e

“The purpose of the project-was to analyze changes
in management/personality styles of Valencia Community "
: . {
College department chairpefsons resultant from increased

'faculty organization potentisl collective bargaining, and-;

an rncreased emphasis on the management role of department

chairpersons The problem is as follows ) ”3?m e

In what ways and how, are ‘the 2gnagement/ -
personality styles of depar tschair- ‘
persons being changed by~ envir0qmenta1

factors affecting them L e T s




The Research Hypq£2§§£§ _ _
Stated in the conventional null form the

hypothe81s of the Proposed study 18 as follows : |
HypothesiS 1. There is mo change in the~manage- _
ment/personality style of department chalrpersons as

affected by enviroﬂmental=factorsnh
"o . A

“AlterpatiVe Hypothesis. There is a change in the
management/personality ‘styles of department chairpersons as

affected by environtenta] factors-
| _BACKGROﬁND AND RF.VIEW OF l.l-TE_RA'l‘URE, .

The statemeht of background and ‘review of
' llterature is presented under two major headlngs '
1. Local EnV1ronmental Factors Calling for the Study, and

2. Generallzed FaCtOrs Affectlng the Need for the Study

' Local Environmental. Factors . o | L
CEIIing for‘thejizgﬁf‘“_‘ T -

On July 1. 1973 Valenc1a Communlty College%

'appolnted all fourteen of 1ts department chairpersons to’ thew
administratlve ranks The new admlnistrators were issued
Jannual contracts and Were removed from. faculty contractua1.

| status. Upon thc admlnistrative 8PP01ntment " the Faculty

- Forum (Faculty governanee organizatlon) removed the chair-

e

persons f£rom the 311 faeulty organization, thus underscorlng
their acceptance and uhderstanding of the distlnctlon being
,Tmade beLween faculty and admlnistfatlon (management)

The dePartment chalrpersons roles’ and responsi-~ a

billtes“didanot drastlcally change as a result of the new

“

o -
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~appointment. In fact, during the year 1973-74 the differ-
ence was more semantical'than real."HoweVer, local

. conditions began to change in the 1974-75 academic year, and
" the distinctions betWéen faculty ‘and administration began to
become more’apparent and more crucial. Several factors "
contributed to the change: \ |

Administrative expectations. The upper adminis-

tration's expectations of the roles and r;sponsibilities of
department_chairpersons increased and the directional
expectation changed. ' Whereas the president and deans had
preV1ously expected the department chairpersons to serve as
sounding boards for administration plans and to represent
their faculty s views, the expectation became that chair-
persons were administrators and were charged with the
respons1billty of 1mplement1ng Board of Trustees policies.
and the directives of the administration No longer'was-it““
appropriate to serve as . department advocates It was now
appropriate and expected that chairpersons serve as
administration spokesmen and ‘as managers |

" Faculty perceptions. Increa31ngly it apprared

that faculty members begap to perceive the department chair-
person 4as a membEr of the college'admini§tration and as a
manager. ° Where;s the’ chairperson had been a-part of the ‘“
teaching faculty and accessible on a peer level, it seemed
now the chairperson had become distinctly different. from .

teaching faculty Therefore faculty members hes1tated to

.1nteract on a peer level with the chairpersons and were

14
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oftentimes guarded'in their conversations}~ In-summary} the
’chairpersons' roles had changed from a member of the
teaching faculty to a member of the administration 'dld"
allegiances had given way to new responsibilities and |
expectations. The effects of these changes on management/
personality styles of the chairpersons provided the focus
for this study. =

‘Generalized Factors Affect1ng
thé‘Need for the Study

_° N Smith (1972). states that the lack of a clear
kdef1nition of the chairperson's role appears to be a maJor
problem confronting community colleges. Department
chairpersons want and need role clarification ~ As managers .
of human and physical resources chairpersons are called upon
-to resolve conflicts between organizational levels, to
direct rheir departmental subsystems, and to coordinate e

'—enternal departmental~requirements and organizational
‘resources and needs. " |
| Community colleges in general:haye had a nebulousv.'
area between college management (administration) and teaching ,
faculty The area is best represented by the department
chairperson who often held a’ faculty appointment and taught .
:classes while administerlng the department on a part-time
basis The clear dist1nction between faculty and management.
_occured .at ‘the dean's level with the dean represent:ng access

to college decision making through the college s upper

'administrative hierarchy.




o _ 5
Lombardi. (1974) suggeésts that: the community college g
movement in the early twentieth century borrowed from its
sister institution the four year college, the traditiOnal
'department (discipline) organization Lombardi further :
ipoints out that departmentalization is increasing and that it
_ has negative effects on college cohesion and college govern—
ance. . ]
Blomerley (1971) also recognized the impact.that
the department has on collegé‘governance; however, he saw
' the impact as positive since facultylmembers were able to
interact and make decisions at the dep~rtment level.on.
matters that most affected them. The s.;-ificance of the
- Lombardi and Blomerley positions for this study is that the
department chairpersons must balance, often" precariouslv
between department 1eve1¢facultyainvolvement and decision ,
making, and_administration enpectations. The ability tolf

effectively manage a department depends upon the chairpe

_ being.able to promote broad faculty involvement and p
pation while at the same timelmeeting the enpectatio of the
college‘administration and thelgoverning hody

Another aspect of the Department Cha1rpers ns is.

- the potential of compartmentallzation of instruction

Mbrphet Johns, and Reller (1959) claim that over the years .

departmental organlzation has ‘been subJected to considerablea_mm.

-criticism It has contrlbuted to the- maintenance of
instruction which was not suff1c1ent1y-related to the stated
purposes of the.college._.In some colleges it has separated -

Pl . .. . -
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~ the staff'inte tight compartments, tﬁe meﬁbérspbf which haVe
littleuunderstanding of what other'departmepts are doihg. _
At times ig‘has_?esulted.in fhe neglect of needs of:studentsﬁ
who do not fit:inﬁo the purpdses of the respective depart-
ments. ' ' : 'A f s
T111ery (1970) 1nd1cates that across the natlon
about one- thlrd of the colleges are organlzed on the basis of
departments only. It is apparent, howeper, that trad1t10na1
; department'structuEES are in for considerable change. In
general, this apparene trend suggests either greater consoli-
dation of the several fields of 1earning in»cgmmunity |
colleges or new efforts of coordination across exlstlng
| aepartments by grouplng them into 1arger d1;1s1ons
The number of instructional departments is c1ear1y
related to 1nstitut10na1 size and by 1mp11cat10n to the |
comprehens1veness of the educat10na1 program,.butjbyino
means exclusivei; so. Some sma11_;olleges,have large
numbers of'eepaftments and somezvery iarge colle;es'have-few"
-departments . The issue of hOW~many instructional departments HL'
to have is increasingly a reflection of educatlonal
vphllosophy expressed at a local level. "
S Interestingly, T111ery (1970) in his study found _
that most presidents believe there would be afreduction in
_;;@ewqgg;ee;gﬁﬂ;esponsiﬁility“delegatedwtofdepartmentS“were‘“'”’“
their colleges to reorganize.

There appears to be two models of department

chairperson performance: 1. the chairperson:as

17
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repre%entative; and 2, ‘the chairperson as administrator.

‘Nicoll (1971) provides~a—good»analysis of these two models.

They/ are presented as folIOWSgin considerable detail since
they represent the essence of the conflict that the
department chairpersons at Valencia Community College have
experienced Therefore, the models have direct implications
for the proposed study |

The Representative Chairperson. The ultimate

representative of this model is the chairperson who is-

elected by his peers. 'This chairperson is the 'most equal

among equals."” This model. dominates in four year colleges

0

and universities. The representative chairperson as
describedwby~Lombardi (1914)~is.charged to preside over -
collective decision making, to adminisfer the department in

the faculty s name, and to represent the department and

-their interest to the administration In this model

5accountability is to the faculty and not to: the administra-

tion i A o v
Siever (1972) points“Out that the'chaifperson'even

in the representative model must simultaneously hold the

values of the administration and the faCulty to be success—

ful. In essence the 'successful representative chairperson

serves as a bridge. between the interests of the faculty and ____

e - e -

e R

‘Mthe administration - - t ’

..The-effectiveness 9f the reprgsentative type of

chairperson rests heavily with the style in_whlch the duties

and responsibilities are performed. However, 'if

.18
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_ responsibilities and tasks are poorly defined, confusion
lresults because there is no common set of values accepted by
,the department faculty (Lombardi 1974) Lombardi further
f'polnts out that the chairperson may appear to be unrespon-
/;/siye‘to tasks because ‘his va1ue commitment is to another set
' of values and he may be unable to accept”an administrative
assignment.~ Eaerefore, it is hard, if rot impossible,'forb
the administration to holdfrepresentative type of department
chairperson accountable. #his-point is the'uitimate
conflic* in the representétive model,ﬂfor the legitimacy of
any administrative systemfrests on the degree tofwhich
administrators can be heiﬁ accountabbe to their superiors

(Lombardi 1974).: "f;

The Chairperson'as'Administrator As-illustrated

by Evans and Neagly (1973) the department chairperson servesé
as the’ link between the faCulty and the Dean. The 1ob is-a
difficult one because'the chairperson 1§ both a teaching
faculty member and an administrator | |

S
\

Welch (1974) apt1y suggests the role of a first-

: J
11ne adm{inlstrator 1s a nebulous one. "In some ln8tltut10nS

)
- they aré e1ected In others they are appointed by the
!

adminis-ra ion. 5 In some 1nstitutions they are c1ass1f1ed--
.’ , ; o
-and - re; i facm #econd linefadministrators ;In-others,
| ,' - )
they are lgttle more than 1ead teachers

.‘:-“3?5 ‘

epartment chairperrons, as administrators are
appointed:frequently on a year to- year basis by the Board of

Trustees : At5Va1enc1a the dean. initiates the process by

i
!

A I :



reconlmzendetiqn“ to tl‘xe canipu& Pro"\ _ 4 e provost spon

~ recommendation to the presiy,ne, i‘he sppointment is an
assigned one, and a chalape\\ﬁon ﬂ\}‘ Tegign his adanistrative
assignment as chairperson W{;hot} mearfassmentapd without

\3re3ud1ce to hlS future rolﬁ as ? 41y rime teac}iing faculty
/ member. . o /!

. o j
In . the chﬁairperso;l as ﬂq‘hiniscrator'moldel
/

Lombardi (1-974) describes th Qpﬂ \‘person as an/ administra-

tor appointed by the collegy zdmir\\straﬁl‘m and directly

.accOuntable to the adminlsthéaaﬁ,. wor (e perf/,ormance 2 all
.-_duties and reSpon31b111t1es p“erfoi\ed. Thevel?;airperson as
an administrator represents vt;Q 3 inisﬁratic{_{; ro the

department faculty rather th_ o ‘-’ep\se@ing*t"hé faculty to

the administration - - ,,

) the fo!ﬁlowihg
.respons1bllities and charact%flsc \ vfhey/ Should provide

.~ Chairpersons normel],y 119‘\

an. effective liaison between f;he 5%1111;1551“?510“ and the :

department faculty They Bhw)ld \ le deré in maintaifijng
a vital and educatlonally so\!ﬂd N ;Ze

Qrtmeﬂ» ‘pProgram. hey
should be models as teacher-&‘,h(ﬂ \\ N /dlselpline and

a
n
,they should be an effective \ﬂd /31‘:1&“‘: adminlstrator of

J—\_/

the depa::tment-machmery (13611). ﬁ\ 157 i
_ Evans and Neagley (1,97ﬁ7 Qrg e/ the beﬂt department ‘
chalrpersons are usually tho§a pé{Q“ns wi"th graduate ‘301& in
adminlstration and extenslve {;eaoﬂ\\g experiehce in a -
community college The chai\\yet-gol\ Should be an integral

‘part of the dean's team and hﬁft’akMt 4n a11 decislons




10
Vregarding the instructional program-and'faculty nlanning.
However, at Valencia Community College this may-or may not

\be the case.
Admlnlstratlve styles in higher education have
-roughly followed those of industry over the years. Tor this/
lay perlod of several decades, when industry ‘was" oomlnated /
by the emp1re bu11ders and the captains of industry, these '
powerful men’ sitting as trustees, naturally selected men
like themselves for the pres1dency and other adm1n1strat1vé
roles in colleges. If "autocracy works 1n,a factory, why not -
on campus? Thus, -the faculty were often7seen“as hired °
hands, subordinate.to-the whims of the pre81dent and other .
adminlstrators. The idea that management could be humane »

without drawing productlon was a revolutionary idea which

moved into’ h1gher educatlon more slowly than it moved 1nto

~“~1ndustry (Hodgkinson 1971)

} o Descr1ption of the College Valencia:Uuni r

-College waskorganlzed»ln February. 7, by'the/Ora/ge

CountyﬁBoard'of Public Instruction a..d the Staﬂe B ard of
Education under outhor‘Ly granted by the 1961 sess on of the
ynFlorlda Leglslature r*“. .- - vf |

~ In the fall of 196\1 the Charter Class/ 11m1ted to ~

freshman students, began classes\in temporary f c111t1es at

2908 West Oak Rldge Road. - ~

P
In accordance with state law, the; ‘College Adv1sory

'\

Committee became the Valencla Junlor College rstrlct Board

of lrustees and replaced the Orange County:Bolrd\oijublic
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Instruction as the governing body of the college ‘on July 1,
1969, o o o s |
_ The Southern Associatlon of Colleges and Schools
v'granted full accreditation to the college in the fall of

1969. |

In line with the expanding role of ‘the college in
community education, the name of the college was changed to- R

Valencia Community College on July 1, 1971.

4

. In September 1971, the college moved to its first- .
permanent campus of 185 acres, the West Campus, at 1800'South
Kirkman Road,‘Orlando, The‘enrollment on this campus reached
| a peak of 6,522 credit students for the Winter session of
1974-75. | | | |
v S In July, 1974 the Open Campus was created With
its. adminlstrative offices Located in the college s’ Downtown
Center, at One West Church Street the concept of the Open
- Campus is to bring needed courses to-re31dents of the college™
district by offering a variety of courses and/or programswnear
rtheir homes or places of employment An additional 5, 000
Central Florida residents were enrolled in non—credit ' |

continuing education courses during the 1974 75 college year .

through the Open Campus

| In September 1975, the college opened its new‘_
East Campus located on an 80 acre site at 701 North

Econlockhatchee Trail
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' College-Wide and Campus Org'ahiz'at'iona'l Structures.

The college-w1de organization structure is illustrated by. . .

the following chart: o g S

~. ’ : ) k]

Board of Trustees

X Presfdent
o Caqus - _ Vice - Assistht'to
Provosts ~ Presidents ~ ,the Presiaent

i :
Each of the three campuses of the college are

“gomewhat autongmous and as a result are organized different-

;&.5 The West campus organizational structure is as follows:

+

Provost
beanof;Academic'Affairs o f.Dean of StudLit Affairs
Department'Lhairpersons ’ Co o . Counseling

h 'jTeaching;Faculty ”2:7 ¥ | | étudent Seryices,

- Profile"of‘Department'Chair%ersons “There are 14

department chairpersons on the Wes* campus of the college,
- 11 males and three females Interestingly, all but one: of
lthe department chairpersons came up»through the ranks. :ln
' others words l3 were hired first as. teaching faculty or in
.some other job category There is considerable difference

in the sizes of departments to be managed ranging from 22

members to zero.. Only one of the chairpersons has less than

two years experience as\a department manager and nine of

them have been with the college as department chairpersons

o . .
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for five years or more. L
- Summa z; .In summary. the department chairperson
may be a representative or an administrative chairperson

The essence of the difference between the_two types;is\the

—

| accountability direction. 1In the representative model, the
chairperson is accopntable to the’department faculty. 1In
the administrative‘model; the chairperson isbaccountable to
the administration. |

At.Valencia Community College, the paper organiza-
tion recognizes the administrative model- however, in terms
‘of behavior and in different degrees of transitions some of
the\chairpersons perceive the representative model as the
;, ideal model. Consequently, conflicts and management person-

ality style changes have been forcedvon'some chairpersons

because of local-environment'factofs and generalized factors.

Additional Factoys Influencing
anagement' ersonality Sty es ;

Additional factors affecting,department chair-

bpersons, which a2re both Tocal env1ronmental factors and
generalized factors, include increas1ng faculty organization
and the climate for collective bargaining . .

In 1974 the Florida Legislature passed the Florida
Public Employees Relations Act which extended collective q
bargaining rights to all public sector employees including
teachers . While Valencia Community College does not A_
presently have an active faculty union the faculty are f

increasingly interested in the-rights and perogatives of .

2

——



~ bargaining.
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faculty members. During 1974-1975, the faculty addressed

themselves to the questions of collective bargaining by

1nV1t1ng representatives of various employee groups to. speak

_to the faculty forum Questionnaires and opinionnaires have

been circulated among faculty by faculty forum leaders to

determine the sentiment of the faculty toward collective

I

ES

Chairpersons are called upon to express the
views of the administration toward collective barga1n1ng
The collective brrgaining issues would seem to have contri-
buted to'differences in-role perceptions of the chairpersons
and the faculty and highlight the conflicts w1thin some
chairpersons<as to their role as managers or as faculty
Within the state of Florida other community
colleges are 1nvolved in union organizing efforts A
college,near Valencia Community College presently is "ﬁ
conduct1ng a card s1gnature campaign-for recognition The

local school system has an active bargaining-organization

and has negotiated its first contract under the new Florida'

statewlaw

Definitions

~ The follow1ng def1n1tions are necessary to ’
underscore the complex1ty of the problem and to establish
the semantical’ parameters for the following section on
methodology{ ' | ’ |

Department Chairperson An administrative

employee appointed on an annual contract and charged to
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_mknowledge in their areas.

. . I

implement board p011c1es/§;d admrnistratiVe deCisions

[

(Appendix A contains a performance base description of roles

and responsihilities of department chairpersons ) o .

‘e

Management Styles . For ‘purposes of thls study, Ql

~ '\

) W J. Reddin s Manapement Style Diagnosis Test (MSDT)(YaS

P

used (1970) Reddin's 3- D Theory of Management Style -

: Effectiveness deals with relationship orientation task

orientation, and effectiveness

' Peroonality Stzles Personality types as defined

by the Myers Briggs _.Type Indicator (MBTI) were utilized
The Myers-Briggs Type Indicator,and the Reddin_3-D Management

B St§1e Diagnosis Test (MSDT) are presented in greater detail

in Chapter 3 in an analys1s of the management styles of the

researqh group. A ﬁﬁ_-;
/“—‘

Environmental Factors Environmental factors are

defined for purposes of this study as’ those situational and.

_”people-oriented factors which affect the managementfperson- '

ality style of the department chairpersons "The Section on i

T 3

-methodology describes the various 31tuat10na1 faCtors Whlch

™

are-both planned and unplanned for the study.-

Assumptions: , A ’ :

1. The instruments used measure management/

personality styles.
. . . Tt
‘2.5' The persons who completed the queStionnalre

and interview forms do so accurately in terms of real

Q

\[\ \»V. f ¥ . ) ¥ s

Y -

, _&-\ ‘ N ,:“.\,.’.'.' ‘ - . '
oo 7260 o ' -
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3..- The management'training activities

addressed_the‘same areas as covered by the survey instruments v
AN

‘ar,

: ﬁsed.r--

« 'Q‘. '.: : . .
L a.-:;4.p: The changes "in management/persona*ity styles

are - the result of the management training activities and not

-4

R

resultant from. extraneous uncontrolled factdrs s
‘,gxp5. The measured differences in management/
personality styles have- implications for improving management

techniques through 1nternal analysis and evaluations
¢ ) -.A . }! “ . O M ) . ‘ ! . . .

R _ A S
VLR .A__-_SUMMARY’ o

1

A‘f Ihis chapter stated the purpose of the study to

.

analyze chagges in management/perSonality styles of Valencia

Community College department cha1rpersons resultant'from‘r
increased faculty organization, potential\collective o
— N
bargaining, and an 1ncreased emphas1s on the management role
M ! .

" of department ghairpersons

-~

"The background and. review of literature was' |

ipresented under two maJor head1ngs . Local Environmental . e

Factors Calling for the Study, and Generalized Factors

7

Affecting the7Need for tpe Study~ "-f" PR
2’%»-; N B s - J

e . . B
(’i \,.' - "|‘ LN ’ .




1;. . ':,, . Chapter 2 - o T
- T : ; ! S ',v ‘ - .
' MAJOR ISSUES, PROBLEMS, RESEARCH
QUESTIONS, AND METHODOLOGY -

; : _ _
Chapter 2 presents the major issues, problems

research questions, and methodology of the study.

~

, Relevant literature is presented which elaborates the
res_arch problem of the study and establishes the research :
'parameters for the—study Additional literature describes

' the rationale for the research methodologies of the study »

-

. MAJOR ISSUES AND PROBLEMS.
~ OF THE PROPOSED STUDY -

\

j"':The new managers; department chairpersons, at
Valencia Community College have ‘been in a time period inl
which the values and acceptable modes of behavior were un; '
‘clear and were changing Although the tradition of |
administration at the college was young, the new managers had
.learned to behave within its parameters as faculty/department.-
chairpersons. . Rapid changes in faculty attitudes possible
eollective bargaining processes, recent court decisionsh.
dealingiwithvthe due process'rights_of faculty, and new .
expected modes of behavior forced'the>college managerslto.
reexamine personal roles in the college and the means of _

adealing w1th the faculty of the college
. 28 -
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In essence, the problem of this study, as noted in

Chapter l is as follows

In what ways and how are the management/
personality styles of department chair-
persons being changed by environmental
factors affecting them, :

" The’ Research Hypothesis ' f ' 7’

Stated in che conventional null form the'

hypoﬁhesis of the proposed study is as follows:

Hypothesis 1. There is no change in the manage-
ment/personality style of. department chairpersons as '
_ affected by environmental factors. |

“Alternative Hypothesis There is archange in the

'management/personality styles of department chairpersons as’

affected by enV1ronmental factors

_METHODOLOGY- AND SOURCES OF DATA

: sources, the following _narrative descr1b1ng research

orientation and background is presented

"Quas1:Exper1menta1 and
Exper1menta1 Research

Campbell and Stanley (l°66)1n a small monograph
described quasi and experimental research designs. The
.thesis of the1r monograph was that experimentations in
education was most often quasi-experimental slnce the
stud1es were conducted 1n the human 1aboratory, and all

varlables could not be controlled Th1s study_makes no ~
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_pretense of being experimental- however,'itfutilizes“tne
rigors of the experimental method to control as far as
“pos31ble ‘the validity of the study. The stud" utilized the *
classic pretest/posttest approach with a contr 1 group

.Schematically the research strategy appears as follows:

Group A 0 X 0

Group B 0 0 B
0 ' = Measurement Group A -~ Study Group_“
X = Treatment - Group‘B = Control Group

The classic pretest/posttest model is altered in
')this study since there is no s1ngle pretest no single post- _
test, and no s1ngle treatment. The model as: modified.

__appears as follows

o ’ ‘ &
- e . .
°

GrouplA 01. 02 O% X35 ZXg.n 04 05 Og

Group B 0 oé ‘\ - . Xgon 04 05 -

|
Discussion Group Alcons1sts of the subJects
ldepartment chairpersons Group B. cons1sts of other
comparable level administrators and faculty members. Both
bgroups are approximate in 31ze\ o .
The premeasures consist of the Myers- Briggs

Type Indicator (0, 0, and the Management Style Diagnosis .
Test (0y & Og). 03 & Og consistbof systematic interviews by
the investigator on an interview‘scnedule. '

- ~-The treatment X; g is:the planned treatment. Xg-n

e -

a0 .



are the unplanned situational and"personal relationships

-which were measured and ‘which had an effect upon the manage-
ment/personality styles of the administrators The control
group did not receive the planned treatment however, u |

unplanned treatments may have affected them

Planned Treatment

Five specific training and change strategies were
'utilized during the study to upgrade management effective-
4 ness of department chairpersons The rralning program -°
JAnvolved the follow1ng maJor c0mponents Roles and
”Responsibilities of Department Chairpersons Management
Styles of Dﬂpartment Chairpersons;‘Legal Responsibilities of .
.Department Chairpersons Human Relations and Effective
Management and Management in a Legalistic Env1ronment
Each of the training components are discussed below: . -

~,

RoleS'and Respon51bilities of Department Chair-'
T

.persons: As ‘an ‘initial act1v1ty in management development

with the chairpersons, a description of the roles and

respons1bilities of the chairpersons was developed.

Although the description was not specifically modeled after ]
~ an MBO system, it "did lend itself to that format The '
w-development of the document included a committee of

chairpersons and was accepted by the total group. The
idocument represented the_first attempt at the college to

systematically define roles and responsibilities of

_department"chairpersons. - The document is included in
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Appendix A"*““““‘*“-- S ‘ . S

. 7

Man;gement Styles of Department Chairpersons The

training activities in this component were primarily self .
- analysis of styles w1th discussion with peer chairpersons,
the dean of academic affairs and the campus provost. ’To'
 assist the staff in. understanding their existing management
styles two instruments were used: the Myers-Briggs Type :
" Indicator (MBTI) and.the 3-D Theory Management Stylea

- Diagnosis Test TMSDT) Both ingtruments were self-
'administered.v'The Management Style Diagnosis Test was'.
self -graded, while the. Myers Briggs were computer graded at

»the University. of- Florida

Department chairpersons were oriented to the legal responsi-
bilities and 1mplications of first line administrators - The i
training.was conducted by the vice.pres1dent for administra:"
tion in a series of presentations and discussions in a
classroom setting. 'Content'infthe.training program included -
due process procedures, management in.a'collective-bargaining
environment, and decision making in terms of legal'ramificaf'v
‘tions. ‘Recent court cases dealing with faculty and-studentb'
due process and affirmative‘action°cases were of particular
interest.. |

I\ "HhmaanelatiOns'and'Effective Management. A

human ‘relations training session was conducted by the Dean

of Academic Affairs and the Chairman of the Equal Access/

e

'Equal Opportunity College Committee. The focus of the

) ..; 33 -
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training sessions was on’ developing meaningful relationships.
_between administrators and minority employees majority
employees and students, and the role of the department \
.'chairpersons in promoting good relationships within the -
' department staff The state-wide Equal Aocess/Equal
Opportunity Report served as ‘an initial focus for the
training in these activities. |

Management in a Legalistic Setting. This'training

activity was conducted by a trained speclalist in labor[,.
.management relationships The training consisted of a one
- day session designed to covel the role of the department
”chairperson in a unionized situation and the changing roles
and responsibilities of chairpersons It oriented the

y

department chairpersons to their legal and effective manage-

ment roles in the present environment ef'

" Critical Events (Treatments X5 in)

Seven unplanned treatments which occurred during
study were 1dentif1ed as being relevant and important in the
management development of the chairpersons. Although the
concept, critical event, is used to describe the situations '
which.occurred ‘the situations occurred over several weeks or
even months, Therefore each critical event actually repre-’
sents a series of events and c1rcumstances which culminated
in an impact on department chairpersons and. affected their
‘roles as department chairpersons.

Narrative descriptions were developed which

"33
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described the critical events and thch provide insights into
the impact of the event on the depar ent chairpersons as -
‘”individuals ond the ‘department chairpersons as a group. In
September the dean of academic affairs who serves as the‘
.direct supervisor of department chairpersons and the campusl
provost independently rate : the effectiveness of the chair- -
“persons in each of the seven critical events. . The .
independent ratings made on a scale of one to five ‘(five =
most effective) were averaged to provide a quantifiable o
measure of the effectiveness of chairpersens as ind1v1duals-
.and as a group in terms of the critical events, - The results
of the ratings are presented in Chapter.Three. "
-'_Since‘the critical events contributed'to the
“overall management~environmentlwhich developed'at Valencia
Community College as well as the planned treatments, a brief
description of each of the seven unplanned critical eventsvr

(treatments) follows:

Critical'Event 1, Statew1de Budget Cut. Early in

the second session of the school year the college as were
all state agencies, was instructed by the' State Division of
Community Colleges to reduce its operating budget by 3.3%.
The reduction at Valencia Community College amounted to
$161,000. Since a high percentage of the college s budgeti
was in'fixed costs such as. salaries and utilities;'department
chairpersons were instructed to reduce.departmentmbudgets;by
25% in order to achieve;the $161,000 budget .reduction.

In terms of past practice chairpersons have been

Vo -fl4



,administratively responsib]e for de4 Ltment ud ets, however,

expenditure overruns by individual ep?&tme ts

absorbed by .the total college An Fverall ha act rization

/ ol !

of past practices in budg Et managejent was en volence and
o : .

'paternalism by the/Finance foice n assis

‘in the management of department bufgets ll fo'e when o
ok / ]

I

. / . ’ ; i
reduce budgets hi QS% in a manner;that wouldy e'leaSt ;y

; [
deﬁartment s ipstructi Lpr gram the

detrimental to t
placed‘in a situation tw

A f r’/

“from the#r previoUs xp rience at the in‘,
.. . / H

chairpersons we7L fferent ﬂ

Chairpdrsons were requested tf i}

)

,faculty/in’makiné deciSions 7s to what’

g i,
reducéd /

f Iw, M '~
,oj./fhe N
1 S A
departﬁﬁnt budget s quld be it t,veness %f ‘f

Jat&on of the! / f

the chairpersonﬁ varigé from actiye imp em:
directive to indction requiring the de/n to/ ke. ‘he ;
decisfons for the chairpersons Examples‘ofzproﬂlems which
emerged from thF/Situation included action by th faculty
forum, campus- organization questioning total college -
expenditure practices to department faculty makihg : 7
recommendation as tc how maintenance ‘and ground crews coulJ
be reduced to reduce budgets. The. role of. the chairperson
in this Crltlcél event seems to have centered on leadershi
in directing the attention of the department faculty to .
dealing with' reductions within their instructional areas and
-in communicating that all areas of the college were reducjng

their budgets. Consequently in the effectiveness rating on

g ;" 355
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/

Lhis critical event, the role of the faculty in the

/department was an important factor in assessing the
/effectiveness of the chairpersons in leadership.”

/

{ preparation of the 1975-76 budgets by chairpersons was

.Critical Event 2, 1975-76 Budget‘Preparat{on. The

unusual for two reasons. The first and perhaps"most :
important, was the drastic limltations in funding by the
state'legislature A second reason was the active involve-
ment of the campus” provost and dean in nev1ewing and -
part1c1pat1ng in‘budget preparation. The involvement of the
dean and provost was different, for in the past chairpersons
had either'worked difectly with the Finance Office or had |
'received’a prepared Budget from the Office witu limited
'partieipatlenzby the"chairpersonsk' The '75-76 budget .

«,

preparatlon also marked the first time that the concept of
P2

multicampus had meaning, for college funds whlch had
tradltlonally been allocated to one campus were now be1ng
appropriated to three campuses. » ‘
| Instructions to chairpersons in terms of\%acultf
imvolvement at the department level followed a similar
férmat to the budget reductlon Chalrpersons were asked to
meanlngfufly involve all facuTty in deve10p1ng the instruc-
‘tlonal budgets. Overall the chairpersons were extremely
effectlve 1n 1nvolv1ng the1r facultles, and the general

s

Lplrlt of the campus faculty was supportive of the budget

process 1n terms of the instructional budgets, especlally

when the reduced available funds was con31dered

N

36
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oy A situation which complicated the budgeting process

was the lack of involvement of the faculty in the total

college budget which included faculty salaries, benefits, and
| other college-widé concerns. Consequently whereas the
| faculty received the opportunities for input andkreview in
department budgets and received feedback as to final ‘budget
levels _ they did not receive feedback in the college-wide
; budget which included salaries until one hour prior to its
5 approval by the Board of Trust§es )
' Chairpersons and other campus administrators were
. immediately faced with a situation which had turned from
;fp051tive feeling about instruction budget Preparation to
j extremely negative feeling on the personnel area of the
f total college-wide budget. Faculty members and the faculty
‘ forum reacted negatively to the total budget, and the

~

critical event emerged as one of the major rallying points
'for union organization on the campus. Consequently ’
chairpersons were placed in a s1tuation of having’to defend .‘
a college-w1de budget from their position of administrators .
while they as individuals may have shared the same frus-
. trations of the faculty-in the process which had occurredi

In terms of rating the effectiveness of

1rpersons in this critical event, criteria such as

i volvement of faculty»in the preparation of the
instructional budgets, the planning and organizing the
budget for presentation to the dean, and the understanding‘

of the total college'position with regafd toitbe reduction of

37
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state fulds was uség in assessing the.effectiveness of the
\ . ’ ! ] o '
chairpersons.

Critical Event 3, Multi eampus Relationships.

This event is actually a succession of developments
throughout the study which provide insight in the development
of chairpersons as instructional managers with the
organization,of\; gingle campus within a multicampus
organization. During tne'studviperiod, the East Campug was
under construction,and the Open Campus and the West Campus
were functioning campuses The Open Campus operated a
campus in the community taking instructional programs to
numbers of centers throughout the service district
Chairpersons were 1nvolved in-assigning instructors to teach
irr the Open Campus in cooperation with the Open Campus '
‘administration. ’ | o - AR .

. Several conflicts developed in the arTEﬁ;f multi-
campus relationships  Some chairpersons queztione the '
concept of the Open Campuu and the instructional quality of
programs operatlng in different parts of the district. Sma11 '
enrollments in off campus classes bothered chairpersons who |
did not allow small;classes to run on the campusi~ Chair-
»persgns”felt.that a double standard:existed in which the Open
Campus could take some'inStructional’management liberties
that were unavailahle to the campus-based chaxrpersons |

In an effort to reduce. conflicts and problems the

chairpersons developed a Cross- -Campus Coordination document ~

earlyin the school year to clearly define areas of

“
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‘responsibility between the Open and the West ampuses."The
document provides guidance for both”campuses aiid reduced areas
of conflict ‘ . S AN 2 |

Another area of cross campus ‘concern was in

advising the East Campus provost concerrniing the instructional -
programs of the East Campus The East Campus provost
actively sought and received the assistance of the
chairpersons in draming educational specifications,

determining equipment, and planning curricula offering. In

,terms7of development, | chairpersons were forced to the
realization that although they were actively used as

' consultants, they coild not actually mahe.decisions as: to the
direction jin which the East Campus instructional programs

M{ﬁOuld devegop ~ Con equently this posed conflict problemsﬁfor
hsome of the chairpe soms who felt that the East Campus was

)

actually an extensx n of . the EXistlng campus and that the -

s of.the ‘campus should\he ‘modeled after

instructional progr
’ e

the department's programs on the Westhéampus
’ In terms of assessing the development and -
effectiveness of chairpersons in‘a multicampus environment,
\\areas of interest and criteria included the degree‘to which
the chairpersons accepted the philosophy of 4 multicampus
organization and the degree” to which they cooperated in the
development of the mirl ticampus structure. An additional
interest area was the image portrayed to faculty by'the
chairperson as a supporter of the multicampus'concept. For

as administrators chairpersons w%re expected to be supportive -

T 89 -
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of the concept and to effectively communicate with faculty
' |
members concerning the development‘of the college into a

multicampus institution,

Critical Event &, Word Processing System. Early .

in the school year, the West Campus began exploring the
feasibility of implementing a word processing system on the
campus to increase secretarial support to faculty and
administrators. Departments had grown in size and
additional support was needed primarily in typing support
for teaching faculty members The Word Processing
Feasibility Study involved ‘two distinect phases: an
‘ initial survey of staffrneeds in terms of typing and
administrative'support’and an in-depth study of actual
present support practices )
As a result .of . the studies the West Campus ’
committed.itself:to i;plement a word processing system ahdl
. the system of support;yas designed. In esseuce the system
involved the grouping of'secretarial support'and placing
{ superv1sion of secretarial“%upport under a word processing
manager " This system was opposite .of the traditional - |
.practice;of Qne secretary to each administrator.
As a result of word Processing, the department
;chairpersons were pleased with the potential of increased
support for teaching facuity; however some chairpersons as

well as other campus administrators objected to losing their

own secretary and to losing supervision responsibility over
the secretary.

- 40-.“




_ Faculty members reactlons to word processing seem

’

<'to reflect the attitude taken by the department chairperson
in each department Consequently effectiveness 1n this

critical event centered around not only the leadership and

v

support of the cha1rperson but °lso the attitudes expressed'v

i

'by the department faculty

| ‘Critical Event 5 Space Utlllzation Study Eér}yﬂ
in the school year,‘chairpersons were asked to make i
'reCommendations for space to be rennovated upon the
completion of two addltiona1 bu11d1ngs on campus Faculty
recommendations were sollelted by cha1rpersons and recommen4

dations were prepared for presentatlonlto the academic _

' affalrs staff (chairpersons and the dean of academlc
- N

affairs)." ' 5 I : ‘~ ' }\

=y This event served as a catalyst in the development:
of the chairpersons for after presentlng department
recommendatlons they as a group were - asked to list in’
priority order the department 1ecommendatlons and develop a
staff recommendatlon for the provost Consequently \
chalrpersons were forced toomove beyond a department

perspective to ‘a .campus wide perSpectlve

Critlcal Event'ﬁ'”1975 76 Enrollment Caps - Due

to ‘the fundlng level for the 1975-76 school year, the

college was res*ricted ‘on the number of students that

Consequently department chalrpersons were required to preparec

the Session I schedule (1975-76) in the spring based on ;

could be served~dur1ng=the-school year 1975-76.

i
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-assigned FTE within discipline categories The enrollment
‘cap’ required the college to turn away students who applied
for admission after the cap has been reached and it also
required the chairversons _to make 1nstructiona1 decisions as
R
to course priorities
Therefore chairpersons were faced w1th problems
ar1s1ng from faculty members' vested interest in selected
courses, faculty and student d1ssatisfaction with increased
class 31zes, demands by students for admlssion to classes
e needed for graduation, and a reduced number of opportun1t1es
 for adJunct 1nstructors to teach ‘and for full time -
instructors to teach overloads. | |
| As a result of these pressures, chairpersons
were forced to deal with many different types of concerns and
to defend their pos1tion and the college s position. On a
persoﬁal 1eve1 chairpersons ‘may have resented the directives
which allowed occupational areas to grow while the
traditional transfer program was decreased however they were
not allowed to share these feelings since their role as
administrators required their support of college practices
Consequently the enrol iment cap surfaced concerns of
chairpersons and tested some . commitments to the oomprehensive
community college open. door concept ’ | |
In terms of rating effect1veness the manner in
which chairpersons were able to schedule c1asses wichin the

‘

enrollment cap, the manner in which they were able to deal

with students, faculty,-and staff,,and the manner 'in which
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_they related to fellow chairpersons and the dean of academic
affalrs provide the basis for effectiveness rating

. Critical Event’ 7 Transfer of Faculty to" the Eastv

Campus. Although dec1s1ons as to what faculty members )
would be transfered to the new campus occurred in the spring
of 1975, the actual transfer did not take place until late
August of l975 This transfer and the events leading to it -
lls llsted as a separate critical incident 31nce it provided
further insights into the chalrpersons development in terms
of admlnistratlon in a multlcampus college Concerns ranglng
from allow1ng transfer faculty to have coples of depar*ment
examinations to a fear that the new campus would take budget )
funds away from the West Campus existed among some chair-
persons. Additlonally some chalrpersons continued to try to
Exerclse admlnlstratlve supervi31on over the transfered .
faculty and their programs ™

\\

' Eflactiveness rating was done on the bas1s of

support extended to transfer faculty and the new East campus
‘ admlnlstratlon whlle recognizing that superv131on was no
longer approprlate for chairpersons . .f\\\'

- Summary.i The unplanned treatments.combined with
the‘planned.treatments reinforced the changing emphasis inv.
the role of the department chairpersons ‘and providedffurther_

impetus for the study.

P —
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erimental and Correlational

of Behavior'

, In ‘terms of further elaboration and defense of the
?study and methodology, the following discussion is provided

Frederiksen Jensen and Beaton (1972) published a book

t1tled Prediction of Organizationa1 Behav1or The focus of

the book was: on how to predice behav1or of organizations and
ind1viduals within organiaations under different s1tuat10ns
or chcumstances "The book served as an excellent gu1de to
‘the study in terms of methodology and rationale '

Briefly, two main schools of psychological
research are posited _one school is the experienLial
school and the second is the correlationar school The :
exper1ent1al approach involves controlled laboratory settings
1n which.the situations are altered and the effects on the
subJects are measured Obviously, in the puman 1aboratory

| this method is oftentimes imposs1ble to achieve since the
subJect 1tself may’ be the source of error “In correlational -
psychology the,researcher 1s‘interested in variables in which
there are individual, differences Therefore .what'is the |
source of error in the exper1ent1al school is the source of
study in the correlational school (1972)

The study of changes in management/personality
styles involved correlational analysis The unplanned treat;
ments 1nvolved cr1t1cal 31tuations or cr1t1cal events. The
manner in which the department chairpersons as 1ndiv1duals

related to the s1tuation was correlated with their
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'managemént/personality styles

The effects of the planned treatments was measured '

against group means and indlvrdual méans and tested with the .

-t test for stgnlfic_ e of measured changes . The

correlati Aetween management styles and situations/events

w determlned by u31ng the Pearson Droduct-moment

correlatlon coefficlent

Schematically, the statistical testing appears'as-
follows: ) B |

'01' pé X1.5 04 Og t test of mean differences
J’ .05

) - Xe.n Op : Pearson product-moment correla-'
' tion- coeff1c1ent

Procedural Methods L | l“. o br\\
The foilowing procedural methods'Were completed in
order to.address the research h&pcthesis: ’: |
- 1.. .ﬁeve}opment of a Management/Personaiity StyleJ
Profile :In January,jthe Myefs-Briggs and the'Management‘
Style Tests were admlnistered to Group’ A and B. A proflle
was developed.comblnlng-the two tests: The proflle was both
descriptive and numerical for corre1at10na1 purposes.
2. Conducted the first round of 1nterv1ews prior
'to the" 1n1t1atlon of treatment o 'u
" 3. Inltiate treatment |
. b Maintained narrative log of'critical

situations and events.
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“5._ Rated the effectiveness of each chairperson S
under common critical/eyents ard circumstances unplanned
- treatments, . and analyze through correlational analysis |
6. Administered measurement instruments to

determine affects of treatment

‘Time Line. The follow1ng'time line describes

.dschematically the chronolOgical progression >f ‘the study.

Grosp & 1.0 0 X5, 6m O 05 0 Cond Yeport:
P - . Writing)
Group B :ﬁOl .0, - Xgen . 04 05., A " (Analysis.
o . - : _ and report
Writing) -

- Jan. 1975‘ ~ Feb. Mar."Apr.' Aug. .Sept.' Oct.

‘ InterviewS Department chairpersons participated

- in two rounds of interview1ng ‘The first interview occured
at the initiation~of the study and the second round occuredn
at the concluSion of the study Each chairperson was
."interviewed from an established interView schedule which
‘called for responses to six Open ended questions which were

, as follows S

1. Has your role changed at Valencia Community

/’/

‘College in the last ‘two years? (Six months for the second
interview ) | . | ~

| 2. Has your perception of yourself changed in .
the’ past two years? (six months for second interView )

3: Do you cons1der Valencia Community College s

”emphaSis on ‘administration management to be positive or
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"_negative: < |

: o a;'. in termslof:facultygf |

b. - in'terms of students,’

c.'}‘in terms of other administrators

4. What major problems do you see at Valencia

. Community College in terms of f1rst line managers?

- ' 5. .Do you consider your’ 1mput into decision

making to be effe ive and meaningful? | | .
6. What do you think your job will be like in -

two years? _ .

; - Each 1nterview was conducted in the department
_'chairperson s office and was taped with the permlssion of
the. chairperson. - After the 1nterview a transcription wasi
made of the entire 1nterv1ew The transcription was
organized to enable the responses of each person to each
question to be analyzed in terms of the total group’ and to
- allow the 1dent1f1cation of common responses and Common
concerns. The same technique was used in the second round
of 1nterv1ew1ng to allow analys1s of responses in terms of

changes between the first and second 1nterv1ews

SUIARY
. Chapter 2 has presented the major issues of the
study, the research questions the research hypothesis, and
the methodology of the study Additionally the‘research'
_group, control group, 1nstruments and testing.procedures

* were ‘presented.



Chapter 3 ST
PRE_SENTATION 'AND _ANALYSIS : OF FVINDIING.S '

_ As described in the methodology section of Chapter o
2, sources of data to determine the effect of environmental
factors on the management/personality styles of Valencia
' Community College Department Chairpersons 1nc1uded the use
of 1nventory instruments The Myers- Briggs Type Indicator :
(MBTI) and the Reddln 3 D Theory of Management Style.‘ o
uDiagnosis Test (MSDT) pre and post interviews with the
department chair persons, and rat1ng of the effect1veness of
the chairpersons on each of the unplanned treatments
| (cr1t1ca1 events) Consequently the data collected
'consisted of transcribed narratives of 1nterviews with each
of the chairpersons, pre and post measures on the Myers-
‘Briggs Type Indicator and the Reddin 3 D Theory Management
Style Diagnosis Test narrative descriptions of critical
-events, a summary effectiveness ratlng by the Dean of :
.Academic Affairs and the Provost, and narrat1ve notes _
describing critical events and other factors which might
. have effected the management/personality styles of
department chairpersons. ‘ .

" The d1verse and substantial data collected to

P . 1"3”.

analyze *hanges in management styles is organized. for _ .

Fay
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presentation in this chapter to prouide a conceptual frame-
work for understanding the 1mpact that environmental ‘and
generalized factors have had on department chairpersons 'As'
such the chapter contains narrative description to | |
111ustrate the appropriateness of the ‘data to support the ?
‘summary and conclusions of the study as presented in '
,:Chapter 4, ' | ‘ .; - S ' . .

The chapter is organized into the following
'Vsections Changes as Identified by Department Chairpersons‘
'Analys1s of Changes using the MBTI and MSDT, ;;;act of
: Management Tralning as Measured by MBTI and MSDT, and
Effectiveness of Department Chairpersoin Management Each
section serves as a major diuision of the chapter and
.contains descriptlve material to demonstrate the .
sign1f1cance of the study Where appropriate statistical _
testing is reported. A final section, Hypothesis Testing,
restates the researdh_hypothesis and’ presents the diverse
data calling for its acceptance or its rejection.
: CHANGES AS IDENTIFIED BY
- | DEPARTMENT CHAIRPERSONS
As a result of the 1nterv1ews several changes
were identified by the chairpersons and are presented as

follows: °

Change'One:"Change'in
Role. Definition

» Twelve of the 14 chairpersons perceived the most

'
I
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drastic changé'at.Valencia Community College as the
definitional changé in the role pf the department
chairperson from a faculty member with'admiﬁistrative
duties to an administrator with'teéchiﬁg duties.

Examples of the'chapge in role definition as perceived by
chairpersons are ‘illust:ated with direct qﬁotesAffoﬁ:the

interview transcription: ‘
In my case it has been a gradual shift over
probably about seven years, but I can look over the
" last two or three years and see more recent things.
There. has been a general increase of responsibility
through somewhat of an effort to let department
chairman assume some responsibilities.

Yes, my role has changed. Several reasons for
this---the change in positive administration at the
top of the administrative level. Our roles have
been much more clearly identified in' the entire

administrative structures. e

I see my role changed significantly in the
past two {ears from. the primary role of instructor
to the role of administrator ?nd_instructor.

...we have been moved up to administration
officially and before we were neither fish nor fowl.

I have the feeling now that I am more of an °

administrator than I was before. There is more
emphasis on our job -of administration than before.

It has changed completely. Because two years
ago, -1 hecame a department chairperson. "So I went
from an instructor to an administrator and although. -
I was an area coordinator I was actually still in
the role of faculty so it meant a lot of new
experiences, a lot of watching other people, 5
of listening, and taking-'a whole new role.

- . .. The change in role definition occured when all
.chairﬁersohs were officially made administrators'in 1973;
Prior tgythis change, department chairpersons had sefvéd as
-fécﬁlty members and part—éime édﬁinistrators, but on a "

wr . |
L3
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-faculty-contract~and eligible to participate in all faculty.
affairs. As a result of the appointment to adminlstratlon
the cha1rpersons became ineliglble to partlcipate in the
Faculty Forum wh1ch sharpened the d1st1nction between chair-
‘persons and the teachlng faculty |

The. 1dent1f1catlon of th1s role change by the
department cha1rpersons is extnemely significant for 1t
underscores the acceptance on their. part of the
respons1b11;ties andnduties expected by the college.

Although this perception on the part of‘chairpersons does
not 1end itself to quantificatlon and in turn to stat1stical
documentatlon it serves as a maJor underpinning of the |
findings ‘and conclus;on of the study, for without this
recognition on the part'ofhthe study group thefmanagement
devolopment of the college would be severely curtailed.

/ Whereas the - department chalrpersons as a group
"perceived themselves in a new role, 1nd1v1dua1 d1fferences
were observable in terms' of dea11ng with d1fferent |
s1tuatlons as will be discussed later and the adJustment to .
the new role also had variation. | Tl

In the second round of(interwiewing’department
»cha1rpersons addressed themselves to role- changes in- the last
six months. As a grOup the responses underscore the
chairpersons perception of themselves as adm1n1strators

For example, the following direct quotatlons 111ustrate the'

changes:
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. I think to the-extent that -the administative .
-8ide of instruction and the management has become
heavier and heavier and this takes more of my. time.

I see myself a little further.away from my people = ,
in planning over my shoulder and planning through -
- them. The emphasis has been shifting a Iittle T

more toward the administrative side.

-Yes, due to the fact that the emphasis has
been on the chairperson to think of himself as a .
front line administrator. I've probably started
thinking a lot more in terms of an .administrator
than in terms of being an instructor. Always -
before, six or eight months ago, when the term
"occupation" came up, I always put down "'teacher".
Now, I have to try and think a bit because of the
relationship, but more than just a teacher wall the -
- way, think along thé lines of an administrator.

3 I believe we as administrators have been
forced to be a little more cautious, to separate
ourselves almost totally from instructors
although we. all are instructors, our main role has
been..that of administrator. That is the basic
‘change that has taken place. . .

B - \ :

. «+.1 think I am continually growing and there
- are a lot of administration aspects I am still
- very much in the dark about but am constantly
amazed that I can grasp it -as well as I have,.
When you move from an instructor into an adminis-
- tratiye position, there is a lot to be found out

. primarily one of growing experience.

' With the change inirole perceptionﬁidepértmenp

chairpersons became more,cognizént of inéfeased
responsibilities and expectation by the college. ‘

‘Consequehtiy the second major change is the area of increased °
, _ 1ot & e are ‘

-

~fésponsibility.

' Change. Two: " Increased Role
- Responsibility and Expectations

. ' Y \ - ,
., . -A second area of major éﬁange as identified by
'depaﬁ;qgnt chairpersons i;,increaéed :ole’?espbnsiﬁility_gnd

z i . . / ’ . “ . -
increased administrative expectations. _Prior to becoming

>
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administrative éfficers, chairpersons did not have budgetf
responsibilities, sﬁpervision responéibiiities except in a
suggestive vgin,‘hifing responsiBilities,”qnd
.éesponsibilities in ihsuring that collegéipolicies and."
proéedures were followed. . After their gdﬁiﬁistrafiGe:
appointmehts, chairﬁersons not dhly Qere given these
respoﬁsibilities, but they;also became accountable for their.;

abtigns; ‘Additionally chairpersons when they weré on a

faculty appointment served a .liaison fupction.between the
" Dean of Academic Affairs}énd tﬂe_faculty and seldoﬁ‘Wgr;'in a
decision making‘capécity ;uch'as,adding'additipnal.classéélto
.the course schedule, cénéeiling classes with lowiéh;oliménts,' ’
and fegulating the exgehdituge of funds to support'é' - N
'department'é total inétructional budget.

Changes -in role reSpqqfibility and role
expectation ié bést‘illuétrated.by quotes from chairpersbns
dealing with the areaS‘bf-decision making And Rarticipatioh
in“agminist;ative affair31 | - |

I think possibly the role has changed in.the
fact that I have responsibility of seeing that
the faculty carry out' the college policies anrd to

‘- enstre ‘that for -the most part we as a faculty and
myself as chairman support college:philosophy and

-implement the policies. - As an instructor I just

had the responsibility, individually, of doing

. this but as department chairman”I have the roie
. of making/the}aggempt of seeing that the depart™-
- ment as a body embraces those policies. -

) -...my role was ‘to see that certain things -
‘were done'that I didn't want to do, but it was,
still an. admini'strator.carrying out the policies
of the college with a little more severity to it.

sl

.i . o
/ . K . i

Jw T




. I have ‘the feeling now that I am more of an-
‘administrator than I was before. There is more
emphasis on our job of administration.than before.
I have more responsibility of belng a .liaison
vetween the higher administration and the tea-
chers. I always have idea of going to the
teachers and tell. them we have done this, we have
decided this, not that the administration has _

. decided. I feel that I have someth1ng to say--to
“do with the policy making. .

Change Three° Change in the
-Accountabi 1ty e erent

As presented 1n the review of 11terature in .

Chapter 2, department chalrpersons tend to follow one of two

-accountability'models- the representatlve chairperson who is..

accountable to the faculty or the adm1n1strative model where

<

the cha1rperson is accountable to the college adminlstratlon.

. Although altof Valenc1a Commdthy Col-ege s cha1rpersons
were’ appolnted b the college admlnlstratlon, several of them

. reflect the representatlve chalrperson model 'in the1r deal-

1ngs w1th the1r aculty and w1th other adm1n1strators Three’

of the 14 cha1rpersons appearxto follow the represéntatlve
bmodel wh11e ‘the rema1n1ng 11 follow the adm1n1strative model
Examples of the d1fferent or1entatlons to the accountablllty
'referent are. 1llustrated w1th the folloW1ng fnterv1ew data
Typlcal responses of cha1rpersons who follow the'
representatlve model are as follows | |
_ 1 see myselftas more of a buffer between
admlnlstratlon dand faculty where as before these
types of things did not seem to matter as much as ;.

being concerned with classroom instruction, étc.
rather than the department as a whole

9
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« 1 am”firét,a,teqéﬁéi."Bééides that, I believe
I can be a good administrator. I can handle my
faculty, and I can relate to the adminigtration,

" and I can handle the communications thirngs between :
~, the two different areas. I see more and more my SR
role as a department chairman.as just that -- the =
. role of communicaticns. ‘I enjoy my experiences T

with the students, seeing them grow, and I enjay -
getting. things through -- the sense of accomplish-
ment. . - ‘ . o '
| Whereéé three of the 14 @ﬁhirpexsohs have been
identified Qgﬁfaiibﬁing the representative modél,‘all of the -
éhairpersons_éghiﬂited some of these charadtéfistics_iﬁ?some
fashion over the study period. However, all of the
chairpeysons'verbélized_theit perqeptibﬁs of themselves as
being administration oriented as discussed in change 1.

In contrast to the repfeséntatiVe mcdel, the

e

followirng quot's_afe'preéentéd:

ﬁ} ‘The emphasis I give has changed 'a bit in.
away from instructor-student close.-relationship
and association to a management-working relation-
-ship with the instructors. ‘

Yes, I used to think of myself as a.teacher--

not an administrator. Started here with the school N
and with the . department. I wanted the - -
‘department to run with ideas I've had all my life.

- Wanted it to run properly and that's why I applied
for the position. :What I had in mind originaliy, \
I've certainly changed:some of my ideas. "All =~
‘teachers don't operate as I do. They all want to'

~ take responsibility to do things-and I cannot turn.

'\ eveiything over to them. In the beginning, I L

. believe I gave my instructors more freedom than I
have lately. The department is still free--the N
decisions are mine, the department knows they are N

mirz, coa
- It has been defined for us what an administra-
tor is, the function being carefilly spelled out in-
the legal implications so that rather than one who
- is representing his or her peers you are instead
representing the administrative point of view .

o

whether it fs from middle administration or = ..
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\ cabinet point of view. We have to do this, with
'~ the dictates of this memo or ruling or whatever,
and that automatically changed from the more
traditional concept of the chairman from one

.elected from his peers into one who represents a-
little different attitude. You still have the’

- same ‘concerns since you are still a teacher while,
being responsible for your department There is:

a legal distinction but there is also the kind of °

- . two part business where your responsibilities are
defined within the management structure'

-

’ The change in orientation from representatlve to

.adm1n1strat10n is a s1gn1f10ant change espec1ally when it is
considered that 12 of the 14 chairpersons- f1rst served as -
faculty/department chalrpersons until l973 Only two |
cha1rpersons in the study group were employed from outs1der
of the college the rema;nlng 12 were flrst faculty. members,=
then representatlve cha1rpersons and then in 1973 .

: admrnlstrators. |

Change'Fbor " Changes in Understandlng

the Administrative and Management
" Process

Whereas, the f1rst three\changes evolved over

several years, the changes in understandlnfr the adm1n1stra-
[ \
tive and management process appear tt have been a result of

:[the treatments and experlences durlng\the study period. The

changes occured in terms of increased hndeéstandlng of the

1 ! . R

'complex1t1es of adm1n1strat1»e requ1rements and parameters -
I
and increased appreciation for management skills in deallng
ith faculty'members and 1nvolv1ng pensonnel in decision

maklng and in management

L For’ example some of the cha%rpersons responded as

I
i

follows:b
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, - I've come -to value what consistency means
because I've been more concerned with1tgatraspeét'=
of administration now; and before I became.a @ = .. -
.chairman I was putting people in a fishbowl; -
examining them, glving themjlatitude and yet at
the same’ time hoping they maintained consistency
'so that I could depend on them and maintain a
feeling of security knowing 'that whatever the
faculty did"'I could depend on them. .~

Some of the federal considerations I became .
~ aware of thdt we're having to work under.with the
hiring, ‘which 1 was never-aware of before...One - .
‘thing strikes me from the management idea is the,
: again ‘outside of what my role is specifically,
. the legalistic focus that education is having to
operate within. I have never been so aware of it "
/and it has been interesting. . .

I think my thinking is more in line with
what I perceive is -an asministrato;,_to give a
certain amount of direction but not orders. I've
learned to subordinate my own feelin%s'as to what
should be done but remaining extremely objective
when presenting the material I am-to present.

This sometimes throws the department into a loop
' so that I.can get as much response from the- .
departmeént itself because if indeed I indicate
tather strongly a point of view, they have the
tePdenCy\to close one eye and give me a beady-eye

~ Stare to try to find out what they are supposed

- to agree with me on or clam up completely because . :
they have decided the decision has already been [N
made.  Some of our faculty feel they are not )

-involved in decision making--most of these are

~active in faculty forum. - If I read my faculty

right, one of the accomplishments I've made in ° “
the past two'years has been to gain their trust

~ because of my consistency. I am more open, more

confident. : . . Lo

i~

\ , :
. ; / 3 : . , .
\- : i Chairpersons appear to have become aware of the

_ﬁlegalfimplications of ‘the”position of department chairpersons '

/Luring the six month-study_period.- The. increased awareness
A

aé/ robably a direct result of the management training

5,

égé;ions dealing ith legallparamepers of measurement and
oY REERE Pe rs ¢ 2 |
the\implications and constraints of working in a potential

1
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collective bafga{hihg'envirdpmént;

oy

Anbthé;'interesting develobﬁént_in this‘area of
'_chéngéﬂﬁas found infthe»relationships of chairberébﬁé.ton

,  dthéf admiqiétratpré such as administratoré iﬂ"ﬁﬁ; financiél'
affairs df the collége; facilities, feéistratqu; and
couﬁseling..,In'response‘tg the_inferﬁieﬁ”dealihg with th.f
_ perception of mapaéemént by'other'administ;ators, the )
following comments we;évﬁypigal:, :

. I cannot see that it is anything but positive..
From the president right on down, and we see more
of him and he is certainly positive about every-

thing about administrative decisions.and policies.

I think top administrators have emphasized our
part in recommending policy, etc. . I feel personal-
ly much more secure in making comments and in no
way feel threatened and feel comfortable in '
suggesting changes. I.feel part of the team and
pretty secure. : . L : -

‘ I have to feel positive if the administrators
above me think of me as being a part of their
-group. Whereas before, the. chairperson was more
in "the group of a faculty person since we still
had teaching responsibilities. ‘ v

The chairpersons have more"to say--t]

- Academic Affairs staff meetings have really
improved things without being so formal as’ th

- Curriculum and Instruction Committee.. This

o have developed.

a éense of comradeship and teamwork with pther administrators

- : . i .
~of the college. This identification further underscores the
department chairpersbns peféeption of themselves as

administrators within the'college;
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ANALYSIS OF CHANGES USING THE MYERS-BRIGGS TYPE
INDICATOR AND THE REDDIN 3-D° MANAGEMENT
STYLE DIAP“OSIS TEST - .

P

~ 0 . 2

~

The following sectionﬁﬁescribes the findings as
'identified by the MBTI and the MSDT The data is presented Y
. with narrative description to illustrate the possible o
':relationships in ‘changes in management/personality styles to»
the changes as ident*fied by the department chairpersons and
the study L | ‘

_ The data presented'isfbasedvon‘the posttest
measures of both the. Myers Briggs Type Indicator (MBTI) and
»_the Reddin 3- D Management Style Diagnosis Test (MSDT). Data
on the pre and,post test is presented_in the final section

| of the chapter'dealing with‘hypothesis testing; o

Presentation and Analysis of |
MBTL Data

Myers (1970) explains that the Myers- Briggs Type o
Indicator is concerned with. the valuable differences in .
personality that result from the way people percelve’and the
.way they Judge People have two oppos1te ways in which they
‘become aware of things--through the senses/and through
intuition They a1so have two opposite ways of judging
things,~-by thinking and by feeling. All persons use all
these processes,.hut not equally."Mosa/persons tend'to like

one process best, use it most, grow most expert at it, and

o

acquire traits that result from it. fThe department chaixv-

personslat Valencia are no exceptions.

o




' -Eight«ont“of'the 14 department chairpersons' )
indicated on the MBTI posttest that their personality types
~followed mainly the extraversion type (Table 2) Four of'_.

these eight are extraverted feeling types. . . TR

- As described by Myers (1970) ‘the characteristics
and effects of the extraVert preference in work situations
is as follows - o o : ¥
- Like variety and action

Tend to be faster, dlslike compllcated
procedures. . i :

Are often good at greeting people. _
- Are often impatient with*longdslon‘jobs.

Are 1nterested in the results of their job,
in gettlng it done ‘and in how other people do it.

Often don t mind the 1nterruption of
answering the telephone

Often act quickly, sometimes w1thout thinklng
Like to have people around

_Usually_communicate well,

60



50

S MBTI TYPE TABLE - POSTTEST
\ ~_ VALENCIA DEPARTMENT . CHAIRPERSONS
(Stgdy gzoup)

, : : Table.l-' o an ) "}

I ~ SENSING TYPES - | (INTUITIVE TYPES . °

With THINKING With FEELING With FZELING  With THINKING

ISTI. - ISFJ - INFI .. INDS

I
N : ‘ , : _
T N=0 [ N=1 - N=0 N=3

'R : - _ o : o
0 z = 0.0 - z .l7014 z - 0.0 L z bt 21.43
v : )

. E L . vk ok % .
R !
T : : . . . “
¢ ISTP ISFP INFP . INTP
T . . . : ,

Y N=0 N=0 N=1 " N=1
P . . A i ) ° . ) . .

. S . ' i

] * -
E. ESTP . ESFP - ENFP  ENTP
x : ., . . ..
T N = 0 N = 1 N = 0 N= 0
R : -
A Z = 0.0 %= 7.14 Z=0.0 . - % =0.0
v - .
.’~E. *
R
T ) . » : ) B .
ESTJ : ESFJ ENFJ .. ENTJ
T , : . . ,
Y N =2 N =2 N =2 N=1
P , , S :
E %2 = 14.29 %= 14,29 %= 14,29 %z =.7.14.
% % % % % % * l

' NbTE:..* indicated one department chairperson

'

. 6’1 " ._"




The extraverted feeling type, (ESFJ and ENFJ)
'according to Myers (1970), is concerned chiefly with people
These ‘types radiate fellowship, valuing harmonious human
contacts above all things They are friendly, tactful,
sympathetic and always able to express the correct feeling
They are particularly warmed by approval and bothered by~ |
indifference. This type gets muchhof their secﬁrity from|
others' warmth of feeling, and is therefore ready‘to conform
- to their views within'reasonahlellimits They try to live up
to their ideals and are 1oya1 to a respected person '
institution ot cause. They have a tendency to idealize
whatever they'admire. _ | _
| They are at their best in jobs that deal with
| people-y selling;: some kinds of direct supervision, teaching,
preaching, face-to- face cooperatlve work, etc. They think
best when talking with people, and enjoy talk; they have to
make a special effort“if they are to be brief and business-
like and not 1et sociabillty slow them down on the job.

As judging types they like to have matters
decided or settled, but do not need or want always-to settle
them themselves. They have many.definite "shoulds" and
"should nots" and may express them freely.lgThey‘are

-preserving, conscientious, orderly even in-;mall matters,.and
“"inclined to insist that others be the same.

If their perception is undefdeveloped or not
allowed to influence their Judgement they will Jump to .

conclusions. For lack of first-hand knowledge of a person
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' or situation, they &111 act upon assumptions, and while they
mean well, their actions may go nide of the mark. When faced
with a‘disagreeeble fact or a criticism that hurts, they may

bé unable to admit its truth and may ‘seek somehow to escape

-

the issue. '

In the majority (78.5 percept) of department
chairpersons responses to the Myers?Brfggs'Type Indicator the
Judgment type (J) was preferred (Table 2). Myers (1970) list
the judging type characterlstics as follows:

Best when they can plan the1r work and follow
the plan. ,

Like to get things settled and wrapped up.
. May decide things too quickly. '

‘May dislike to interrupt the project they are
on for a more urgent one. o

May ‘not notice new things that need to be
done. - : :

Want only the essentials needed to get on
with it. : _

Tend to be satlsfled once they reach a
judgment on a thing, situation or person.

It was interestlng to dlscover that only one fifth-
(21.4 percent) or three of the’ department chalrpersons
indicated the perceptive preference on the posttest of the
‘(MBfI) (Table-2). Myers (1970) describes the perceptive.
characteristics as: | | | |

Tend to- be good at adaptlng to changlng
_situations.

- Don't mind leaving things open for
alterations.

[
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May have trouble makiﬁg decisions.

May start too many projects and have
difficulty in finishing them.

May postpone unpleasant jobs.

Want to know all about a new job.

\

Tend to be curious and welcome new light on
a thing, situation or person.

. -

. An important point for the department chairpersons
-and others at Yalencia Community College to understand is
that success for any enterbrise demands a variety of types,
each in the right place k' |

Isabel Briggs Myers (1970) suggests that when
extreme opposites must work and live together, an -
understanding of type (MBTI) does much to lesson frictionm,

Opposite types can be tremendouslyvﬁseful to each other.

" Presentation and Analysis of -
MSDT Data .

Reddin (1970) explains that the eight managerial

‘ styles represent four basic styles of managerial behav1or
Any of these four basic styles of behavior could be
.effective in certain situations and not effective in others.
None are more or less effeetive In themselves. Their
effectiveness depehds'on the situation.in which they are
used. This means that each one of the four basic styles has
a less effective equivalent and a more effective equivalent

resulting in elght managerial styles.
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' Less Effective " More Effective
~ Basic Style Managerial Style Managering Style
Integrated | ; Compromiser . | Executive

Dedicated B , Autocrat | Benevolent
: _ Autocrat

Related . 'Missionary - Developer

Separated . - Deserter : 'Bureaucrat

\.

Reddin (1970) illustrates the basic style

indicators as follows:

Iﬁtegrated (Compromiser - Exedutive)"

Derives authority from aims--ideals--goals--
policies. .

Integrates individual %ith Organization.
¢ WantS<partioipation--low‘power differences
Prefers shared objectives--responsibilities

Interested in motivational techniques

‘Dedicated (Autocrat - . Benevolent

Autocrat}

Determined--aggressive--confident.

Busy--drivihg--initiating

Sets individual tasks--respon31b111ties--
standards ‘

Self-reliant--independent--ambitious.
Uses rewards--punishments--controls.

-

Tasks comes first.

Relaited (Missionary - Developer)

People come first.

Emphasizes‘personal'developﬁenti"
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Separated (Deserter - Bureaucrat) - ?

Informal--quiet--unnoticed. /{l '\

: o R 4 |
Long conversations. - )
Sympathetic--approving--accepting--friendly

v

Creates secure atmosphere. E
|
|

]

Cautious--careful--conservatiVe--orderly
‘-Prefers paper work--procedures--facts
: Looks;for established principles. B

Accurate--precise--correct--perfectionist
: Steady'-deliberate--patient
~ Calm--modesta-discreet.

t

As seen in Table 2 which follows, approximately -

, forty ~three percent (43%) of the department chairpersons

fall ,within the integrated basic style "(Table 2). Reddir

(1970) claims the integrated style is close to the ideal

- management style. Five (5) of ‘the chairpersons or thirtyr

six _percent’ (36%) show a related‘basic style of managerial
behavior The related manager, according ‘to Reddin (1970),

is more sensitive to the demands of the technical system-—f

As long as directions are not needed and personal : :l

'subordinate involvement is essential the style can be an.'

effective one
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Table 2

MBTI STYLE SYNTHESIS - POSTTEST . . i %}

-~ VALENCIA DEPARTMENT CHAIRPERSONS
(Study Group) ’

N ! N =14 ‘
. FRRY ) : ' v -
\. nb——
o . Less Effective Styles
High Missionary ' Compromiser’
‘Nw3 ®.%x Nwbs *kwk
o %= 21.43 1 = 28,57
Relationships o 4 . =
“ . Deserter Autocrat; .
. N=1 * ’ N-‘l.* - R
Low ~ %=17.14 , %= 7.14
Low ' : .Task E '\,Hi;gh
| T~ ; .
. More Effective Stylés °
’ i : . | - ' \.
‘High Developer Executive
N =2 %k ,N=2'.-**A'
o 7 - 14.29 . %= 1h.29
Relationships . o I : -
; - | Bureaucrat Benevolent Autocrat.
o ¢
| N=1. * - - N=0 !
CLow ' 2=17.14 L . %=0.0

Low v Task ~~ High _

Note: * indicatesfone'depértment chairperson

4

i
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EFFECTIVENESS OF DEPARTMENT .
QHAIRPERSONS MANAGEMENT

Two techniques were used to meaeure the effective--

ness of department chairpeisons as managers The first

technique involved the use of one of the components of the
'Reddin 3-D Theory of Management Style Diagnosis Teat--the‘
Effectiveness Component. The second technique involved

rating the performance of the department chairpersons on the
seuen critical events (unplanned treatments). The rating was
conducted by the Dean of Academic Affairs and the Campus |

Provost independently. The two independent ratings were
-/ ' - - .
averaged into: an effectiveness measure for each chairperson
on each critical event.

'y,j " The ratings are presented'in'Table 3. The.

’ columns»represent the- seven critical events and the rows

Y

represent the department chairpersons ~ Means and standard
¢
deviatlons were computed by crit1ca1 events and by |

chairpersons - . LT

.




\ - Table 3 |
B Mcans and Standard Dev:.at:Lon of Rated Effectiveness
by Cha:.rpersons and by Cr:.tical Events

VL ity

TN u~ o
coon #3Weﬁ~jE§Zf; E '#5%§33{;§6 7 % s
‘1. 37 . 3 3 37 35 3.5 2.5 3.0716  .3450
2. 3 3 4.5 3.5b“_ 3.5 3.5 3.5 3.5 .50
5. 2 3 2.5 3.5 3.5 2.5 3.5 2,5 1.0408
4 3 3 45 4 3 3 3.5.' 3.0724 1.2724
5.3 3.5 1.5 4.5 2.5 1.5 2.5 2,5143 1.0746
6. 4. 4 4 s 4.5 3.5 4 4.1429 .4756
7. 3.5 4 2.5 5 3.5 3.5 3.5 3.0238 1.1802
8. 3 2 3 4 4 3 2.5 2.7857 1.2199
- 9. 3 2.5 2.5 2.5 2;5 1.5 2.5 1.8571 ‘i30293
0. 2.5 2.5 3 3 3 2.5 2.5 2.0476 1.0307
1. 3 3.5 3 4 3.5 3.5 2.5 3.2857  .4880 -
12,2 3.5 2 3.5 4.5 4,  2.5. 3.1420  .9880
13, 3 3 25 1 3., 15 35 25  .9129
4 3.5 2. 1.5 3 3.5 3.5 3.5 2.8571. .801k

= 2.9643 3.1071 2.8929 3.4286 3.3929 2.8929 3.0357 2.8929

s=  .5358  .5609 .9025 1.1744 .6257 .8589 .5706  .5798
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It is interesting ‘to ‘note| in Tahle 4' bistribntiony/ %
of Effectiveness Ratings of Chairpersons that 11 of the 14//
~ group mean effectiveness rating One chairperson io two
standard deviatidns beyond the mean while two chairpessbns

effectiveness rating approaches the\secOnd standard

dev1ation Consequently the perceptions ‘of the| hom geneous )

effective group of chairpersons is reinforced by t 13/

analys1s of the;effectiveness ratin%

4

!
{
|-
|

L Y N

S Table 4

1.7333 S2.3131 2.8929

. The Reddin MSDT prov1ded a second measur

' |
effect1venes on each chairperson. ﬁhe Reddin inst’ument is a

/

effect1v=ness The effective measure is reported on

of zero .2 four. . o \ - | |
| To analyze the Red {n measdre the rated effeétivem
f ness neasuresrwere correlatéZ against\the MSDT measure as
presented in Table 5, Anal sis of Ratéd Efiectiveness and\
Effectiveness ‘as Measured by MSDT (PeJrson product-moment

correlation coefficient .




Analysis of Rated[ ffectiveness and Vo
‘Effectiveness As Measured By MSDT Voo
~ (Peaxson Product-moment =
Correlation Coefficient)
' g L s

-
£
-
(o]

" MSDT Effectiveness (Posttest) Rated Effectiveness

I"..

. 3.0714
L35
2.5
0714
7143
11429
.0238
.7857
.8571.
.0476
2857
.1429
5
.8571
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r = -.2825
.5359
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| The correlation coefficient produced a small '
negative correlation which indicated no. significant "
'~fcorrelation between the two measures | Therefore, e1ther the
Reddin: (MSDT) instrument failed to measure effectiveness in
the same manner as’ did the rated effectiveness by critical
events, or there is no correlation between effectiveness ‘as
defined by the instrument and educator s definitions of

_ effectiveness in terms of college management

\

- HYPOTHESIS TESTING .

The null hypothesis of the study was as follows
There is no change in the management/ , ,
. personality style of department chairpersons ' |
as affected by environmental factors. . .

In terms of statistical testing, three tests were
employed to test the hypothesis . The three tests were the t
test for differences in means: for the: Myers-Briggs Type \[
Indicator and the Reddin 3-D Theory of Management Diagnosis
~ for chairpersons and the summed management/personality
. profile. n _

In testing the MBTI, the four compents of the
examination were summed to provide a single measure on the N
pretest and on the posttest The following tahle Myers- ]/ h
'Briggs Type Indicator Style Synthes1s Value Analysis,

'present the summed paired measures and the t value
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/ Table 6. R _ #ig'

Myersznriggs Type Indicator ""'
Style Synthe31s Value Analysis*
e _

f

/

t Statistlc for Difference in Means (Paired Observatlons)

ﬁretest ' _ Posttest‘f
CLe-so o da |
2. 116 96
3. 45 - 5
4. -8 - 88
5. -146  -148
6. 106 - 117
7. 12 - 16
8. = 51 32
9. 4 29
FURESYP R 16
1. 38 , 2
12. 17 23
13. 52 63
14, 1 .46

t = ,1651

\

) 1 . . P : .
* Style syntthis'equals_Summed values of four components.
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‘The nonsignificentvt indieetes that chere was no
difference in the means rhat eould not be ettributed to’
sampie'error variat*on; coheequentlv the't cest for
'difreren:e in means‘supports the null hypcthesis |
| The sec01d t test used to test the research
hypothésis measured the difference in means- for paired
' measures on the pre and postfesf“"f ‘the MSDT. The values
3were derived through a summation process of the test's three
components '
The folloW1ng table, Management Style Diagn031s
Test, Style Synthesis Value Analys1e3_presents the paired
observations and the t value. The nonsiénifieant t value

' supperts the null hypothesis.

\

R e
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Table 7 “

S ,"Managemqﬁt'St?lékbiéénbéiéffbé£;} ,
R Style Synthesis Value Analysis*

—

tfétatistic For Difféféhée,in_Meahs'(Paired 0bsé:yatiQn§);,:

Pretest = - IPosttest ~f

L& B Y =

©
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~
(=)]
~

t = 1.7393

4*7lsty1e Synthesié equals sﬁmmed value of three componénts.l
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The third t’ test measured the difference in means -
for a combined management/personality profile - The profile
was developed by summing the measures on the two instruments
‘to develop a quantifiable measure of the management/ |
personallty profile for the pre and posttest

The following table, Table 8, Management/
_Personality Profile Synthe31s presents the paired observation
and the t value. The nonsignificant t supports the null
hypothesis that there is no difference in the management/
personallty styles of department chairpersons.

After Table 8' the following four tables present
s1mple correlation coeffic1ents for components of the MBTI
and the MSDT for the study. group and the control group. The
MBTI had a significant correlation level greater than the

.01 level for all’ components in both the study and the
" control group Correlation for the MSDT was more erratic
than the MBTI &ad shows significant correlations for two
.components for the study group and for one component of the"
control group at the .05 level of sign1f1cance S

The correlation tables provide additional
evidence for the acceptance of the null hypothes1s The
MBTI had an overall higher level of reliability than the
Reddin 3-D test and fluctuations in component correlation is,
'attributed to low test reliability. |

[
©
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, _ Tabie,S, e 3 
Management/Personality Profile Synthesis
(tvstatistic for difference in-means)»-

Profile Synthesis Value Analysis*

....... ~ Pretest - - . Posttest {
1. -48 - _40.4x
2.. 122.4 1100.2 .
3. 53.4 12.6 _
be - 77.6 - 82.2
5. -139.6 -142.2
6. 112.4 ﬂ;: 118.4
7. 202 : ";fﬁ -, 66
8.  58.8 . 42.2 _ %
9. 51.6 36.8
110, .- 38.0 222
; 11,0 45.0 9.8
12, 26.4 27.6 )
) 13, 60." 712
14, B85 53,6
, \

* Profile Synthesis equals summed value of MBTI and MSDT

components combined. .
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Table 9

N

- Myers- Briggs Type Indlcator Correlation by Com%onents;
(Paired Observations) o :
Study Group T
N =

+

Extravert—Introvgrt Sensing—Intuitive Thinking-Feeling Judging—Percepfive
Components . Components Components Components

‘Pretest Posttest Pretest Posttest Pretest‘Posttest Pretest Posttest

™~

1. 9 31 7 s a4 -29 -29' 54
2.1 2 w7 2 u 4 s
3. 31 21 1 - 7 24 =34 31 19
4o =21 -4l -3 . -47 7 19 - 27 19
s, -34' -4l -51 - 19 =37 -39 -24 . =19
6 71 27 a2 19 41 4 31 27
7. -29 SV L1l - 14 31 5 21 17
8. 11 . .17 -2 -3 . -5 5. & 47
9. 29 3 -2, 2 - 21w Y
10. f 2 -2 -4 - 47 -19 34 17 _3i‘
11, -2 e v Y T A 1
12.-7 5 EZ 24 -1 2 21
13. 5 = -9 29 4 -9 -4 27 37
1. 47 41 -14 [T R S 5 -5 2
. v ., _ 3 : R o
re o133 9074* L T646% . .8566%
Sy.x = 11.3381 .11;6504 R 16.3386 . 14.0566

-

¢

* Significant at the .01 level
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Table 10 R

Myers Brlggs Type Indicator Correlation by Components
: (Paired Observations)
Control Group
N =15

| I t
Extravert-Introvert Sensing~Intuition Thinking-Feeling Judging-Perception
Components o Components : ~fComponents ' Components '

' . i \
Pretest Posttest Pretest Posttest Pretest Posttest Pretest Posttest
f N .

1. 37 47 a1 -2 a1 -2 27 9
2. 41 29 = -39 w7 71 =7 . -7 -47
3. 47 41 27" 37 29 29 s s
4. 31 17- - 31 -4l -24 %7 -47
5. 41  w oz 41 37 41 47 47
6.-5 71 59 sl -5 7 41 44
7. 51 39 -11 TR ‘o1 s 29
8. -5 C1 .29 . 29 TR a6
9. 24 7 9 -14 -9 -19 1 14
10, - s oa 21 -9 47 57°
11. 47 41 17 o 39 ;?r 24 47 39
12. - 7 5- 5 -21 . ,;27'  -2 -1 | =24
13. 37 17 11 5 .9 27 -7 -1
4. 31, - 37 -17 -2 ETY 2. 14
5. 14 1 11 -31 2 2 3717 .
r’=.8846% o esax | s2sex :8470%
Sy.x = 10.6133 21.8907 14.3293 18.0076 _

* Significant at the .01 level
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A\ Table1ll . S

Management Style D*agnostic Test. Correlation o ‘
by Component (Paired Observations) LT
" Study Group R t ‘
\‘, N=14

L

Task Qrientation Relgkionship Orientation
Pretest

Effectiveness- . . 1

Posttest P stest | Posttest Pretest Posttest
.. 30 . 3.0 3.0 3.0 . .6
2 12 - .6 3.6 1.2 0
3. 3.0 ' .6 4.0 _3\.‘6 3.0
b 400 4.0 ol o 2.4 1.8
5. o .6 4.0, 40 - 2.4 1.2
6. .6 - 1.8 4.0 .6 1.8 /'/_9 |
7. 0 2.4 4.0 4.0 4.0 3.0
8. 3.6 - 1 3.6 3.0 | 3.6 1.2 3.0
KT 3.6 4.0 3.0 3.0 1.2
10. 3.0 3.0 . 3.0 3.0 3.0 .6
1. 3.0 3.6 40 3.6 0 DU
12. 3.0 .6 2.4 | o 4.0 4.0 |
13. .6 6 40 7 4.0 3.6 3.6 |
4. 1.2 1.8 0o N0 2'4.". 1.8 ’/
r= 317 -/' 5515% .5839%
Sy.x = 1.1684 - ' ‘? 1.2141 | 1.0602 ',
* Significant at the 05 level .~ - E T
[
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s . Table 12

Management Style .Diagnostic Test Correlation v
. by Components (Paired Observations) - -/
. i : . Control Group ‘ IR /
r : N =15 v S e

——a — =

" Task!Orientation Relationship Orientation " Effectiveness .
Pretest - Posttest Pretest  Posttest @ Pretest Posttest -

1. 24 . 1.8 300 4.0 ) 2.4 A& 1,8
2. 2.4 ;3.%‘ 4.0 3.00 . 2.4 3.6

3. 4.0 3.6 .6 2.4 2.4 3.6

® -

b 3.0 . 3.6 . 4.0 40 - TeT e

| ,
, o : N
5. 1.8 ! 0 1.8 0 C 2.4 .6,
6. 2.4 24 36 24 - 24 '
S 1 - "/
7. .6 - 3.6 . 4.0 4.0 0
8. 3.6 1.8 ._\ 3.6 . 40 7 1.8
9.% o 3.6 | 4.0 4.0 3.6
0. .6 0 | 4.0 4.0 3.6
. \ S
11. 4.0 2.4 \L.2—— 20 3.6
2. .0 .6 2.4 120 - T 18
13. 2.4 " 4.0 4.0 3.6 /2.4
. .. n ot \ L4 * s “_. 4
1. 3.0 3.6 ! 3.6 3.6 .. 1.8 1.2
150 L2 %0 40 . 1.2 12 1
S o - | -
r= . 2412 - o .5247% .3066. ¢
: | o S ' o 2 "
Usyex = L3 1.0586 1.0271 ,
.o . i . | . : ] . . . o ..‘

a—- N s

* Significant at the .05 levéli
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o ."- . In summary, the instrumeﬁts identified and the .
statistical tests uséd to identify changes in the management/f
personality styles of department chairperson indicate that no~

. change occurred and supported the. null/hypothesis. However

the interview data and the perceptions of the investigator
indicate that changes d1d occur and these,changes and *he |

need for additional research are ﬁresented in the following
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i
SUMMARY CONCLUSIONS PROPOSITIONS AND .
- RECOMMENDATIONS EMERGENT | /
aFROM THE STUDY P
R \
This final chapter summarlzes the major findings

of -the study, the apparent conc1u31ons and presents malar

. ¥
.areas for additional research identified as propos1tions,

—_—

{

~ The Chapter is organized into the follow1ng sections
oummary of the Statlstlcal Findings, Effectiveness of
Management Training as Percelved by the Department Phalr-

persons and the Researcher, Critique of the Study, and

. Propositions Emergent  from the study. [

C e 2

Summary of StatiStical Ffﬁdings

As reported in Chapter Tkree, t‘tests‘between ;d:
Ameans were used to determine the effects of the treatment on
the management/personallty styles of Valenc1a Community
ACollege aepartment chairpersons : Data from two 1nstruments:
the Myers Briggs Type Ind1cator and the Reddin 3 D Theory
Management Style Llagnosis Test were tested on. matched pa1rl
_observatibns (pre and posttest) to determine 1f a
significant\dlfference existed. The t test vhen appliéd“_o'
both sets of data produced an 1ns1gn1$1cant t; consequently
the statistical data called for the acceptance of the null A

hypothesis that there ﬂs no dlfference in the management/\

;
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personality styles bf department - chairpersons as a result
of the training activ:ties "‘ C ' |
_ An analysis of the distributic -ated

.effectiveness of department chairpersohc ae investigator
and the dean of acudemic affairs demonstrated a homogeneous.
| relationship among rhc chairpersons as to the perceiveo
.effectiveness of the department cha1rpersons A simple
.correlation was ‘ruh between the 'rated effectiveness -and (

effecriveness as meaSured h& the Reddin MSDT The»result - f
t

was a low non51gn1f1cant,relationship

/

In summary, the statistical data supported the null

. hypothesis or at best was 1nconclu31ve The statistical data

p——— !
i

further appeared to be|1nconclu31ve“when the perceptions of

the researcher and the intervie.; of the. de?artment'charr-.}
b4 ' -
persons are taken into Eon31deration .
’_ .

.\”
Effectiveness of Managdment Focus =~ |

by the College as Perceived by .
- Dep artment Chairpersons f _

In the 1nterv1ew schedule, department chairpersons

were asked to state their perceptions of the effectiveness of
~/ :

the College s focus and empha31s on management. Respcnses to

the question port ayed a general p081t1ve reaction to the '
\

f the college and the development of ‘the -

s

management-focus

e e ]

department,chairp rsons as managers. . The following direct

_quotes indicate the perc%ptions of the cha1rpersons

R ! believe the respon31bilit1es the college
has asked us|to assume have been very positive.
:The college places. Tespomsibilities with us
asking us to work as well ‘as we can so I feel

)

- /

N . - E
v" - - . - .
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this is positive--getting a chatce to get
involved with decision making. I feel good

about this. Also, aboutiworking witn the people

- on the East Caupus, I appreciate that
opportunity.  The experience is good--since at
one time we were the only campus--this 5s a
positive experience : v A

Positive because of the support given to
Chairpersons by the top administrators. ' When I
attended meetings with faculty I know the guide-
lines developed in our own academic staff, and I
san ‘speak quite pqsitively and explain’ with a .

reasonable rationale why we go this route. Then '.,

in turn I'm a great believer in communication
if it can be dorne verbally I prefer to do it
this/way. The faculty listens to what I cay, .
and 1f we can make changes we do; therefore,
there is a free-flow of ideas this past year or
o) n wz relationship with the fa;ugt and
mainlv ecause my role ha- been d

are’ a few weak areas in terms of communication
but these are being worked out. ' :

I think this is because ofvgrowth--more and
- moxr: people--and—I think people are looking
cround to other community colleges and seeing
what others are doing and ofocourse some are ,
leaning toward collective bargalning '“hink
it is just an awareness, I'm not sure of any"
trouble, but people are Just asserting them-

-selves I believe. _ .

I fee! .t can be looked in both fashion :
if you've been organized in managerial or
administrative groupj the person in the teaching
ranks -could think now here we're being ganged up
on, but I have to think that we, .as front line

administrators or chairpetsons; are aware of our .

‘responsib111t1es, then I have to think that in a
positive fashion we're able to help carry
through ideas in both directions to the faculty
and to ‘administrators above us and from
administrators to the faculty member below us.

In the past, we had unsure lines about how a
faculty could go -about expressing viewpoints or
dissatisfaction at the school, I think now the
lines are more defined. At least now we know
where we stand. You can go to the chdirperson’
and explain what is going on and then if this is
carried through, your desires are expressed. If
not, you have the option of going to the next
person whereas before there may have become more

efined There_ .
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|

clear which way to go. .Lines are more defined.
SuhjectiVely, through observation and the
interview process, the positive perceptions of the department
chairpersons conéerning the focus on management and
management development have been reinforced. Throughout the
study.period, chairpersons sought oﬂt'other campus -
administrators to state their reactions to the management
_tra1n1ng and the focus on college management by the upper
dmlnrstratlon. Faculty members also responded positively
to the more open communication since department chairpersons
had access to more information from the administrative |
sphere'of the college and appeared to be committed-to
involving the department in more-open-communication.
In summary, lt appears that«the department
chairpersons as a group and as 1nd1v1dua1s accepted the'
~distinction: nlaced on them in the1r new role as college~

managers and liked the addltional respons1bilit1es as well

as the additlonal recognition

’ Cr1t1que of. the Study

, The study had both: positive and. negative aspects a
& to the organizatlon of the study, the me*hodolooy, the
~ selection of the measurement instruments, and the
\\\conoeptvallzatlon of rho total researéh problem
In terms of pos1t1ve aspects, the 1nterv1ew data

and the personal research techn1ques employed enable th=

researcher to gather data ‘that would not have been
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available through either quantative.methods or through;an
outside researoher. The research design also enabled the

~investigator to modify the. research focus of the stud, es
unplanned treatments and critioal events materfglized..

The organization of the methodology proved to be a
demanding format requir ing the 1nvest1gator to gather data
throughout the. six month period Additionally, the 1nf1uence
of any one planned training act1V1ty or any of the unplanned
treatments were not measurable and confidence could not be

. established on making.judgemental decisions about the
. effects or the lack of effects on any of the training“;
activities! | .
Y further problem'with'the study Was;the'measure-.‘
ment instruments. The Myers Briggs Type Indicator proved to
be the most reliable of the two instruments; however its
rellability may have proved to be one of its major j{:.coblems
_tor lt appeared to be insensitive ‘to changes in sty1e wh1ch
ray have occured over the study period .
The second instrumnnt, the Reddin 3-D Theory
-Management Scyle D1agnos1s Test proved to be a, poor
instrument ii terms of reliability and in tcrms if measuring
- changes. »A 7051tive brnefit of this instrument was that it

t

prOV1ded a conceptua. framework for- department cha1rpersons
l

to analyze their management styles and to discuss means of
1mprov1ng their department management

|As a research methodology, the 1nterV1ews were

~"\

valuable éata sources. A weaknesslin the interview
s P S |
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:hnique was the lack of quantitative data which could be
l

| used to analyze relationships. - ‘ g%‘
In summary, the study organization itself -
possessed both pos1tive and negative aspects; however, the
overriding positive nature of the study was that it enabled
~a college to examine its department management styles in a‘

period of time which can not be replicated at another point

in time or location.

Needs for Additional Research

This section of the chapter presents the.needs for
additional research under a propositions format A
propos1tion is-a s*atement which can be written in a quasi-
hypothesis form and which lends itself to empirical testing.
One of the major benefits. of a case study technique such -as
the one employed in thesis study is the identification of -
areas for further study.) The propos1tions are presented
not necessarily ip priority order as follnws

Propgs1tion 1. As measured by the Myers-Briggs

{

Type Indicator, extroverted perSona11ty styles are the

. expeeted dominz=t styies of fir:t-line college managers
Eight of the 14 oepartment chairpersons were

extroverted personality styles, while in the study group ten

of the 15 persons had ertrove"=d<styles Since the

‘ extroverted style posseSs traits related to 1ple to- people'

'relationships such as people oriented, the expecred style |

Zor other first line or similar position administrators

88 .



| ; 78
would be expected to be extroverted.

Proposition 2. As measured by the Myers-Briggs

Type Indicator, first line college managers styles would be
expected to be judging types whether the overall style is
extraverted or introverted. o |

Seyenty-eight percent of the department-chair-
persons were judging types in their personality style
preference. The Judging types include characteristics ‘such
as planning, moving toward closure on problems,'and decision
"making ability These characteristics appear to be expected
in most management situations a:§ their applicability to
college managers lends itself to empirical testing.

Proposition 3. As measured by the Myers-Briggs

ivype Lo cdtor, newly employed faculty members or college -
matigera’ dominant personality style will reflect the

«nant persouility style of the‘person who - employs the'new
faculty member ..r first‘line'managers.

This propcsition was outside of the concern of‘this
study; however the homogeneity_of.the'Valencia Community
College_departmentlchairpersons indicates that as individuals’
their styles were attractive to the college administrator
who employed them, and that a relationship might exist

between the personality preference of the employer and the

personality styles of the persons employed.

" Proposition 4. Role definition is the most
important factor in management development.

This .proposition, while appearing'to be;dogmatic,
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r .
is called for by the finding of this study. Nearly all of

the study group members at some point‘in the study eithen in
interniews or in sm: 11l group sessions stressed'the
importance of understanding their role as department
| managers: The document developed by the staff which
describes the responsibilities of department chairpersons—

- and repeatedly was -referred to by department chairpersons

when discussing their positions as department chairpersons.
l .

Auditionally the definition of roles and role
responsib111ties enables an organization to focus on training
needs to correct weaknesses in the managcment effectiveness
of the organization. |

'Proposition 5. Movement from a single campus

- organization to a multicampus organization increases the
importance of first line managers in the administration of
the college. |

This proposition-emerges.from the increased need
for coumnunications which has become evidernt at Valencia
Community College since a new and separate campns has opened.
Departmeﬁt«chairpersons as a group have more.contaet with
facult, and other staff members than any level of college
administration; consequently communication flows through |
department cha?rpersons;

—

Proposition 6. Increased .-.gz. .ertones of

college management increases the importance of deparrtieii
chairpersons as- college administrators.

With increased faculty interest in collective
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bargaining and increased 1itigation dealing with student
rights and due process procedures'department chairpersons are —
in a critical and precarious position in termsvof the errall
effectiveness of the college in dealing with potential legal
problems. Consequently it is: expected that colleges will
begin placing m\:e "emphasis on management development for

community college department managers

\

Proposition 7. Administ*acive department chair-‘

l

persons are more effective codlege managers “than- are’

representative department chairpersons
)

"As developed in the/rev1ew of the . 11terature in
ey

Chapter 1, there appears to be two ba81c types of chair-

RN

~. person: representative and administrative Ihe
/ Ry

representatlve cha1rperson is” usually e1ected by\the

department faculty, and the adm1n1strat1ve cha1rperson is

AN

normally appo&nted by the college administration. The \
accountabilitf referent for the two types are different. \\
One is directed toward the faculty, while the other is \
directed toward the administration,of the college. : ~\\
| Proposition 7 calls for the investigation of the

- { : ,
effectiveness of the two types of chairpersons. At Valencia

iy _
all chairpersons are administrative by ‘appointment; however,
orientation to. representative chairperson is still present
and raises the question of effectiveness

Proposition 8. Management styles which are
T N . .

effective in collegiate environments may be different from

effective management styles in adversarial environments.

‘921 Pl ' »
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Since, at this point in ﬁime,.adVersarial
relationahips between the facu}ty &nd the administ;ation as
characterized in collective bargaining situations.do not
exist, this proposition could not bé examined at Valencia
“Community Collegeid”HbQéQer, with thé increésed emphasis.on
.organization by the faculty nation wide and wifh‘the focus
of maﬁagement becoming impleméntation of negotiaﬁed
contracts, 1nvest1gation is needed as to changeé in
| management style and style effectlveness under the two
situations. |

o . ’ :
Proposition 9. Community college department

-

chairpersons will become more highly specialized in
management orientation ard. in management.training

Most college.administratoré.have been prbmoted
into administ:ation with little or no training in
administration or in management. . With the increaéed
emphasis on management démanded by the legalistic environment
and the economy as well as the general movement toward
accountability in education, it is ‘predicted that‘existing
college administration will be more tralned through in-

service programs and new college admlnlstration will have had

preservice training.

Proposition 10. - With increased émphasis on
college management, there will be a tendency to ovérlook
first line college managers in faculty-édministrationc
governance processes. | | |

First line college managers will benefit from

o
J &
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increased emphasis on management thruugh additional

- eommnnlcations and involvements. However a potential
negative aspect will be a tendency.to overlook department
chairpersons for ‘membership on faculty/adninistrative
governanc~ committees. First line managers will be fully
\1nvolved in adminlstrative decision making; however, in
policy making through college governance processes higher
ranklng administrators w1ll probably serve on.the pollcy

:maklng committees. : . —
1
RECOMMENDAT1ONS

-

" As a result of this study, several recommendations
are appropriate to improve the management/administration )
development at4Valencia Community College. The
recommendations fall within three large categories:

training, involvement, and evaluation.

' Recommendations Related to Tra1n1ng

As presented in the interv1ew data and in d1scuss1ons
on role amb1gu1t1es, departmernt chalrpersons learned their
" appropriate roles as depar*ment chairparsons after ther were
appointed. Consequently the follow1ng recomhendatlons would
probably assist the college in more adequately preparing
individuals to preform duties of department chairpérsons:

1. A continuing system for assessing tra1n1ng

'needs of department chairpersons aeeds to be used to insure
that chalrpersons as individuals and as a college staff are

- :
able tc request and receive assistance in particular areas.
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2., Training needs to-be conducted which islboth

specific to the roles and responsibilitiea of chairpeﬁsonsf

and.general to the roles and responsibilities of other

college administrators-
3. Department chairpersons need to take the .lead
in developing need surveys among themselves and be involved

¢

in determining appropriate training programs. \

Recommendations Related to Involvement

As discussed in the propositions department chair-
persons are. expected to involve their faculty In | ' .
departmental matters as an effective management technique;
however, department chairpersons themselves, either as
individuals or as a group, may be excluded from involvement~-7
in governance committees of the college and in doci:iun
making outs1de of the instructional area. ThereLOre the
'folloW1ng recommendations are made to azsist an promoting

the involvement of chairpersons

1, Chairpersons should be included in the
membe:  _p »f governance committees\of the college.
2. Chairpersors should be included in all -

~
¥

meetings of the total college administrative staff.
, 3. Other college administrators should be aware

of the roles and respon81b111t1es of department chairpersons v

in crder to develop an appreciation for the tasks, workload,

and responsibilities of chairpersons.



Recommendations Related to Evaluation

Evaluation as used in this section is a broad
concept which includes'goal setting, training, and

measurement of;pérformance'against.Set criteria>a%d,goa1s.
The recommendations are as follows: 7
1. The RQles and Responsibilities of Department

Chairpersons Document Appendix A, should be continually

o i

revised and updated to .serve as an accurate description of:

’
*

a chairperson s job. " , <

2. ‘Individual goals for' developfenz should be
,*included in- each department chairperson 's evaluation

K ) 3. Cha1rpersons should be assisted,in meeting
// their development goals by superv1s1ng adminlstrators

(1 4. - Chairpersons as a group shogld be involved_in

¢

- evaluating and revising the'coliege-wide e%aluatibn system,
. - R - . : o

) _SU'MMAR? ; S

‘7
4 a 2 i

The final chapter has summarized ithé" major
findings of the study% critiqued the study pn terms of its X
positive and negative aspccts presented propos1pions which
call for additional researchvin the management styles of |
first line coliege administrators, and made recommendations
for 'the 1mprovement of educational practice; at Valengia

Community CoIlege

\
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\/ ;o APPENDIX A

ROLES AND RESPONS IBILITIES OF DEPARTMENT CHAIRPERSONS
VALENCIA . COMMUNITY COLLEGE - WEST CAMPUS
WINTER, 1975

,InstrUctional Management ‘ 4

The department chairperson is a professional w{th-
- in the teaching area of the instructional department as well
as the professionalhinstructional manager'of the department.
‘As ‘such, the chairperson 1s concerned and responsible for -
1nstructlon within the department profess1ona1 growth of
the department faculty, department service to the students
.and the community, and for bullding a.strong instructlonal
program throughout the college. Spec1f1cally, the m |
department.chalrperson: : .,

1. Develops with faculty cooperation, a

4

~department class schedule each semester with1n the parameters
.as SpeCIfled by the Dean oflAcademlc Affairs withln the time
frame as spec1f1ed by the Registrar that 1nc1udes a faculty '
. workload for each faculty member in the department and
represents a balianced department offering'based'on student
course needs. |

Z. Orders textbooks and reviews instructlonal

mater1a1 to insure that adequate instructlonal mater1a1s are

‘available for each class in the department each semester.

87
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Textbooks are ordered on a time fr#me as specified by the
Bookstore Manager and within the guidelines of college
.policies.

\ - 3. Works with erartment faculty in develoﬁing
course, materials which include Qlearly stated student goals,
procedures./and methods to help ingyre student success in
completing the course.

4.  Evaluates faculty in the department within the
parameters established by the Degp of Academlc Affaire gnd'
college polic1es ‘and within the time frame as speclfied by

the Dean aﬁd college policies.

fomarr

5. Cooperates with opgy, campils personnel,
consultlng with them on planned Qourse offerings and
assigning 1nstructors to opz=n Campyg claSSes, providing
instructional Support for open campus classes in terms of
teacher evaluatlon, cOUfSe OUtllnes and objectives,  etc.

6. Attends to teacher and student problems and/or
concerns ‘as they arise w1th1n the department and resolves the
problems and/or concerns Wlthin the chalrperson s resources
or refers them to the Dean of Academj. Affairs or the .Dean of

_Student pffairs, v | |

| 7. Participates in the registration ptccess and.
is responsible for malntaxnlng department representatlon at
registration, maklng dec131ons °°ncern1ng the adding or
—cancelllng of classes, and reasslgnang faculty 'when class
'Scheduleshare adJusted,due to regigtiation processes:

hatreu

8. Monitors class sizg for cost effectiveness in
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terms of level of funding per F.T.E., F.T.E. produced,
. supply and support monieS‘expended and recommends to the
Dean of Academic Affaifs:ways of increasing cost LN

effectiveness.

Curriculum Management

The departmeht chairperson has a direct
responsibility to the total caﬁpus/eollegequrriculum. In.
the individual department, the chaieperson %s responsible
for curriculum evaluation, reView, and revision.
Specifically, the depaftment.eheirperson:

1, Recommends currieulumvchanges based upon

o

facuity review to the Dean of Academic Affairs for review by

the Committee on Curriculum and Instruction. )

2.. Develops in essociation with departmeﬁt
“faculf&, and presented new course”offerings to the Deaﬁ-pf-~“
Acedemic Affaifs for review by the Committee on Curriculum
~and Instruction. | |

3. Conducts surveys to determine program needa
and develops ‘curriculum to meet needd as approved by tpe Dean
of Academic Affairs and the Commlttee on Curriculum and
Instruction'process. .

4,  Serves on the Committee on Curriculum and
Instruction and revieﬁs edueational programs and courses in
terms of the department and total cempus/college
instructional{progrem. T

5. | Monitors the college catalog to insure

160
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accurate description of instructiohal prégrams and courses in
the départmentg aqg inputé catalog cHanges7f6r_new programs,
courses and descripti&n changes through the Dean of Academic

Affairs.

Personnel Management
The chairperson is charged with conducting

personnel practices in a manner conducive to good

RS
-

management and human ;élations, in accord with Board
policies, legal paraveters, and State Department Rules and
Regulations. Thé chai?person adminiéters the department in
a éemocratic manner, givingcfull recognition to the |
profgssional status and role of teaching faculty, and
actiQely encéuréges maximum faculty ﬁarticipation in
departmentaliaffairs. Specifically, the department
chairperson:nz '

l.-.:Assessés instructional neéds in terms of
pg}sonnel in the department and récommendé positions to the
Dean of Academic Affa;rs. | | ] |

2. ~ Recruits in cooperation with the personnel
dgpértment applicants for positions’ within the department
who meet‘thzﬂposition qualifications as approved by the Dean

of Academic Affairs.

3. Recommends applicants to the Dean of Academic
Afféirs for employment. o S .
4. Maintains accurate monthly attendance reports

for each employee in the'debartment and “submits monthly

‘Y
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status reports via the Dean of Academic Affairs to the
Finance Office each month.

‘ 5. Prepares personhel action papers yor each
part-time and overjloadcfaculty within the department for
each class taught’ each semester and submits the papers via
~ the Dean. of Academic Affairs to the Personnel Office.

6. Conducts annual evaluation of personnel
within the department as outlined by college policies and
recommends faculty for annual contract or continuing
contract. to the Dean of Academic Affairs in accordance with
Board policies and State Departgent Rules and Regglations.

7. Administers the personnel policies of the -
college in an equitahle manner for each employee within the
division, sol$es problems within the authority of the .
départment, and refers problems to the Dean of Academic
Affairs for assistance as needed.

; 8. Orients‘employees to college policies and
procedures and.provides'intraadepartment opportunities for
employees to progress in ter;s of career deVelopment,.such.
as committee service, leadership activities (area
coordinators), community involvement, ahd‘other
opportunities. )

9. Informs faculty of college activities and

actions on a regularly scheduled basis—

The department‘chairperson serves as a model of
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professional development within the departmént and is
concexned wi;h\personal development and with development of
faculty ﬁithin thé department. Specifically, the department
chairperson: | ' |

1. Maintains liaisons with comﬁunity'colleges,
uniVersities, and prcfesiionel organizationé within the
discipline(s) area of the department té}gtay ébreast of
current developments in community college instruction
generally and trends within the épecific field of the
department. ]

2. Promotes faculty'&evelopmenﬁ through
additional eguéation, staff and program development
activities, professional organizations, college visitation
and other activities. . _ <

| 3. Utilizes Staff and Program Development Funds
to assist the ; ~ofessional development of the fgculty‘
through carefgl planning in allocéting travéi resources aﬁd

developmental activities.

Community-Institutional Articulation

The department chairperson is often called upon to
meet with various community groups and represent the college.
The chairperson is expected to be community-based in
ﬁerspective for service to ;hé community and its students.
Specifically;'the chairperson: |

- 1. -~ Serves on'coﬁmunity-based advisory groups as

needed and as outlined b& college policies,

: 103
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2. Serves as guest speaker lecturer, and/or

resource person for community groaps as requested and as
schedule permits. Reports such activities to the Dean of

Academic Affairs.'

Fiscal Management

The deoartment chairperson is the first line

- administiator in planning, managing, and controlling

* department budgets. As the first line administrator the
department chairperson is responsible and accountable in
insuring that fiscal-practices within the department are in .
vline witthoard policies and State Department Rules and
!Regulations.‘ Specifically, the department chairperson
performs the following tasks in fiscal management:

1. Assesses needs within thewdepartment and
requests through the budgeting processes resources to meet’
the needs. s | SN

| 2. Develops a department line item budg*t(s)
within the parameters as specified by the Dean of Academic
Affairs and within%theltimeaframe as specified by the o
Assistant to the President for Business Affairs, i

3. Develops interdepartment. procedures to control
the expenditure of budget funds to meet department needs.

4. Expends funds from department budgets |
according to Board polzcies and~gtate Department Rules and

"Regulations.

5. Evaluates budget limitations and indicates the
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impace on the inst;gctional program to the Dean of‘Academic

Affairs., | .

-
Academic Affairs Participation

TQE department chairperson serves as a member of
the Academic Affairs staff. As such, the chairperson is
concerned with bringing problems of a general nature to

stéff, acting on staff probfems, and participating in *

academic affairs decision making. Specifically, the \ ..
" chairperson: | | |
1. Participates in academic affairs,meetings as

schedules by the Dean-of Academic Affairs.

2. Serves on study groups and committees as
directed by the Dean of Academic Affairs. ’ «
3. Pafticipates in academic affairs training

prpgrams in management development and instructional

leadership. ¢
5 .
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